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Foreword

This report and accompanying tables provide data on diversity declaration rates and the workforce
profile of Crawley Borough Council in the 2025/26 financial year.

This document sets out the key workforce data that the Council is able to provide. The accuracy and
completeness of this data relies on employees and job applicants voluntarily disclosing their personal
information, and therefore there may be gaps where individuals have chosen not to do so.

Ethnicity and diversity data is collected through voluntary disclosure at the recruitment stage. This report
also includes historical data previously provided by existing employees. It is important to note that the
Council will be moving to a self-service HR and Payroll system, under which all employees will be asked
to review and update their personal information. As a result, the data reported next year may change, both
due to the introduction of the new self-service technology and because employees may feel more
confident about declaring personal characteristics and preferences.

The data within this report is based on our workforce of 592 employees as at the 31%t°f March 2026.

* For those figures that are displayed as a 0 within a chart or graph, this is due to our figures being rounded to the
nearest whole number for reporting purposes. Therefore, the exact figure as a percentage, in these instances will be
less than 0.5.
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1. Age

Overall Picture

Overall, the age profile of the workforce remains largely stable, with only minor percentage shifts across
most age groups since last year. The organisation continues to have a predominantly mid-to-late career
workforce, with the highest representation consistently within the 40-59 age range.

Workforce Monitoring: Age

Under 20
1% 20-29

60 Plus
20%

Year on Year Changes (2024/25 — 2025/26)

- The largest age group in both years remains employees aged 50-59, representing 31% of the
workforce.

- The proportion of employees aged 60 and over increased from 17% to 20%, indicating a growing
number of individuals continuing employment or joining us through recruitment.

- The 40 - 49 age group saw a small decrease, from 26% to 25%.

- Employees aged 30 - 39 reduced slightly from 17% to 15%.

- Representation of employees aged 20-29 decreased from 9% to 8%.

- Employees under 20 increased from 0% to 1%.

Looking Ahead

Age profile data will continue to be monitored annually as part of workforce monitoring reporting.



2.Disability

Overall Picture
In 2024/25, 12% of the workforce reported having a disability, compared to 9% in 2025/26. This represents

a small decrease in declared disability over the reporting period. Disability information is collected on a
voluntary self-declaration basis, and changes in recorded figures may reflect variations in disclosure.

Workforce Monitoring: Disability

None Declared
91%

Year on Year Changes (2024/25 - 2025/26)

- In 2024/25, 12% of the workforce declared a disability.
- In 2025/26, the proportion of employees declaring a disability was 9%.

Looking Ahead

The high level of non-declaration reflected in the data is common in workforce equality monitoring and
highlights the importance of ongoing reporting to understand disclosure.

As a Disability Confident Employer, the organisation is committed to recruiting and continually improving
workplace accessibility and ensuring employees have the adjustments they need to work effectively. By
promoting a fair, inclusive and supportive working environment, we aim to ensure that all employees feel
valued and able to contribute fully.



3. Gender

Overall Picture

The workforce gender profile has remained broadly balanced since last year, with only minor changes
year on year. Representation continues to be split relatively evenly between male and female employees.

Workforce Monitoring: Gender

Year on Year Changes (2024/25 — 2025/26)

- In 2024/25, the workforce comprised 51% male and 49% female employees.
- In 2025/26, this shifted slightly to 53% male and 47% female.

Overall, these changes are small and indicate a largely stable gender distribution across the workforce.

Looking Ahead

Small changes observed are not considered significant and gender representation will continue to be
monitored annually.



4. Race

Overall Picture

The ethnic composition of the workforce has not changed hugely since last year, with only small
percentage changes across most ethnic groups. The workforce continues to be predominantly White
British, alongside representation from a range of ethnic minority groups, reflecting a diverse workforce
overall. While the data reflects lower representation from some ethnic groups, it is important to recognise
that ethnicity monitoring relies on voluntary disclosure at recruitment stage. Variations in representation
may therefore reflect differences in disclosure rates rather than changes in workforce composition.

Workforce Monitoring: Race
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Year on Year Changes (2024/25 — 2025/26)

- White British employees remain the largest group, decreasing slightly from 51%.

