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Agenda 

1. Apologies & Substitutes 
 

(a) to receive apologies for absence from any Councillor who is unable to attend; and 
(b) to receive the name of any Councillor who is to act as a substitute, notice of 

which has been given to the Chief Executive, together with the name of the 

Councillor for whom they are acting. 
 

2. Declarations of Interest 
 
Members to declare the existence and nature of interests in items on the agenda in 

accordance with the adopted Code of Conduct.  
 

Declarations should be disclosed during this item. However, the existence and nature 
of any interest that subsequently becomes apparent during the course of the meeting 
must be disclosed immediately.  If the interest is not registered, Members must notify 

the Monitoring Officer of the interest within 28 days. 
 

Members are also reminded of the need to declare predetermination on any matter. 
 
If Members are unsure about whether or not they have an interest, or about its 

nature, they are strongly advised to seek advice from officers prior to the meeting.  
 

3. Minutes 
 

To confirm the minutes of the Committee meeting held on 2 July 2025.   
           (Pages 1 to 5) 

 

 
4. Equalities, Diversity and Inclusion Update 2025 

 

To consider a report from People & Communications.   (Pages 1 to 21) 
 

 
 
 

https://www.youtube.com/channel/UCH2JuoJ4qB-MLePIs4yLT0g


 

 

5. Gender and Ethnicity Pay Gap Reporting as at 31 March 25 

 

To consider a report from People & Communications.  (Pages 1 to 10) 
 

 

 
Published Tuesday 16 September 2025 

General Enquiries: Please contact Warwick District Council, Town Hall, Parade, Royal 
Leamington Spa, CV34 4AT. 
Telephone: 01926 456114 

E-Mail: committee@warwickdc.gov.uk 
 

For enquiries about specific reports, please contact the officers named in the reports. 
You can e-mail the members of the Committee at 

employmentcommittee@warwickdc.gov.uk 
Details of all the Council’s committees, councillors and agenda papers are available via our 

website on the Committees page 

We endeavour to make all our agendas and reports fully accessible. Please see our 
accessibility statement for details. 

 

The agenda is available in large print on request, 
prior to the meeting, by emailing 

committee@warwickdc.gov.uk or telephone 

(01926) 456114 

mailto:committee@warwickdc.gov.uk
mailto:employmentcommittee@warwickdc.gov.uk
http://www.warwickdc.gov.uk/committees
https://www.warwickdc.gov.uk/accessibility
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Employment Committee 

Minutes of the meeting held on Wednesday 2 July 2025 at the Town Hall, Royal 

Leamington Spa, at 6.00pm. 
 
Present: Councillors Yellapragada (Chair), Davidson, Davison, Gorman, 

Hales, King, Melrose, Payne, and Syson. 
 

Officers:  Lola Burrell – Committee Services Officer; Tracy Dolphin – Head of 
People and Communications; and Elaine Priestly – HR and Payroll 
Manager. 

 
1. Appointment of Chair 

 
It was proposed by Councillor Hales and duly seconded by Councillor 
Payne that Councillor Syson be appointed Chair of the Committee for the 

municipal year 2025/26. 
 

On being put to a vote, the motion was defeated. 
 

It was proposed by Councillor Davison, duly seconded by Councillor 
Melrose and   
 

Resolved that Councillor Collins be appointed Chair 
of the Committee for the municipal year 2025/26. 

 
2. Appointment of Vice-Chair 

It was proposed by Councillor Melrose, duly seconded by Councillor 

Davison and  
 

Resolved that Councillor Yellapragada be appointed 
Vice-Chair of the Committee for the municipal year 
2025/26. 

3. Apologies and Substitutes 

(a) apologies for absence were received from Councillors Collins and 

Margrave; and 
(b) there were no substitutes. 

4. Declarations of Interest 

There were no declarations of interest made. 

5. Minutes 

The minutes of the meeting held on 4 March 2025 were taken as read and 
signed by the Chair as a correct record. 

6. Revision to Chief Officer Recruitment Process 

The Committee considered a report from the Head of People and 
Communications which set out proposals for revisions to the Warwick 

District Council (WDC) ‘Chief Officer Recruitment Process’, in response to 
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the significant challenges of the Medium-Term Financial Strategy, service 

demands, and the need to evolve and adapt quickly, for example, in 
anticipation of government reorganisation proposals.  

 
The recent recruitment to the role of Strategic Director highlighted the 
challenges arising as a result of the local government reform timetable. 

The ability to adapt quickly to situations and reduce the impact on service 
areas was paramount to ongoing delivery and priorities of the Council. 

Chief Officer roles were considered critical posts based on the resources 
that were impacted when a vacancy occurred.  
 

By revising the process, it would support capacity and resilience within 
service areas to ensure continued support for the Corporate Strategy 

(including the Change Programme), Service Area Plans, projects, and 
priorities. It would also ensure that the Senior Leadership Team would be 
able to focus on the significant corporate priorities within their area and 

cross-working priorities.  
 

When there was a requirement to recruit for a temporary Chief Officer 
post, this decision needed to be made quickly and robustly. The proposals 

in Recommendation (3) allowed for, where it was considered appropriate, 
a timely recruitment process to mitigate impact on service delivery using 
existing processes/guidelines within the Council.  

 
The proposed process was considered robust, transparent, and fair as well 

as conducted with a sense of urgency to ensure there was minimal impact 
on the service area.  
 

Where recruitment to a Chief Officer, including Chief Executive, was 
appointed under the (i) Secondment, (ii) Acting Up Guidance (Honoraria), 

(iii) Interim policies/guidance, this would be for an agreed timeframe at 
which point a review would consider either continuing the arrangement or 
a formal recruitment/appointment would be undertaken. 

 
In terms of alternative options, the Employment Committee could choose 

not to approve the amendments and be aware that the existing process 
could result in a significant delay in a temporary Chief Officer 
appointment. This would impact the capacity of the service area to deliver 

the key priorities for the Council.  
 

The Employment Committee noted the comments from the Members 
Trade Union Joint Consultation & Safety Panel (MTUJC&SP) which stated 
that the Panel agreed with the recommendations in the report, subject to 

the addition of Group Leaders being formally consulted as part of the Chief 
Officer recruitment process alongside the Leader, relevant Portfolio 

Holder, and Chair of Employment Committee. 
 

In response to questions from Members, the Head of People and 

Communication explained that: 
 

 within the policies for secondments and ‘acting up’, there were 
recommendations on timeframes for recruitment. These 
recommendations would be used in the Chief Officer Recruitment 

Process policy as well; 
 the policies and timeframes for recruitment were reviewed regularly; 
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 the arrangements that were in place for temporary recruitment, such 

as the arrangements for secondments lasting a maximum of two 
years, would become part of the conversation when appointing to a 

vacancy; 
 if WDC were looking to appoint an interim position, the same process 

would be assumed and therefore, an evaluation on the appropriate 

timeframes based on the role would occur; 
 each process for recruitment was aligned to a different timeframe; 

 when recruitment was taking place, the different timeframes would 
form part of the conversation with the appropriate recruitment 
manager for example, the Chief Executive; 

 the existing policies for recruitment contained the detail on 
timeframes, these details were referred to in the Chief Officer 

Recruitment Process policy without being repeated; 
 a hyperlink would be added to each of the policies referenced in the 

Chief Officer Recruitment Process policy to enable the details of the 

policies to be easily accessed; 
 the Employment Committee were required to meet in person to 

appoint the sub-Committees that were needed in some of the 
recruitment processes. Although this could add extra time to the 

process, an extraordinary Employment Committee meeting could be 
arranged to avoid excessive delays should this be deemed 
appropriate; and 

 the quorum for Employment Committee was four Members. 
 

It was proposed by Councillor Melrose, seconded by Councillor Syson, and  
 

Resolved that the recommendation from Members’ 

Trade Unions Joint Consultation & Safety Panel  
(MTUJC&SP), that Group Leaders be informed as 

part of the Chief Officer recruitment process 
alongside the Leader, relevant Portfolio Holder, and 
Chair of Employment Committee, be agreed subject 

to a change of wording from “being formally 
consulted” to “be informed”. 

It was proposed by Councillor Melrose, seconded by Councillor King, and  
 

Recommended to Council that authority be 

delegated to the Chief Executive in consultation with 
Leader and relevant Portfolio Holder(s) to recruit a 

temporary Chief Officer as appropriate, as set out 
within the Policy at Appendix 1 to the report. 

