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Introduction  
Fair and inclusive place to work 

This report provides evidence and commentary on the council’s progress towards 

being a fairer and more inclusive place to work.  The report also meets our 

obligations under the Public Sector Equality Duty within the Equality Act 2010.   

The council’s Fair & Inclusive Action Plan (FIAP) was co-created in 2019, in response 

to a review carried out by external consultants, Global HPO.  You can find their 

review and the council’s Fair & Inclusive Action Plan on the council website by 

clicking this link. 

Our data shows inequalities for staff from minority ethnic backgrounds and for 

disabled staff, particularly when we look at their under-representation in higher 

graded roles.   We need a workforce that is representative of the communities we 

serve, at all pay grades, including senior roles.  We know that fair and inclusive 

practice can benefit all our staff as well as the council’s customers and communities.     

All the fair and inclusive work is done in collaboration and agreement with a range of 

stakeholders from across the organisation and at all levels.  We understand that 

quantitative data (numbers) cannot tell us everything and that qualitative data (words) 

is equally important.  We use our staff survey and other feedback from staff about 

their lived experiences to help us make decisions about where and when to take 

action.   

We have developed trust with key stakeholders through openness and collaboration.  

The Fair and Inclusive Action Plan began in April 2019 and on 9 March 2020, we 

launched our We Need to Talk About Race campaign.  Less than three weeks later, 

the whole country was in lockdown because of the global coronavirus pandemic.   

Global events and local impacts 

The departure of the UK from the European Union at the end of March 2020 created 

uncertainty for EU citizens and their families living in the UK.  During this period the 

council provided information and support to staff who needed to apply to the EU 

Settlement Scheme by 31 December 2020.   

The coronavirus pandemic increased pressure on local authorities across the UK in 

unprecedented ways.  In Brighton & Hove, this meant some of the resource for our 

planned FIAP work was moved to meet new and urgent priorities.  In 2020, racism 

across the world was highlighted by events in the United States.  In Brighton & Hove, 

local councillors made a pledge to be an anti-racist council and city.     

With a year of the Fair & Inclusive Action Plan underway, we were in a stronger 

position than some to develop an anti-racist approach.  We built on the work we had 

already started and the relationships we have with our key stakeholders.  For 

example, when we produced our Covid-19 individual risk assessments, to keep staff 

safe in the workplace, input from our workers’ fora was really important.   We 

continue to collaborate with key stakeholders on all our fair and inclusive work. 
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Key findings  
 

The composition of our workforce: 

 Female employees continue to do well at the council. In 2021 the council 

published a negative gender pay gap.  On average, females are paid 6.1% 

more than males 

 There is a higher percentage of female staff than male staff on all contract 

types and across all pay bands. This has been the case for more than five 

years and is likely to be a reason for the council’s negative gender pay gap 

 53% of our female workforce works part-time compared with only 18% of all 

male employees 

 Men are under-represented in the council’s whole workforce (42.1%) when 

compared with the local economically active population (53.6%)  

 Less than 8% of staff are aged under 30; more than 14% of staff are aged 60 

and over  

 49% of all staff have been employed by the council for 10 years or more 

 The council continues to steadily increase the percentage of employees 

identifying as Black and Minority Ethnic (BME) and White Other within the 

workforce but these groups are not proportionately represented when 

compared with the city’s economically active population 

 The percentage of BME and White Other applicants for council jobs has 

increased since 2015/16, from 14% to 22% and 12% to 15% respectively.  