- The White Other category increased from 7% to 9%.

- Representation within individual ethnic minority groups (including Asian, Black, Mixed and other
backgrounds) remains broadly consistent, with only small variations.

Looking Ahead

Ethnicity data will continue to be monitored annually. While the diversity of the workforce does not yet fully
reflect the wider community we serve, we remain committed to building a more inclusive and
representative organisation through bias-free recruitment and fair employment practices. To support this,
we are reviewing our HR and Payroll system to update and modernise diversity categories, ensuring data
collection aligns with current standards and allows for a clearer understanding of our workforce. Our
employees will also have a self-service functionality to update their details, as that facility is not currently
available.



5. Religious Beliefs

Overall Picture

The workforce religion or belief profile has remained constant. The majority of employees continue to
identify as having no religion or identify as Christian, with smaller numbers of other faiths.

Workforce Monitoring: Religion
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Year on Year Changes (2024/25 - 2025/26)

- Employees reporting no religion remain the largest group in both years.

- Representation of employees identifying as Christian continues to be one of the main declared
belief groups.

- The number of employees selecting ‘Prefer not to say’ is constant.

- Representation across other faiths, including Muslim, Hindu, Sikh, Jewish amongst other
religions, remains low and shows only minor fluctuations between the two years.

Looking Ahead

This data will continue to be monitored annually to support transparency and ensure workplace policies
and practices remain respectful, inclusive and accessible to employees of all religions and beliefs,
including those with no religious affiliation.



6. Sexual Identity

Overall Picture

The sexual identity profile of the workforce has remained largely consistent, with no significant changes
in overall distribution. The majority of employees continue to identify as heterosexual, alongside smaller
numbers declaring a range of other sexual identities.

Workforce Monitoring: Sexual Identity
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Year on Year Changes (2024/25 — 2025/26)

- Employees identifying as heterosexual remain the predominant group.
- The number of employees selecting ‘Prefer not to say’ has increased slightly since last year,
indicating a small change in disclosure behaviour at recruitment stage.

Looking Ahead

Sexual identity data is collected on a voluntary self-declaration basis, and changes in reporting may
reflect individual confidence in disclosure rather than changes in workforce composition. The
organisation continues to support an inclusive working environment where employees are respected.



7. Working Patterns

Overall Picture

The overall distribution of working hours across the workforce has remained largely stable, with only small
changes in the balance between full-time and part-time working.

Number of
Working Hours Employees % of Employees
Part Time 104 18%
Full Time 488 82%
Grand Total 592 100%

*Data captured recognises contractual status of either a full time or part time employees. The majority of employees
work on a hybrid basis (where the role allows), and there are employees working 9-day fortnights, condensed hours
and various rota patterns, these are not currently recorded centrally as working patterns are currently managed
locally within the department.

Year on Year Changes (2024/25 — 2025/26)

- In 2024/25, 83% of employees worked full time (489 employees), while 17% worked part time
(100 employees).

- In 2025/26, this shifted slightly to 82% full-time (488 employees) and 18% part-time (104
employees).

- Overall workforce numbers increased marginally from 589 to 592 employees.

Looking Ahead

The continued presence of both full-time and part-time roles supports flexible working options within the
organisation and helps accommodate differing employee needs and circumstances. The small increase
in part-time working may reflect changing workforce preferences or greater accessibility of flexible
arrangements. Working hours data will continue to be monitored annually to ensure employment practices
remain fair, inclusive and responsive.

As we continue reviewing our HR and Payroll system, we have identified in excess of 150 differing working
patterns, some of which are service requirements, however a number are to accommodate flexible
working requests, which we have a legal requirement to consider.



8. New Starters

Overall Picture

A total of 64 employees joined the council in 2025/26. The change in new starter numbers compared to
the previous year reflects a combination of organisational and external factors.

During 2025/26, recruitment activity was influenced by ongoing budgetary pressures, alongside enhanced
authorisation requirements that increased scrutiny of vacancies prior to advertisement, resulting in fewer
roles progressing to recruitment. Although overall new starter numbers were lower this year, recruitment
continued in priority areas, with some campaigns becoming more complex.

