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Introduction  
 
City of Wolverhampton Council (CWC) is committed to being a positive, progressive, 
and people-focused organisation – one that is passionate about making our city a 
better place for everyone who lives, works, and visits here. 
  
Equality, diversity, and inclusion are not just words to us – they are core values that 
underpin everything we do. Fair and Equal is a cross-cutting theme within Our City, 
Our Plan, and we are on a journey to ensure our organisation listens to, supports, 
and celebrates its workforce. 
 
CWC have produced key pay gap reports and already go above and beyond 
employer statutory requirements to present pay gaps on ethnicity, disability and 
sexual orientation. 
 
This year our combined pay gap report provides a detailed analysis on our gender, 
ethnicity, disability and sexual orientation pay gaps.  
 
The Council recognises care leavers and the armed forces community as protected 
characteristics and will therefore include in future reports once sufficient data is 
available for analysis. 
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Pay gap reporting at City of Wolverhampton Council 
 

Gender pay gap reporting was introduced as a statutory requirement in 2017 and all 
employers with 250 or more employees are required to publish mean and median 
gender pay gaps in addition to details on the gender profile of the workforce by pay 
quartile.  CWC began producing an annual gender pay gap report in advance of this 
(2015), which has enabled the introduction of measures to reduce the mean gender 
pay gap from 9.4% to 0.8% over this timeframe.  

This report details the relevant factors impacting the pay gap at CWC, and responds 
to the statutory duty to publish the following details on an annual basis: 

 The mean gender pay gap 
 The median gender pay gap 
 The mean bonus gender pay gap* 
 The median bonus gender pay gap* 
 The proportion of males and females receiving a bonus payment* 
 The proportion of males and females in each quartile band 

 *This is not applicable to City of Wolverhampton as there is no bonus scheme in place.  

For the purposes of analysis our dataset is comprised of information relating to all full 
pay relevant CWC employees but excludes employees from maintained schools. Our 
data is correct as of the snapshot date of 31 March 2025.  This report will also detail 
the identified pay patterns by gender, the impact of contract type (full-time/part-time) 
and measures taken so far alongside proposed further actions.  

The Council has committed to publishing non statutory pay gap reports relating to 
ethnicity since 2020 and disability and sexual orientation since 2021. 

For the purposes of calculating ethnicity, disability and sexual orientation pay gaps the 
government methodology for gender pay gap has been applied.  

The mean and median pay gaps for ethnicity, disability and sexual orientation are expressed 
as a percentage of the ‘reference’ employee pay; 

• white (British) for ethnicity pay gap,  

• declared no disability for disability pay gap and 

• heterosexual / straight for sexual orientation pay gap.   

 

Pay gap report dataset 
 
As cited in the requirements of gender pay gap reporting, only employees who are 
considered full-pay relevant are included in the analysis.  Any employee who is not 
paid their usual full basic salary during the pay period (i.e. those on maternity, 
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paternity, adoption, neonatal, parental leave or sick leave resulting in amended pay or 
is paid less than their basic salary for reasons other than leave) are excluded from pay 
gap analysis.  In addition to this group, any employee who left the workforce prior to 
the snapshot date and all agency employees are also excluded. 

CWC employed a workforce of 4,803 people throughout the financial year of 2024-
2025 of whom 3,813 remained employed and full-pay relevant as of the snapshot date. 
The workforce increased in size by 53 people in total from the previous year, with an 
increase in the number included in the pay gap analysis of 2 employees from 3811 in 
2023-2024. 

In addition to the full workforce profile changes, the full pay relevant workforce and 
excluded employees can also impact the profile of the workforce included in the 
gender pay gap analysis.  For 2024-2025 a total of 526 employees were excluded 
from the analysis due to not receiving full pay during the snapshot pay period.  The 
remaining employees removed from the analysis were due to no longer being 
employed by the organisation at the snapshot date, or because they were not 
employed throughout the full pay period.  The remaining employees were all included 
in the gender pay gap calculations as gender details were available for all.  However, 
the ethnicity, disability and sexual orientation pay gap calculations also excluded 
varying numbers of employees who had chosen not to provide details of the 
corresponding characteristics. 

For the purpose of highlighting workforce trends and patterns across the financial year 
of 2024-2025, an additional full dataset of all those employed during this time has been 
used throughout the report and is labelled accordingly.  This includes analysis of 
starters and leavers over the year who may not have been included in the pay gap 
dataset, but where these exclusions may have impacted on the change in pay gap 
detailed from the previous year and therefore help us to understand where changes 
may have arisen. 

Gender pay gap versus Equal pay - What is the difference? 

It is important to note that whilst both gender pay and equal pay deal with the disparity 
of pay female employees receive in the workplace the two are different:  

- Equal pay means that male and female employees in the same employment 
performing equal work must receive equal pay, as set out in the Equality Act 
2010. It is unlawful to pay employees unequally based on their gender.  
 

- The gender pay gap is a measure of the difference between male and female 
employees average earnings across an organisation or the labour market. It is 
expressed as a percentage of the reference groups’ (male employees) 
earnings. 
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Gender pay gap report 2024-2025 

CWC’s workforce covers a diverse range of service areas rather than a single sector. 
Grades for each role vary based on level of responsibility, each role is job allocated 
appropriately and a grade applied to reflect this.  

 

Gender profile at City of Wolverhampton Council 

In recent years there has been a gradual but consistent increase in the percentage of 
the full CWC workforce who are male, from 30.7% in 2020-2021 to 32.7% in 2024-
2025 (Table. 1). 

Employees Workforce  

2020-21 

Workforce  

2021-22   

Workforce        
2022-23 

Workforce 

2023-24 

Workforce 
2024-25 

Change 
(% point) 

Male 1336 30.7% 1409 31.2% 1479 31.6% 1530 32.2% 1569 32.7% +2.0 

Female 3011 69.3% 3113 68.8% 3194 68.3% 3220 67.8% 3234 67.3% -2.0 

Total 4347 4522       4673         4750 4803  

Table.1 Full City of Wolverhampton Council workforce by gender and full financial year 

The full pay relevant workforce included for the purpose of pay gap reporting 
comprised of 66.1% female and 33.9% male employees on the snapshot date of 31 
March 2025 (Table.2).   
 

Gender Pay gap 
report 

2021 

Pay gap report 

2022   

Pay gap 
report       
2023 

Pay gap 
report 2024 

Pay gap 
report 2025 

Change (% 
point) 

Male 1141 31.0% 1144 32.1% 1177 32.3% 1254 32.9% 1291 33.9% +2.9 

Female 2537 69.0% 2415 67.9% 2470 67.7% 2557 67.1% 2522 66.1% -2.9 

Total 3678 3559       3647                3811 3813                

Table.2 Full pay relevant workforce included in pay gap reports by gender and snapshot date 

The increase in the male percentage of the workforce in recent years can partially be 
explained by both recruitment and turnover trends; male employees have consistently 
made up a higher percentage of all new starters than leavers.    

 

Gender pay gap at City of Wolverhampton Council 
 

Median and Mean gender pay gap 
 
To calculate the median gender pay gap, all pay amounts for employees of each 
gender are arranged from the lowest pay point to the highest, and then the ‘middle’ 
hourly rate is identified.  The median gender pay gap between the two is then 
displayed as a percentage of the median male hourly rate.    
 
In March 2025, the median gender pay gap dropped to below zero for the first time 
since reporting began to -3.8%, indicating that a higher proportion of female 
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employees held roles above the overall median hourly rate (£16.93, top of grade 5) 
than male employees.   

In addition to employees regular pay, some may also receive additional payments 
during the snapshot month such as expense payments, back-pay and corrections or 
allowances.  For the purpose of calculating an overall hourly rate for each employee, 
expenses and any back-pay relating to a previous period are ignored, however 
payments considered to be ‘allowances’ such as shift allowances, standby 
allowances etc. will be included in the hourly rate.  

Before allowances; the 2025 median hourly rate was the equivalent of the previous 
overall median hourly rate of the top of pay grade 5 (£16.93).  The median employee 
for both genders also earned allowances increasing the median rate to above this 
amount for both (£17.21 for the median male employee and £17.87 for the median 
female employee). 

Table.3 Median hourly pay by gender and median gender pay gap at CWC from 2021-2025 

 

This is a change in patterns from 2023 and 2024 when the median hourly rate had 
reached the equivalent to the bottom pay point of grade 6.  This year’s reduction in 
the overall median is due to an increase in the number of roles (+41) paid up to and 
including the top of a grade 5 and a decrease in the number of roles (-39) paid above 
the top of grade 5.   