These groups remain less successful at being shortlisted and hired when 

compared with White British applicants 

 The percentage of BME staff employed in the middle pay band has increased 

for the fourth consecutive year to 7.6%.  This is an increase of 1.3% since 31 

March 2020 (6.3%)  

 BME and White Other staff are not proportionately represented in the middle 

and upper pay bands   

 6.5% of staff with 10 or more years’ service are from BME backgrounds 

 In 2020/21, 15.4% of all new starters identified as BME, 7.8% as disabled, 

19.2% as LGBTQ+ and 10.1% were from a White Other background 

 The percentage of disabled staff within the council workforce exceeds the 

target figure, but they are not proportionately represented in the upper pay 

band 

 LGBTQ+ staff are slightly under-represented in the lower pay band only 

 The proportion of BME staff on permanent contracts has increased for the last 

three years  

 Looking at all staff employed on temporary contracts, there is a higher 

percentage of male, LGBTQ+, disabled, BME, White Other and White Irish 

staff than compared with permanent contracts  

 11.9% of leavers identified as disabled.  This is higher than their percentage in 

the workforce (7.7%) 

 32% of the workforce identifies as Christian and 9% as other religions 
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The experiences of our workforce: 

 Disabled staff are much more likely to have been subject to attendance 

management procedures than staff who tell us they are not disabled 

 LGBTQ+ staff were slightly more likely (14.6%) to be subject to attendance 

management procedures than their percentage of the workforce (13.4%) 

 Staff identifying as BME, disabled and male were more likely to be subject to 

disciplinary procedures compared with their proportion of the workforce 

 2697 staff completed the 2019 staff survey (see Appendix 4).  When 

comparing against the whole council workforce, survey results found the 

following: 

o Staff identifying as Black/Black British (45 responses), of mixed 

ethnicity (64 responses) or as disabled (256 responses) were much 

less likely to agree the organisation feels like a fair and inclusive place 

to work  

o Staff who responded more negatively to all of the indices includes those 

who are disabled, whose gender identity is different from their sex 

registered at birth (32 responses), or who identify as Other gender (32 

responses) or Other sexual orientation (51 responses) 

o Bisexual staff (89 responses) responded more negatively to all of the 

indices except for the Developing People Index, where their response 

was the same as the whole workforce 

o Asian / Asian British (40 responses), Female (1619 responses), Gay 

(129 responses) and staff identifying as White Other (180 responses) 

responded more positively to all of the indices 

o Black / Black British staff responded more positively to all of the indices 

except for Wellbeing and Fair and Inclusive, where they responded 

more negatively 

o Staff identifying as Muslim (22 responses) and Christian (595 

responses) responded more positively to all of the indices 

o Staff identifying as Pagan (23 responses) responded more negatively to 

all of the indices 

o Jewish staff (20 responses) responded more positively to all of the 

indices except for the Managing Change Index 
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Organisational Data 
 

All figures reported are based on known data at 31 March 2021.  Figures do not 

include staff employed within schools.   

Table 1: 1- and 5-year changes to BHCC workforce profile 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 2015/16 2019/20 2020/21 
Workforce 

Target 

Contracted 
Workforce - 
Headcount 

4549 4371 4342   

Contracted 
workforce - 

FTE 
3870.7 3781.6 3842.3   

BME 6.3% 7.7% 8.5% 9.1% 

White Other 6.0% 7.4% 7.7% 8.8% 

White Irish 2.1% 2.0% 2.2% 1.6% 

Disabled 7.9% 7.7% 7.7% 7.5% 

LGBTQ+ 12.0% 12.9% 13.4% 13.0% 

Sex – Female 59.5% 59.4% 57.9% 46.4% 

Sex – Male 40.5% 40.6% 42.1% 53.6% 

No Religion 53.8% 58.8% 59.0%  

Christian 36.66% 32.4% 31.6%  

Other Religion 9.6% 8.9% 9.4%  

Age: <30 6.2% 7.6% 7.6%  

Age: 30-59 82.9% 79.2% 78.2%  

Age: 60+ 11.4% 13.2% 14.1%  
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The council has six directorates: 

 Economy, Environment & Culture (EEC) 

 Families, Children & Learning (FCL) 

 Finance & Resources (F&R) 

 Health & Adult Social Care (HASC) 

 Housing, Neighbourhoods and Communities (HNC) 

 Strategy, Governance & Law (SGL) 

Our data shows there are some differences in the workforce profiles of the six 

directorates (see Appendix I).  Each directorate uses their own data to focus fair and 

inclusive workforce actions.   

