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WELCOME  
From Cllr Laura Flynn, Lead Member - Equalities and Domestic Abuse  
 
 

I am honoured and proud to be Wigan Council’s Lead Member for Equalities and Domestic 

Abuse from May 2022 and pleased to introduce this report. It captures a wealth of information 

and evidence which demonstrates how we (Wigan Council) have met the general and specific 

duties of the Public Sector Equality Duty (PSED) in line with the statutory requirements. I would 

like to take this opportunity to thank my predecessor, Cllr Paula Wakefield, for all her excellent 

work over the last few years in the role. Cllr Wakefield was the driving force behind several key 

movements whilst in post, such as the adoption of socio-economic disadvantage as a protected 

characteristic in Wigan, increased equality and diversity education in schools and the 

development of the Equality, Diversity and Inclusion Steering Group.  

 

The pandemic, alongside the national Black Lives Matter movement, has further highlighted 

inequalities. As a council, we have already identified the importance of ensuring everyone has 

the same opportunities and feel part of an inclusive borough. A key element of the current Deal 

2030 priorities is to create ‘fair and inclusive’ arrangements where all our residents can flourish 

and reach their potential, regardless of a personal characteristic. 

 

And while we are proud of the achievements so far and the incredible work being done in the 

borough, we will develop a joint strategy with our Equality Diversity and Inclusion members to 

accelerate change to address causes of inequalities and celebrate diversity. We will also 

strengthen the focus of equality in the refresh of the Deal 2030 and will continue to ensure that 

equality features in all our areas of work and the services we provide, and that the voices of 

residents from disadvantaged groups are represented and heard.  

 

This report does not seek to capture everything that is undertaken in relation to Equality, 

Diversity and Inclusion. Instead, it highlights the key achievements during 2021. We will continue 

to push our Equality, Diversity and Inclusion aims and objectives set out in 2021, until the new 

Wigan Equality Strategy has been developed: 

1. Understanding our community 

2. Celebrate and respect diversity in Wigan 

3. Gather robust equalities evidence and ensure transparency in our actions  

4. To ensure our emerging Community Wealth Building approaches are inclusive 

and promote Equality and Diversity 

5. Recruiting, developing, and retaining a diverse and representative workforce 
 

  

Cllr Laura Flynn 

Lead Member - Equality and Domestic Abuse 
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Section One 

OUR DUTIES AND RESPONSIBILITIES  
 
 

Equality Act 2010 

The Equality Act 2010, which provides the basic framework of protection from discrimination, 

victimisation and harassment, came into force from 1st October 2010. The Act replaced all 

existing anti-discrimination laws and extends protection across several protected 

characteristics. The Act applies across services and public functions; premises; work; education; 

associations; and transport provision. 

 

From 5th April 2011, under section 149 of the Act, 'the Public Sector Equality Duty' (or “general 

duty”) came into force, requiring us (the Council) to have a ‘due regard’ to: 

 

• Eliminating unlawful discrimination, harassment and victimisation 

• Advancing equality of opportunity between different groups 

• Fostering good relations between different groups. 

 

The above is often known as “the three aims”. The first aim is to have “due regard” because of 

any of the 9 protected characteristics (see below).  However, the second and third aims of the 

duty only apply in relation to persons who share a “relevant protected characteristic”.  This 

includes all the protected characteristics except marriage and civil partnership status.  As a 

result, the protected characteristic of marriage and civil partnership only needs to comply with 

the first “aim” of the duty. 

 

Having ‘due regard’ for advancing equality involves:  

 

• Removing or minimising disadvantages suffered by people who share a relevant 

protected characteristic that are connected to that characteristic. 

• Taking steps to meet the needs of people who share a relevant protected characteristic 

that are different from the needs of persons who do not share it. 

• Encouraging people who share a protected characteristic to participate in public life or 

in any other activity in which participation by such persons is disproportionately low. 

 

In summary, this means that we must consider the impact that our actions have on equality and 

that we are furthering the aims set out in law; how our policies/ procedures impact upon equality; 

how we consider the ways in which we can alleviate any potential negative impacts and ensure 

that access to our services remains fair and equitable 

 

 

https://www.legislation.gov.uk/ukpga/2010/15/contents
http://www.legislation.gov.uk/ukpga/2010/15/part/11/chapter/1
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The general duty is supported by two “specific duties” which requires us to: 

• Publish information to show compliance with the equality duty every year. For example, 

information in relation to the protected characteristics of employees, and persons who 

share a relevant protected characteristic who are affected by our policies and practices.  

• Publish specific and measurable equality objectives at no more than four years from the 

date of first publication. 

 

The information we publish must be in a manner that is accessible to the public and may be 

contained within another published document. 

 

 

Protected Characteristics 

The General Duty protects people from discrimination based on certain categories which are 

known as protected characteristics. There are 9 protected characteristics:  

• age 

• disability 

• gender reassignment 

• marriage and civil partnership 

• pregnancy and maternity 

• race 

• religion or belief 

• sex 

• sexual orientation. 

 

In addition to these, Wigan Council also considers three additional characteristics:  

 

• carers  

• armed forces personnel 

• socioeconomic disadvantaged 
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Section Two 

OUR COMMITMENT 
 

  
As a Council we have identified the importance of ensuring everyone has the same opportunities 

and people feel like they belong and are included in the borough.  A key element within The 

Deal 2030 priorities is to create ‘fair and inclusive’ arrangements where all our residents can 

flourish and reach their potential, regardless of their age, sex, gender reassignment, sexual 

orientation, race, disability, religion or belief, marital status or social standing.   

 

A strong focus on equality and diversity is more important than ever as we, nationally and locally, 

look to respond to the impact of the COVID19 pandemic. The pandemic has highlighted and 

exacerbated inequalities and its legacy will be felt for years to come. Also, the Black Lives Matter 

movement has highlighted racial inequalities, which continue to hold back many of our most 

disadvantaged communities. This has reminded us that our priority around a ‘fair and inclusive’ 

borough is the right one to pursue, only now we need to go faster and pursue this aim more 

strongly than ever.   

 

In 2021, Wigan Council continued to invest energy, enthusiasm, and commitment into making 

sure equality is a decisive factor in delivering excellent services to residents, and in creating a 

workplace environment that is considerate of equality.  

 

We have strong and resilient communities. The ethos of equality and diversity is a key 

contributor to that vision in our local communities, where we consider diversity as a source of 

great strength.  

  

At the heart of the Deal 2030, is a commitment to having ‘different conversations’ with residents 

and exploring with them how their skills, interests and personal priorities can shape how they 

live.  In 2021, residents told us to engage with people with lived experience more and allow this 

learning and insight to influence decision making and service design. Building upon the 

contributions of these individuals can help us to deliver improvements in service quality, by 

better reflecting the diversity of those who need support from the Council and by working in 

different, more innovative, and creative ways to address their diverse needs.  

  

We also celebrate the strength in diversity of our workforce (many of whom are also residents). 

We are working with staff to ensure they are valued for their skills and experiences and bring 

their diversity of experience into co-designing and delivering excellent services.  

 

We have constantly reviewed how we approach Equality, Diversity, and Inclusion, looking at our 

approach and how we embed Equality across everything we do. 
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Section Three 

ABOUT OUR BOROUGH 
 
 

 

When considering our decisions, we always take account of locally available data, and 

engagement feedback. Appendix A provides more detailed analysis of those people who are 

affected by our policies, services and procedures.  

 

In 2021, we undertook a large project to collect all available quantitative data to evidence 

inequalities in Wigan. This allowed us to identify any gaps in data, so we can develop a plan to 

ensure that a full picture can be seen.  This data, any gaps and opportunities are being analysed 

and will heavily influence the development of the new Wigan Equality Strategy. 

 

In September 2021, during National Inclusion Week, as part of our Big Listening Festival we 

held a large event focussing on equality. Residents asked the Council to engage with people 

with lived experience. The collection of lived experience across the Borough will be a key 

exercise in the development of the new Equality Strategy and will continue after the strategy has 

been developed.  
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Section Four 

ABOUT OUR STAFF 
 
 

A requirement of the specific duty is to publish data on the make-up of the workforce. We believe 

that greater workforce diversity is more likely to build a sector that reflects, understands, and 

responds to the diversity of an individual community’s needs.  Appendix B provides a detailed 

report which analyses the workforce profile at Wigan Council (non-schools) over the financial 

period 2018/2019 to demonstrate compliance with the Equality Act 2010, specifically the Public 

Sector Equality Duty.   