Hourly rate equivalent 2022 2023 2024 2025 

  Total Percentage Total Percentage Total Percentage Total Percentage 

Up to and including top of 
GR5 

1779 50.0% 1700 46.6% 1780 46.7% 1821 47.8% 

Above top of GR5  1780 50.0% 1947 53.4% 2031 53.3% 1992 52.2% 

Table.4 Number and percentage of employees earning up to or above the top of a grade 5 pay point 
by gender 2025 

 

In previous years, when the median gender pay gap was 0%, the number of male 
employees earning above the overall median was higher than the number earning 
below the overall median (Table.5). This reversed in 2025 so that male employees 
earning below the overall median now outnumber those earning above it. 

 

  Group Pay gap 
report 2022 

Pay gap report 
2023 

Pay gap report 
2024 

Pay gap report 
2025 

Change since 
2022 

Male £14.43 £16.60 £17.59 £17.21 +£2.78     19.3% 

Female  £14.26 £15.52 £17.59 £17.87 +£3.61     25.3% 

All employees £14.26 £16.03 £17.59 £17.78 +£3.52     24.7% 

Median Pay 
gap 

1.2% 6.5% 0.0% - 3.8%  
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Group Below median Above median Above : Below ratio 

 Total Percentage Total Percentage  

Male 664 51.4% 627 48.6% 0.9 : 1 

Female  1258 49.9% 1264 50.1% 1.0 : 1 

All employees 1922 50.4% 1891 49.6% 1.0 : 1 

Table.5 Total number and percentage of employees earning above or below the median hourly rate 
by gender March 2025 

In total, there were 54 more male employees earning below the overall median in 2025 
than in 2024 (Table.5).  The opposite is true for female employees, where there were 
37 fewer female employees earning below the overall median in 2025 than in 2024.  

These changes were also apparent in the half of the workforce earning above the 
overall median.  The number of male employees in this group decreased by 17 
between 2024 and 2025, while the number of female employees in this group 
increased by 2. These changes are responsible for the reduction in the median pay 
gap to below zero. 

In total, there were 37 fewer male employees earning above the overall median than 
below it, decreasing the ratio of male employees earning Above : Below the median 
to below 1 and reducing the median hourly rate to below the overall median. 

At the same time, the number of female employees earning above the overall median 
reached 6 more than the number earning below it, allowing the overall median for 
female employees to remain at the same equivalent pay point as in the previous year 
(with associated allowances for the median female employees increasing it to above 
this). 

The mean gender pay gap shows the difference between the average pay of female 
employees compared to male employees, and is more likely to be impacted by smaller 
numbers of employees at each end of the pay scale who have much higher or much 
lower hourly rates than the majority of the workforce.  The difference between the two 
average hourly pay amounts is calculated as a percentage of the male average hourly 
pay.   

 
Group Pay gap 

report 2022 
Pay gap report 
2023 

Pay gap report 
2024 

Pay gap report 
2025 

Change since 
2021 

Male £16.75 £18.06 £19.51 £19.53 +£2.78     16.6% 

Female  £16.08 £17.52 £19.05 £19.38 +£3.30     20.5% 

All employees £16.29 £17.69 £19.20 £19.43 +£3.14     19.3% 

Pay gap 4.0% 3.0% 2.4% 0.8%  

Table.6 Mean hourly pay by gender and mean gender pay gap at CWC from 2022-2025 
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For 2025 the mean gender pay gap was 0.8% (Table.6), indicating that on average, 
male employees earn 0.8% more per hour than female employees, and that female 
employees earn on average 99p per hour for every £1 earned by a male employee.  
This is a continuation of the decrease in the mean gender pay gap from previous 
years, as in 2024 the mean pay gap was 2.4% when female employees earned an 
average of 98p per hour for every £1 earned by male employees (2p less,  in 2023 
this was a difference of 3p per hour). 

 

Fig.1 Median and Mean gender pay gap change from 2015-2025 at CWC and nationally reported by 
Office for National Statistics 

Overall, since 2024 the mean hourly rate for female employees has increased by 
33p per hour, while the mean hourly rate for male employees has increased by only 
2p per hour.  This is in part due to the reduction in the number of roles paid at grade 
6 and above overall, negating the impact of the 2022 pay award related increases. 

Having an above 0% mean pay gap at the same time as a negative median pay gap 
is possible when the distribution of employees by gender between the highest and 
lowest paid half of the workforce is in favour of female employees (for the first time).  
However, amongst those in the highest paid roles, male employees continue to earn 
more, skewing the mean gender pay gap in favour of male employees. 

By assessing the distribution of employees by gender across pay quartiles and 
considering the impact of part-time roles, we are able to explain this further. 

 

Pay Quartiles 
 
Quartile pay bands divide the workforce into four equally sized groups and are used 
to show the distribution of employees from different groups across the pay scale.  This 
allows an overview of where the concentration of employees for each gender varies 
most.  The national reportable quartile labels for gender pay gap reporting are used 
here and are lower quartile, lower middle quartile, upper middle quartile, and upper 
quartile. 
 

It is important to understand that where there is a negative (-) figure in the data below, 
this will indicate that female employees are paid more than male employees for that 
group. A positive figure indicates that male employees are paid more than female 
employees.  
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Fig.2 Distribution of employees across quartile pay bands by gender 2025 

The chart above shows the distribution of male employees and female employees in 
the four pay quartiles and highlights that male employees are represented in greater 
numbers below the median (lower two pay quartiles combined - 661) than above the 
median (upper two pay quartiles combined - 630).  This difference between the 
employee gender distribution between the upper and lower paid half of the workforce 
is responsible for the negative median gender pay gap.   

 

Fig.3 Average (mean) and median hourly rate by pay quartile and gender 2025 

The pay of employees within each pay quartile can also impact the mean pay gap 
(Table.7). 

 



 

10 
 

 

Total Workforce 

 3,813 

Approximate pay 
grades 

Male 

1291 (33.9%) 

Female 

 2522 (66.1%) 

Female : Male Mean Pay 
gap 

Lower Quartile App-GR04 304 31.9% 649 68.1% 2.1 : 1 2.0% 

Lower Middle 
Quartile 

GR04-GR06 357 37.5% 596 62.5% 1.7 : 1 -0.1% 

Upper Middle 
Quartile 

GR06-GR07 322 33.8% 631 66.2% 2.0 : 1 0.9% 

Upper Quartile GR07+ 308 32.3% 646 67.7% 2.1 : 1 3.0% 

Table.7 Distribution of employees across quartile pay bands including mean pay gap by gender 

Continuing the pattern shown in the previous year (2024), the largest pay gap in 
2025 was in the highest (upper) pay quartile, followed by the lowest (lower) pay 
quartile.  This supports further the explanation that the existing mean pay gap is 
being skewed by a smaller number of employees amongst the very highest and very 
lowest earners. 

Despite these pay gaps of 2% (lower quartile) and 3% (upper quartile) the overall 
mean pay gap has still fallen to 0.8%.  This has been enabled due to the consistency 
of the Female : Male ratio in these two quartiles, and the corresponding lower pay 
gaps within the middle two quartiles (-0.1% and 0.9%). 

The lower middle pay quartile is the only quartile with a negative pay gap, showing 
that female employees within this pay quartile earn more on average than male 
employees.  This is consistent with trends reported in the previous three years 
(2022, 2023 and 2024) and corresponds with pay points GR04-GR06. 

The negative pay gap within the lower middle pay quartile implies that more of the 
female employees within this quartile earn an hourly rate closer to the median pay of 
the bottom of grade 6.  While male employees in this quartile are distributed more 
commonly at the lower end of this quartile at the top of GR04.   

The mean pay gap has decreased in the upper middle quartile for three consecutive 
years from 2.1% in 2022 to 1.2% in 2023 and 0.4% in 2024.  In 2025 this has 
increased to 0.9%, which is likely to have been caused by an increase in the number 
of female employees in this quartile (in grade 6 roles), who may have started in 
these roles at the bottom pay point of that grade. 

 
Full time vs part time gender pay gap 

 

In addition to the requirements to report on the mean and median gender pay gap, 
further analysis has been provided on the impact of working hours on the pay gap for 
individuals who work full time or part time. 
 