All directorates report progress towards their workforce and service equalities 
objectives in a quarterly report.  This is an important part of the council’s performance 
management framework and how we monitor the impact of any actions. 
 
Each directorate also brings regular updates and case studies to the Corporate 
Equality Delivery Group, which is chaired by our Chief Executive, Geoff Raw. 

Communities 
 

The Communities workstream of the FIAP supports the interlink between the 
council’s workforce and delivery of services to our diverse communities and 
customers.  Because this report focusses on workforce equalities it does not include 
data relating to service delivery.   
 
However, it is important to note the huge amount of work done during this reporting 
period.  In particular, council services worked across the city to respond to Covid-19 
and the emerging needs of our customers.  This work also helped inform some of the 
actions we took with staff, particularly in relation to wellbeing. 
 
2020-21 workforce activity includes: 
 

 Recruiting to a Lead Practitioner for Anti-racist Practice role in the Families, 
Children & Learning directorate 

 Partnering with Sussex Health & Care Partnership on the Sussex-wide BAME 
Disparity Programme, focussing on Workforce, Population and 
Communications 

 Maintaining virtual links with local education providers 

 Implementation of a migrant employability project working jointly with Voices in 
Exile 
 

 
Recommendations for 2021-22 include the following: 

 Develop a pre-employment strategy to support under-represented groups 

 Increase attendance at face-to-face careers fairs with local education 

providers 

 Establish relationships with community groups to support those individuals 

from under-represented groups who experience barriers to employment 

 Refresh equality impact assessment (EIA) forms and training 
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Accountability and Consequences 
 

In 2020-21, Accountability & Consequences workstream activity included the following: 

 Delivering online mandatory fair and inclusive briefings to around 3000 staff 

 Embedding the council’s Behaviour Framework including working with HR 

Advisory Services to ensure we use the language of our values and policies 

 Communicating to staff about where to report issues and get support 

 Publicising the council’s definition of racism and zero-tolerance approach 

 Developing a restorative approach to racism, to increase understanding 

around the personal impact of certain behaviours and language relating to 

race, and to resolve issues in a way that encourages reflection and learning 

 Commissioning actor-led specialist equalities training for the HR Advisory 

Service, investigating managers and members.  Face to face learning was 

stopped because of the pandemic and delivery of this training was postponed  

 Agreed a new Attendance Management Policy  

 Offered online conflict coaching in place of mediation, which was paused due 

to social distancing restrictions 

 Coaches undertook ‘Coaching in the context of racial harm’ training 

 

Our data shows that: 

 The total number of attendance management cases in 2020-21 was 197, 
compared with 360 in 2019-20 

 Disabled staff are around twice as likely to have been subject to attendance 
management procedures, when compared with their proportion in the 
workforce 

 Staff identifying as BME (5), disabled (7) and male (35) are more likely to be 

subject to disciplinary procedures compared with their proportion of the 

workforce.   

 Of 53 disciplinary cases reported, 5 were related to discrimination: 
race/ethnicity (4), sexual orientation (1) 

 In the 2019 staff survey, 67% of the whole workforce agreed that the 

organisation feels like a fair and inclusive place to work.  Scores were lower 

for staff identifying as Black/Black British (53%), of mixed ethnicity (58%), 

disabled staff (54%) and those whose gender identity is different from their sex 

registered at birth (63%) as well as staff employed at Scales 1-6 (64%). 