  

Observations taken from analysis of our staff data for this period include:  

 

Age 

• Employees in the authority have a varied age range, from 16 to over 75. The median 

age range of Wigan Council staff is 45 to 54-year-old.  

 

 

Gender 

• 67.4% of Wigan Council staff are women. 

• The split between part-time and full-time employees differs by gender, with 52.5% of 

females full-time as against 47% part-time. Male employees are far more likely to be 

full-time, with 81% being full-time and 17.6% part-time. 

 

 

Race 

• 81% of employees paid by the local authority have provided information on their 

ethnicity.  

• 2.91% of employees reported themselves to be from backgrounds other than 

“White: British”. This is not in-line with 2011 census estimates of the Borough’s 

working age Black, Asian and Minority Ethnic population that were in employment 

the week before census, which is 5.91% non-white British. To raise the proportion 

of employees from Black, Asian and Minority Ethnic backgrounds to that of the 

Borough’s working age proportion would require an additional 103 employees from 

Black, Asian and Minority Ethnic backgrounds.  
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Disability 

• 68.62% employees self-reported themselves as not disabled, while 28.42% of 

employees paid by Wigan Council remain either unknown, declined to specify or did not 

record an answer. The remaining 2.95% self-reported to being disabled.  

• Recent Annual Population Survey (APS) data (January 2019 to December 2019) 

suggests 12.5% of economically active working age population are reported to have 

some form of disability. For local authority employment to become comparable to the 

estimated 12.5% borough population, there would be a requirement for a further 471 

staff with self-reported disabilities.  

 

 

Faith 

• 49% of employees preferred not to state their religion or record their answer.  

• Of the employees that provided their religion, 32.61% self-reported as Christian and 

16.35% reported no religion, significant decreases from the previous report. However, 

due to less than half of employees providing this information, it is not statistically viable 

to make any comparisons for each of the religious groups.  

 

 

Sexual orientation 

• We ask employees to provide their sexual orientation, but a large proportion of 

employees wished not to state or record their information, with only a third of employees 

recording their sexual orientation. 

 

 

Future equality monitoring of staff 

We are refreshing our approach to equality monitoring of our staff and how we communicate 

why it is important to collect this data and how we use it.  
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Section Five 

OUR ACHIEVEMENTS 
 
  

In 2021, Wigan Council carried out a wide range of work that challenged discrimination, valued 

diversity and advanced equality of opportunity and promoted inclusion.  

 

This report does not seek to capture everything that is undertaken in relation to Equality and 

Diversity. Instead, it highlights some key achievements during 2021. 

  

 

Understanding our community 

 

Big Listening Festival 

 
 

The Big Listening Festival began in June 2021 and offered digital forums, surveys, partner 

meetings and a large physical event. 

 

The aim of the Big Listening Festival has been to give everyone in the Borough the chance to 

help shape the latest version of the Deal 2030, a strategy which outlines the Council’s priorities 

for the next 8 years, and which is being refreshed following the pandemic. 

 

We held open conversations with over 2,000 participants, and the views shared were passionate 

and diverse.  

 

There was a focus on equality during National Inclusion Week (week commencing 27th 

September 2021). We held a focused Steering Group meeting, online survey (open text boxes) 

and a large-scale event (please see page 16). 
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Strengthening our relationships 

To strengthen our approach to engage with residents and communities and build effective 

relationships with our voluntary, faith and community groups, the Deal for Communities Team 

are currently mapping established groups in the Borough to look at the community support under 

certain themes, including equality and community cohesion.  

 

 

Promoting community spirit 

The last 12 months have tested all of us, but our community spirit has been unwavering. We 

have witnessed extraordinary acts of kindness from people all over the Borough, from those 

working on the frontline of the COVID-19 pandemic to a friendly neighbour checking in on 

vulnerable residents. There are lots of heroes in Wigan Borough and we wanted to celebrate 

them. We hosted the first ever Our Town awards ceremony in June 2021. Awards included: 

• Neighbourhood Hero: A category for that generous, friendly neighbour who always goes 

out of their way to help people. 

• Community Hero – Bring the local community together.  

• COVID-19 Superheroes – People who have risen to the challenge and stepped up to help 

others before themselves. 

• Extraordinary Acts of Kindness – For those extra special stars who selflessly put others 

before themselves to really make a positive difference to someone’s life.  

 

 

Equality, Diversity and Inclusion Steering Group 

A vital tool in ensuring equality, inclusion and building an environment where diversity can be 

explored and celebrated is the Equality, Diversity and Inclusion Steering Group. 

 

The group was created in 2020, and membership has expanded during 2021. The group brings 

together public, community and voluntary groups and organisations from a wide range of 

communities of experience across Wigan, with a passion to tackle inequalities through 

collaboration.   

 

The main objectives of the group for 2021 are:   

• To gather qualitative insight of lived experience to inform the new Equality Strategy and 

actions. 

• To codevelop the new Wigan Equality Strategy. 

 

Overall, the group serves to:   

• Connect communities to policy makers, and vice versa.   

• To assist with strategic equality and diversity work within Wigan.  

• Establish a pan-equalities (i.e., cross-cutting) approach.   

• Tackle the root-causes of inequalities.  
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The group supports the strategic ambitions and priorities of the Deal 2030, specifically the Deal 

principle, Fairness and Inclusion (Ensuring everyone has the same opportunities and people 

feel like they belong and are included.)  

 

 

Membership 

We would like to thank all members for their continuing hard work and dedication.  

 

Black Community Wigan A collective of black people living across the Wigan, Warrington 

and Leigh area here for the joy, progress and unity of Black 

people. 

 

Ekhaya Empowerment CIC A Wigan CIC, to alleviate poverty amongst women from 

marginalised communities through education, empowerment 

and integration. 

 

Embrace Wigan and Leigh A user-led charity dedicated to supporting disabled people and 

their families. We have a range of projects that aim to enhance 

the lives of the people we support. 

 

Everything Human Rights 

 

A Community Group offering a variety of services with the aim 

of promoting the wellbeing and integration of migrant ethnic 

minorities living in Wigan and Leigh. 

 

GMB Union 

 

Trade union that represents members at various workplaces in 

both the public and private sector, including the NHS and 

students in the region. 

 

Happy Smiles Training CIC 

 

 

A Wigan CIC which provides interactive training workshops, 

focusing on many aspects of disability awareness and social 

inclusion, facilitated by Inclusion Champions – young adults who 

experience disability daily. 

 

Healthwatch Wigan and 

Leigh 

 

Independent champion for people who use health and social 

care services, to understand the needs, experiences and 

concerns of people and to speak out on their behalf. 

 

Masjid al-Furqan (Leigh 

Mosque) 

 

Provide the local Muslim community a place of worship without 

objection and prejudice. A place to come (Muslim or non-

Muslim) and learn about Islam, which will help to eliminate any 

misunderstandings and promote a healthier atmosphere. 
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Royal National Institute of 

Blind People – Northwest 

Sight loss charities and the largest community of blind and 

partially sighted people. 

 

Spectrum Social Inclusivity Offers a safe place for adults on the spectrum. They offer several 

services and events, such as Chatterbrain, and Perspective. 

 

Unison 

 

Trade union. 

Wigan Access Committee for 

the Disabled 

Promotes and improves access and facilities, outside the home 

and within the beneficial area by raising awareness of the needs 

of disabled residents. 

 

Wigan and Leigh Carers 

Centre 

A local registered charity supporting unpaid carers who look 

after people living in Wigan borough. 

 

Wigan and Leigh Deaf 

Children’s Society 

 

A local registered charity supporting families with deaf children 

in the Wigan borough, by arranging regular activities for deaf 

children and their families.  

 

Wigan and Leigh Pensioners 

Link 

Provides support for the over 50s, such as finance, friendships, 

disabilities, feelings, wellbeing, learning and social activities.  