 

Resolved that 
 

(1) the revised ‘Chief Officer Recruitment Process’, 
as set out at Appendix 1 to the report, be 
approved subject to the recommendation from 

the MTUJC&SP and an amendment to page 9 of 
the report to remove an unnecessary sentence 

(as shown at Appendix 1 to the minutes); and 
 
(2) where a temporary recruitment of a Chief 

Officer is required, as set out within the Policy 
at Appendix 1, the use of existing 
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processes/policies within the Council are 

followed: 
(i)   Secondment 

(ii)  Acting Up Guidance (Honoraria) 
(iii) Interim. 

 

 
 

(The meeting ended at 6.13pm.) 
 
 

 
CHAIRMAN 

24 September 2025 
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Appendix 1 

Minute 6 
10. Making the Decision  

At the end of the interview the Chair will allow time for final reflection on the 
candidate (s) and then invite discussion from all Sub-Committee members on 
each candidate in turn. The Chief Executive/HR or Independent advisor will 

remind the Sub-Committee of the results from the first interview stage so that 
these can be considered as part of the final decision.  

The aim is to appoint the best candidate for the job. If this falls short of the 
expected standard, Members should decide not to make an offer.  
The selection process is designed to help members identify potential for 

development as well as suitability for the job.  
 

the post does not accept it. This decision will be made on the merit of 
the applicants.  
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Employment Committee  

24th September 2025  

 

Title: Equality, Diversity and Inclusion Update 2025 
Lead Officer: Tracy Dolphin tracy.dolphin@warwickdc.gov.uk; 
Daniel.keating@warwickdc.gov.uk 
Portfolio Holder: Councillor Jessica Melrose 
Wards of the District directly affected: None 
 

Approvals required Date Name 

Portfolio Holder 4.9.25 Jessica Melrose 

Chief Executive 14.8.24 Chris Elliott 

Section 151 Officer 14.8.24 Andrew Rollins 

Monitoring Officer 14.8.24 Graham Leach 
 
Final decision by this 

Committee or rec to another 
Cttee / Council? 

No 
 

Contrary to Policy / Budget 

framework? 
No/Yes 

Does this report contain 
exempt info/Confidential? 

If so, which paragraph(s)? 

No/Yes, Paragraphs: 

Does this report relate to a 

key decision (referred to in 
the Cabinet Forward Plan)? 

No/Yes, Forward Plan item – scheduled for 
………… (date) 

Accessibility Checked? Yes/No 

 
  

mailto:tracy.dolphin@warwickdc.gov.uk
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Summary  

The report is to update Employment Committee on the planned direction of Equality, 
Diversity and Inclusion (EDI) at Warwick District Council. This work aligns with the 

Council’s People Strategy 2023 -2027 and will follow the appropriate Committee 
cycles/briefings for Councillors.  

Recommendations 

That Employment Committee:  

 

1) Notes the follow up actions from the EDI Update Report Sept 2024 (Appendix 1). 
2) Approves the Sexual Harassment Policy and associated actions (Appendix 2).   
 

 

1 Reasons for the Recommendation 

 
1.1 This report provides an update on the action plan (Appendix 1) from the 

previous September 2024 report. EDI provides a foundation for our Corporate 

Strategy and recognised as an integral part of the culture of the organisation, a 
key theme within the People Strategy and Service Area Plan for People and 

Communications. 
 

1.2 Recommendation 1  
 
The action plan detailed in Appendix 1 provides an update to key initiatives.  

The recommendations from the September 2024 report have been added into 
the Council’s overall EDI plans, to look at all areas of diversity.  

 
1.2.1 Race at Work Charter   

In September 2024, Employment Committee endorsed the commitment to the 

‘Race at Work Charter’ which asks organisations to make a public commitment 
to improving equality of opportunity in the workplace with 7 key objectives. 

These include: 

1. Appoint an Executive Sponsor for race equality. 

2. Capture ethnicity data and publicise progress. 

3. Commit at board level to zero tolerance of harassment and bullying. 

4. Make equity, diversity, and inclusion the responsibility of all leaders 

and managers. 

5. Take action that supports Black, Asian, Mixed Race and other 
ethnically diverse employee career progression. 

6. Support race inclusion allies in the workplace. 

7. Include Black, Asian, Mixed Race and other ethnically diverse-led 

enterprise owners in supply chains. 

All areas of the Race at Work Charter are being worked on through various 
initiatives and practices: This includes endorsement of an executive sponsor as 

an EDI Champion; capturing Diversity Data across the organisation and 
publishing pay gaps as part of the guidelines; publication of the anti-hate crime 

statement; updates to the Dignity at Work policy; EDI training for all staff 
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which includes Allyship; fair recruitment practices; manager training on 

diversity and discrimination; inclusion of equality in procurement which relates 
to updated legislation ‘Procurement Act 2023’. 

1.2.2 Appointing EDI Champion 

This role will help encompass and support EDI from a senior position. 

Appointing a senior leader as an Equality, Diversity & Inclusion Champion 
shows our further commitment in this area. Part of the Race at Work Charter 
requires an Executive Sponsor for race equality, we want to encompass all the 

protected characteristics within this. The launch of our EDI champion will align 
with our communications and engagement plan linked to the other priorities 

outlined in this report.  

The Workforce Steering Group have endorsed the nomination that Marianne 
Rolfe, Head of Community Protection is appointed as EDI Champion, as this 

service area already champions EDI related events and projects. This role will 
act as a lead spokesperson internally, a voice on our key groups to add value 

and importance to engagement, and a recognised advocate for Councilor 
questions and the wider community. Further promotion and engagement are 
planned. 

1.2.3 Support Self-disclosure of Diversity Data 

Disclosure rate has reduced from 59% to 58%, this is due to a % of new 

starters opting to not disclose their data and other people leaving the 
organisation that had declared their diversity data. 

Below is an example of ethnicity data disclosure for other local authorities 

(2024/2025 reporting apart from SDC which is 2019): 

Local Authority Total staff Disclosure Rate % for 

ethnicity 

Coventry CC 4800 88.7% 

Rugby BC 275 98.5% 

Solihull MBC 6000 97.6% 

Stratford-Upon-Avon DC 313 46% 

Wolverhampton CC 4522 90.5% 

Warwick District Council 513 58% 

Warwickshire CC 1698 96% 

 
The continued challenge to increase self-disclosure rates is being addressed by 

implementing a communication plan to educate employees about the importance 
of ethnicity disclosure, the benefits to the organisation and the impact on 
fostering an inclusive workplace through:  

 General messaging and using the intranet  
 Targeting senior leaders / managers  

 Approaching areas of the business with low disclosure rates  
 

The most recent campaign to all managers was sent out in August 2025. 

1.2.4 Recruitment and Retention 

The external website is updated to reflect WDC values and vision around EDI, 

also highlighting commitment to the Disability Confident Level 2 Scheme that 
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we are signed up to. The Recruitment Hub as well as links for new starters 

provides an enhanced experience for those looking at joining the Council or as 
part of their onboarding experience.  

1.2.5 Approved and Published Anti-hate Crime Statement 

This was published in August 2024 with the purpose of uniting staff and 

Councillors in a shared approach. To demonstrate our standpoint to the public 
so that it cuts across all our engagement and interaction with organisations, 
businesses and stakeholders and to demonstrate that WDC is an inclusive place 

of work. 

A hate crime is an offence committed against a person or property motivated 
by the perpetrator's hostility and prejudice towards people because they are 

seen as being different. No hate crime is acceptable. We all have a right to live 
without fear, hostility, and intimidation from others because of who we are. 
Under the legislation (https://www.cps.gov.uk/crime-info/hate-crime), this 

includes crime based on race, religion or belief, disability, gender identity and 
sexual orientation. 

The Council has now published the agreed anti hate crime statement internally 

and externally. It can be found on the EDI Intranet page homepage and the 
external page here. 

 

1.2.6 Supreme Court Ruling 

The United Kingdom’s Supreme Court has ruled that the terms “woman” and 
“sex” refer to a “biological woman and biological sex” under UK equality laws. 
This is the result of a long-running court battle between For Women Scotland 

Ltd v The Scottish Ministers. Whilst the wider impact of this decision on our 
community isn’t yet clear, it should be emphasised that trans and non-binary 

people still remain protected under equality legislation through the protected 
characteristic of "gender reassignment”, that hasn’t changed. 

Warwick District Council has a firm commitment to a zero-tolerance approach to 
bullying, discrimination, and harassment of any kind, both in the community 
and the workplace, as outlined in the Anti-Hate Crime Statement, and will 

continue to support anyone who raises an issue under our Dignity at Work 
Policy. 

Interim guidance was published by the EHRC (An interim update on the 
practical implications of the UK Supreme Court judgment | EHRC) however 
there is a delay, with the expectation that the EHRC will publish an updated 

Code of Practice August/Sept 2025 and then the Employment Code of Practice 
at a later date. When this is published, WDC will seek legal advice and act 

accordingly. This will be communicated internally and externally. 