 
Recommendations for 2021-22 include the following: 

 Increase promotion of the council’s virtual Fair and Inclusive Team 

 Implement new Attendance Management Policy April 2021 

 Approve and implement the restorative approach to racism 

 Deliver specialist equalities training for HR Advisory Service 

 Continue to embed the language and values of the Behaviour Framework 
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Learning and Development 
 

In 2020-21, Learning & Development workstream activity included the following: 

 Coaching and mentoring offer available to all staff 

 Delivering ‘coaching in the context of racial harm’ training to existing coaches  

 5 BME Workers Forum members completing ILM3 coaching qualification 

 Delivering interview skills workshops, ‘making the most of your 121s’, and 

‘planning your career’ training 

 Delivering anti-racist and white privilege targeted training to 275 delegates  

 Delivering active bystander training and racial microaggressions training 

 Delivering fair & inclusive sessions to the Leadership Network 

 Publishing anti-racism resources for individual and team use 

 Publishing new ‘recruiting virtually’ and ‘managing remote teams’ e-learning 

 Sharing opportunities for development and progression on the council’s 

intranet and directly to our employee networks  

 Publishing fair and inclusive guidance for internal and external trainers 

 
Our data shows that: 

 Feedback from the fair and inclusive briefings was positive and there is 

appetite for additional learning  

 Disabled staff and those of mixed ethnicity are less likely to feel they have 

opportunities to progress and develop 

 Staff aged under 25, disabled and of mixed ethnicity were less likely to agree 

Personal Development Plan (PDP) discussions are held in a meaningful way 

 

Recommendations for 2021-22 include the following: 

 Use 2021 service-level staff survey responses to the fair and inclusive 

questions to identify and implement further targeted interventions 

 Provide development to our Managers Network to deliver fair and inclusive 

aims 

 Refresh PDP documents to support managers to lead meaningful career 
conversations 

 Pilot additional career planning sessions  

 Create a menu of ‘stretch assignments’ to provide opportunities to staff who 

are not proportionately represented in the middle and upper pay bands 

 Develop a positive action development programme to support staff from 

under-represented groups to progress 

 Increase the disability-related training offer 

 Explore ways to improve monitoring of equalities data on our Learning 
Management System 
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Recruitment, Retention and Progression 
 
In 2020-21, Recruitment, Retention & Progression workstream activity included the 
following: 

 

 Attending online Universities careers fairs 

 Taking part in the Job Centre Plus virtual jobs fair 

 Targeted social media advertising of vacancies to local community networks 

 Delivering online sessions with the National Careers Service on getting work in 
the Public Sector  

 Corporate advert published in council’s ‘Summer Fun’ brochure to showcase 
our employer offer and fair and inclusive commitment 

 Senior leaders holding BME Wellbeing Listening workshops  

 Producing Covid-19 individual risk assessments and sensitive guidance 

 Recruiting to a new HR Diversity Recruitment Consultant role  

 External review and internal audit of recruitment processes 

 Implementing a new process to check compliance with recruitment training 
 

Our data shows that: 

 BME and White Other applicants are less likely than White British applicants to 
be interviewed or hired 

 Disabled applicants are slightly more successful at being shortlisted and hired 
than applicants who tell us they do not have a disability 

 The percentage of BME, White Other, disabled and LGBTQ+ staff on 
secondment is higher than their proportion in the workforce  

 BME and disabled staff accessed acting up opportunities at a lower rate (7.5% 
and 2.3% respectively) than their percentage in the workforce  

 13.2% of all promotions were achieved by staff identifying as White Other; this 
is higher than their proportion in the workforce 

 BME, disabled and LGBTQ+ staff gained promotions in line with their 
workforce profiles  

 Staff aged under 30, who are disabled, LGBTQ+ or identify as White Other left 
the organisation at a higher rate than their proportion in the workforce 

 

Recommendations for 2021-22 include the following: 

 HR Diversity Recruitment Consultant to deliver a range of actions 

 Develop additional inclusive recruitment training for recruiting managers 

 Promote development and job opportunities to existing staff in a transparent 
way 

 Additional support for all roles grade M8 and above including the use of 
ethnically diverse panels  