 

Wigan borough CCG 

 

A group of GPs in Ashton, Leigh and Wigan Borough who are 

responsible for commissioning many local NHS health services. 

 

Wigan Borough Wide Peer 

Support Group 

A group who come together to share knowledge to overcome 

challenges. They offer disability awareness training, lobby on 

disability rights and injustice.  

 

Wigan Caribbean and African 

Health Network CIC 

 

A Black-led organisation set up to address the wider social 

determinants to eradicate health disparities for Caribbean and 

African people.  

 

Wigan Council Local Authority. 

 

Wigan Parish Church A living centre of worship. 

 

Wigan Parents Carers Forum Collective voice of parent carers of children and young people 

aged 0-25 years old in the borough with Special Educational 

Needs and/or Disabilities (SEND).  
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Wigan Unison Black 

Members Self Organised 

Group 

Challenging the racism experienced by Black members in the 

workplace and in wider society. 

 

 

Wrightington, Wigan and 

Leigh Teaching Hospitals 

NHS Foundation Trust 

A major acute trust serving the people of Wigan and Leigh. The 

trust provides the best possible healthcare for the local 

population. 

 

 

 

Our children and young people 

We are committed to ensuring that children and young people’s voices are listened to and 

influence policy and decisions. We are also wanting them to be included in our work. Some 

examples are: 

 

 

• Big Listening Festival school focus 

groups. 

• Roma young people’s music project and 

performance in Leigh.  

• Care Leavers’ Awards event. 

• Young people’s film event and workshop 

as part of BHM (Saturday). 

• Youth Cabinet’s recording of Matt Kelly’s 

poem, ‘The Promise’ as part of a climate 

change campaign. 

• UK Youth Parliament campaign videos 

• Young people’s version of Youth 

Offending Team plan. 

• Preparing for Adulthood event. 

 

 

BYOU group 

 

 

The BYOU project Wigan and Leigh, is an 

action group that campaigns for positive 

change for young people who are lesbian, 

gay, bisexual, transgender or questioning 

your sexuality or gender identity (LGBTQ+). 
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In 2021, the young people have taken more of a lead with them becoming co-deliverers of the 

sessions.  

 

The group was successful in securing funding from the Youth Inspiration Fund Bid, to support 

the running of a conference for the school’s network in February 2022. They have also been 

involved in actions to improve mental health, such as walks, talks, yoga etc.  

 

The group have been involved in several engagement and consultations, including the Covid-

19 Memorial consultation, Safety of Women at Night Project consultation, Campaign 

development around health services for LGBTQ+ young people, and the Big Listening Festival 

consultation.  

 

 

 

 

The group was a key partner in the 

organisation of Wigan Pride 2021.  

 

The young people worked tremendously hard 

in the build up to the event. They worked 

alongside the entertainment committee, 

performed, and hosted the event for a one 

hour!  

The BYOU stall was visited by over 500 

participants on the day where the volunteers 

shared the LGBTQ+ youth offer and this 

resulted in several expressions of interest to 

join the group.   

 

 

Digital Cycling Offer  

 

The programme was delivered by Be Well to get more people 

cycling and support home exercise. The 12-week programme 

gave loans of pedals that could be used with participant’s feet 

or hands as well as access to pre-recorded footage of popular 

cycling routes. This offer was previously part of Care to Move 

project within local residential and care homes but was 

extended to the wider community. 

 

Pedals were delivered to an individual’s home and are a great 

solution for those who were self-isolating or shielding, or 

individuals who could not leave the home to exercise.  
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Following the 12-week period, pedals could either be collected or there was an option for 

individuals to purchase at a reduced rate of £15. 

 

The programme was received Highly Commended at the UK Active Awards. 
 

 

Preparing for Adulthood Event  

The Preparing for Adulthood event was held during virtually throughout the week (8th and 12th 

November 2021) with live sessions taking place throughout the week focussing on five 

themes: 

 

• My Development: focused on post-16 opportunities. 

• My Health and Happiness: provided information about health and wellbeing services. 

• My Independence: provided information about independence and life skills. 

• Informing Me was advice and guidance for disabled adults. 

• My Support: provided information about available support and social care options. 

 

Sessions were held digitally with afternoon slots targeted towards young people with a 

disability and evening sessions targeted towards parents and carers. Sessions were recorded 

and made available online for those that could not attend. Guest speakers provided 

information as well as attending question and answer sessions. Further details can be found at 

Preparing for Adulthood Week (wigan.gov.uk) 

 

 

 

Celebrate and respect diversity in Wigan 

 

Wigan community cohesion, inclusion and equality event – 29th September 

2021 

 

As part of the Big Listening Festival, the event 

provided an opportunity to come together to 

celebrate, listen, learn and contribute to how 

we all can build community cohesion. The day 

was a mix of speakers who spoke of their own 

lived experience, conversation rooms and a 

Q&A panel session. Speakers included: 

Sophie Lancaster Foundation, Everything 

Human Rights, The Respect Project, Tim 

Parry Johnathon Ball Peace Foundation, 

Happy Smiles Training CIC and We Stand 

Together.  

https://www.wigan.gov.uk/Resident/Education/Special-Educational-Needs-and-Disability/Local-Offer/Preparing-for-Adulthood-Week/Index.aspx
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We looked around the room on the day and at the feedback that we received, and we could 

see the instant impact from the stories heard.  

 

Visual minutes of the Equality and Community Cohesion event (29th September) captured the 

diversity of the conversation through the day and passion to make Wigan a fair and inclusive 

borough for all. Some key points pulled from the independent visual meeting are: 

• Hate crime is unacceptable. 

• Raise cultural awareness. 

• Shine lights on protected characteristics.  

• Be reactive and proactive. 

• Have open conversations.  

• Difficult conversations need to be had.  

• Create a safe platform to share.  

• Help each other.  

• The Council should show the diversity of the Borough.  

• All communities matter. 

• Characteristics do not define a person. 

• Teach children differences are positives.  
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World Autism Awareness Week 2021 

 

We celebrated World Autism Awareness 

Week, 29th March to 4th April 2021. The week 

aims to raise awareness of autism and help 

make the world friendlier to those who are 

affected by it. We held activities every day of 

the week, including scavenger hunts, sharing 

factsheets, videos, training and poems.  

 

 

 

Celebrating and raising awareness  

We work with local communities and community group to celebrate the diversity in the borough 

by marking equality and inclusion days and weeks.  A few examples include: 

 

In March we celebrate International Women’s Day, via an online panel event, social media posts 

from Councillor Wakefield (Lead member of equalities), videos with primary school children on 

future aspirations and children were encouraged to hang their aspirations on allocated trees in 

local parks.  

 

 

 

In June, to mark Refugee Awareness Week, 

we held an exhibition in Leigh Market featuring 

local refugees’ stories and children of 

refugees’ artwork plus online posts, plus 

raised awareness via our website.  

 

 

 

In August, we held a physical Wigan Pride 

event in Wigan Town Centre, plus digitally 

streamed the event. The event was well 

attended by the community of Wigan 

borough. The day boasting a line-up of tribute 

acts, LGBTQ+ acts and supporting local 

talent and our young people during the live 

“takeover” hour. 

http://www.wigan.gov.uk/refugees
https://www.wiganpride.com/gallery
https://www.wiganpride.com/gallery
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This was supported by 20 local organisations and although the impact of the global pandemic 

was present working collaboratively, we were able to celebrate equality, diversity and inclusion 

in Wigan borough in a safe and secure way. The event had a high profile in the regional media, 

including BBC Northwest Tonight, BBC Radio Manchester, Hits Radio, Pink News and Gaydio.  

 

 

In September, following a focus group meeting with key agencies and campaigners for disability 

work in the borough, we produced a social media campaign, which aimed to promote an 

understanding of what daily life can be like for people with different disabilities, raise awareness 

about some of the issues that people with disabilities can face, explain simple things that 

everyone could do to make a difference, and inspire younger people with disabilities to feel more 

confident about achieving their goals. 

 

Videos and written pieces were produced and came be found here.  