Number of
Division Employees % of Employees
COMMUNITY SERVICES 13 20%
CORPORATE MANAGEMENT 1 2%
CRAWLEY HOMES 18 28%
DIGITAL & TRANSFORMATION 10 16%
ECONOMY & PLANNING 4 6%
MAJOR PROJECTS & COMM SE 8 13%
STRATEGIC HOUSING 7 1%
GOVERNANCE PEOPLE & PERF 3 5%
Grand Total 64 100%

Year on Year Changes (2024/25 — 2025/26)

- Community Services experienced the most significant change, with new starters reducing from
26 (35%) in 2024/25 to 13 (20%) in 2025/26.

- Crawley Homes saw an increase in new starters, rising from 14 (19%) to 18 (28%), making it the
division with the highest proportion of new starters in 2025/26.

- Digital & Transformation also saw growth in recruitment activity, increasing from 7 (9%) to 10
(16%).

- Major Projects & Commercial Services increased from 5 (7%) to 8 (13%).

- Economy & Planning increased its number of new starters from 2 (3%) to 4 (6%).

- Strategic Housing saw a reduction in new starters from 10 (14%) to 7 (11%).

- Governance, People & Performance remained stable with 3 new starters in both years,

- Corporate Finance and Communications recorded new starters in 2024/25 but not in 2025/26.

- Corporate Management saw a change in Strategic Housing.

Looking Ahead

Looking forward, recruitment levels are expected to continue to reflect financial considerations,
organisational change and labour market conditions. The council will maintain a focused approach to
recruitment, prioritising critical roles and services while ensuring fair, inclusive and transparent
recruitment practices remain embedded.



9. Leavers

Overall Picture

A total of 56 employees left the council in 2025-26. The number of employees leaving the council has
decreased from 68 leavers in 2024/25 to 56 leavers in 2025/26. While the overall volume reduced, the
distribution of leavers varied across divisions, reflecting differences in service pressures, organisational
change and workforce movement.

Number of
Division Leavers % of Leavers
COMMUNITY SERVICES 21 38%
CRAWLEY HOMES 13 23%
DIGITAL & TRANSFORMATION 3 5%
CORPORATE FINANCE 2 4%
STRATEGIC HOUSING 4 7%
MAJOR PROJECTS & COMM SE 5 9%
ECONOMY & PLANNING 3 5%
GOVERNANCE PEOPLE & PERF 3 5%
CORPORATE MANAGEMENT 2 4%
Grand Total 56 100%

Year on Year Changes (2024/25 — 2025/26)

- Community Services continued to record the highest proportion of leavers in both years, with
numbers reducing from 25 (37%) to 21 (38%).

- Crawley Homes experienced a consistent number of leavers (13 in both years), though its
proportional share increased from 19% to 23% due to the lower overall number of leavers in
2025/26.

- Digital & Transformation saw a notable reduction in leavers, decreasing from 10 (15%) to 3 (5%),
indicating improved stability within this area.

- Strategic Housing remained broadly stable, with a small reduction from 5 to 4 leavers.

- Major Projects & Commercial Services increased from 2 (3%) to 5 (9%), representing one of the
more notable proportional changes.

- Corporate Finance and Governance, People & Performance both recorded fewer leavers than
the previous year.

- Economy & Planning remained unchanged with 3 leavers in both years.

- Communications, which recorded leavers in 2024/25, is no longer represented in 2025/26, while
Corporate Management appears as a category this year with 2 leavers.



Reason for Leaving

While overall leavers decreased, the reasons recorded for leaving show some shifts in proportion and
pattern, reflecting a combination of personal circumstances, career movement and organisational factors.

Number of

Reason for Leaving Leavers % of Leavers
PERSONAL 15 27%
RETIREMENT 10 18%
LOCAL GOVERNMENT 7 13%
PRIVATE SECTOR 9 16%
DISMISSED 2 4%
END OF TEMP. CONTRACT 5 9%
NO REASON GIVEN 1 2%
EMIGRATING 1 2%
UNSATISFACTORY PROBATION 1 2%
REDUNDANCY 3 5%
FURTHER EDUCATION 2 4%

Grand Total 56 100%

Year on Year Changes (2024/25 — 2025/26)

- Personal reasons remained the most common reason for leaving in both years, reducing from
22 leavers (32%) to 15 leavers (27%).