1.2.7 EqIA Training Update 

The first series of Equality Impact Assessment (EqIA) Workshops were 

delivered from November 2024 to March 2025. This session highlighted key 
information, how to complete an EqIA and who to contact for help, feedback, 

and advice. So far, 52 officers have attended these sessions. There is 1 session 
per quarter planned for new starters or those looking to refresh knowledge on 
the subject. 

All EqIA related information is available on the EDI Intranet page, with on-going 

https://www.cps.gov.uk/crime-info/hate-crime
https://www.warwickdc.gov.uk/info/20109/crime_and_law_enforcement/2021/hate_crime_statement
https://www.equalityhumanrights.com/media-centre/interim-update-practical-implications-uk-supreme-court-judgment
https://www.equalityhumanrights.com/media-centre/interim-update-practical-implications-uk-supreme-court-judgment
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support available from the EDI Business Partner. There is also external 

information posted about EqIA’s here. 

A central bank of completed EqIA’s is now available as a way to access best 

practice and avoid EqIA’s becoming lost on individual or team drives. 

1.2.8 Learning and Development 

In 2023/2024, West Midlands Employers delivered a series of ‘Equality, 
Diversity, Inclusion and Workplace Behaviour’ workshops to equip staff with the 
fundamentals of EDI. The key objectives for participants were to gain an 

understanding of EDI and the link to workplace behaviours; examine individual 
and organisational responsibilities and explore ways to challenge exclusionary 

behaviours.  

294 staff attended sessions of which over 90% of participants agreed (65.3%) 
and strongly agreed (25.3%) that the course was beneficial to their personal 

development. These sessions are now a core component (mandatory) of the 
WDC Induction of which those staff who were not previously able to attend are 

required to join. 

As of May 2025, 471 staff attended the EDI and Workplace Behaviours 
Workshop. Immediate feedback from participants shows that most attendees 

self-report being ‘not confident’ or ‘somewhat not confident’ at the start of the 
session, which then shifts to over 80% of participants shifting to reporting 

‘somewhat confident’ and ‘extremely confident’. Key words on the word clouds 
being ‘Interesting, informative, valuable, beneficial, useful and thought-
provoking'. 

This has been further supported by ongoing conversations and raising 
awareness through the following events: 

a) ‘Neurodiversity and ADHD Awareness’ for all colleagues and managers – 98 
attendees. 60% of staff reported feeling ‘not confident’ before the session, 
with 83% then reporting ‘confident’ or ‘extremely confident’ by the end of it. 

Key words reported were ‘eye-opening, engaging, helpful, informative, 
interesting’. 

b) ‘Neurodiversity and Autism Awareness’ for all colleagues and managers – 
119 attendees in total with similar feedback compared to the ADHD 
Awareness events. Key comments being ‘engaging, informative, interesting, 

insightful’. 

c) Information and support related to the menopause has been highly 

requested by staff. As a result, WDC ran two ‘Menopause Awareness in the 
Workplace sessions’ in June 2025. One for staff and one for managers. A 

total of 64 people attended the ‘all colleagues’ session, with 48 of staff 
reporting to feel either ‘not confident’ or ‘neutral’ around their understanding 
of Menopause in the Workplace. By the end of the 75-minute session, 47 

shifted to ‘somewhat confident’ and ‘extremely confident’ in their knowledge 
and understanding.  

For the 90-minute line manager session of which 35 attended, 19 started 
out as ‘neutral’ or ‘not confident’, transforming into 24 people in the 
‘extremely confident’ and ‘confident’ category. These sessions will be 

repeated in November 2025, and on an annual basis. 

A Menopause Awareness intranet page was created to align with the above 

sessions. This page contains information covered in the sessions, internal 
Menopause Champion videos of their lived experience, signposting, and a 

https://www.warwickdc.gov.uk/info/20623/equality_and_diversity/2023/guide_to_equality_impact_assessments_eqia
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manager handbook. This page has had 186 views since its creation. 

All Councillors received an email on the 3rd July 2025 with qualitative 
feedback, the 2-week timed recordings, link to the Menopause intranet page 

and more updates. 

1.3 Recommendation 2 

 
Legislation in October 2024 raised new duties for employers related to Sexual 
Harassment. This means taking reasonable steps to prevent sexual harassment 

to employees, workers, contractors from all areas, such as from colleagues, 
customers, external parties, and others. Employment Committee is asked to 

approve the policy (Appendix 2) and associated supporting actions below. 
 
The steps WDC have taken to meet this new duty include the following: 

a) Updates to the Dignity at Work Policy to explicitly define sexual harassment 
and all related information 

b) Intranet page created which holds all related information, signposting and 
where to get support 

c) New addition to risk assessments and a checklist for managers 

d) New quiz on Meta to direct people to the updated Dignity at Work Policy and 
ensure their understanding of the new duty 

e) Updates in the EDI & Workplace Behaviours Workshop to include information 
on sexual harassment 

f) Updates to the HR for Non-HR manager training to include information on 

sexual harassment 
g) Managers Forum updated in November 2024 with the new legislation and 

upcoming changes 
h) Sexual Harassment Awareness training for all colleagues via Meta (10-

minute interactive module) and a 60-minute online session in September 

2025 with Inclusive Employers 
 

1.4 Other Information 
 

1.4.1 Inclusive Employers Membership 

 
This subscription ends at the end of September 2025. It has provided a wealth 

of information on all characteristics and areas of EDI. This membership also 
provides two 60-minute webinars free of charge. After reviewing the offer, 

officers have decided not to renew this membership due to resources utilised in 
other ways. 
 

1.4.2 WDC ‘Children and Vulnerable Adults Safeguarding Group’ - Domestic 
Abuse information and signposting 

 
Working with this group to create and publish internal information and 
signposting that:  

 Ensures that all employees, not just those employees experiencing domestic 
abuse, are aware of WDC’s position and its implications. 

 Enable employees who ask for help in addressing domestic abuse issues to 
access appropriate advice and support. 

 Provides guidance to managers on how to recognise potential victim-

survivors, and how to support and assist employees asking for help in 
addressing domestic abuse. 
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 Ensures all employees experiencing domestic abuse and seeking assistance 

are confident that their situation will be handled sympathetically and 
confidentially. 

 Provides manager guidance on how to support and assist employees asking 
for help in relation to domestic abuse and are aware of how to advise 

employees who may be perpetrators of domestic abuse. 

 Aims to reduce absence from work resulting from domestic abuse and have 
a positive impact on employees’ mental and physical health and wellbeing. 

This includes staff who are supporting family members with domestic abuse. 

1.4.3 EDI Audit 2025 

 
The EDI Audit was completed in May 2025. The result being and quoted “In  

 overall terms, we can give a Substantial degree of assurance that the   
 systems and controls in place in respect of Equality, Diversity and Inclusion are 
 appropriate and are working effectively to help mitigate and control the 
 identified risks.” 

This audit shows a concise and established plan for EDI, with a focus shifting 
from setting a strong and consistent foundation in 2024, with more innovation 

and key topics covered in more detail in 2025, for the benefit of all staff and 
the communities WDC serves. Further focus groups are planned for 2026 to 

provide further engagement for updates to the EDI plan.  

1.4.4 Timeline 

The activity around EDI is ongoing, with key awareness events now being set to 

repeat annually, such as Menopause Awareness and Neurodiversity Awareness. 
Officers are working with the EDI group, SLT and the Transformation Portfolio 

Holder to check-in with the developments on this journey. 

1.4.5 Engagement and Communications  

Support from the Communications team and Managers Forum group to help 

engage with the organisation relating to EDI and how staff can get involved. 
Examples include, the weekly “Five Things” email, the ‘Take Five’ roundup from 

Managers Forum, presenting key updates to Managers Forum, sending emails 
around latest awareness workshops and events to ‘All Managers’, along with 
updating the intranet pages ‘Latest News’ section and presenting updates to 

staff groups. 

 

1.4.6 Equality Objectives Update for 2025 – 2029 
 

After establishing progress against the 2021 – 2025 equality objectives and 
reviewing with the EDI Officer Group, there is now updated Equality objectives 
for 2025 – 2029 published on the external website here. These align with the 

overall People Strategy, the Public Sector Equality Duty and WDC’s commitment 
to equality. These have also been benchmarked against other local authorities. 

 
1.4.7 Networks & Other Groups  

 

Officers are actively working with existing groups within the Council e.g. Staff 
Voice, Workforce Steering Group, Managers Forum, and Health and Wellbeing 

group. This enables us to sense-check our priorities and listen/ engage with 
voices across the organisation to consider both a top-down and bottom-up 
approach.  

https://www.warwickdc.gov.uk/info/20623/equality_and_diversity/1122/our_equality_objectives
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Further work is planned to integrate into the Councillor Programme Boards to 
ensure they consider EDI on proposals they are presented with.  