 

 

 

In October, Black History Month the Black 

History Month working group, consisting of 

council officers and community groups, 

hosted a range of activities including, 

awareness raising articles, four community 

events, shared people’s stories and nine 

school workshops.  

For more information, visit here.  

 

 

 

 

Holiday Activity & Food (HAF) Programme 
The Department for Education awarded Wigan Council £1.3m in 2021 to support the borough’s 

11,000 benefit-related Free School Meal eligible children during school holidays.  Following a 

successful first year supporting approximately 4,000 individuals funding has been confirmed for 

the next 3 years (£1.3m per year). 

 

Working with over 70 providers throughout Easter, Summer and Christmas the scheme has 

provided over 25,000 free activity day places.  There was something for everyone from sports, 

games, arts and dance to lego robotics, kite building and water sports.  At Christmas, over 250 

family passes enabled over 1,000 people to attend a pantomime or enjoy activities at Haigh 

Woodland Park.  Every child that attended activities was provided with a healthy nutritious lunch. 

 

Whilst the main aim is to entertain and feed participants the project also includes additional 

support through a health and wellbeing and food nutrition education programme.  

http://www.wigan.gov.uk/Disability
https://www.wigan.gov.uk/Council/The-Deal/Deal-Communities/Black-History-Month/Index.aspx
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We are also able to support a small number of other vulnerable children who do not meet the 

threshold for Free School Meals. The Wigan HAF Team have worked with colleagues across 

Start Well, Social Care, Young Carers, CAMHS and more to ensure support is available for our 

most vulnerable families. 

 

The support has been well received: 

 

“Thank you for filling our summer holidays with so much fun. Even when it rained you 

brightened our day.” From Maisie and Matilda. 

 

“Been to the pantomime this afternoon.  It was absolutely brilliant. Never laughed as much in a 

long time. Just what we needed. Thank you so much” From Mum of 3 

 

 “Overwhelmed with the support you have given us this Christmas, children loved the gifts and 

the activity packs were brilliant, thank you so much” Family unable to access face to face 

delivery  

 

 

 

 

Gather robust equalities evidence and ensure transparency 

in our actions 

 
Equality intelligence 

Over the course of 2021, work has been undertaken to review the collection methods and 

integrity of the data the council and, where applicable, its partners, hold in relation to equality 

and diversity.  

 

The purpose of this exercise was: 

• To identify any data gaps and to suggest areas for improvement in terms of the content 

of the data and how it is reported, to help inform the development of the Wigan Equality 

Strategy and the refresh of The Deal 2030. 

• To understand the extent of existing inequalities experienced by different communities 

within the Borough and particularly to identify where the impact of the Covid-19 pandemic 

had exacerbated these inequalities.  

• In addition to auditing and examining the local data, the work was further informed by 

regional and national research undertaken by the Office for National Statistics, Sir 

Michael Marmot, Public Health England and Sport England, amongst others.  
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We mapped this data against the priorities of the Deal 2030 and developed indicators to monitor 

the impact of any interventions put in place to improve equality.  

 

A critical evaluation was undertaken of existing data collection methods, including how services 

and partners collected equality information, what terminology was used, what data collection 

systems were employed and most crucially where there were gaps and inconsistencies in the 

quality of data captured. These findings and associated recommendations will form part of the 

development of the Equality Strategy.  

 

The 2021 Census data will also allow for a full and more detailed refresh of the insight over the 

year ahead. 

 

Engagement with stakeholders also highlighted the importance of qualitative insight and the 

value of lived experience.  From learning derived from the Big Listening Festival, we are 

committed to:  

 

• Engage regularly with residents who have lived experience and early on in policy and 

decision making. 

• Work with the existing community infrastructure, who are already working with 

communities who face inequalities. 

• Encourage people to raise issues and communicate action, to raise issues with 

confidence and encourage people to stand up.  
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To ensure our emerging community wealth building 

approaches are inclusive and promote equality and diversity 

 
 

 
 

 

Over the last 12 months we have placed our Community Wealth Building (CWB) vision at the 

heart of how we operate as a council, building on the foundations of The Deal 2030. Knowing 

we are stronger together; we have joined with our family of local anchor institutions to use our 

significant economic resources to turn our vision into a reality. Our common aim and shared 

vision have enabled us to put our supply chains, our workforce and our assets at the centre of 

our plans with the goal of creating an inclusive economy. We have established our anchor 

networks and together we have:  

 

• Started to unlock the power of procurement by publishing our commissioning intentions 

and delivering procurement training for local businesses.  
• We have adapted our policies on recruitment and skills and supported local people back 

into training and employment.  
• We have focused on social care, housing, the green economy and other growth sectors, 

whilst continuing to promote co-operatives, social enterprises and community schemes.  
• We have consulted with our residents and staff and have listened to their ideas through 

our Big Listening Festival.  
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Residents have already demonstrated their commitment to supporting 

the local economy by changing their behaviours and shopping habits. 

We will continue to engage with local businesses who are the heart of 

local communities and the Wigan economy to ensure they are supported 

as they rebuild and regenerate after the global pandemic.  
 

 

 

Examples of progress made are: 

• The Council’s £88m Supported Accommodation Contract will provide a minimum of 45 

supported employment positions for Wigan residents. 

• £2m Community Recovery Fund launched to develop grassroot community and creative 

arts projects, with a total of just under £100,000 awarded to 199 community groups so 

far. 

• 650 social enterprises in Wigan Borough. 

• 37% increase in the number of Ethical Landlord Agency Properties leased to the Council, 

providing high quality, affordable and accessible homes. 

• 200 new jobs created for young people as part of the Kickstart scheme with 41 people 

starting jobs. 

• 3.3% increase in the number of Wigan residents paid the living wage.  

• 15 residents have joined our Reablement Service and are undertaking a 2-year 

traineeship. 

 

For more information on progress of the CWB programme and its priorities, please click here.  

 

 

Young people not in employment, education or training (NEET) 

Local authorities have a duty to identify young people aged 16 to 18-year-olds, not participating 

in employment, education, or training, so that they can ensure that these young people get the 

support they need.  

• Aspiring Futures, provides careers information, advice and guidance support to young 

people aged 14-19 who are NEET and at risk of NEET.  Strong and well-established links 

within all mainstream, specialist schools and Pupil Referral Units within the borough. A 

traded service for careers guidance is currently delivered within 14 high schools in Wigan 

with a clear emphasis on providing intensive and targeted support to those identified in 

years 9, 10 and 11. 

• Pupils are identified using risk of NEET indicators and prioritised in school for support to 

be offered at the earliest opportunity to those young people most at risk of becoming 

NEET. 

file:///C:/Users/s_fraz/AppData/Local/Microsoft/Windows/INetCache/Content.Outlook/F7WQEGSH/Community%20Wealth%20Building%20-%20One%20year%20on%20(003).pdf
https://www.wigan.gov.uk/Resident/Education/Learning-careers-skills-for-young-people.aspx
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• Strong partnerships with internal services such as Virtual School Team, has resulted in 

smoother transition into post-16 learning for a group of young people identified at risk of 

becoming NEET who are looked after by the Local Authority. 

• Tracking young people’s destinations for Year 12 and 13 is a key responsibility for this 

service within the Council. Maintaining an extensive and current database of young 

people and tracking their advancement through Years 12 and 13 is imperative in 

preventing them becoming at risk of NEET.  This also supports the identification of other 

needs and ensures that they do not experience periods of isolation from services. 

• Following the Employment and Skills Strategy published in 2020, the NEET Reduction 

Strategy was developed in March 2021 with six clear priorities for continuous 

performance improvement and access to high quality provision in the Borough for young 

people. 

• The NEET Working Group was established in December 2020. The group continues to 

support the collaborative work around NEET in the Wigan Borough and subgroups 

support the work around NEET improvement for young people with SEND, Children 

Looked After and Care Leavers. 

 

 

Kickstart programme 

The Kickstart programme is available to 16 to 24-year-olds claiming Universal Credit and offer 

a six-month work placement, paid at national minimum wage working 25 hours per week.  