- Retirements reduced from 14 (21%) to 10 (18%), continuing to represent a significant proportion
of leavers, reflecting the organisation’s age profile.

- Movement to other local government roles increased slightly from 6 (9%) to 7 (13%), indicating
continued demand for skills across the wider public sector.

- Leavers moving to the private sector remained consistent in number at 9, increasing
proportionally from 13% to 16% due to the lower overall number of leavers.

- Dismissals reduced from 4 (6%) to 2 (4%), while end of temporary contracts increased from 3
(4%) to 5 (9%).

- The number of leavers recorded as no reason given reduced significantly from 4 (6%) to 1 (2%),
suggesting improved recording or clarity of exit reasons.

- Emigration reduced from 3 (4%) to 1 (2%).

- New reasons recorded in 2025/26 include redundancy (3 leavers, 5%) and further education (2
leavers, 4%), which did not feature in the previous years data.

- Unsatisfactory probation remained low and unchanged in both years

The most commonly recorded reason for employees leaving the organisation is ‘Personal’, this broad
category reflects circumstances that are specific to individuals, and while not captured in detail through
our central reporting systems, further analysis provides more insight into the types of reasons included.

Within the 27% of leavers who selected ‘Personal’ as their main reason for leaving, we have identified a
range of contributing factors, including:

Breakdown in working relationship
Lack of job satisfaction

Health reasons

Family circumstances

Improved pay or conditions elsewhere
Role not as expected

Location or length of commute
Prefer not to say

Career break

Relocation

No reason provided



We recognise that understanding why employees leave is essential to improving retention and supporting
a positive employee experience. We are therefore continuing to review and refine our leaver questionnaire
to ensure we capture clearer, more meaningful information about the reasons behind employees'
decisions to leave.

The National Picture (Turnover)

For 2025/26 reporting, the most authoritative national benchmark for employee turnover continues to be
provided by the CIPD’s analysis of the ONS Annual Population Survey (APS). The latest complete APS
dataset shows an average UK employee turnover rate of approximately 34%, covering the period January
2022 to December 2023.

This comprises: [cipd.org
e 27.4% who move to another employer
e 6.6% who leave the labour market (retirement, study, long-term sickness)

Public Sector Turnover

CIPD benchmarking shows that turnover in public administration and defence is among the lowest
across all sectors at around 25%.

This reflects the sector’s traditionally higher stability but also highlights the ongoing challenge for
councils in retaining and attracting talent amidst changing workforce expectations. [cipd.org

As a result, while headline turnover remains comparatively low, replacement demand and hard-to-fill
vacancies continue to present a challenge for councils during 2025/26. [cipd.org

Crawley Borough Council Turnover Rate

Crawley Borough Council’s turnover rate for 2025/26 is 9.5%, which has reduced from 11.6% in the
previous year. This places the Council significantly below both the national average turnover rate of
around 34% and the public sector benchmark of 25%.

More recent labour market intelligence published throughout 2025 indicates a cooling of employee
mobility, driven by lower vacancy rates, cost-of-living pressures and increased job security concerns.
However, no newer APS-based turnover benchmark has yet replaced the 2022-23 dataset, meaning it
remains the recognised national comparator for 2025/26 workforce analysis.

The National Picture (Turnover vs Tenure)

A useful companion measure to turnover is employee tenure, which describes how long individuals remain
with an organisation. While turnover shows the rate at which employees leave, tenure helps build a picture
of overall workforce stability, experience, and retention.