Of a total of 3813 employees (relevant workforce profile figure), there were 2590 full-
time employees, and 1223 part-time employees.  Whilst female employees make up 
a larger proportion of the workforce as a whole, and of both full-time and part-time 
workers, the difference in the Female:Male ratio is much more significant for part-
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time employees, as evidenced in the table below: 
 

Contract type Female Male Female : Male ratio 

Part-time 1006 82.3% 217 17.7% 4.6 : 1 

Full-time 1516 58.5% 1074 41.5% 1.4 : 1 

Table.8 The number and percentage of male and female employees with part time and full time 
contracts 

 
The gender ratio amongst the full-time workforce has remained consistent with the 
previous year at 1.4 : 1, while the ratio amongst the part-time workforce has reduced 
from 5.1 :1 in 2024 to 4.6 : 1 in 2025.  This is due to a higher number of male 
employees amongst the part-time workforce (from 200 in 2024 to 217 in 2025).  As 
the average hourly rate for those in part-time roles is below the average hourly rate 
for full-time roles, this increase in male part-time employees is likely to have 
contributed significantly to the reduction in the overall gender pay gap. 
 
Whilst the overall mean gender pay gap for all employees continues to show that 
male employees earn on average more than female employees, the opposite is true 
when analysing the pay of either full-time employees only, or part-time employees 
only, where the pay gap is negative in all groups (Table. 9.   
  

All employees Male Female Gender Pay gap 

Median hourly rate (part-time) £14.13 £13.64 £14.13 -3.6% 

Median hourly rate (full-time) £19.20 £18.72 £20.02 -6.9% 

Mean hourly rate (part-time) £16.50 £15.82 £16.64 -5.2% 

Mean hourly rate (full-time) £20.81 £20.28 £21.19 -4.5% 

Table.9 The mean and median hourly rate for male and female full-time and part-time employees and 
gender pay gap 

 
Female employees working full-time earn more on average per hour than male 
employees working full-time, giving a negative mean pay gap of -4.5% for full-time 
employees.  Female employees working part-time also earned more on average 
than male employees working part-time, giving a negative mean pay gap amongst 
part-time employees of -5.2%. 
 
As there is a low number of male employees amongst the part-time workforce (217 
or 17.7% of male employees), this group has less influence on the overall mean pay 
for male employees.  The high number of female employees in the part-time 
workforce however, does influence the female average pay more, allowing a mean 
pay gap of above 0% to persist even though it is the reverse amongst the full-time 
workforce only.   
 

Factors influencing the gender pay gap 
 
There are several factors that can have an impact on the gender pay gap, some of 
which can be addressed through the actions of the organisation, however there are 
others for which any internal changes are likely to require long-term implementation 
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before any impact on the pay gap is seen. There are also a number of external factors 
that influence and impact the pay gap that are outside of the Council’s control or the 
Council has limited influence over, such as nationally agreed pay awards and socio-
economic factors.  
 
The mean gender pay gap at CWC has consistently decreased since the start of 
reporting in 2015, with a fluctuating median pay gap with a general downwards trend 
to a negative gap in 2025.   
 
The mean pay gap of 0.8% illustrates a continuation of the gender pay gap narrowing, 
which has happened at a faster rate in the years since 2023 due to the changing 
approach to employee pay awards as a fixed amount.  There has also been an impact 
in 2025 of a reduction in the number of filled positions at pay grades GR06 and above, 
reversing the trend seen in 2023 and 2024 where the number of roles at these grades 
were increasing.   
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Ethnicity pay gap at City of Wolverhampton Council 
 

Ethnicity profile at City of Wolverhampton Council 
 
Of the 3813 full-pay relevant employees as of 31 March 2025, 3535 (92.7%) had 
reported their ethnicity and were therefore included in the ethnicity pay gap analysis.  
This highlights continuous improvements in reporting rates as the proportion of 
employees reporting their ethnicity increases each year, from 3499 (91.8%) of the full-
pay relevant workforce in March 2024. 

The ethnicity profile of the workforce has changed in recent years, with an increase by 
4 percentage points (327 employees) in the proportion of employees from ethnic 
minority groups (including white minority groups) since the 2020-2021 financial year 
(Table 1).  Following the selection of full-pay relevant employees this translated to a 
3.6 percentage point increase in the proportion of the workforce from ethnic minority 
groups included in the pay gap report over the same time period (Table.2 including 
white (other) groups).   

Table.1 Full City of Wolverhampton Council workforce by ethnic group and full financial year 

*Please note that due to ethnicity grouping changes a more recent total for 2020-2021 has been used 
here than that published in 2020-2021 

Employees Pay gap 
report 2021 

Pay gap 
report 2022 

Pay gap 
report 2023 

Pay gap 
report 2024 

Pay gap 
report 2025 

Change 
(% point) 

Ethnic 
minority 
groups 

954 25.9% 980 27.5% 1006 27.6% 1087 28.5% 
1128 29.6% 

+2.6 

White 
(other) 

166 4.5% 170  4.8% 165 4.5% 163 4.3% 
169 4.4% 

-0.2 

White 
(British) 

2208 60.0% 2099 59% 2147 58.9% 2249 59.0% 
2238 58.7% 

-1.0 

Not 
recorded* 

350 9.5% 310 8.7% 329 9.0% 312 8.2% 
278 7.3% 

-1.3 

Total 3678 3559 3647 3811 3813 
 

Table.2 Full-pay relevant workforce included in pay gap reports by ethnic group and snapshot date 

Employees Workforce  

2020-2021* 

Workforce  

2021-2022 

Workforce  

2022-2023   

Workforce            
2023-2024 

Workforce 
2024-2025 

Change 
(% 
point) 

Ethnic 
minority 
groups 

1110 25.6% 1220 27% 1303 27.9% 1364 28.7% 
1413 29.4% 

+3.1 

White 
(other) 

187 4.3% 217 4.8% 213 4.6% 210 4.4% 
211 4.5% 

+0.1 

White 
(British) 

2581 59.3% 2616 57.9% 2674 57.2% 2725 57.4% 
2756 57.4% 

-1.9 

Not 
recorded* 

469 10.8% 469 10.4% 483 10.3% 451 9.5% 
423 8.8% 

-1.3 

Total 4347 4522 4673            4750 4803 
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The number of employees included in the ethnicity pay gap analysis has fluctuated 
over the reporting years, partly due to four main reasons; a change in the number of 
people excluded due to not being full-pay relevant each year, an increase in 
employees reporting their ethnicity, overall workforce change and the increase in 
workforce size during this time.  Overall, the change in ethnicity profile of the full-pay 
relevant (included) workforce has followed similar patterns to the full workforce trends 
over the same time period.  This includes an increase in the number of included 
employees from ethnic minority groups (1297 or 34% when including white minority 
groups), and a gradual reduction in the proportion of the workforce made up of white 
(British) employees.  The number of employees excluded due to not reporting their 
ethnicity is also decreasing.  As those who have not reported their ethnicity are 
excluded from the analysis the remainder of this report will include only the 3535 
employees for whom ethnicity details are available. 
 

Ethnicity pay gap at City of Wolverhampton Council 
 

Median and Mean ethnicity pay gap 
 
The Office for National Statistics (ONS) defines ethnicity pay gaps as ‘the difference 
between the average hourly earnings of the reference group (white or white British) 
and other ethnic groups as a proportion of the average hourly earnings of the reference 
group’.  The mean and median ethnicity pay gaps are therefore expressed as a 
percentage of the white (British) employee pay and will show as a negative figure 
where employees from ethnic minority groups earn more than white (British) 
employees.  
 
The median ethnicity pay gap for 2025 was 7.3%, with a median hourly rate of £16.93 
for employees from ethnic minority groups, and £18.26 for white (British) employees: 
 
 

Group Pay gap 
report 2021 

Pay gap 
report 2022 

Pay gap 
report 2023 

Pay gap report 
2024 

Pay gap report 
2025 

Ethnic minority 
groups** 

£14.02 £14.26** £15.27** £16.94** 
£16.93** 

White*  £14.02* £14.26 £16.11 £17.59 £18.26 

All employees £14.02 £14.26 £16.03 £17.59 £17.78 

Pay gap 0.0% 0.0% 5.2% 3.7% 7.3% 

*Includes white minority groups for 2021 **Includes white minority groups for 2022, 2023, 2024 and 
2025 

Table.10 Median hourly pay by ethnic group and median ethnicity pay gap at CWC from 2021-2025 

 
This median pay difference reflects the difference between the specific hourly rate at 
the top pay point of an NJC grade 5 (scp16), and the specific hourly rate at the bottom 
pay point of a grade 6 (scp17).  As neither the median ethnic minority employee nor 
the median white (British) employee earned allowances in the 2025 pay period (March 
2025) the pay gap is larger than it was in the previous year (2024).  In the 2024 pay 



 

15 
 

 

gap report the median ethnic minority employee was also in a position paid at the top 
of a pay grade 5 but earned allowances that month increasing their calculated overall 
hourly rate and reducing the pay gap.  
 
The median ethnicity pay gap had remained stable at 0.0% for three reporting years 
from 2020-2022, and increased in 2023.   
 