 
1.4.8 Equalities Diversity Inclusion Officer Group  

 
An EDI Officers Group has been recently formed consisting of key stakeholders 
in related EDI areas who have supported and endorsed this report. This group 

meets quarterly to help collaborate on EDI objectives and work together on 
upcoming events. Further promotion of this group will consider how it’s work 

can align with the approach and membership of other groups within the 
Council.  
 

1.4.9 Raising Awareness 
 

Business as usual, the EDIBP and EDI group look at raising awareness by 

creating articles, sharing experiences, videos, and links for people to gain 

further knowledge, and understanding on areas of their choosing. This also links 

into our yearly inclusion calendar. This year we have shared information on 

Internal Women’s Day, LGBTQ+ History Month, Stephen Lawrence Day, 

Windrush Day, Race Equality Week, Autism and ADHD Awareness Days, Pride 

Month and more. 

2      Alternative Options 

2.1 It is not an alternative to do nothing however consideration of resources and 

capacity is imperative to consider the priorities of the Council’s EDI agenda.  

3      Legal Implications 

3.1 Equality underpins all we do with potential legal repercussions where we are not 

compliant.  

4      Financial 

4.1 Aligns to budget. 

5      Corporate Strategy  

5.1 Warwick District Council has adopted a Corporate Strategy which sets three 

strategic aims for the organisation as highlighted below:  

5.1.1 Delivering valued, sustainable services – The EDI plans align with the 

Corporate Strategy's aim of delivering valued, sustainable services. By putting 
a focus on EDI, the council demonstrates its commitment to fair employment 
practices with equality in mind, an inclusive culture where people can thrive, 

avoiding the risks of not being an inclusive workforce, and showing our 
commitment to the PSED through EqIAs. In summary, the report positively 

contributes to the delivery of valued and sustainable services by promoting 
equality and fairness in the workplace and ensuring accessibility to our services 

from all groups in society. 

5.1.2 Low cost, low carbon energy across the district - The report primarily 
focuses on the upcoming EDI plans, it does not have a direct impact on the Low 

Cost, Low Carbon Energy objective, nor contributes directly to this strategic 
aim. Indirectly, by creating an environment with a focus on equality, diversity, 

and inclusion, working with people from different backgrounds, experiences, 
and viewpoints, we can help to find more creative and pioneering ways to 
potentially help tackle issues related to sustainability and lowering carbon 
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energy. It helps to ensure everyone has a voice and can collaborate, bringing 

their own unique viewpoints. 

5.1.3 Creating vibrant, safe, and healthy communities of the future – By 

fostering a fair and inclusive work environment, the council indirectly supports 
the broader goal of community well-being. Ensuring equality within the council 

reflects a commitment to social responsibility, which can positively influence 
community perceptions. Although the report does not directly address this 
objective, it indirectly aligns with the council's broader vision of a vibrant and 

inclusive community. 

6      Environmental/Climate Change Implications 

6.1 There are no direct implications.  

7      Analysis of the effects on Equality 

7.1 The information in this report has the goal in supporting equality, fairness, 

being diverse and representative, whilst fostering an inclusive culture built on 
understanding and awareness. 

8      Data Protection 

8.1 There are no new employee data protection implications of these 
recommendations.   

9      Health and Wellbeing 

9.1 EDI incorporates everyone. Equally, our health and wellbeing plans can be 

affected differently depending on our unique characteristics, experiences, and 
backgrounds. The EDI plans outlined in this report link to health and wellbeing 
ensuring a cohesive journey for both areas to be informative and as inclusive as 

possible. 

10      Risk Assessment 

10.1 Equality Impact Assessments are not a legal requirement, but they are  
 essential in showing that we are aligned and upholding the Public Sector  
 Equality Duties as part of the Equality Act 2010.  

Staying up to date with equality, diversity and inclusion awareness helps our 
staff to feel confident in their interactions and with people-related issues. This 

can help us to avoid disputes and potential costly legal cases. 

Being an inclusive employer with a diverse workforce can help to improve talent 
attraction, improve retention, and help people feel valued. 

In an increasingly values-driven society, not being up to date and committed to 
EDI can result in a loss of corporate reputation. 

11      Consultation   

11.1 Engagement with relevant groups to support all key areas of this report.  

 

Background papers: None 

Supporting documents:  

Appendix 1 – Action plan 2024 - 2027 

Appendix 2 - Sexual Harassment Policy  



Action Priority Details / Steps
Red / Amber / 

Green
Updates Completed by Evaluation

Red =
Not 
Started Amber =

Ongoing 
or in 
progress Green Completed

Adoption and work towards the Race at Work Charter 7 Principles. High

Sign the charter on approval

Ongoing commitment and 
working towards the 7 Principals. 
Create and launch our 
communication plan 

Ongoing

Reviewed progress on 7 Principles 
in August 2025. All going business 
as usual with Marianne Rolfe set 
to take over as EDI Champion in 
Sept 2025

Communicate and launch senior leader as EDI Champion. High
Create and launch our 
communication plan alongside 
the commitment to the Race at 
Work Charter.

Complete
Marianne Rolfe set to take over as 
EDI Champion in Sept 2025.

Sep-25

Focus Groups to be 
arranged in 2026 to 
evaluate impact of all 
EDI actions

Improve self-disclosure rates of diversity data to assist with 
ethnicity pay gap reporting and associated initiatives.

High

3-step plan created. 

All staff communication

New messaging and approach 
managers directly.

Ongoing 

New communications crafted by 
DK end of 2024. Meta Launched in 
Nov 2024 with 98% read rate. 

New communications to all 
managers sent in August 2025 
highlighting as a priority linked to 
latest pay gap report

Sep-25
Quarterly reports to 
review progress

Create and endorse the anti-hate crime information and statement. Medium

Statement and information 
created

Agreement from staff networks

Start and complete the anti-hate 
crime statement endorsement 
process.

Complete

The anti-hate crime statement 
and related information is 
complete and published on the 
internal intranet and external 
website under community safety 
and equality pages - 2024/2025

Sep-24

Demonstrated the 
Council's continued 
commitment to anti 
hate crime. 

Create and launch updated EQIA guidance, support & training. High

Update Intranet and create 
practical training. Supporting 
staff in completing an EqIA is 
current and ongoing. 

Complete

Intranet updated with reviewed 
documents, guidance and 
information about training - Nov 
2024.

External information about EqIAs 
posted on website - June 2025

52 managers attended as of 
August 2025 with 1 session 
available quarterly.

Nov-24

Excellent feedback from 
Managers Forum and 
workshops that were a 
key objective of the 
plan. 

Follow up actions from the EDI 2023/2024 training report. Medium

Continuation of the EDI and 
Workplace Behaviours training 
internally and for all new 
starters. 

Creation of new training material 
on key topics, such as 
Neurodiversity. 

Working with Inclusive 
Employers on half a day bespoke 
training.

Complete & 
ongoing plan of 
awareness

Over 470 staff attended EDI 
workshop. Launched a series of 
awareness raising sessions based 
on the 2023/2024 training 
feedback. Includes Neurodiversity, 
Autism, ADHD and the Menopause 
- Run 1-2 sessions on each 
annually.

SCORM used to publish mini 
module on Sexual Harassment - 
August 2025

Aug-25

Training evaluation 
established significant 
increase in confidence 
and awareness of key 
EDI areas. Further 
review for 2026/2027 
is now being reviewed. 

Join Inclusive Employers Membership Low To be reviewed before renewal Complete

Signed up in September 2024 - 
reviewed by officers and will not 
renew in 2025 due to increased 
use of other sites and support 
from other areas.

Sep-25

Information from this 
support service has 
been utilised as part of 
the kick start to EDI in 
the Council 2025. 

Create employee guidance on domestic violence High Adapt guidance from County. Complete
Completed and published early 
2025.

Mar-25
Part of EDI group to 
support guidance and 
process.

Create EDI Officers Group High
Create EDI Officers group with 
terms of reference and teams 
site. Meeting every quarter

Complete

Group site and Terms of reference 
created. Meet quarterly. Group 
also used to review and feedback 
on EDI plans, policies, training 
etc.

Sep-24

Specialist group to 
support the wider 
activities across the 
Council.

Update internal EDI Intranet page Medium

Update EDI Intranet page with 
EDI News, Events and EqIA 
information easily accessible

Complete
Update complete with continual 
updates alongside the EDI 
calendar

Sep-24

Comments received 
from across the Council 
(and Audit) related to 
the updated 
information and easy 
access to information. 