As with turnover, tenure patterns vary significantly by sector and occupation. UK labour market analysis
indicates that levels of job movement have remained broadly stable through 2024/25 and into 2025/26,
The CIPD’s Labour Market Outlook — Autumn 2025 reported a steady labour market, with most
indicators showing minimal change compared with previous reporting periods. [cipd.org

For 2025/26 reporting, these tenure patterns continue to provide a robust national benchmark. As further
ONS and CIPD tenure data becomes available, ongoing review will ensure benchmarking remains current
and reflective of wider labour market trends, supporting accurate workforce planning and evidence-based
decision-making.


https://www.cipd.org/uk/views-and-insights/thought-leadership/cipd-voice/benchmarking-employee-turnover/
https://www.cipd.org/uk/views-and-insights/thought-leadership/cipd-voice/benchmarking-employee-turnover/
https://www.cipd.org/uk/views-and-insights/thought-leadership/cipd-voice/benchmarking-employee-turnover/
https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/reports/2025-pdfs/9024-lmo-autumn-2025-report-web.pdf

Length of Service CBC (Tenure)

Workforce Monitoring: Leavers Length of Service

Less than a

year 1year 2 years 3 years 4 years 5-10years 11-20years 21-30years 31-40 years
s Number of Leavers 7 16 8 3 3 8 6 3 2
% of Leavers 13% 29% 14% 5% 5% 14% 11% 5% 4%

Key Insights:

Early Tenure Leavers
o 13% left within less than one year
e 29% left after one year (10 % higher than last year)

This indicates a high proportion of early-career turnover, suggesting that a significant number of
employees leave during their initial adjustment period. This is consistent with national patterns, where
early tenure turnover is common as employees assess role fit, organisational culture and career
direction.

Mid-Tenure Leavers

* 14% left after two years

* 5% left after three years

* 5% left after four years

* 14% left after 5 - 10 years

The 5-10 year group (14%) is the largest single category outside early tenure, highlighting movement
among more experienced staff. This may reflect employees seeking progression, development
opportunities, or changes in personal circumstances once established in their roles.

Long-Service Leavers

* 11% had 11-20 years of service
* 5% had 21-30 years

* 4% had 31-40 years

These figures are consistent with expected retirement patterns and planned exits after long periods of
service. The relatively small proportions suggest strong long-term retention overall.



10. Recruitment

During 2025/26, the Council received a total of 1,609 job applications across all age groups, indicating a
strong and diverse level of interest in Council employment.

There was particularly strong engagement from early-career applicants. Individuals aged 20-25 years
formed the largest single group, accounting for 18% of all applications, followed by those aged 26-30
years (14%) and 31-35 years (15%). Overall, 50% of applicants were under the age of 35,
demonstrating the Council’s appeal to entry-level and early-career talent. Three applicants decided not
to declare their age at this recruitment stage.

Mid-career applicants also remained well represented. Applicants aged 36—-50 years accounted for a
combined 33% of applications, reflecting sustained interest from individuals with established skills and
experience.

Later-career applicants, aged 51 and over, made up 16% of applications. This demonstrates continued
engagement from experienced professionals who may be seeking career change, progression
opportunities, or employment stability later in their working lives.

Overall, the age profile for 2025/26 reflects a healthy and balanced applicant pool, with strong attraction
among early-career candidates alongside sustained interest from mid- and later-career groups,
supporting workforce diversity and succession planning objectives.

Age
Age Number of Applications % of Applications
Under 20 46 3%
20 - 25 years 285 18%
26 - 30 years 232 14%
31 - 35 years 246 15%
36 - 40 years 216 13%
41 - 45 years 194 12%
46 - 50 years 126 8%
51 - 55 years 118 7%
56 - 60 years 98 6%
60 plus 45 3%
Grand Total 1606 100%

Disability
Disability (Yes/No) Number of Applications % of Applications
No 1477 92%
Yes 132 8%
Grand Total 1609 100%

This year, 8% of job applicants (132 individuals) declared a disability, with the remaining 92% choosing
not to declare. While this is a relatively small proportion of overall applications, it reflects continued
engagement from disabled candidates and demonstrates the importance of maintaining inclusive and
accessible recruitment practices.

*As part of our recruitment process, and in line with our commitments as a Disability Confident Employer, applicants
are given the option to indicate whether they have a disability. If an applicant chooses to disclose a disability and meets
the essential criteria for the role, they will be shortlisted and invited to interview under our guaranteed interview scheme.
The disclosure is entirely voluntary, and applicants are not required to provide any detail about the nature of their
disability.