 

The Council is a Kickstart Gateway organisation which means we can support businesses to 

create Kickstart opportunities. As of December 2021, we have supported 94 “starts” on the 

Kickstart programme and 59 employers to create opportunities and bring in over £350,000 to 

the Borough. Retention on the programme has been strong and so has employment 

progression.  

 

 

Holiday Activity and Food Programme  

In 2021, funding from Department for Education enabled Wigan Council to provide activities and 

food during school holidays (Easter, Summer and Christmas).  Wigan received £1.3m to support 

the 11,000 free school meal eligible children and their families. 

 

 

 

 

 

 

 

 

 

https://www.wigan.gov.uk/Business/Business-Support/Funding/Kickstart-Scheme.aspx
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Recruiting, developing, and retaining a diverse and 

representative workforce 

 
We have improved the quality of workforce Equality and Diversity information we collect 

and how we use it by developing systems to allow us to report in more depth on our workforce 

inclusion data.  

 

We are also: 

• Working closely with colleagues to encourage our workforce to update their personal 

records, through communicating the benefits of sharing this information. 

• Using the data along with real experiences to drive inclusion across the workforce.  

• Developing a data warehouse to house and connect disparate data sets, supporting 

analysis and organisational intelligence.  Drawing workforce data into the warehouse will 

enable us to consolidate with other data sources and deliver a secure and consistent 

dataset that is analytics ready.  We can then power our reports, dashboards, and analytics 

tools to deliver results and insights to policy to better inform decision making. 

 

 

We have developed and improved staff’s equality and diversity skills, ensuring staff have 

the confidence to support and engage the diversity of service users in the Borough, 

through:      

• Our new carers support package, which delivered training and a toolkit for managers and 

established a carers champion network to help share messages and support us to 

promote and embed awareness to the needs of carers. 

• We delivered a range of inclusion related learning to almost 1,000 employees. 

• We delivered a range of learning hours raising awareness of issues such as transgender, 

the menopause, disability and reasonable adjustments. 

• We created and recruited to a new Organisational Development Business Partner role to 

support the organisation to drive this agenda forward, working closely with health partners 

regarding staff awareness on inclusion. 

 

We are also: 

• Refreshing our mandatory learning offer and induction to recognise and raise the 

importance of inclusion. 

• Co-designing our new employee experience with our core organisational behaviours and 

Deal principles and the focus this has on inclusion at the heart. 
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We have improved staff experience and staff voice on equality issues, through:      

• Designed a new inclusive approach to reflect, re-imagine and co-create approaches to 

workforce policies or matters affecting our workforce - ‘Your say on…’ sessions.  This has 

so far resulted in a new approach to managing sickness absence, organisational change 

and how and where we work.  Supporting Attendance provides a framework for asset-

based conversations that focus on what an individual can do and enable the right support 

at the right time. ‘My Place, Our Place, Your Place’ provides a blended and inclusive, 

organisation wide approach to how we work across the place. 

• Created a new carer’s champion network and developed our existing wellbeing 

champions with knowledge of wellbeing subjects and support with sharing messages and 

promoting and embedding awareness. 

• Developed a blended approach to staff; ‘Listening Into Action’ sessions being held 

virtually and in person where necessary and safe to do so, to ensure the workforce 

continue to receive important updates from senior management team and the Leader with 

opportunities to share their ideas and feedback.   

• Delivered a range of bespoke mental and physical wellbeing listening and learning 

sessions to our workforce, such as Menopause, Relaxation, Exercise.  

• Establishing a response framework for engagement and consultation between senior 

managers and trade unions.  The consultative cells have enabled regular, open and 

meaningful conversations, resulting in quicker and more effective outcomes for our 

workforce and residents.  The model will be taken forward as part of our future framework. 

• Established a network with colleagues to work together on our Inclusion Agenda. 

 

We are also: 

• Refreshing our approach to engagement building on this success to date, providing 

flexible, tailored opportunities for people to have their say. 

• Launching our refreshed supporting attendance approach. 

• Working with people with lived experience to shape and enhance our future approach.  

• Co-creating workforce policies based on lived experience that enable person centred 

approaches and enable quicker and more effective outcomes.  The key policies under 

review include dignity at work and organisational shaping to support inclusive pathways. 

 

 

We are ensuring equality of opportunity, so that all staff have the right support and 

opportunities to reach their full potential. We have: 

• Been re-accredited for Disability Confident Employer in 2021. 

• Received the Wellbeing Charter Accreditation, excelling in or achieving all criteria. 

• Partnered with the Department of Work and Pensions to recruit 15 Kickstart placements 

to the Council. 

• Designed a new holistic approach to keeping #TeamWigan Well supported by a 

framework to support attendance which puts individuals at the heart, focussing on the 

right support at the right time to help keep people well in work.   
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• Developed and refreshed our workforce ‘My Time’ approach to drive manager/staff 

wellbeing conversations for all. 

• Delivered a series of wellbeing sessions for managers throughout the pandemic.  These 

included sessions from external speakers. 

• Designed a new leadership programme to support #TeamWigan leaders and aspiring 

leaders to thrive. 

• Ensured our Employee Assistance Programme is published on directorate and corporate 

communications. 

• Continued to develop our recruitment processes to promote fairness and equality 

including guaranteed interview status for veterans, care leavers and people with 

disabilities. 

 

 

 

Community Wealth Building 

We have been finding creative and innovative ways to bring Community Wealth Building to life  

through our workforce to create fair and meaningful employment opportunities and support 

residents to access good, local jobs.  

 

 

The Employment Pathways Programme will 

support the Council to shift its resourcing strategy 

from ‘recruit to vacancies’ towards a longer-term 

approach to connect local talent to local 

opportunities. A profile of priority groups for 

employment has been developed.  

 

As part of this programme, we have committed to 

offering 100 apprenticeships over the next 12 

months.  

 

We have taken action to ensure employment 

works for everyone who wants to engage by  

implementing changes in recruitment processes. 

 

We have removed barriers to employment and consider flexibility to support those with a 

disability, learning difficulty or who have a caring responsibility.  

 

As part of the ‘Spread the Word’ campaign, we placed less emphasis on traditional application  

forms and more on having a conversation. The benefit of this approach is that it made the  

employment process easier for residents.  
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A group of young people aged 16-24 participated in a supported internship scheme with the help 

of local businesses and colleges. Working alongside the Supporting Skills and Future Team, the 

participants who have Educational Health Care Plans, gain valuable skills and experience. 

Graduates have now been offered paid employment across the Wigan Borough in different 

sectors.  

 

As part of our decision to bring leisure services in-house, we successfully brought 159 staff up 

to the “Real Living Wage” from 1 April 2021. 

 

 

Adult Social Care Black, Asian and Minority Ethnic staff group 

A new support and focus group of Black, Asian, Minority Ethnic workers in Adult Social Care 

meet to discuss issues they face as individuals and potential solutions and interventions. 

 

Out of their discussions they have put forward solutions to senior management, which fed into 

a dedicated half day inclusive leadership session for the Council’s senior management team.  

 

 

They are also helping to influence changes to job descriptions (including an equality statement 

to encourage a diverse and inclusive workforce) and our interview processes.  

 

The group is evolving and currently developing a Lunchtime Learning item and developing a 

workshop for managers and staff to break down barriers, grow understanding and working 

relationships. 

 

 

World Social Work Week 

The Adult Social Care service held a session on equality and diversity during World Social Work 

Week, the session discussed how Wigan Council could be fair, inclusive and ensure respect for 

staff.    

 

 

 

Recruitment 

Promotional videos have been 

developed for Social Worker job 

opportunities. A key aim of this project 

was to show a diverse representation. 

The videos will be launched in April 

2022.  

 

Still images were also reviewed. 
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Section Six 

Achievements of our EDI Steering Group 
members 
 

 

 

This section details a small sample of work being undertaken by the EDI Steering Group 

members. 

 

Royal National Institute of Blind People (Northwest) 

In November 2021, RNIB Regional Campaigns Officer Terri Balon led a guided walk with Wigan 

Council Senior Officers, including Chief Executive Officer, and Lead Member for Equalities. The 

“seeing streets differently” walk highlighted difficulties for blind and partially sighted people. The 

walk demonstrated looking at simple ways we can make our streets more inclusive.  