Group Below median Above median Difference 

 Total Percentage Total Percentage Total Percentage 

Ethnic minority groups 684 52.7% 613 47.3% -71 -5.4 

White (British) 1077 48.1% 1161 51.9% +84 +3.8 

All included 
employees 

1761 49.8% 1774 50.2% N/A N/A 

 
Table.11 Total number and percentage of employees distributed in the bottom two or top two pay 

quartiles by ethnic group March 2025 

 
This can be explained through further exploration of the overall median hourly rate, 
which rose above the pay point at the top of an NJC grade 5 for white (British) 
employees in 2023.  The median pay for employees from ethnic minority groups 
remained in line with the top of a grade 5 where it had been for all groups in previous 
years, rising above this in 2024 only due to associated allowances for the median 
ethnic minority employee.  By comparing the distribution of employees by ethnic 
minority group earning above and below the overall median in 2025 to the previous 
year, it is evident that the change in pay profile for both those from ethnic minority 
groups and white (British) employees has also impacted this.  In the previous year 
(2024) there were 46 fewer ethnic minority employees earning above the overall 
median than below it, increasing to 71 fewer in 2025.  In contrast; there were 69 more 
white (British) employees earning above the overall median than below it in 2024, 
which also increased (to 84) in 2025.  If continued these patterns may lead to a further 
increase in the median ethnicity pay gap in future years. 
 
It is also possible that the excluded employees and the change in pay of those who 
had not reported their ethnicity have contributed to this.  Taking into consideration that 
there were 526 employees excluded due to not being full pay relevant in March 2025, 
and a further 278 removed from the analysis because they have not reported their 
ethnicity; this group could easily have the ability to cause the differences reported in 
the table above (table. 11). 
 
Whilst the median pay gap identifies the typical situation for an employee at CWC, the 
mean calculation includes all rates of pay and can therefore provide further information 
by indicating where those differences exist, for example if there are specific differences 
between the ethnicity of those at either end of the pay scale impacting the pay gap.   
 
The mean pay gap at CWC for 2025 was 6.3% and has increased by one percentage 
point since the previous year: 
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Group Pay gap report 

2021 
Pay gap report 
2022 

Pay gap report 
2023 

Pay gap report 
2024 

Pay gap report 
2025 

Ethnic minority 
groups** 

£15.38 £15.61** £16.89 £18.48 
£18.62 

White* £16.14* £16.73 £18.08 £19.52 £19.87 

All employees £15.87 £16.29 £17.66 £19.20 £19.43 

Pay gap 4.7% 6.7% 6.6% 5.3% 6.3% 

*Includes white minority groups for 2021 **Includes white minority groups for 2022, 2023, 2024 and 
2025 

Table.12 Mean hourly pay by ethnic group and mean ethnicity pay gap at CWC from 2021-2025 

 
As the median hourly rate is smaller than the mean hourly rate for all groups, it is likely 
that the mean rate is being skewed by a small number of higher earners for both the 
white (British) group and ethnic minority groups.  The difference between the mean 
and median hourly rate is larger amongst ethnic minority groups (mean higher by 
£1.69 per hour or 10% of median hourly rate) than for the white (British) group (mean 
higher by £1.61 per hour or 8.8% of white median).  This suggests that ethnic minority 
employees amongst the highest paid are having a bigger impact on the mean hourly 
rate than the highest paid white (British) employees are having on the mean hourly 
rate for this group.  The persistent median pay gap being higher than the mean pay 
gap also support this, and shows that the profile of the workforce amongst those in 
lower pay grades continues to have an impact.   
 
 

 
Fig.4 Median and mean ethnicity pay gap from 2020-2025 

 
 

Median and Mean ethnicity pay gaps by aggregated ethnic groups 
 
Employees from Asian ethnic groups continue to have the lowest median hourly rate 
(equal to other ethnic groups) as had been true in 2024.  There was, however some 
change in patterns on the mean hourly rate whereby Asian employees no longer have 
the lowest mean pay of each group.  For the first time in recent years the group with 
the lowest mean hourly rate was black ethnic groups.   
 
This shows that whilst employees from Asian or other ethnic groups were most likely 
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to be in the lower paid half of the workforce (with a median hourly rate for both of 
£16.93 or equivalent of the top pay point of a grade 5) both groups earned a higher 
mean hourly rate than median hourly rate.  The mean hourly rate for both Asian and 
other ethnic groups is therefore being skewed upwards by a small number of 
employees amongst the highest paid. 
 
There has been a change in the patterns from previous years for employees from 
black ethnic groups, who in 2024 had earned a median hourly rate equivalent to that 
of white (British) employees and the overall median.  This fall in median hourly rate for 
black employees is due in part to new starters at the lower end of the pay scale. 
 
The group with the overall highest median hourly rate was white (other) groups, which 
had also been true in the previous two financial years of 2023 and 2024 showing that 
there is consistently a higher number of employees from white (other) ethnic groups 
earning above the overall median than below it.  Mixed heritage and white (British) 
employees both had a median hourly rate of £18.26 per hour, with higher mean hourly 
rates (£19.26 and £19.87 respectively) showing that the mean pay for these groups is 
also being skewed upwards by some employees amongst the top end of the pay scale.    
 

 
Fig.5 Median and Mean hourly rate by aggregated ethnic group (2025) 

 
 

Pay quartiles 
  
Quartile pay bands divide the workforce into four equally sized groups and are used 
to show the distribution of employees from different groups across the pay scale.  This 
allows an overview of where the concentration of employees from each ethnic group 
varies most.  The national reportable quartile labels for gender pay gap reporting are 
used here and are lower quartile, lower middle quartile, upper middle quartile, and 
upper quartile. 
 

Total included 
Workforce 3,499 
(2024) 

Approximate GR Ethnic minority 
groups 1250 
(35.7%) 

White (British) 
2249 (64.3%) 

White 
(British): 
Ethnic 
minority 

Mean 
Pay gap 

Lower Quartile App-GR04 348 39.5% 534 60.5% 1.5:1 0.1% 

Lower Middle 
Quartile 

GR04-GR05 300 35.0% 556 65.0% 1.9:1 0.7% 
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Upper Middle 
Quartile 

GR06-GR07 316 35.7% 570 64.3% 1.8:1 0.4% 

Upper Quartile GR07+ 286 32.7% 589 67.3% 2.1:1 6.4% 

Table.13 Distribution of employees across quartile pay bands and mean ethnicity pay gap by pay 
quartile March 2024 

 

 
Total included 
workforce 

 3,535 (2025) 

Approximate GR Ethnic minority 
groups 

1297 (36.7%) 

White (British) 

 2238 (63.3%) 

White 
(British) : 
Ethnic 
minority 

Mean 
Pay gap 

Lower Quartile App-GR04 358 40.3% 531 59.7% 1.5 : 1 0.5% 

Lower Middle 
Quartile 

GR04-GR05 326 37.4% 546 62.6% 
1.7 : 1 

0.9% 

Upper Middle 
Quartile 

GR05-GR07 323 36.2% 570 63.8% 
1.8 : 1 

0.8% 

Upper Quartile GR07+ 290 32.9% 591 67.1% 2.0 : 1 7.1% 

 
Table.14 Distribution of employees across quartile pay bands and mean ethnicity pay gap by pay 

quartile March 2025 

  
The tables above show the distribution of white employees and employees from ethnic 
minority groups in the four quartiles and shows that the percentage of employees from 
ethnic minority groups has increased in each of the four pay quartiles since 2024.  
However, this increase was greater in the lower two pay quartiles than the upper two 
pay quartiles due to the majority of new ethnic minority employees commencing 
employment at CWC in less senior roles.  This is even more pronounced in the lowest 
(lower) pay quartile, where the proportion from ethic minority groups included within 
the pay gap reports increased from 39.5% in 2024 to 40.3% in 2025.  The new 
percentage of ethnic minority groups in this pay quartile is 3.6 percentage points higher 
than in the included workforce overall, and 0.8 percentage points higher than the same 
pay quartile last year.   
 
The highest mean ethnicity pay gap continues to be within the upper pay quartile, 
which is likely to have contributed to the increase shown from last year.  It is the 
proportionately larger increase in the pay gaps within the lower (from 0.1% to 0.5%) 
and upper middle (0.4% to 0.8%) quartiles which is likely having a bigger impact due 
to the higher number of ethnic minority employees within these quartiles. 
 