Update external website EDI information & pay gaps Medium
Update external websites EDI 
related information and gender / 
ethnicity pay gap pages

Complete

2023 and 2024 Gender and 
ethnicity pay gap information 
submitted for update. Will update 
each year as reports are signed 
off.

Apr-24

Continued commitment 
to consider policies and 
benefits that support 
the data (and 
supporting evidence 
from these reports).

Supreme Court Ruling High

Create internal and external 
messaging - complete

Reply and meet with stakeholders 
who have questions about this 
and potential changes

Create communication / training 
for everyone based on the new 
code of practice changes - Not 
started, awaiting information 
from Government

In progress 

Awaiting confirmed Code of 
Practice changes for both 
community and employment.

Internal and external messaging 
has been created with links back 
to the anti hate crime statement 
and information.

Sexual Harassment Updates High

Create intranet page, related 
resources and policy for sign off 
at Employment Committee.

Training for all staff and 
communications relating to 
sexual harassment and unwanted 
behaviours.

Update current HR and EDI 
training.

Ongoing

Internal intranet page created 
with manager checklist, reference 
to risk assessments, signposting 
information, how to report, policy 
information and more.

Draft Policy created and awaiting 
sign off at Employment Committee 
September 2025.

Meta module (10 mins) created 
for all staff with key information 
related to the legislation updates. 

Webinar planned for September 
2025 for all staff and managers

External Equality Objectives 2025 - 2029 High

Review and update equality 
objectives on the external 
website, aligning with our Public 
Sector Equality Duties - PSED.

Complete

Updated Equality objectives for 
2025 – 2029 published on the 
external websit. These align with 
the overall People Strategy, the 
Public Sector Equality Duty and 
WDC’s commitment to equality. 
These have also been 
benchmarked against other local 
authorities.

Mar-25

To ensure the Council 
is up to date as part of 
compliance and 
commitment to EDI 

Equality, Diversity and Inclusion (EDI) Action Plan 2024 - 2027
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 Policy Statement 

The Worker Protection (Amendment of Equality Act 2010) Act 2023 creates a duty on 

employers to take reasonable steps to prevent sexual harassment of employees in the 

course of their employment. This also includes taking steps to prevent sexual 

harassment by third parties, such as clients and customers. 

Warwick District Council is committed to preventing and dealing with sexual harassment 

at work, as such any form of sexual harassment will not be tolerated.  

This policy describes what sexual harassment is, outlines the preventative measures the 

Council will take, provides approaches for raising and managing complaints of sexual 

harassment and the support available.  

Proven allegations of sexual harassment (including victimisation) by employees may 

result in disciplinary action up to and including dismissal for gross misconduct. 

 Scope  

This policy applies to anyone working for Warwick District Council, and therefore 

includes employees, casual workers, agency workers, consultants, self-employed 

contractors, volunteers and interns. Job applicants are also protected against sexual 

harassment under the law.  

 Meaning of Sexual Harassment 

Sexual harassment is unlawful under the Equality Act 2010. The law defines sexual 

harassment as: 

“Any unwanted conduct of a sexual nature that has the purpose or effect 

of: 

 violating someone's dignity, or. 

 creating an intimidating, hostile, degrading, humiliating or 

offensive environment for that person.”  

Unwanted conduct that has one of these effects can be sexual harassment even if the 

effect was not intended. It can be a single event or an ongoing pattern of behaviour.  

A person can be affected by sexual harassment even if the conduct is not targeted at 

them (such as being a witness). 

It is also includes treating someone less favourably because they have submitted or 

refused to submit to unwanted sexual conduct, or that related to gender reassignment or 

gender in the past.  
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3.1 Examples of sexual harassment 

Sexual harassment can occur in many forms and can take place either: 

 at work or outside work (where it is related to work, such as social events, 

training, conferences, travelling with colleagues). 

 in person or via digital / online channels.  

While this is not an exhaustive list, examples of sexual harassment include: 

• physical conduct of a sexual nature, unwelcome physical contact (such as 

inappropriate touching, hugging, massaging, patting, kissing) or 

intimidation; 

• showing or sending offensive or sexually graphic material by any means 

(e.g. by text, videos, email, posters, photographs or by posting on the 

internet or social media); 

• persistent suggestions to meet up socially after a person has made clear 

that they do not welcome such suggestions; 

• unwelcome sexual advances, propositions, suggestive remarks, or gender-

related insults; 

• offensive comments about appearance or dress, innuendo or lewd 

comments; 

• sexual comments or jokes, which may be referred to as ‘banter’; 

• leering, whistling or making sexually suggestive gestures;  

• intrusive questions about a person’s private or sex life, or a person 

discussing their own sex life; and 

• gossip and speculation about someone's sex life, sexual orientation or 

transgender status, including spreading malicious rumours. 

Sexual harassment can happen to anyone, regardless of their sex, sexual orientation or 

gender identity, or that of the harasser.  

The person engaging in unwelcome behaviour does not have to intend it to be sexually 

harassing for the behaviour to be considered sexual harassment. Regardless of what was 

intended, sexual harassment is defined by the nature and the impact of the behaviour. 

The effects of such behaviour and whether it is unwanted should be considered from the 

viewpoint of the person who feels harassed. 
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If a person does not object to inappropriate behaviour at the time, it should not be 

assumed that they are giving their consent. It is possible that a person does not object 

at the time due to reasons such as embarrassment, lack of confidence, feelings of 

shame, powerlessness, or the inability to challenge a colleague or manager.  

 The Council’s Commitment 

Warwick District Council is committed to taking proactive measures to prevent sexual 

harassment of our employees and workers by: 

• ensuring all new starters attend Equality, Diversity, Inclusion and 

Workplace Behaviours training as part of their onboarding programme; 

• requiring all employees / workers to undertake Equality, Diversity, 

Inclusion and Workplace Behaviours refresher training / e-learning every 3 

years; 

• providing a specific Sexual Harassment Meta training module for line 

managers to ensure that they understand this policy and their role in 

preventing and stopping harassment from occurring in the workplace and 

by third parties that employees may have contact with; 

• encouraging employees / workers to report any incidents of sexual 

harassment, including situations where they felt at risk, even if nothing 

happened. This includes a confidential reporting option found in the 

Whistleblowing Policy; 

• ensuring complaints are taken seriously, handled sensitively and 

investigated as quickly as possible; 

• encouraging individuals to engage with the Equality Officers Group, Health 

& Safety Group, Health & Wellbeing Group and the Safeguarding Group 

who provide a voice and support to employees; 

• monitoring the workplace culture through employee surveys, exit 

interviews, one-to-one conversations, return-to-work meetings to identify 

and address any issues; 

• undertaking regular risk assessments to determine reasonable measures 

that can be implemented to minimise the risk of exposure to sexual 

harassment in the workplace, including by third parties that workers / 

employees may have contact with;  

• ensuring that the zero-tolerance approach to sexual harassment is 

communicated to all employees and workers, with this policy available to 

all; and,  
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 taking active steps to try and prevent sexual harassment by third parties 

that employees may have contact with. This will include clear signage 

across council premises making expectations clear to all visitors / 

customers.  

 Expectation of Employees / Workers 

All employees / workers must take responsibility for their behaviour and to modify it if 

necessary. Treating colleagues, customers and any other persons they come into contact 

with through the course of their employment with dignity and respect.  

Employees experiencing or witnessing sexual harassment are encouraged to report any 

incidents without delay and to ask for appropriate support. Employees are also 

encouraged to report situations where they felt at risk, even if nothing happened, so that 

preventative measures can be considered. Where able, employees should challenge any 

behaviours from others that could be considered sexual harassment.  

Sexual harassment constitutes serious misconduct, anyone found to have committed, 

authorised or condoned an act of harassment, will have action taken against them under 

the Council’s Disciplinary policy up to and including dismissal (or other appropriate action 

for non-employees). 

There is no justifiable reason to sexually harass someone else.  

Anyone who complains or takes part in good faith in an investigation must not suffer any 

form of detrimental treatment or victimisation. If employees feel they have suffered such 

victimisation they must inform their manager or the HR team as soon as possible.  

If an employee is found to have victimised anyone in this way, disciplinary action may be 

taken up to and including dismissal (or other appropriate action for non-employees). 

 What to do if experiencing or witnessing sexual harassment 

Employees/workers can raise a concern or complaint of sexual harassment under the 

Council’s Dignity at Work Policy.  

Cases of alleged sexual harassment by an employee/worker made by a third party or 

non-employee (including workers, consultants, contractors, volunteers etc) should be 

made as a complaint under the Council’s Complaints procedure. Please note this may 

also apply to the Council’s Violence and Aggression at Work Policy and should be 

reviewed at the same time.  