RNIB tweet. 

Wigan Council tweet 

 

   
 

 

Wrightington, Wigan and Leigh NHS Foundation Trust (WWL) 

WWL flew the rainbow flag to commemorate LGBT History Month (February 

2021). Lesbian, Gay, Bisexual and Transgender History Month is celebrated 

in February each year. It celebrates the lives and achievements of the LGBT 

community in the UK. LGBT History Month also aims to promote tolerance 

and raise awareness of the prejudices faced by lesbian, gay, bisexual, and 

transgender people. It takes place every February in the UK and aims to 

promote and celebrate equality and diversity. 

 

Each year has a different theme and the theme for 2021 was ‘Body, Mind and Spirit’.  

https://twitter.com/rnib_campaigns/status/1465395229851324424?s=21
https://twitter.com/alisonmc_f/status/1458823629102362625?s=21
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WWL became one of the first Trusts in the North West to sign up to the NHS Rainbow Badge 

initiative.  By wearing the badge, staff send out a powerful message of support and inclusion to 

the LGBT+ community. The badge is a visual symbol, identifying staff as someone an LGBT+ 

person can feel comfortable talking to about issues relating to sexual orientation or gender 

identity. 

 

Other achievements for WWL include: 

• A free On-line Hospital Accessibility Checker - this resource to find out about access 

about departments, wards, and services across all your local hospital sites. Find out 

where a department is in relation to the main entrance; accessible toilets; lighting levels; 

and much more www.accessable.co.uk 

• The Trust has its own FAME (Focus on All Minority Ethnic Groups) Staff Network.  

• Multi-faith theatre gowns are available to patients, as an alternative to the standard 

theatre gown.  

• The Trust has a dedicated Adult Safeguarding Lead for Vulnerable Adults.  Patients with 

learning disabilities are encouraged to attend Tours to give feedback on service 

accessibility.  

• The Trust provides placements for individuals living with disabilities to obtain work 

experience within the Trust on the Council's Supported Employment Scheme.  

 

 

Wigan Borough Clinical Commission Group 

Wigan’s Public Sector Equality Duty report January 2022 can be found here.  

 

 

Wigan Borough Wide Peer Support Group 

The group provided over 500 hours of support in 2021, through community support and advice, 

training, campaigning and supporting the NHS vaccine program. 

 

 

 

Spectrum Social Inclusivity 

The group held ‘Chatterbrain’, which is their mental health support 

group where people can come talk openly and honestly about their 

struggles. ‘Perspective’, is their Autism social group where adults on 

the spectrum can come along and meet others who understand 

them. They also held several other activities such as walks, bowling, 

eating out.  

 

http://www.accessable.co.uk/
https://healthierwigan.nhs.uk/wp-content/uploads/2022/01/Public-Sector-Equality-Duty-2021.pdf
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Ekhaya Empowerment 

Ekhaya Empowerment projects during 2021, included: 

• Friday Quiz Night, a social event that tackles isolation and loneliness. It is held online 

which was held bi-weekly but will now be moving to monthly.  

• Kids Club, a fortnightly club that teach children to embrace their own cultures while also 

celebrating each other’s cultures. 

• Family Socials, which are a monthly family social event that promotes integration. 

• End of Year Xmas Spark, which was culture relevant food hampers that were given to 

families from marginalised communities across the Wigan and Leigh borough. 

     
 

 

Everything Human Rights 

“Our voluntary constituted community group seeks to bridge the gaps preventing 

integration and community cohesion while helping those who have moved to the 

country from abroad tackle specific problems they encounter on a day-to-day basis.” 

Tabeth Mabiza (Chairperson for Everything Human Rights) 

 

Some activities that Everything Human Rights provided in 2021 were: 

 

• Ran a homework club for children whose parents/carers may not speak English as a first 

language or may be unfamiliar with UK teaching methods. 

• Encouraged ethnic minority communities to become involved with wider community social 

activities to improve cohesion and integration. 

• Signposted people to other organisations to enable them to access the expert support 

they need. 

• Hosted coffee mornings for people who are often at home to reduce social isolation and 

discuss things that affect them. 

• Delivering grant-funded projects that improve the wellbeing of the community. 

• Offered volunteering opportunities to help beneficiaries with gain work experience, 

improve their speech skills, build confidence and to try different things. 

 

During the COVID-19 pandemic Everything Human Rights prioritised mental health and well-

being for their service users, they adapted their services by moving most of their face-to-face 

services online and utilised technology such as Zoom. In the process of implementing this new 
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way of running their activities, they also identified barriers to participation and used grant funding 

to safely deliver materials /resources to participants’ houses and provide mobile internet data to 

households who did not have internet access. Their regular online coffee mornings and 

workshops connected residents ensuring they were not suffering from social isolation/loneliness 

or other issues brought on by the effects of the pandemic. 

 

They have strong links with other VSCE organisations locally and regionally. During lockdown, 

they teamed up with Leigh Film Society to distribute their orange bags of DVDs and goodies to 

families (project name: Orange Bags of Cinema Sunshine), as well as working with Greater 

Manchester Health and Social Care partnership for its cancer awareness work amongst 

communities experiencing racial inequalities.   

 

            
 

 

Happy Smiles 

 

Happy Smiles successfully crowdfunded a children’s book, 

written by their founder and Managing Director - Alex. The 

book (My Grandma has Dementia) was aspired by Alex’s 

grandma’s experiences of dementia. The book has won a 

Alzheimer’s Society Dementia Hero Award. 

They then used the book to run a six-month intergenerational 

reading project.   

 

The success of this book led to a second book – My uncle had 

depression, which was featured on ITV news. 

 

https://www.alzheimers.org.uk/get-support/publications-and-factsheets/dementia-together/june-july-2021/marys-legacy-my-grandma-has-dementia-book
https://www.happysmilestraining.co.uk/training/book-reading-session/
https://www.happysmilestraining.co.uk/training/book-reading-session/
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They also continued to host a variety of school sessions, 

including resilience training and inclusion champions training. 

 

After gaining funding from Paul Hamlyn Foundation, they 

dedicated one a week to upskilling local disabled young 

adults. This led to ten disabled young adults joining the Happy 

Siles team to help deliver further training.   

 

Happy Smiles have developed an ongoing partnership with 

the national charity – Purple. Together they campaign for the 

spending power of disabled people, including hosting national 

seminars.  
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Section Seven 

LOOKING FORWARD 
 

 

The Public Sector Equality Duty requires the Local Authority to publish one or more Equality          

Objectives and review these at least every four years. Our Equality Objectives help set the 

strategic focus for the Council’s work on Equality and Diversity to ensure that everyone has the 

same opportunities and potential to be happy and fulfilled. 

 

We will continue to drive forward our Equality, Diversity and Inclusion aims and objectives set 

out in 2021, until the new Wigan Equality Strategy has been developed: 

 

 

Aims and Objectives for 2021 

  

1. Understanding our community 

 

• Improve the quality of the Equality and Diversity information we collect and how we use 

it. 

• Strengthen our approaches to engage with residents and communities ensuring that he, 

she, or they feel valued and included.  (Having different conversations and understanding 

lived experiences in the Borough). 

• Build effective relationships with voluntary/community groups and Greater Manchester 

Combined Authority equality panels and boards to ensure a joined-up approach to 

equality issues, progress any shared actions and identify local priorities. 

 

 

2. Celebrate and respect diversity in Wigan 

 

• Promote events and education tools that celebrate diversity and address discrimination 

• Work with stakeholders, including schools, to promote social cohesion. 

• Continue to build on our asset-based approaches to embed early intervention and 

prevention. 
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3. Gather robust equalities evidence and ensure transparency in our actions  

 

• Continue to identify and review inequalities for all protected characteristics and take 

action to identify any barriers and address any impact. 

• Ensure Equality, Diversity and Inclusion is considered in the development of our future 

strategies, policies, and transformation / recovery plans.  

 

 

4. To ensure our emerging community wealth building approaches are inclusive and that 

they promote equality and diversity 

 

• Reducing socio economic disadvantage and poverty, by building wealth and opportunity 

for all our communities. 
 

