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1. SUMMARY 
 
1.1 This report summarises the key findings from an analysis of the WDC workforce as 

at 1st April 2008.  
 

2. RECOMMENDATIONS 
 
2.1 Members are asked to note the contents of this report and approve the proposed 

actions. 
 
3. BACKGROUND 
 
3.1 Appendix A shows the breakdown of people employed in each Service Area as at 

1st April 2008 and Appendix B gives a visual summary of the total workforce by 
grade band, gender, ethnic group, disability and working pattern. 

 
4. MAIN POINTS FROM THE DATA 
 
4.1 As at 1st April 2008 there were 602 people employed by Warwick District Council. 
 
4.2 77.7 % of all females and 51.6% of all males employed are within grade band J-F 

and equivalent (65.6% of all staff), and 1.5% (5) of all females and 4.3% (12) of all 
males are in senior management grades  (2.8% of all staff).  

 
4.3 10.2% of all females and 4.7% of all males (7.6% of all staff) belong to ethnic 

minority groups.  This compares to a local population of 7.3%.  76.1% of all the 
Council’s ethnic minority staff are graded J-F and equivalent, 19.6% (9) are in 
grades E1-D, 4.3% (2) in grades C-A. No senior management posts are held by 
ethnic minority staff. The percentage of ethnic minority staff has risen from 5.8 in 
2007 to 7.6 in 2008. 

 
4.4 The total percentage of part time or job share workers is 29.1% (14% of all males 

and 42.1% of all females). 
 
4.5 17 people on the establishment have declared themselves as having a disability.  

This is 2.8% of the total employees.  76.5% of these disabled employees are in 
grades J-F and equivalent and none are in senior officer posts. The percentage of 
local population aged 18 – 64 who have a “limiting long-term illness, health problem 
or disability which limits daily activities or work” is 10.8%.  

 
4.6 The total numbers employed have increased by 9.8% since April 2007 and the 
 number of established posts, which does not include temporary staff, increased by 
 6.8% over the year.  This is mainly attributable to the expansion of the Car Parking 
 team (26 new posts) which is a new responsibility for the Council funded by 
 additional income, and increases in Neighbourhood Services including the waste 
 management contract (10 new posts).  In addition new posts have been added to 
 the new Economic Development and Regeneration service area to run new facilities 
 which are externally funded, and Engineering Services.   
 



 

4.7 Due to the establishment re-organisation following Building on Excellence, it is not 
 appropriate this year to show the changes in established posts broken down by 
 service areas. 
 
 
5. ACTIONS 2007/08 
 

 Actions identified from 2007 monitoring Progress to date 
5.1 In line with the Local Government’s Pay and 

Reward Agenda, Warwick District Council 
must write and implement a Workforce Plan to 
support the overall approach to workforce 
planning and organisational development.  The 
employment data supplied and the trends 
identified from this report must be incorporated 
within the Plan and used to inform the priority 
activities for the Workforce Plan.  The plan 
should also outline the approach the Council 
will take to ensuring its employee profile is 
more representative of the local community it 
serves.   

Work has now commenced on 
developing the Workforce Plan in 
tandem with Stratford DC. It is 
anticipated the Plan will be reported to 
Employment Committee in December 
so that it can inform the development 
of service plans in the new year 2009. 

5.2 There is an evident imbalance in the proportion 
of females, ethnic minority groups and people 
with disabilities in the more senior posts within 
Warwick District Council.  Action must be 
taken by the Council in an effort to redress this 
problem and overcome the disproportionate 
employee balance.  It is noted that this trend 
has continued for the past five years and 
therefore, cannot be attributed to a one-off 
trend in the past twelve months.  

Although the imbalance in senior 
posts has been present for a number 
of years it is not one the Council has 
felt warranted considerable time and 
effort to address. Influencing 
composition of these posts is 
dependant on staff turnover, which is 
not high at senior management level. 

5.3 The current Equality Impact Assessment work 
should identify policy and process that is 
inhibiting fairness and equity for both potential 
and existing employees and highlight areas 
for action that will be included within the plan. 

 

The Equality Impact Assessment work 
has demonstrated that most policies 
and processed are fair and equitable. 
The recruitment process needs 
updating to reflect centralisation of the 
HR service but does not inherently 
lead to discrimination as all posts are 
appointed on merit.  

 
6. ACTION 2008/09 
 
6.1 This will form part of the Workforce Plan. Completion date December 2008. 