 Review current process for extension of acting ups 

 Further data analysis of our largely successful female workforce, to identify 
possible impacts of intersectionality 

 Increase community outreach and in-reach for diverse communities, working 
with our Employment & Skills Team 

 Review digital inclusion and accessibility 
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Appendices 

Appendix 1 – Directorate data at 31 March 2021 

Table 1 Numbers of staff by ethnic origin  

Ethnic Origin HASC FCL HNC EEC F&R SGL BHCC 

Asian/Asian British – total: 9 23 9 12 16 8 77 

Indian 4 6 3 4 4 4 25 

Pakistani   3   1     4 

Bangladeshi   6 4   2 1 13 

Chinese 2 4   1 7 1 15 

Any other Asian background 3 4 2 6 3 2 20 

Black/Black British – total: 23 26 14 11 9 1 84 

African 15 17 6 4 3 1 46 

Caribbean 4 8 8 6 2   28 

Any other Black/African/Caribbean 
background 4 1   1 4   10 

Mixed/Multiple ethnic groups – total: 17 39 17 25 17 4 119 

White and Black Caribbean 3 7 4 4   1 19 

White and Black African   3 2 1 1 1 8 

White and Asian 5 10 3 9 8   35 

Any other Mixed/Multiple ethnic 
background 9 19 8 11 8 2 57 

Other ethnic group – total: 11 13 2 5 2 0 33 

Arab 1 2         3 

Any other ethnic group 10 11 2 5 2 0 30 

White – total: 573 967 508 758 444 145 3395 

English/Welsh/Scottish/Northern 
Irish/British 501 866 452 683 392 133 3027 

Irish 15 22 17 10 15 2 81 

Gypsy or Irish Traveller 1 1 1       3 

Any other White background 56 78 38 65 37 10 284 

Prefer not to say 15 19 21 37 17 7 116 

Not known 44 150 165 96 45 21 521 

Grand Total 692 1237 736 944 550 186 4340 

 

Table 2 Numbers of staff by sexual orientation 

  Number of staff  

Sexual Orientation HASC FCL HNC EEC F&R SGL BHCC 

LGBTQ+ total: 96 123 81 66 62 18 445 

Bisexual 25 31 19 14 17 8 113 

Gay Man 34 27 34 31 28 3 157 

Lesbian / Gay Woman 30 49 22 18 14 3 136 

Other 7 16 6 3 3 4 39 

Heterosexual / 
Straight 468 820 421 660 374 126 2868 

Prefer not to say 51 90 59 88 56 16 359 

Not known 77 204 175 130 58 26 670 

Grand Total 692 1237 736 944 550 186 4340 
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Table 3 Numbers of staff by disability 

Disability HASC FCL HNC EEC F&R SGL BHCC 

Disability 35 65 63 51 49 7 270 

No disability 540 955 466 719 418 143 3238 

Prefer not to say 14 22 14 32 23 5 110 

Not known 103 195 193 142 60 31 724 

Grand Total 692 1237 736 944 550 186 4340 

 