6.1 Where the harasser is a colleague 

Where able, employees may decide to raise the issue with the individual themselves, to 

make clear that their behaviour is not welcome and to ask them to stop. The individual 

may not be aware that their behaviour is unwanted or offensive. 
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Alternatively, where employees feel unable to speak to the individual directly, they may 

consider asking their manager, a colleague, or HR for support. Employees may or may 

not want them to talk to the individual on their behalf and, where possible, wishes will 

be respected. However, if the welfare or safety of the employee or others is at risk or 

where the allegations are particularly serious, the manager may have to approach the 

individual and instigate a formal investigation. In such cases, where possible, this will be 

discussed with the employee first. 

Alternatively, employees may also wish to speak to their trade union representative for 

support. Help and support is also available through the employee assistance programme 

(EAP) and other independent external services (see section 9). 

If speaking to the individual is ineffective or the harassment is of such a serious nature 

or risks the safety of the employee or others, then a formal complaint under the 

Council’s Dignity at Work Policy should be raised.  

6.2 Where the harasser is a third party 

Harassment by third parties, such as customers, clients, suppliers and/or contractors, 

will not be tolerated. Employees experiencing sexual harassment by a third party, are 

encouraged to report this to their manager or the HR team without delay so that support 

can be given and appropriate preventative measures considered.  

 Managers dealing with sexual harassment complaints 

Sexual harassment complaints will be dealt with under the Council’s Dignity at Work 

Policy or complaints procedure, as applicable. 

Managers will take any complaints of sexual harassment seriously and will investigate 

complaints in an objective and confidential manner, while also ensuring that they respect 

the employee’s rights, as well as the rights of the alleged harasser. Every effort will be 

made to complete investigations into sexual harassment as quickly as possible.  

Where the alleged harasser is a third party, the Council may need to adjust the 

procedure to ensure appropriate investigations are conducted, this will be discussed with 

the employee / worker raising the complaint.  

The manager must take all reasonable steps to prevent sexual harassment happening 

again. 

If, following an investigation, there is a possible case of misconduct or gross misconduct 

against an employee this will be dealt with under the Disciplinary Policy. 

Where the complaint relates to a third party, the manager will consider appropriate 

actions such as terminating a contract, withdrawing service, banning from Council 

premises if behaviour is not moderated, reporting any criminal acts to the police (where 

applicable) etc.  
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 Managers assessing risks of exposure to sexual harassment 

Managers should undertake regular risk assessments to determine reasonable measures 

that can be implemented to minimise the risk of exposure to sexual harassment in the 

workplace, including by third parties that employees may have contact with.  

This should include consideration of; 

 the type of work undertaken 

 ways of working (e.g. lone working) 

 who employees might have contact with (colleague / third parties) 

 how often they have contact with third parties 

 whether sexual harassment has happened before 

 the resources and support available (such as providing panic alarms, out of hours 

contact, warning posters / notices to third parties) 

 

Higher risk factors might include: 

 meeting clients or service users alone or at night 

 environments where people are drinking alcohol 

 work related social events 

 social media contact 

 travelling for work, including overnight stays 

 

A Manager’s checklist is also available located on the intranet page. 

 

 Support for those affected or involved 

The Council understands that anyone affected by, or involved with, a complaint of 

harassment may feel anxious or upset. Support is available to employees and managers 

from line managers, HR Business Partners, or their Unison rep (if applicable). Employees 

can also access face to face counselling and Occupational Health (through their HR 

Business Partner) or, if they are signed up to the BUPA Cash-Plan scheme, they also 

have access to the 24hr Employee Assistance Programme phoneline on 0800 269 616. 

Managers will consider seriously any requests to change working arrangements during 

investigations into sexual harassment, where employees feel they cannot continue to 

work in close contact with the alleged harasser.  

Regardless of the complaint outcome, the manager will consider carefully how to best 

approach any ongoing working relationship between the employee and the individual 

concerned, including any third party. For example, depending on the specific 

circumstances, it may be appropriate to consider amending job duties, location or 

reporting lines of either the employee or the other person. Alternatively, workplace 

mediation or counselling may be offered. 

Outside of the Council further support is available from: 

https://warwickdc.sharepoint.com/sites/HRHandbook/SitePages/Sexual-Harassment---Reporting,-Signposting-%26-Information.aspx
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 Samaritans 

 LGBT Foundation 

 

Help after sexual assault or rape contact: 

 Galop– LGBT+ sexual violence support 

 Rape Crisis England and Wales 

 The Survivors Trust 

 SurvivorsUK–for men and non-binary people affected by rape and sexual 

abuse. 

 Victim Support– in England and Wales 

 NHS 

 

To report sexual assault, contact the police: 

 call 999 in an emergency. 

 call 101 or report a crime online in England and Wales (non-emergency) 

 

 Time off due to Sexual Harassment 

Time off that results from sexual harassment at work will be managed in accordance 

with the Managing Attendance Policy.  

 Policy Governance  

The following table identifies who within Warwick District Council is Accountable, 

Responsible, Informed or Consulted with regards to this policy.  The following definitions 

apply: 

 Accountable – the person who has ultimate accountability and authority for the 

policy. 

 Responsible – the person(s) responsible for developing and implementing the 

policy. 

 Consulted – the person(s) or groups to be consulted prior to final policy 

implementation or amendment. 

 Informed – the person(s) or groups to be informed after policy implementation or 

amendment. 

 

Accountable Tracy Dolphin, Head of People & Communications 

Responsible HR 

Consulted Unison  

https://www.samaritans.org/how-we-can-help/contact-samaritan/
https://lgbt.foundation/how-we-can-help-you
http://www.galop.org.uk/
https://rapecrisis.org.uk/
https://thesurvivorstrust.eu.rit.org.uk/
https://www.survivorsuk.org/
https://www.victimsupport.org.uk/
https://www.nhs.uk/live-well/sexual-health/help-after-rape-and-sexual-assault/
https://www.police.uk/pu/contact-us/
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Informed Staff/Cllrs 

 Review & Revision  

This policy will be reviewed as it is deemed appropriate/when legislation dictates, but no 

less frequently than every 3 years. 

Policy review will be undertaken by Human Resources. 

 Data protection 

The Council will process personal data collected in relation to harassment complaints in 

accordance with the Councils Data Protection and Privacy Policies. In particular, data 

collected in relation to the investigation of harassment complaints is held securely and 

accessed by, and disclosed to, individuals only for the purposes of responding to the 

complaints and conducting an investigation, and the information kept only for as long as 

necessary. 

Anyone involved with an informal or formal complaint about sexual harassment, 

including witnesses, must keep the matter strictly confidential and act with appropriate 

sensitivity to all parties. Anyone found to have breached confidentiality or acted without 

due care or sensitivity may have disciplinary action against them (or other appropriate 

action for non-employees). 
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Summary  

The report presents the mandatory gender pay gap information that must be 
reported to Central Government and published on the Warwick District Council 

website.  It also presents the Ethnicity Pay Gap reporting and recommends its 
publication by the Council. 

(1) That Employment Committee recommend to Council the publication of the 

Gender Pay Gap reporting as of 31 March 2025, as detailed in this report. 

(2)  That Employment Committee recommend to Council the publication of the 

Ethnicity Pay Gap reporting as of 31 March 2025, as detailed in this report. 

 

 

1 Reasons for the Recommendation 

1.1 In accordance with the Equality Act 2010, with effect from 30 March 2018 it is a 
requirement to report and publish specific gender pay gap information; this is 

the seventh annual statement. 

Although this is not a legal requirement, in June 2020 the Council decided that 
“in order to support its consideration of the report and the monitoring of the 

action plan, the Council requires the publication of relevant annual data, 
including an Ethnicity Pay Gap report alongside the current Gender Pay Gap 

report”. The WDC gender pay, and ethnicity pay gap reporting figures have 
been calculated using the standard methodologies used in the Equality Act 2010 
(Gender Pay Gap Information) Regulations 2017. The data includes the 

following types of staff: Employees with a contract of employment (part time, 
full time, permanent and fixed term) and Casuals/Workers (Glossary - Appendix 

1). 

1.2 Under the Equal Pay Act 1970, men and women must receive equal pay for: 

- the same or broadly similar work. 

- work rated as equivalent under a job evaluation scheme; or 

- work of equal value. 

1.3 WDC has a clear policy of paying employees equally for the same or equivalent 
work, regardless of their sex or ethnicity. In order to achieve this WDC: 

- operates job evaluation methodology to grade all jobs, using the Hay Job 

Evaluation Scheme to ensure that jobs are paid fairly. 

- ensures that allowances are awarded fairly and consistently across the 

Council. 

- re-evaluates job roles and pay grades as necessary to ensure a fair structure. 

1.4 For the purposes of pay gap reporting as at 31.3.25 Warwick District Council paid 

546 people, 320 females (59%), 226 male (41%). 

