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We want to recruit, retain and engage the talent that the 
Council needs to succeed. Being an inclusive organisation is 
an essential part of that, where individuals feel confident 
that they can progress regardless of their gender, ethnicity, 
disability or sexual orientation.
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What does the Gender Pay Gap tell us?
• Our Gender Pay Gap shows a mixed picture. 

We’ve been able to decrease the mean pay gap 
over the last 12 months to 2.77% (-1.54%), 
mainly through success in hiring and promoting 
women into senior roles. Women now account 
for 59% of our senior roles (upper quartile). 

• We have also seen a decrease in the median 
pay gap to 7.78% (-0.46%). 

• The recruitment, retention and advancement 
of women continues to be a focus. We are 
taking targeted actions through our work with 
the Bristol Women in Business Charter, which 
aims to grow representation of women at all 
levels.

Female Representation - Trend



What does the Ethnicity Pay Gap tell us?
• Our Ethnicity Pay Gap shows a mixed picture. We’ve been 

able to decrease the mean pay gap over the last 12 months 
to 5.87% (-0.76%), mainly through success in hiring and 
promoting racially minoritised people, who now account 
for 28% of our middle quartiles, up 2% in the last 12 
months. 

• However, we’ve seen the median pay gap grow to 13.17% 
(+1.67%), which has been driven by an increase in the 
number of racially minoritised colleagues who have chosen 
to work part time.

• The recruitment, retention and advancement of racially 
minoritised people will be a strong focus in our workforce 
strategy. We have set ourselves the ambition of having 16% 
(+/- 10%) racially minoritised people in senior roles during 
23/24.

Minority Ethnic Representation - Trend



What does the Disabled Pay Gap tell us?
• We have seen a small increase in the mean pay 

gap over the last 12 months to  2.98% 
(+0.35%), which reflects a small increase in the 
number of Disabled colleagues joining entry 
level roles (lower quartile) and a reduction of 
representation in the middle quartiles. 

• Nevertheless, we have however seen a 
decrease in the median Disabled pay gap to 
5.48% (-0.5%). 

• However the representation of Disabled 
colleagues has fallen over the last 12 months 
from 9.1% to 8.7%.

Disabled Representation - Trend



What does the Lesbian/Gay/Bisexual Pay Gap tell us?

• We have seen a small increase in the mean pay 
gap over the last 12 months to  2.85% (+0.06%), 
which relates to a modest rise in the number of 
Lesbian/Gay/Bisexual colleagues joining entry 
level roles (lower quartile). 

• We have also seen an increase in the median 
Lesbian/Gay/Bisexual pay gap to 7.76% 
(+2.12%).

• Both mean and median Lesbian/Gay/Bisexual 
pay gaps reflect a tendency for 
Lesbian/Gay/Bisexual colleagues to work at 
entry level or lower/middle quartile.  

Lesbian/Gap/Bisexual Representation - Trend
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