The mean ethnicity pay gap is higher in 2025 than it was in 2020 in three of the four 
pay quartiles.  The only quartile with a decreasing ethnicity pay gap is the upper middle 
quartile, which includes employees in roles from the bottom of a grade 6 to the middle 
of a grade 7.  The size of the ethnic minority workforce within this quartile has not 
increased substantially in the most recent two years, suggesting that employees who 
were already in this pay quartile 3-5 years ago (when the median pay gap overall was 
0%) have gradually increased in pay amount by moving up the pay scale in 
increments.    
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Pay quartile Mean pay 
gap 2019-
2020 

Mean pay 
gap 2020-
2021 

Mean pay 
gap 2021-
2022 

Mean Pay 
gap 2022-
2023 

Mean Pay 
gap 2023-
2024 

Mean Pay 
gap 2024-
2025 

Lower 
Quartile 

0.4% 0.0% 0.0% 0.3% 
0.1% 

0.5% 

Lower 
Middle 
Quartile 

-0.3% 0.6% 0.5% 0.6% 
0.7% 

0.9% 

Upper 
Middle 
Quartile 

1.1% 0.7% 0.9% 0.9% 
0.4% 

0.8% 

Upper 
Quartile 

5.7% 6.3% 7.1% 6.8% 
6.4% 

7.1% 

Table.15 mean pay gap by pay quartile and financial year 

 

 

Factors influencing the ethnicity pay gap 
 
There are several factors that can have an impact on the ethnicity pay gap, some of 
which can be addressed through the actions of the organisation, however there are 
others for which any internal changes are likely to require long-term implementation 
before any impact on the pay gap is seen. There are also a number of external factors 
that influence and impact the pay gap that are outside of the Council’s control or the 
Council has limited influence over, such as nationally agreed pay awards and socio-
economic factors.  
 
The median ethnicity pay gap at CWC has fluctuated, from 0% for the first three 
reporting years (2020, 2021 and 2022), with a spike in 2023 to 5.2%.  This spike was 
due to an increase in the number of roles at pay grades 6 and above, which were 
primarily secured by white (British) employees.  In 2024, a further increase in the 
proportion of employees from ethnic minority groups, primarily within the lower paid 
half of the workforce meant that the median ethnic minority employee was in a position 
at the top pay point of grade 5 with additional allowances making the median hourly 
rate between a grade 5 and a grade 6, while the median white (British) employee was 
in a role at grade 6.  This year, the median employees by ethnicity grouping remain in 
positions at the same pay points as the median employees for each group last year 
(2024), however neither received allowances in March creating a median pay gap of 
the precise difference between the top of a grade 5 and the bottom of a grade 6.  This 
is the main factor causing the increase in the median pay gap seen this year.   
 
The mean ethnicity pay gap at CWC has started to increase again following a 
decrease in the year to 2024, and is now smaller than the median ethnicity pay gap 
for the first time.   
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Disability pay gap at City of Wolverhampton Council 
  

Disability profile at City of Wolverhampton Council 
 
Of the 3813 full-pay relevant employees as of 31 March 2025, 3396 had reported their 
disability status and were therefore included in the disability pay gap analysis.  The 
remaining full-pay relevant employees were excluded from the analysis as they had 
not reported their disability status.   

When reporting on disability status and producing a comparison with the city 
population, it is important to take into consideration that the city census details include 
residents whose disability is described as having ‘as significant impact on day-to-day 
activities’ and that some of these residents are less likely to be in the workforce for 
this reason.  There is also an increased prevalence of disability amongst older adults, 
who are also less likely to be represented in the workforce as they reach retirement 
age. 

The number of employees in the workforce reporting a disability continues to increase, 
with a 180% increase in the total number since 2016-2017 (from 80 to 224).     

Disability Workforce 
2021-22   

Workforce 2022-
23 

Workforce 
2023-24 

Workforce 2024-
25 

Change (% 
point) 

Yes 155 3.4% 181 3.9% 201 4.2% 224 4.7% +1.3 

No 3632 80.3% 3782 80.9% 3911 82.3% 3982 82.9% +2.6 

Unsure 15 0.3% 17 0.4% 25 0.5% 33 0.7% +0.4 

Not 
stated 

720 15.9% 693 14.8% 613 12.9% 
564 11.7% 

-4.2 

Total 4522 4673            4750                    4803 

Table.14 Full City of Wolverhampton Council workforce by disability status and full financial year 

 

For those employees included in the pay gap report for 2024-2025, there has been a 
decrease from the previous year in the proportion reporting a disability from 4.3% to 
4.1%.  This is below the proportion of the full workforce reporting a disability (4.7%), 
confirming that there has not been a decrease in the proportion of employees with a 
disability overall, and that this reduction is due to a higher number being excluded from 
the analysis due to not being full-pay relevant on 31st March. As with the full workforce 
data, progress in increasing the level of reporting on disability status is evident with 
the proportion of included employees not recording their disability status reduced by a 
further 1.3 percentage points to 10.9% in the most recent year. 
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Employees Pay gap 
report 2022 

Pay gap report 
2023 

Pay gap 
report 2024 

Pay gap report 
2025 

Change (% 
point) 

Disability 116 3.3% 136 3.7% 164 4.3% 155 4.1% +0.8 

No disability 2921  82.1% 3018 82.1% 3181 83.5% 3241 85.0% +2.9 

Not recorded or 
unsure 

522 14.7% 493 13.4% 466 12.2%
417 10.9% 

-3.8 

Total 3559 3647 3811 3813  

Table.15 Full-pay relevant workforce included in pay gap reports disability status and snapshot date 

 

Disability pay gap at City of Wolverhampton Council  
 

Median and Mean disability pay gaps 
  
Current guidance on gender pay gap reporting relies on a comparison of mean and 
median values between two groups of comparable sizes and may not always be 
appropriate when applied to groups with large differences between group sizes such 
as employees with a disability and employees with no disability.  The following 
calculations are made according to the guidance on gender pay gap reporting, 
whereby the mean and median hourly rates are presented as a proportion of the hourly 
rate of those without a disability, however these figures should be interpreted with 
caution due to the increased vulnerability to fluctuation in the mean for the group of 
employees with a disability given the small number included in this group.  Additional 
information has been included throughout this report to provide a more balanced 
picture of pay by disability status in the CWC workforce. 
  
Whilst there is not yet a statutory requirement to produce details of the disability pay 
gap, CWC has undertaken this analysis to monitor pay by disability status over time 
and ensure that any patterns or trends are identified and analysed. 
  
As with other pay gap reports, the median pay gap is prioritised as this shows the 
situation closest to the typical earner and is less sensitive to the presence of outliers 
(extremely high or low earners at either end of the pay scale).  Where the pay gap is 
presented as a negative value, this suggests that employees with a disability earn 
more than those without a disability. 
  
The median disability pay gap for 2025 remained a negative figure at -6.2%, showing 
that the middle-earning employee with a disability earns £1.09 per hour more than the 
middle-earning employee with no disability.  This difference is greater than it was last 
year (23p per hour), but remains below the difference reported in years prior to this of 
£1.21 per hour (2023) and £3.10 per hour (2022). 
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Group Pay gap 
report 2021 

Pay gap 
report 2022 

Pay gap 
report 2023 

Pay gap 
report 2024 

Pay gap 
report 2025 

Disability £15.33 £17.36 £16.60 £17.82 £18.71 

No disability £14.02 £14.26 £15.39 £17.59 £17.62 

All employees £14.02 £14.26 £16.03 £17.59 £17.77 

Pay gap -9.3% -21.7% -7.9% -1.3% -6.2% 

Table.16 Median hourly pay by disability status and median disability pay gap at CWC from 2021-
2025 

  
The median disability pay gap has been negative in all five of the Council’s reporting 
years so far, with the difference between pay of employees with a disability and those 
without fluctuating by year.  This large fluctuation in the median disability pay gap can 
be explained by the small number of employees with a disability in the workforce 
overall, as in 2022; 20 more employees with a disability earned above the overall 
median than below it, compared to a difference of just 8 between the upper and lower 
paid halves in 2024 and an increase to a difference of 17 in 2025.   
  
Whilst the median pay gap identifies the typical situation for the ‘middle-earner’ in each 
group at CWC, the mean calculation includes all rates of pay and can therefore provide 
further information by identifying specific issues and where pay differences may occur 
between employees at the highest and lowest paid ends of the pay scale. 
  
The mean disability pay gap at CWC for 2025 was -2.9%, returning to the trend of 
employees with a disability earning a higher amount on average (mean) than those 
without a disability, following a brief increase to above zero (0.3%) in 2024.  Overall, 
employees with a disability have had a higher mean hourly rate than employees with 
no disability in four of the five reporting years so far.   
  