Bonus pay definition is classed as “any remuneration that is in the form of 

money, vouchers, securities, securities options or interests in securities and 
relates to profit sharing, productivity, performance, incentive or commission.” 

Non-consolidated bonuses are included. For WDC, this captures Long Service 
Awards and one-off honoraria payments. 
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2 Gender Pay Gap 

2.1 The table below shows the WDC Gender Pay Gap figures as at 31.3.2025, 
together with a comparison of the 31.3.2024 figures, the 31.3.2023 figures, and 

the earliest recorded figures at 31.3.2018.  

 31.3.2018 31.3.2023 31.3.2024 31.3.2025 

Mean Gender Pay 
Gap 

15.3% 10.2% 11.7% 10.7% 

Median Gender Pay 
Gap 

10.9% 8.8% 7.6% 7.6% 

Mean Gender Bonus 
Pay Gap 

-89.4% 0.6% 8.7% -33.2% 

Median Gender 
Bonus Pay Gap 

-68% 0.0% 0.0% -40% 

% of Women in lower 
pay quartile* 

63% 67.5% 73.2% 53.3% 

% of Women in lower 
middle pay quartile 

64% 59.2% 48.8% 65.4% 

% of Women in 
upper middle pay 

quartile 

61% 58.3% 64.6% 57.4% 

% of Women in 

upper pay quartile 

38% 43.7% 42.5% 58.4% 

*Pay quartile percentages show the proportion of male and female staff across each quartile. It is 
calculated through ranking hourly pay from lowest to highest and dividing the list into quarters. 

2.2 In summary, the mean gender pay gap has diminished by 1% from 2024 to 2025, 

this is due to more women being in the upper pay quartile since records began 
in 2018. Relating to the Median gender pay gap, a positive trend has been 

identified from 2018 to 2024 with no change for 2025.  

Analysis of WDC Gender Pay Gap Data on 31st March 2025 

 The Mean Gender pay gap is 10.7% 

- a decrease of 1% since 31.3.2024 
- a decrease of 4.6% since 31.3.2018 

 
 The Median Gender pay gap is 7.6%  

- the same as 31.3.2024 

- a decrease of 3.3% since 31.3.2018 
 

 The Mean Gender Bonus pay gap is -33.2%* and the Median bonus pay gap 
is -40%*  

  

*Figure is skewed due to a greater than average one-off honorarium payment. 

 
 The percentage of women in the lower quartile is 53.3% 

- a decrease of 20.1% since 31.3.2024 
- a decrease of 9.7% since 31.3.2018 

 
 The percentage of women in the lower middle quartile is 65.4% 

- an increase of 1.4% since 31.3.2018 
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 The percentage of women in the upper middle quartile is 57.4% 
- a decrease of 7.2% since 31.3.2024 

- a decrease of 3.6% since 31.3.2018 
 

 The percentage of women in the upper quartile is 58.4% 
- an increase of 15.9% since 31.3.2024 
- an increase of 20.4% since 31.3.2018 

*The minus figures relate to a higher average amount of ‘bonus’ payments to  women than men. 

 The definition of these ‘bonus’ payments is outlined in section 1.5. 

 

2.3 WDC Inclusive Practices  

2.4 WDC continues to review and promote the inclusive benefits of the organisation 

as part of the ongoing Recruitment, Retention and Remuneration project, these 
include:  

Flexible Working - All employees have a statutory right to request flexible 

working. This right applies from the first day of employment. Employees do not 
have an automatic right to work flexibly. All requests will be given serious 

consideration and agreed unless there is a genuine business reason not to. This 
includes a contractual change to the number of hours worked, the times at which 
they are worked and the work location. This can help people remain in a role that 

best reflects their skills, whilst also having a working pattern to reflect other 
responsibilities. 

Agile Working - WDC’s People Strategy, and Values reflect the ambition as an 
organisation to embrace digital opportunities, innovate and enable people to see 
work as what they do, not where they do it. WDC delivers creative, customer 

focused, high performing services and positively contribute to the Council 
priorities within an agile working environment. This gives even greater flexibility 

on work location and managing individual work hours, with a focus on outputs. 

Recruitment & Representation at Senior Leadership Level – The Senior 
Leadership team is made up of 50% female and 50% male which is 

representative of the local and national population. Diversity data of Chief Officer 
recruitment is monitored to ensure a representative pool of candidates.  

Policy Updates – Changes to WDC Adoption policy in 2024 now matches the 
maternity policy where the requirement to pay back 12 weeks half pay unless 
returning to work for a minimum of three months is waived. This amendment 

also supported the aim of the Council to support family friendly policies and as a 
benefit in our recruitment processes. 

 
Menopause Awareness - Studies from the UK-based Fawcett Society reveal 
that 10% of women leave their jobs due to menopause symptoms, while 25% 

consider leaving. WDC are continuing to work with Workforce Steering Group and 
internal Menopause Champions to increase awareness in this area. Following on 

from a session for Managers Forum, in June 2025, two Menopause Awareness in 
the Workplace sessions took place for colleagues and managers. Out of the 48 

colleagues who reported either ‘not confident’ or ‘neutral’ around their 
understanding of Menopause in the Workplace. By the end of the 75-minute 
session, 47 shifted to ‘somewhat confident’ and ‘extremely confident’ in their 

knowledge and understanding.  

For the 90-minute manager session of which 35 attended, 19 started out as 

‘neutral’ or ‘not confident’, transforming into 24 people in the ‘extremely 

https://www.fawcettsociety.org.uk/menopauseandtheworkplace
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confident’ and ‘very confident’ category. These sessions will be repeated in 

November 2025, and on an annual basis. 

Both sessions were recorded to enable those that couldn’t attend to be able to 

listen to the session. 

A Menopause Awareness intranet page was created to align with the above 

sessions. This page contains information covered in the sessions, internal 
Menopause Champion videos of their lived experience, signposting, and a 
manager handbook. This page has had over 170 views since creation. 

All Councillors received an email on the 3rd July 2025 with qualitative feedback, 
the recordings, link to the Menopause intranet page and more updates. 

2.5 National Picture by Geographical Area looking at ‘all’ arrangements, 
including full time and part time (as of October 2024) 

a) Comparison of the Council’s gender pay gap results for the mean and 

median hourly pay to the Office of National Statistics (ONS)* - Annual 
Survey of Hours and Earnings (ASHE) provisional earnings data as of 

October 2024 for jobs in the United Kingdom and geographical areas:  

 

Description Mean Median 

United Kingdom total 13.8 13.1 

Public Sector  12.9 13.5 

Private Sector 16 18.3 

West Midlands 8.6 12 

Warwickshire – Geographical Area -13.1 12.2 

Warwick  19.3 14.7 

Stratford upon Avon  13.8 10.4 

West Midlands Met County 10.7 12.3 

 
*Gender pay gap - Office for National Statistics (ons.gov.uk) 

 

b) Benchmarking with other Councils: 

 

Local Authority Mean   Median   

 2023 2024 2025 2023 2024 2025 

Coventry CC 0.1 0.1 1.7 2.5 0.4 -1.5 

North Warwickshire 
Council 

1 2 1 -11 0 0 

Nuneaton & Bedworth 
Council 

3.4 0.9 -5 2.1 3.2 -4.8 

Solihull MBC 13.8 10.9 6.7 19.2 12.2 8.1 

Stratford Upon Avon 
DC 

24.3 15.7 12.7 21.5 13.2 13.6 

Wolverhampton CC 4.0 3.0 2.4 1.2 6.5 0 

Warwick District 
Council 

10.2 

 

11.7  10.7 8.8 7.6  7.6 

3 Ethnicity Pay Gap 

3.1 As a learning point from the March 2024 report, controls have been put in place 

to ensure that all data review undergoes robust checks. 

3.2 It is imperative to recognise that the information reported related to ethnicity is 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/datasets/annualsurveyofhoursandearningsashegenderpaygaptables
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not a mandatory requirement for staff and is voluntarily disclosed. This is stated 

on WDC application forms. 

3.3 The continued challenge to increase self-disclosure rates is being addressed by 

implementing a communication plan to educate employees about the importance 
of ethnicity disclosure, the benefits to the organisation and the impact on 

fostering an inclusive workplace through: 

 General messaging and using the intranet 
 Targeting senior leaders / managers 

 Approaching areas of the business with low disclosure rates 
 

The most recent campaign was launched August 2025 and we will continue to 

monitor and encourage disclosure. 

3.4 Ethnicity is a special category of personal data, and therefore due to the low 
number of disclosures, it is not possible to provide a more detailed breakdown as 
this could constitute personal data and directly identify individuals. Furthermore, 

as a result, the data provided cannot be classed as representative of the 
organisation, which WDC are continuing to address - see 3.3.  