Table 4 Numbers of staff by age 

Age band HASC FCL HNC EEC F&R SGL BHCC 

Under 30 years 35 82 82 78 42 13 331 

30-59 years 540 1018 544 698 460 137 3397 

60 years and over 117 137 110 168 48 36 614 

Grand Total 692 1237 736 944 550 186 4340 
        

Table 5 Numbers of staff by religion  

Religion HASC FCL HNC EEC F&R SGL BHCC 

Christian - total: 190 278 141 257 128 53 1047 

Christian 190 278 141 257 128 53 1047 

No Religion - total: 313 594 330 381 265 75 1958 

Agnostic 20 36 17 15 17 5 110 

Atheist 31 36 31 33 23 7 161 

No Religion 262 522 282 333 225 63 1687 

Other Religion - total: 64 90 39 62 45 13 313 

Buddhist 10 14 7 4 8 2 45 

Hindu 2 2   3 2 2 11 

Jewish 1 11 2 9 1   24 

Muslim 4 13 11 6 3 1 38 

Other Philosophical 
Belief 19 20 6 14 12 3 74 

Other Religion 26 25 12 23 16 2 104 

Pagan 2 3   3 3 1 12 

Sikh   2 1     2 5 

Prefer Not To Say 36 69 42 82 37 12 278 

Not known 89 206 184 162 75 33 749 

Grand Total 692 1237 736 944 550 186 4340 
        

Table 6 Numbers of staff by sex.  This table shows binary data required by HMRC  

Sex HASC FCL HNC EEC F&R SGL BHCC 

Female 503 973 360 277 274 130 2513 

Male 189 264 376 667 276 56 1827 

Grand Total 692 1237 736 944 550 186 4340 
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Appendix II  

Table 7: Percentage of the workforce in each pay band and contract type by 

protected characteristics 

  Disabled BME 
White 
Other 

LGBTQ+ Female Male 

Scales 1 - 6 7.8% 9.5% 8.9% 12.6% 52.8% 47.2% 

Scales SO1/2 to M9 8.0% 7.6% 6.8% 14.3% 64.2% 35.8% 

Scales M8 and above 4.7% 7.0% 4.1% 14.5% 62.1% 37.9% 

Permanent contract 7.6% 7.9% 6.9% 12.7% 58.7% 41.3% 

Temporary/Seconded/ 
Fixed Term contract 

8.5% 12.9% 14.0% 19.4% 54.6% 45.4% 

 

Appendix III Recruitment data 2020-21 

Table 8 Recruitment data by ethnicity 

  All Applicants for all vacancies 

2020 - 2021 
Number 
Applicants 

% All 
Applicants 

Number 
Interviews %  Interviews 

Number 
Offers 

%  
Offers 

Baseline 
indicator (all) 2673 100.00% 541 20.24% 213 7.97% 

BME 579 21.66% 77 13.30% 26 4.49% 

White British 1637 61.24% 385 23.52% 155 9.47% 

White Irish 47 1.76% 11 23.40% 7 14.89% 

White Other 410 15.34% 68 16.59% 25 6.10% 

 

Table 9 Recruitment data by disability 

  

  All Applicants for all vacancies 

2020 - 2021 
Number 
Applicants 

% All 
Applicants 

Number 
Interviews % Interviews 

Number 
Offers 

% 
Offers 

Baseline 
indicator (all) 2686 100.00% 538 20.03% 212 7.89% 

Disabled  200 7.45% 58 29.00% 16 8.00% 

No disability 2486 92.55% 480 19.31% 196 7.88% 

 

Table 10 Recruitment data by gender 
 

       

  All Applicants for all vacancies 

2020 - 2021 
Number 
Applicants 

% All 
Applicants 

Number 
Interviews % Interviews 

Number 
Offers 

% 
Offers 

Baseline 
indicator (all) 2710 100.00% 542 20.00% 210 7.75% 

Female 1424 52.55% 292 20.51% 118 8.29% 

Male 1265 46.68% 244 19.29% 90 7.11% 

Other 21 0.77% 6 28.57% 2 9.52% 
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Table 11 Recruitment data by sexual orientation 

    

2020 - 2021 All Applicants for all vacancies 

  
Number 
Applicants 

% All 
Applicants 

Number 
Interviews % Interviews 

Number 
Offers 

% 
Offers 

Baseline 
indicator (all) 2531 100.00% 522 20.62% 203 8.02% 

Heterosexual 2041 80.64% 403 19.75% 162 7.94% 

LGBTQ+ 490 19.36% 119 24.29% 41 8.37% 

 

Appendix 4 - Staff survey  

Table 12: Staff survey index names and scores  

Index name 
 
 

Organisational score 

Engagement 70 

Managing change 60 

Enabling people 76 

Maintaining wellbeing 76 

Developing people 72 

Working together 63 

Fair & Inclusive 78 
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