  

Group Pay gap 
report 2021 

Pay gap 
report 2022 

Pay gap 
report 2023 

Pay gap 
report 2024 

Pay gap 
report 
2025 

Disability £16.34 £17.37 £18.2 £18.95 £19.83 

No disability £15.77 £16.13 £17.5 £19.01 £19.27 

All employees £15.87 £16.29 £17.7 £19.01 £19.29 

Pay gap -3.6% -7.7% -3.9% 0.3% -2.9% 

Table.17 Mean hourly pay by disability status and mean disability pay gap at CWC from 2021-2025 
  
As the mean hourly rate for both groups is higher than the corresponding median 
hourly rate, this shows that the mean figures are being skewed upwards by a small 
number of employees amongst the highest earners.  This effect is prominent amongst 
both groups as for employees with a disability, the mean hourly rate is £1.12 more 
than the median.  The mean hourly rate for those with no disability is £1.65 more than 
the median.    
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Fig.6 Mean and median disability pay gap from 2021-2025 

  
  

Pay quartiles 
 
The tables below show the distribution of employees either with or without a disability 
in the four quartiles in the most recent three financial years.  This highlights that 
employees with a disability continue to be represented in all pay quartiles.   The pay 
quartile with the highest number of employees with a disability has been the upper pay 
quartile in most of the reporting years, with the exception of last year (2024) when the 
number in the upper middle quartile increased to match it.   
 
The most prominent change in the most recent year is that the number of employees 
with a disability has decreased in all pay quartiles other than the upper pay quartile 
where it has increased.  This illustrates why both the median and mean pay gaps have 
increased in favour of employees with a disability so much since last year.   Another 
change is that the upper middle pay quartile is now the quartile with the smallest 
number of employees with a disability for the first time.  This suggests that the increase 
in median hourly rate for employees with a disability is being caused by changes 
across all pay quartiles rather than simply between the lower middle and upper middle 
quartiles specifically.   
 
In 2025 the pay increase for employees with a disability is being driven primarily by 
increases in the number of employees with a disability in the upper quartile (middle of 
grade 7 and above) and corresponding decreases in the lower (from 42 to 39) and 
lower middle (36 to 30) quartiles.   
  

Full pay relevant Workforce 
with recorded disability status   

Year Disability  No disability  

  

Lower Quartile  

2022-2023  3.3%   27  96.8%  803  

2023-2024 5.1% 42 95.2% 830 

2024-2025 4.4% 39 95.6% 843 

Lower Middle Quartile  2022-2023  4.5%   35  95.5%  744  
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2023-2024 4.3% 36 95.7% 794 

2024-2025 3.6% 30 96.4% 813 

Upper Middle Quartile  

2022-2023  4.2%   33  95.8%  755  

2023-2024 5.1% 43 94.9% 792 

2024-2025 4.5% 38 95.5% 804 

Upper Quartile  

2022-2023  5.4%   41   4.6%  716  

2023-2024 5.3% 43 94.7% 765 

2024-2025 5.8% 48 94.2% 781 

Table.18 Distribution of employees across quartile pay bands by disability status and year     
 
 
 
 
       
 

  
 
  
 
 
 
 
 

Fig.7 Average and median hourly rate by pay quartile and disability status 2024-2025 
  

Factors influencing the disability pay gap 
  
The pay gap calculations are influenced by a variety of factors, including national 
patterns in career choices and internal changes in the workforce profile overall.  CWC 
is committed to identifying those factors which can be influenced by actions of the 
organisation to ensure that everything that is possible is being done to address the 
pay gaps.   
  
The median disability pay gap at CWC has fluctuated over the four reporting years so 
far, however it has remained negative throughout.  This gives us confidence that 
employees with a disability generally earn more than those with no disability.  
However, the median hourly rate for employees with a disability is impacted by the low 
numbers in the workforce overall, and as our workforce continues to become more 
diverse, new starters and increasing reporting rates are likely to have an impact on 
the patterns reported so far.   
  
The mean disability pay gap at CWC has also fluctuated over time, but has also 
remained below 0.0% in four of the five reporting years so far. In addition our 
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increasing number of new starters with a disability each year is also likely to be slowing 
down the increasing mean hourly rate for employees with a disability.  Both of these 
patterns are positive regarding our goal to become a more diverse workforce and so 
we hope to see these continue.  
  

Sexual orientation pay gap report 2024-2025 
 

Sexual orientation at City of Wolverhampton Council 
 
Of the 3813 full-pay relevant employees as of 31 March 2025, 2723 (an increase from 
2622 in 2023-2024) had disclosed their sexual orientation and were therefore included 
in the sexual orientation pay gap analysis.  The remaining full-pay relevant employees 
were excluded from the analysis as they had not reported their sexual orientation. 

The profile of the workforce in relation to sexual orientation has increased in diversity 
in recent years, with a 0.6 percentage point increase in the proportion of employees 
disclosing that they are LGB+ since 2021-2022, and an increase of 9.5 percentage 
points in the proportion overall who disclosed their sexual orientation: 

 

Sexual 
orientation 

Workforce 
2021-22   

Workforce 
2022-23 

Workforce 2023-
24 

Workforce 
2024-25 

Chang
e (% 
point) 

Heterosexual/ 
straight 

2673 59.1% 2909 62.3% 3123 65.7% 
3264 68.0% 

+8.9 

LGB+ 80 1.8% 87 1.9% 100 2.1% 113 2.4% +0.6 

Not stated or 
unsure 

1769 39.1% 1677 35.9% 1527 32.2% 
1426 29.7% 

-9.4 

Total 4522  4673              4750              4803 

Table.19 Full City of Wolverhampton Council workforce by sexual orientation and full financial year 

The pay gap report for 2024-2025 also shows a small increase in the proportion of 
included employees who were LGB+ when compared to the previous year (0.1 
percentage points).  As with the full workforce data, progress in increasing the rate of 
disclosure on sexual orientation is evident with the proportion of employees not 
recording their sexual orientation reducing by 9.4 percentage points from 38% in 2022 
to 28.6% in the most recent year. 

Employees Pay gap 
report 2022 

Pay gap 
report 2023 

Pay gap 
report 2024 

Pay gap report 
2025 

Change 
(% point) 

Heterosexual 2148 60.4% 2330 63.9% 2539 66.6% 2637 69.2% +8.8 

LGB+ 59  1.6% 65 1.8% 83 2.2% 86 2.3% +0.7 

Not recorded or unsure 1352 38% 1252 34.3% 1189 31.2% 1090 28.6% -9.4 

Total 3559 3647 3811 3813 
 

Table.20 Full-pay relevant workforce included in pay gap report sexual orientation and snapshot date 
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Some of the increase in the proportion of employees who are LGB+ can be explained 
by recruitment patterns and new starters over recent years.  The proportion of new 
starters who were LGB+ has remained higher than the proportion in the existing 
workforce for the last 4 years and increased to 4.8% of new starters in both 2023-2024 
and 2024-2025.  

Sexual orientation 2020-2021 2021-2022 2022-2023 2023-2024 2024-2025 

Heterosexual 255 82.5% 425 83.3% 479 81.9% 499 92.4% 406 87.7% 

LGB+ 6 1.9% 20 3.9% 21 3.6% 26 4.8% 22 4.8% 

Not recorded or 
unsure 

48 15.5% 65 12.7% 85 14.5% 15 2.8% 
35 7.6% 

Total* 309 510 585 540 463 

*Totals also include those who stated ‘prefer not to say’ 
Table.21 Full workforce new starters by financial year and sexual orientation 

 

The higher proportions of new starters who are LGB+ is offset in the full workforce 
profile by leavers amongst this group.  Employee turnover for LGB+ employees has 
been higher than for heterosexual employees, and for employees who have not 
disclosed their sexual orientation in 4 of the last 5 reporting years. 

Sexual orientation 2019-2020 2020-2021 2021-2022 2022-2023 2023-2024 2024-2025 

Heterosexual 12.6% 7.9% 10.2% 11.4% 9.4% 9.4% 

LGB+ 13% 6.4% 16.7% 21.3% 11.1% 11.9% 

Not recorded or 
unsure 

12.3% 9.2% 10.4% 11.5% 8.4% 
9.7% 

Total 12.5% 8.4% 10.4% 11.6% 9.1% 9.6% 

Table.22 Employee turnover by financial year and sexual orientation 

 

Sexual orientation pay gap at City of Wolverhampton Council 
 

Median and Mean sexual orientation pay gaps 
 
When considering the sexual orientation pay gap at CWC it is important to consider 
the variation in the group sizes of the two groups.  Within the report, a comparison in 
average and median pay between a large group of heterosexual employees and a 
smaller group of employees who are LGB+ is being made, and is susceptible to 
significant fluctuation year on year.   
 