Gender

Gender Number of Applications % of Applications

Female 920 57%
Male 680 42%
Unspecified 9 1%
Grand Total 1609 100%

During 2025/26, the Council received applications from a predominantly female applicant pool, with 57%
of applicants identifying as female and 42% identifying as male. A very small proportion (1%) chose not
to specify their gender. This distribution indicates that recruitment activity continues to attract interest
from applicants of all genders, with slightly higher engagement from female candidates.

Ethnicity

Ethnicity Number of Applications % of applications

African 85 5%
All_other 33 2%
Asian other 39 2%
Asian_British 78 5%
Bangladeshi 14 1%
Black British 62 4%
Black_other 16 1%
Caribbean 10 1%
Chinese 4 0%
Indian 107 7%
Mixed _ Any other 24 1%
Pakistani 54 3%
Prefer_not_say 63 4%
White _ and_African 25 2%
White _ and_Asian 23 1%
White _ and_Caribbean 17 1%
White _ British 807 50%
White _ Irish 6 0%
White  Other 142 9%
Grand Total 1609 100%

During 2025/26, applications reflected a diverse range of ethnic backgrounds. 50% of applicants
identified as White British, with a further 9% identifying as White Other. Applicants from Asian
backgrounds formed a significant proportion, including Indian (7%), Asian British (5%) and Pakistani
(3%), alongside representation from other Asian groups. Black applicants were represented, including
African (5%) and Black British (4%), with additional representation from other Black and Mixed ethnic
backgrounds. Around 4% of applicants chose not to disclose their ethnicity. Overall, the data
demonstrates continued engagement from a broad and diverse range of communities.

Religion
Religion Number of Applications % of Applications
Buddhist 5 0%
Christian 564 35%
Hindu 85 5%

Jewish 2 0%



Muslim 174 11%

Sikh 10 1%
None 604 38%
Other 30 2%
Prefer not to say 135 8%
Grand Total 1609 100.0%

This year’s applicant data shows a broad mix of religious backgrounds. The largest groups were those
identifying as having no religion (38%) and Christian (35%), followed by Muslim applicants (11%) and
Hindu applicants (5%). Smaller proportions identified as Buddhist, Sikh, Jewish or another religion, while
8% preferred not to disclose their religion at this recruitment stage. Overall, the data suggests continued
engagement from applicants across a wide range of faiths and beliefs.

Veterans Interview Programme (VIP)

We continue to support the Veterans Interview Programme, offering a guaranteed interview to applicants
who have served in the Armed Forces within the last three years and who meet the essential criteria for
the role.

11. Gender Pay Gap

Under the Equality Act 2010 (Specific Duties and Public Authorities) Regulations 2017 employers with
250 or more employees are required to publish statutory gender pay gap calculations on an annual
basis.

The data published is based upon the snapshot date of 30 March for the previous year i.e. the data for
2024 is published in 2025.

This data can be accessed on the Crawley Borough Council website, and it is updated each year for the
relevant financial year: https://crawley.gov.uk/council-information/access-information/publication-
scheme-and-other-data/gender-pay-data

The data shows that we have no current issues to address when it comes to Gender Pay.


https://crawley.gov.uk/council-information/access-information/publication-scheme-and-other-data/gender-pay-data
https://crawley.gov.uk/council-information/access-information/publication-scheme-and-other-data/gender-pay-data

12. Moving Forward

Summary and Recommendations
Over the next year, the Council will focus on:

1. Modernise HR & Payroll
The upgrade to iChris with Employee Self-Service will modernise our people processes, improve data
quality, and make it easier for employees to manage and update their personal information.

2. Essential Training for Managers and Employees

We will continue to strengthen capability across the organisation through our Essential Training Programme,
ensuring that both managers and employees have the skills, knowledge and confidence to deliver
high-quality services. This includes essential core training, role-specific modules, and development
pathways aligned to new legislative requirements and organisational priorities.

4. Plan for Local Government Reorganisation (LGR)
Potential reorganisation will require careful workforce planning and clear communication.

5. Support the Delivery of the Employment Rights Act
We will play a key role in supporting the implementation of the Employment Rights Act by reviewing and
updating policies, procedures, and working practices to ensure compliance.

Overall aim:
To build a modern, inclusive, and resilient organisation - supported by strong systems, confident
managers, and proactive preparation for national and local changes impacting the workforce.