 

5. Recruiting, developing, and retaining a diverse and representative workforce 

 

• Improve the quality of workforce equality and diversity information we collect and how 

we use it. 

• Develop and improve staff’s equality and diversity skills, ensuring staff have the 

confidence to support and engage the diversity of service users in the Borough.  For 

example, create learning opportunities for our workforce connected to people with lived 

experiences. 

• Support staff to embed fairness and inclusivity in all their work as a key principle of Deal 

2030. 

• Understand and improve staff experience and staff voice on equality issues. 

• Ensure equality of opportunity, so that all staff have the right support and opportunities 

to reach their full potential. 
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Section Eight 

CONTACT US 
 

 

Everyone can take a step to promote equality.  We all need to be open to learning and valuing 

differences. Together we will ensure that everyone has the same opportunities and potential to 

be happy and fulfilled. 

 

Fairness and Inclusion will remain at the heart of our Deal 2030 strategy to ensure a borough 

where opportunity exists for all. Throughout the themes of The Deal 2030, we will work hard to 

include people who might otherwise be excluded or experience inequalities. Regardless of age, 

disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, 

religion or belief, sex and sexual orientation, socio-economic status or whether you are carer or 

armed forces personnel, we will take steps to provide what you need to succeed.  

 

If you are an individual, a business, VCFSE or public body who would like to know more or 

become involved in our work to progress equality in Wigan, please visit our webpages, which 

we will be updating with our work.  

 

For more information on Equality, Diversity and Inclusion, please visit Equality and Human 

Rights Commission.  

https://www.wigan.gov.uk/Council/Strategies-Plans-and-Policies/Equality-and-Diversity/Index.aspx
https://www.equalityhumanrights.com/en
https://www.equalityhumanrights.com/en
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APPENDIX A 

WIGAN BOROUGH DEMOGRAPHICS 
Due to be updated once Census 2021 data is available. 
 
 
 

1. Age 

Wigan Borough’s population has experienced an upward trend since 2010. Between 2010 and 

2019, there has been increase of around 21,000 persons. This increase is estimated to be 

mainly due to an increase in our ageing population rather than migration, Wigan has seen a 

19.1% increase in the 65+ population from 2010 to 2019. 56.7% of the overall increase in 

population is attributable to aged 65+ population. 

Although the proportion of Wigan Borough’s population within the age range 15-39 is below 

regional and national average, the proportion aged 40-64 is above, resulting in the age range 

15-64 being currently comparable both regionally and nationally. Wigan’s age group of 65+ 

(19.1%) is slightly above National (18.04) and Northwest (18.7%) proportions. 

 
 

1.1  Population projections  

Mid-year 2019 ONS population projections forecast that between 2020 and 2030 there is likely 

to be a 2.8% increase in the overall population of Wigan Borough. This equates to a 9,075 

increase in the total population.  
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Northwest population projections are higher with a 3.6% increase, and National projections 

estimate a 4.4% increase in population from 2020 to 2030. 

Forecasts show there is due to be a 2.8% increase in the overall population in Wigan by 2030, 

however there is projected to be 7.3% decrease in the 0-14 population with a reduction of over 

4,000 in this age range. 

Age groups 15-39 and 40-64 will see a combined minimal increase of less than 1.07%. 

The number of residents in the Borough aged 75 and over is expected to increase significantly 

by 2030. Mid-year 2019 ONS population projections show an increase of those aged 75+ by 

26.1% or 7,231 people which equates to over half of the overall increase in the Wigan population. 

 

2. Disability  

Statistics released by the Office for National Statistics for November 2018 show Wigan to have 

around 10,910 claiming Disability Living Allowance. This equates to 3.36% of the Borough’s total 

population.  

Over half (58.3%) of all claimants are aged 65 and over, with 10.4% of the population age range 

claiming disability living allowance.  

The table overleaf shows the proportion of each age range claiming DLA. 
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Disability Living Allowance by Age and Gender 

Age Range Male Female Total 
% of all 

claimants 

Mid 2016 

Population 

% of age 

range 

Aged under 

16 

1,870 740 2,610 23.9% 60,813 4.3% 

Aged 16-24 130 60 200 1.8% 31,467 0.6% 

Aged 25-49 410 330 750 6.9% 106,902 0.7% 

Aged 50-64 470 530 1,000 9.2% 64,392 1.6% 

Aged 65+ 2,880 3,480 6,360 58.3% 61,076 10.4% 

Total 

Claimants 

5,770 5,130 10,910 - 324,650 3.4% 

Source: NOMIS – Benefit claimants 

The most common condition suffered by Disability Living Allowance in Wigan is Arthritis (25.5%) 

followed by Learning Difficulties (12.5%). The 5 most common conditions account for 53.8% of all 

claimants. 

Disability Living Allowance by disabling condition (all ages) 

Condition Male Female Total 
% of all 

claimants 

Arthritis 1,090 1,700 2,780 25.5% 

Learning 

Difficulties 

930 430 1,360 12.5% 

Heart Disease 380 230 610 5.6% 

Disease of the 

Muscles, Bones or 

Joints 

250 310 560 5.1% 

Hyperkinetic 

Syndromes 

480 80 560 5.1% 

Total Claimants 

(top 5 conditions) 

3,130 2,750 5,870 53.8% 

Total Claimants 

(all conditions) 

5,770 5,130 10,910 - 

 

 

Source: NOMIS – Benefit claimants 

25.5%

12.5%

5.6%
5.1%5.1%

45.7%

Arthritis

Learning Difficulties

Heart Disease

Disease of the Muscles, Bones or
Joints

Hyperkinetic Syndromes
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2.1 Economic Activity of the Population with a disability 

Recent Annual Population Survey (APS) data (January to December 2019) suggests that 45,300 

or 22.2% of working aged residents are EA core or work-limiting disabled. Of these, 25,400 or 

56.2% are classed as economically active. Therefore, 12.5% of the working age population are 

reported to be EA core or work-limiting disabled and are economically active. 

When the employment rate is broken down, it becomes clear that those who are Work Limiting 

only Disabled (problems that affect either the kind, or amount, of work that they can do) are less 

likely to be economically active than those people classified as EA core disabled (people with a 

long-term health problem or disability in accordance with the core definition in the 2010 Equality 

Act.) 

Aged 16-64 Wigan Wigan % England England % Northwest Northwest 

% 

Working Age 

Population 

203,992  35,116,566  4,560,378  

EA core or 

work-limiting 

disabled 

25,400 12.5% 4,457,800 12.7% 584,900 12.8% 

EA core only 

disabled 

23,400 11.5% 3,970,100 11.3% 514,100 11.3% 

Work-

limiting only 

disabled 

16,300 8.0% 2,982,100 8.5% 397,900 8.7% 

Not disabled 136,200 66.8% 22,935,200 65.3% 2,888,500 63.3% 

 

 

 

3. Pregnancy and Maternity 
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Recent data from the Office for National Statistics show Wigan to have a slightly lower General 

Fertility Rate (GFR) than the national average. In 2018, Wigan had around 3,414 live births, or 

59.2 births per 1,000 females aged 15 to 44. This was slightly below the Northwest birth rate of 

60.0 but in line with the National rate of 59.2. 

 

Previously, birth summary tables had been broken down at Local Authority level to show births 

within marriage / civil partnership, however this is now only available at Regional and National 

level and therefore does not offer considerable information to report on. 

 

4. Race 

In 2001 it was estimated that 97.6% of Wigan's Population was "White: British". However, since 

2001 the number of residents from Black, Asian and other Minority Ethnicities has more than 

doubled to 7,062 or 2.2% of the population.  

The Black or Black British population has more than tripled, increasing from 539 to 1,678 in the 

10 years from 2001 to 2011. 