The following calculations are made according to the guidance on gender pay gap 
reporting, whereby the mean and median hourly rates are presented as a proportion 
of the hourly rate of the heterosexual group.  Additional information has been included 
throughout this report to provide a more balanced picture of pay by sexual orientation 
in the workforce. 
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Whilst there is no statutory requirement to produce details of the sexual orientation 
pay gap, CWC has undertaken this analysis to monitor pay by sexual orientation over 
time and ensure that any patterns or trends are identified and analysed.   
 
As with other pay gap reports, the median pay gap is prioritised here as this shows 
the situation closest to the typical earner and is less sensitive to the presence of 
outliers (extremely high or low earners at either end of the pay scale).   
 
The median sexual orientation pay gap reached 0.0% in 2023, and remained at 0.0% 
for 2024, having been reported as a negative pay gap in previous years.  This means 
that the median pay of LGB+ employee was equivalent to the median pay of 
heterosexual employees.  Prior to 2023 the median sexual orientation pay gap had 
been a negative figure indicating that the median LGB+ employee earned a higher 
hourly rate than the median heterosexual employee.  These patterns changed in the 
most recent year and there is now an above zero pay gap for the first time with the 
median heterosexual employee earning 7.3% more than the median LGB+ employee.  
 
 

Group Pay gap 
report 2021 

Pay gap 
report 2022 

Pay gap report 
2023 

Pay gap report 
2024 

Pay gap report 
2025 

Heterosexual £14.02 £14.26 £16.60 £17.59 £18.26 

LGB+ £15.56 £15.60 £16.60 £17.59 £16.93 

All employees £14.02 £14.26 £16.03 £17.59 £17.78 

Pay gap -11% -9.4% =0.0% =0.0% 7.3% 

Table.23 Median hourly pay by sexual orientation and median pay gap at CWC from 2021-2025 

 
The mean sexual orientation pay gap was above zero in 2024 and 2025, following 
negative pay gaps in years prior to this.  This fluctuation from a negative pay gap 
(where LGB+ employees earn more than heterosexual employees) to a positive pay 
gap is indicative of the amount of influence a small number of LGB+ employees can 
have on the mean pay for the group due to the small group size.  For the last 4 
reporting years there has been an above zero mean pay gap in 2 out of 4 and a 
negative mean pay gap in the other 2 years.  For this reason the average pay gap 
over the last 4 years combined may be a more indicative figure and this is 0.6%.       
 

Group Pay gap report 
2021 

Pay gap report 
2022 

Pay gap report 
2023 

Pay gap 
report 2024 

Pay gap 
report 2025 

Heterosexual £16.13 £16.53 £17.82 £19.22 £19.51 

LGB+ £16.32 £16.21 £18.13 £18.92 £19.12 

All employees £15.87 £16.29 £17.69 £19.20 £19.43 

Pay gap -1.2% 1.9% -1.7% 1.6% 2.0% 

Table.24 Mean hourly pay by sexual orientation and mean pay gap at CWC from 2021-2025 
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Fig.13 Mean and median sexual orientation pay gap from 2021-2025 

 
 

Pay quartiles 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Fig.14 Distribution of employees across quartile pay bands 

  
The chart above shows the distribution of either LGB+ or heterosexual employees in 
the four pay quartiles and highlights that LGB+ employees are represented in all pay 
quartiles, but in greater numbers in the lower quartile.  This is a continuation of the 
general pattern from last year, but in contrast to previous years where the lower pay 
quartile was consistently the quartile with the fewest LGB+ employees.  This is the 
reason for the change in the mean pay gap from a negative mean pay gap in 2023 to 
an above zero mean pay gap in 2025 and 2025, as there were fewer LGB+ employees 
in the lower pay quartile in 2023 than in 2024 or 2025.   
 
 
 
 
 
 
 
 
 
 

3.7%              3.6%              2.8%              2.7% 

26                   22                   19                  19 
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Fig.15 Median and mean hourly rate across quartile pay bands 

 
In addition to the variation in representation of employees by sexual orientation across 
pay quartiles, the mean pay of employees within each of these quartiles also varies.  
Fig.15 shows that LGB+ employees earn more on average than heterosexual 
employees per hour in each individual pay quartile.  This shows us that the overall pay 
gap is due to employee numbers and distribution across the quartiles rather than 
differences in pay within each quartile.  For example; the mean hourly rate is higher 
for LGB+ employees in the upper pay quartile than for heterosexual employees, but 
this does not create a negative pay gap overall because the small number of 
employees within this pay quartile (19) is offset by the pay and number of LGB+ 
employees in the lower pay quartile (26).   
 
 

Full pay relevant 
Workforce 

 2,723 

Approximate pay 
grades 

Heterosexual 

2,637 (96.8%) 

LGB+ 

86 (3.2%) 

Mean 
Pay gap 

Lower Quartile App-GR04 96.3% 671 3.7% 26 -1.0% 

Lower Middle Quartile GR04-GR05 96.6% 617 3.4% 22 -1.2% 

Upper Middle Quartile GR05-GR07 97.2% 663 2.8% 19 -2.3% 

Upper Quartile GR07+ 97.3% 686 2.7% 19 -2.9% 

Table.25 Distribution of employees across quartile pay bands including mean pay gap by pay quartile 

 

 

Factors influencing the sexual orientation pay gap 
 
There has been a consistent increase in the number of LGB+ employees in the 
workforce over recent years, and these new employees or additional reports from 
existing employees are able to have a significant impact on the overall median and 
mean hourly rate due to the small number of LGB+ employees in the workforce overall.  
A lot of progress has been made recently in encouraging employees to report their 
sexual orientation with the overall reporting rate in the last two years increasing from 
64.2% in 2023 to 70.3% in 2025.  Continued increase in reporting rates and increasing 
diversity of the workforce overall will impact pay gap calculations and we expect to see 
further fluctuations in the forthcoming years.   
 
As with disability status, the low numbers of LGB+ employees in the workforce enable 
new starters and leavers to have a larger impact on the hourly rate than for 
heterosexual employees, and in both 2024 and 2025 there were more new starters 
who were LGB+ than leavers, and the lower average pay of new starters is likely to 
have impacted the average hourly rate.   
 
The increase in the median sexual orientation pay gap to 7.3% in the most recent year 
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can be explained fully by the change in the distribution of LGB+ employees across the 
pay scale.  From 2024 to 2025 the number of LGB+ employees in the lower paid half 
of the workforce increased from 42 to 48, while the number of LGB+ employees in the 
highest paid half of the workforce decreased by 3. 
 
The mean sexual orientation pay gap has also increased in the most recent year to 
2.0%, showing that on average LGB+ employees earn 2% less than heterosexual 
employees.  The higher turnover rate for LGB+ employees has contributed to this 
increasing pay gap in the last 3 years, and is something that we are committed to 
addressing through development and implementation of more retention measures.  All 
employees leaving the organisation are invited to complete a leavers survey and exit 
interview which are being monitored closely to help us to identify any patterns relating 
to reasons for leaving. 
 
Remaining factors contributing to these pay gaps include: 
  

 New starters, their ethnicity, disability and or sexual orientation status and pay 

 Promotions of existing employees and their ethnicity, disability and or sexual 

orientation, in addition to the timing of incremental pay increases 

 Leavers during the year being reported 

 Variations in the profile of employees excluded from the pay gap analysis due 

to various types of leave during the year 

 Changes to the number of employees reporting their disability status, with 

existing employees reporting more than in previous years, leading to an 

increase in the number of employees included in the analysis 

 Transfers of employees to external organisations (i.e. TUPE transfers) and role 

/ pay evaluations relating to positions held by multiple employees 

 External influences on career choices and opportunities prior to seeking 

employment at the organisation 

 National recruitment and retention issues 

 

Conclusion  
 
A number of steps have been taken in recent years to improve the employee 
lifecycle, with additional measures considered and taken to support those from 
minority groups.   The impact of some of these actions are beginning to be 
evidenced by the change in the profile of the workforce overall, which is becoming 
more ethnically diverse and increasingly representative of the LGB+ community and 
people with a range of disabilities.    Positive changes such as the increase in the 
number of apprentices, combined with the overall higher proportion of apprentices 
with a disability and apprentices from ethnic minority groups than the full workforce 
profile, and the higher promotion rates reported for employees from ethnic minority 
groups and employees with a disability are celebrated, however we are aware that 
there is still continued work to do when it comes to employee pay.  
 
Although there are positive messages to be highlighted across all our pay gap 
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reports, it is evident that there are still areas for improvement in the diversity of the 
workforce and particularly around turnover of ethnic minority groups and LGB+ 
employees.  When it comes to disability there is more to be done particularly around 
recruitment and representation.  
 