After benchmarking with other Councils, the aspirational figure for disclosure is 
90%, for WDC to ensure the data can be used to inform further on other areas. 

The table below shows disclosure rates for other Councils (2025*): 

Local Authority Disclosure Rate % for ethnicity 

Coventry CC 89.5% 

Solihull MBC 97.7% 

Stratford-Upon-Avon DC 46%* 

Wolverhampton CC 90.5% 

Warwick District Council (as of 31st 
March 2025) 

58% 

*latest figure 2020 

3.5 To help us target groups that have ‘not declared’ rather than ‘prefer not to say’, 

WDC have reviewed the evaluation of the data and separated this for 2024 & 
2025 as below: 

Category - 
Ethnicity 

2024 % 2025 % +Census 2021 
%  

Not declared 210 41.3% 225 41.3%  

Prefer not to 
say 

7 1.4% 6 1.1% 

Not White* 44 8.7% 55 9.9% 15.4% 

White* 247 48.6% 260 47.7% 84.6% 

Total  508 546 

148,454 Disclosure 
Rates 

58.7% 57.7% 

 

*Appendix 1 – categories of ethnicity data 

+Census 2021 Overview - Warwick  

 

https://www.ons.gov.uk/visualisations/censusareachanges/E07000222/
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Data calculated in previous reports had ‘not declared’ included in the ‘White 

British’ category. The data shown will now only compare ‘white’ and ‘not-white’ 
data and has not included those that have ‘not declared’ or ‘prefer not to say’ 

as previously. 
 

3.6 The table below shows the WDC Ethnicity Pay Gap figures as at 31.3.2025, 
together with an updated comparison of the 31.3.2024. The basis for the figures 
calculated, as detailed in 3.5 above. 

Gap between declared White and Not-
White Categories 

31.3.2024 31.3.2025 

Mean Ethnicity Pay Gap 13.5% 12.5% 

Median Ethnicity Pay Gap 16.4% 11.8% 

Mean Ethnicity Bonus Pay Gap 39.0% 78.6%* 

Median Ethnicity Bonus Pay Gap 0.0% 60% 

 *Figure is skewed due to a greater than average one-off honorarium payment. 
 

Based on all those paid in March 2025 31.3.2024 31.3.2025 

% of Not-White employees in lower pay quartile 12.6% 14.6% 

% of Not-White employees in lower middle pay 

quartile 
7.9% 11% 

% of Not-white employees in upper middle pay 

quartile 
7.9% 8.1% 

% of Not-white employees in upper pay quartile 6.3% 6.6% 

 

3.7 It is not possible to provide a summary of analysis or trends for this information 
based on the rationale set out in 3.3 and 3.4. 

 
3.8 As Ethnicity Pay Gap reporting is not mandatory, it is not possible to give a 

national picture for comparisons.  

3.9 Addressing the underlying causes of a gender pay and ethnicity pay gap as well 
as developing an effective action plan, is an ongoing and iterative process, and 

the data should not be reviewed in isolation. The Equalities, Diversity and 
Inclusion action plan as part of the People Strategy has been reviewed to 

ensure actions can be aligned to the gender and ethnicity pay gap. This is 
supported by consideration of comparative data to be able to benchmark best 
practice both internally and externally and working with wider groups for 

example the West Midlands Equalities Network. The ‘Equalities, Diversity, 
Inclusion and Workplace Behaviours’ sessions 2023/2024 were attended by 294 

staff. 90% of participants agreed (65.3%) and strongly agreed (25.3%) that 
the course was beneficial to their personal development. From January 2024, 
the total of people attending this session is 471 which is now mandatory for 

new starters. 

3.10 All managers and those involved with recruitment attend ‘Recruitment & 

Selection’ training which looks at bias in recruitment, interview techniques, 
following a fair & clear process and related legislation. All managers attend the 

‘HR for non-HR Managers’ training that has a focus on equality, legislation, 
types of discrimination, being aware of bias and being a consciously inclusive 
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and considerate manager. 

3.11 The EDI plan and approach of the Council look at all areas of EDI. This includes 
looking at all areas of equality and diversity when it comes to Equality Impact 

Assessments and toolkit for managers on this. Awareness continues on significant 
themes and topics internal information on key areas, such as; Menopause, 

LGBTQ+ & History Month, Race Equality Week, Neurodiversity, ADHD and Autism 
Awareness Days. This runs alongside the Inclusion Calendar linked to 
engagement and communication of key events. 

3.12 The Council continues to promote and review the benefits of working for 
Warwick District Council through the ‘family friendly’ policies, for example 

maternity and adoption ‘pay back’ scheme withdrawn; health and well-being 
cash plan scheme; agile working; continued development of flexible working 
options that support effective work life balance; development opportunities 

including an increased promotion of ‘work apprenticeship’ training. 

4 Alternative Options  

None considered - the Gender Pay Gap reporting and publishing is required by 
law. 

5 Legal Implications 

5.1 Reporting and publishing the attached gender pay gap information is a legal 
requirement. By complying, this should remove any risk of external challenge to 

the Council. 

6 Financial 

6.1 There is not an impact on the budgetary implications of the Council. 

7 Corporate Strategy 

7.0 Warwick District Council has adopted a Corporate Strategy which sets three 

strategic aims for the organisation as highlighted below:  

8 Delivering valued, sustainable services – The Gender and Ethnicity Pay Gap 
Reporting aligns with the Corporate Strategy's aim of delivering valued, 

sustainable services. By analysing and addressing pay gaps, the council 
demonstrates its commitment to fair employment practices. The report 

indicates positive trends in reducing the gender pay gap, showcasing the 
council’s dedication to fostering an equitable work environment. Furthermore, 
the data reveals a commitment to sustaining fair employment practices by 

consistently applying job evaluation methodologies, ensuring equal pay for 
equivalent work. In summary, the report positively contributes to the delivery 

of valued and sustainable services by promoting equality and fairness in the 
workplace.  

9 Low cost, low carbon energy across the district - The report primarily 
focuses on pay gap information, it does not have a direct impact on the Low 
Cost, Low Carbon Energy objective, nor contribute directly to this strategic aim. 

It is crucial to recognise that the absence of a direct impact in this area does 
not undermine the significance of the report's contribution to other strategic 

objectives. 

10 Creating vibrant, safe, and healthy communities of the future - The 
report, while pivotal for employment practices, does not directly contribute to 

the objective of creating vibrant, safe, and healthy communities. However, by 
fostering a fair and inclusive work environment, the council indirectly supports 

the broader goal of community well-being. Ensuring equality within the council 
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reflects a commitment to social responsibility, which can positively influence 

community perceptions. Although the report doesn't directly address this 
objective, it indirectly aligns with the council's broader vision of a vibrant and 

inclusive community. 

11 Environmental / Climate Change Implications 

11.0 This report has no direct Environmental/Climate Change implications. 

12 Analysis of the effects on equality 

12.0 This report supports transparency and accessibility of information that is key to 

supporting the Council’s Equality Agenda. 

13 Data Protection 

13.0 There are no employee data protection implications of this proposal as the 
publication and accessibility of this information is required by law.  

14 Health and Wellbeing 

14.0 The proposals support the overall wellbeing of staff by ensuring transparency 
and accessibility to data and related actions. 

15 Analysis Risk Assessment 

15.0 Agreeing and publishing Gender Pay Gap Report is a legal requirement. By 
complying, this should remove any risk of external challenge to the Council.  

16 Consultation 

16.0 Engagement with the Senior Leadership Team and Unison has taken place with 

support for further review. 

Background papers:  

None 

Supporting documents:  

Appendix 1 - Categories for Ethnicity Pay Gap Reporting 
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Appendix 1 – Categories for Ethnicity Pay Gap Reporting  

Ethnic origin 

Arab   ☐ 

Asian or Asian British – Bangladeshi  ☐ 

Asian or Asian British - Chinese   ☐ 

Asian or Asian British – Indian   ☐               

Asian or Asian British – Pakistani   ☐              

Asian or Asian British – Any other Asian background   ☐  

Black or Black British – African   ☐  

Black or Black British – Caribbean   ☐  

Black or Black British – Any other Black/African/Caribbean background  ☐  

Mixed – Asian and White  ☐ 

Mixed – Black African and White   ☐  

Mixed – Black Caribbean and White   ☐ 

Mixed – Any other mixed/multiple ethnic background  ☐ 

White - English/Welsh/Scottish/Northern Irish or British  ☐                          

White - Irish   ☐                                             

White - Gypsy or Irish Traveller   ☐                

White – Roma ☐ 

White – any other White background   ☐        

Other ethnic groups – any other ethnic group  ☐          

Prefer not to say   ☐         
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