Increasing disclosure and reporting rates for disability status and sexual orientation 
enable us to continue to monitor the employee journey with increasing confidence in 
the patterns being identified, representation is still an issue due to it’s implications for 
the accuracy of calculations such as pay gaps, but one of the most important steps 
we can take is to continue to monitor these allowing us to identify any patterns.  
 
By continuing efforts to explore the workforce patterns presented in this report the 
Council aims to ensure that these positive trends continue and that opportunities for 
enhancing the diversity of the workforce are explored. 

Actions taken to date by City of Wolverhampton Council  

  
The continued focus on data-driven action, transparency of findings and workforce 
inclusion has enabled CWC to identify and deliver targeted action on issues of 
equality and diversity in recent years.  Some of the actions taken in response to data 
trends in recent years include:   
  

 Ranked in Stonewall’s top 100 LGBTQ+ employers for 2024  
 Commitment to support one employee each year to complete Stonewall 

leadership training programme  
 Achieved Stonewall Gold employers award 2024  
 Recruitment initiatives to remove barriers to applications for GR10+ roles  
 Race, Religion and Belief forum now actively including religious based 

agenda items to each meeting  
 Ongoing mentoring and coaching available both internally and externally 

through WME pool 

 Continuous work with partners and community groups to promote job 
vacancies where representation could be improved 

 Monitoring and analysis of employee turnover trends and reasons for leaving 
amongst employees 

 Positive feedback following LGA Peer review follow up visit June 2025  

 Continue to encourage and improve disclosure rates of protected 
characteristics 

 The Council were awarded Inclusivity and Diversity and Employer of Choice 
awards at the Regional Black Country Apprenticeships and National 
Apprenticeship awards in 2025. 

 CWC became a Menopause Friendly Accredited Employer in January 2025 

 

Ongoing actions taken by City of Wolverhampton Council  
 

Job Evaluation 
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We continue to use the job evaluation panel for any changes in job descriptions to 
maintain the integrity of our single status model which was implemented to remove 
pay differentials for men and women doing comparable work.  Our pay grades 
consist of a number of increments which employees will progress through annually 
until they reach the top of their grade. 

Diverse Panels 

We continue to require all recruitment panels to be ethnicity and gender diverse (as a 
minimum) and all panel members to be trained in unconscious bias.  Recruitment and 
Selection training for employees involved in in the process are continuously reviewed 
and updated in accordance with legislative and organisational change. 
 
Discipline, Grievance and Management of Attendance panels require diverse panels 
to be inclusive of gender and ethnicity ensuring decision panels are representative of 
as many protected characteristics as possible, reducing unconscious bias and 
supporting employees to feel represented during key employment decisions.  
 
Recruitment and Information for job applicants 
 
Having reviewed the snapshot data over the years, we implemented anonymised 
application forms in 2018 with the potential of reducing gender bias. 
 
We launched our external ‘career’ microsite (WVJobs) that informs potential 
candidates of the opportunities within the Council. The WVJobs microsite includes 
information on benefits of working for the council, careers available, core HR policies 
for transparency and case studies from our diverse employees. The content of the 
information available helps to promote our core values and strengthens the equalities 
objectives of the council. 
 
We continue our collaborative work with West Midlands Employers and the Local 
Government Association to promote local government careers and incorporate any 
opportunities to develop CWC recruitment practices.  
 
Senior management roles are advertised more widely and in collaboration with local 
community organisations to attract a wide variety of applicants for vacancies.   
 
Leadership 
 
We have a strong commitment from the Strategic Executive Board (SEB) and senior 
managers who embed strategic leadership and accountability across the organisation.  
 
Staff Equality Forums 
 
The City of Wolverhampton Council has four staff equality forums which meet, at a 
minimum, six times a year. The forums consist of: Disability and Age; Gender, 
Maternity and Paternity; Race, Religion and Belief; and Rainbow. Each forum 
continues to have a SEB Sponsor who works closely with and champions the work of 
the respective forum. Chairs and the Executive Committee members of the Staff 
Equality Forums attend SEB meetings and are actively encouraged to challenge 
decisions and offer a broad range of perspectives which demonstrates our 
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commitment to diversity and inclusion. All Staff Equality Forums come together for a 
joint meeting biannually where achievements and intersectional discussions can take 
place.  
 
Gender Equality Action Plan 
 
The Equality, Diversity and Inclusion (EDI) team alongside the Gender, Maternity and 
Paternity Staff Equality Forum implemented a Gender Equality Action Plan which 
included lead themes such as women’s safety, policies and practices, education and 
culture, and engagement. In 2024, the plan was revisited, and themes of men’s mental 
health and fathers was incorporated alongside an objective to revisit woman's health 
and safety through a new survey to evaluate the effectiveness of implemented actions.  
This continues to support and further cultivate our organisation where policies and 
practices promote access to rewards, resources, opportunities and support regardless 
of gender.   
 
Safe Space 
 
Continuation of the provision of Safe Space for employees to raise any issues 
anonymously to ‘SeeHearSpeakUp’ – an external organisation, to support reducing 
any fears associated with raising concerns. The service is promoted at regular 
intervals using internal communication channels. 
 
People Development and Experience  
 
The Council’s training courses include ‘No Offence – Gender and Maternity’ and ‘No 
Offence – Age and Menopause’. We are committed to giving employees opportunities 
and grow our own. Further management and leadership development opportunities 
are available including  - Breaking Through and Aspire into Management. Alongside 
internal and external mentoring support for all minority groups. Alongside this we offer 
apprenticeships at all levels. 
 
Our People Strategy refresh is currently taking place and has a strategic focus on 
‘Growing our Own’. A number of engagement sessions have been held with 
employees to celebrate the achievements of our People and highlight opportunities 
available. Recent achievements have also included being successful in the Regional 
Black Country Apprenticeships and National Apprenticeships awards. The Council 
were awarded Inclusivity and Diversity and Employer of Choice awards. 
 
We continue celebrate and showcase the success of our people through celebration 
events and engagement sessions. Promoting the opportunities available to develop 
skills and knowledge and support growth and progression throughout our employees 
time at the Council. This forms part of CWC’s commitment to growing our own and 
valuing the contributions of our people. 
 
People Services / People Policy and procedure 
 
A number of new and/or revisions to existing policies and guides have been 
introduced to enable open and supportive conversations for both employees and 
managers. Our policies are drafted in consultation with trade unions and our 
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workforce are engaged on revisions. We continue to ensure our policies are all 
legislative compliant, inclusive and reflect our diverse workforce.  
 
Menopause Workplace Pledge and Menopause Friendly Member Accreditation 

 
CWC is now a Menopause Friendly Accredited employer which is an industry 
recognised mark of excellence for menopause at work. As part of the accreditation 
the Council demonstrated that we actively support menopause at work across the 
five accreditation pillars; culture, policies and practices, training, engagement and 
environment.  
 
The Council has committed to:  

 
 Recognising that menopause can be an issue in the workplace and women 

need our support  

 Talking openly, positively and respectfully about the menopause 

 Actively supporting and informing our employees affected by the menopause 

People Services, People Development and Experience, Public Health and the 
Equality, Diversity and Inclusion team are working together to support the pledge. 
 
There have been a number of ongoing initiatives such as the re-launch of menopause 
information on our wellbeing portal  that managers and employees can use alongside 
chatty cafés, communication campaigns, team visits, yoga and access to provisions 
such as period products and fans. Diverse menopause champions have also been 
introduced and embedded into the organisation from across various areas of the 
Council to support colleagues.  
 
We take Wellbeing Seriously 
 
Employee Wellbeing is one of the main strands of the Our People Strategy and the 
council is committed to ensuring that all employees are not only well equipped, 
developed, empowered and supported but are also are healthy and resilient.  
Our Wellbeing offer continues to develop to ensure employees have accessible and 
available support, when they need it. 
 
A Workplace Stress Taskforce has been established to bring together key 
stakeholders, to analyse data to identify trends and patterns and develop 
intervention to decrease the absence rates of Workplace Stress. 
 
Dignity at Work  
 
The Council remains committed to zero tolerance and adopts a zero-tolerance policy 
towards any form of harm, threats of harm, bullying, harassment (including sexual 
harassment), discrimination, or any other inappropriate conduct or language within 
the workplace.  
 
Following amendments to recent legislation on employer’s responsibility to prevent 
sexual harassment within the workplace. Work has been undertaken with a number 
of stakeholders to review and strengthen the council’s zero tolerance position. With 
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creation of a bespoke in house mandatory training for all employees and managers. 
Visual aid reminders to all customers and employees on our RESPECT values 
provided across all sites in the city. Consideration to risk assessments for large city 
events and improvements to reporting mechanisms have been implemented 
alongside regular workforce communications throughout the year.    
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