In 2001 just over a sixth of the Black, Asian and Minority Ethnic population (17.0%) self-reported 

as Black or Black British, rising to almost a quarter (23.8%) in 2011. This is slightly offset by the 

4.7 percentage point decrease in those reporting as Asian or Asian British. 
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* The General Fertility Rate (GFR) is the number of live births per 1,000 women aged 15-44, calculated using mid population 
estimates. 
Source: Office of National Statistics
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Wigan’s increase in Black, Asian and Minority Ethnicities is not unusual when compared to the 

top 7 CIPFA local authorities. The percentage of the Borough’s population estimated to be “Non-

White British” is only marginally higher than St. Helens and Barnsley which have overall Black, 

Asian and Minority Ethnic population of 1.96% and 2.13% respectively in 2011. 

  

 

 

5. Religion and Belief 

The 2011 Census showed that many residents in Wigan (77.8%) and all the nearest 7 CIPFA 

Local Authorities’ (66.9%), consider themselves to be Christian. Of the remaining Wigan 

population, 15.3% stated they had no religion and 5.5% did not provide a reply. The remaining 

1.4% was from other religions.  
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Of the 4,369 residents that stated they were from non-Christian religions, just less than half 

(49.5% - 2,162) were Muslim. The 2011 census data shows that residents self-reporting their 

religion as Buddhist or Hindu each equate for about a sixth of the non-Christian religions. It is 

worth noting the increase between census 2001 and 2011, that those residents self-reporting as 

having no religion has more than doubled, rising from 20,726 in 2001 to 48,640 in 2011 (134.7% 

increase).  

 

 

6. Gender 

In 2019, Wigan was estimated to have a gender split of 50.1% female to 49.9% male. Given the 

longer life expectancy in females, the gender split widens as the population ages. This split is 

almost exclusively caused by over 75s, where 55.3% are female.  

0%

20%

40%

60%

80%

100%

Barnsley Bolton Doncaster Rotherham St. Helens Tameside Wakefield Wigan

Religion - 2011 Census

Religion not stated No religion Other religion
Sikh Muslim Jewish
Hindu Buddhist Christian

Source: NOMIS Census 2011

+165% +34%

-14%

+114%

+22%

+151%

0

500

1,000

1,500

2,000

2,500

Buddhist Hindu Jewish Muslim Sikh Other religion

Non-Christian Religion - Changes between 2001 and 2011 census

2001 2011

Source: NOMIS Census 2011 



 

44 
 

 

 

6.1 Economic Activity by Gender 

Recent annual population statistics (January - December 2019) released by the Office for 

National Statistics show the contrasts between the economic activity of 16 to 64-year-old males 

and females residing in the Borough.  

 

The gap in employment rate by gender is closing, decreasing to 7.8% this year compared to the 

same period last year of 11.7%. However, male residents are more than twice as likely to be 

self-employed than females (16.2% males and 7.3% females). 
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Female residents are more likely to be economically inactive and not seeking employment than 

their male counterparts. Typically, economically inactive are people without a job who have not 

sought work in the last four weeks or are not available to start work in the next two weeks. This 

would include stay at home parents or those who have retired at an earlier age. 

 

 

Time series Labour Market Profile data released by the Office for National Statistics shows that 

a higher percentage of the economically active population has been male. 

The period January to December 2006 saw the largest difference between male and females 

that are economically active (12.6%). This gap has steadily declined over the past 10 years with 

the shift in females becoming more economically active rising by 5.9% from 2009 to 2019.  

There has been a steady decline in recent years in the rate of females being economically active, 

decreasing from 78.5% in 2015 to 71.7% in 2018. Last year saw the first increase since 2014, 

with 75.4% of females being economically active. 

The percentage of males being economically active has remained constant therefore resulting 

in the gender gap between narrowing to 5.3% last year.  

 

7. Sexual Orientation 

The Integrated Household Survey (IHS) is the largest social survey undertaken by the Office for 

National Statistics (ONS). It provides estimates from approximately 325,000 individual 

respondents – the biggest pool of UK social survey data apart from the census and is currently 

considered to be experimental statistics, currently undergoing evaluation.  

The Integrated Household Survey (IHS) asks a question on self-perceived sexual identity of 

adults in the UK. 

The most recent survey (2018) shows that across the England 94.4% of adults identified 

themselves as Heterosexual/Straight, 1.4% of the surveyed population identified themselves as 
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Gay or Lesbian, 0.9% as Bisexual, 0.6% Other and 2.8% of adults stated they Don’t know or 

refused to answer the question. 

While the survey does not provide data down to a Local Authority Level, it does provide regional 

results. In the Northwest, 1.4% of respondents considered themselves to be gay or lesbian while 

0.7% considered them to be bisexual. 

 

If Wigan had the same proportions as the Northwest, using the mid 2019 population estimates for those 

aged 16 and over, it would mean the Borough would have around 3,737 lesbian / gay residents 

and 1,868 bisexual residents. 

 

8. Carers 

Data released by the Office for National Statistics provides 2011 Census estimates that classify 

usual residents in households of England and Wales by provision of unpaid care, by gender and 

by age. 

 

Estimates as at census day, 27 March 2011 report that there are 36,481 people providing unpaid 

care in Wigan. 

The chart below shows a breakdown of number of hours’ unpaid care provided by gender and 

age range. 
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56.7% of carers are female with 2 fifths of all carers being females aged 25-64. A high proportion 

of carers (58%) provide between 1-19 hours per week, followed by those providing 50 hours or 

more at 27% and the remaining 15% providing between 29-49 hours of unpaid care per week. 

 

 

9. Veterans 

Data taken from the 2014 Royal British Legion household survey shows just over 5% (5.91 

million) of the UK adult population are veterans, but this varies markedly by gender and age 

cohort, as the table below shows. The penetration peaks amongst men aged 85-94, of whom 

60% report being veterans. A quarter of all aged 75 or over are veterans. 

By extrapolating the population figures at national level, we can estimate the numbers of 

veterans within the Wigan borough, however these percentages must be viewed with 

consideration as this is using the assumption Wigan has a same percentage representation of 

veterans as the UK. 
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Age bands All adults Male Female Wigan Wigan Wigan 

    Male Female Total 

All ages 5.4% 9.9% 1.1% 13,284 1,623 14,907 

16-24 0.5% 0.9% 0.1% 147 15 162 

25-34 1.1% 1.7% 0.4% 354 84 438 

35-44 2.8% 4.4% 1.1% 872 221 1,093 

45-54 4.2% 7.4% 1.1% 1,857 275 2,131 

55-64 5.1% 8.3% 1.6% 1,631 318 1,949 

65-74 6.8% 12.2% 1.9% 2,168 348 2,515 

75-84 25.3% 56.3% 2.0% 4,918 203 5,120 

85-94 23.7% 60.1% 4.1% 1,337 161 1,498 

Source: Royal British Legion household survey 2014 
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Black, Asian and Minority Ethnic Estimations (2011 Census)  
 

 
 

Black, Asian and Minority Ethnic Estimations (2020 School Census) 
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APPENDIX B 

WIGAN COUNCIL STAFF 
 

 

Local Authorities are legally required to monitor and publish a variety of information about its 

workforce under the Public Sector Equality Duty. The information should be analysed and used 

to identify any possible detriment suffered by groups and to address these as appropriate.  

 

As one of the Borough’s major employers, Wigan Council recognises that a workforce 

representative to our residents will aid us in providing a greater understanding to the needs of 

the community. Data collated using equality and diversity monitoring forms provide an insight to 

the kind of people that work for the Local Authority and whether the representation reflects the 

community it serves by the protected characteristics. It helps to assess current resources and 

plan activity to consider targeting any under-represented groups in the future.  

 

Although we monitor age, disability, gender, and racial group as part of our recruitment process, 

it is not mandatory. For this reason, there are a percentage of employees for whom we do not 

have ethnicity or disability information.  

 

All workforce data contained in this report is correct as of February 2022.  

 

Age  

Employees in the authority have a varied age range, from sixteen to over seventy-five. The 

median age range of Wigan Council staff is 45 to 54-year-olds.  

 

Although 45 to 54-year-olds make up over a quarter of all employees 26.8% (1,327) this age 

group has seen a percentage decrease over the past four years from 33% in 2018, whilst 

employees in the age range 55 to 64 years old have steadily been increasing from 21.5% (977) 

in 2018 to 27.3% (1,173) this year.  

 

Employees within the age ranges 35-to 44-year-olds account for over a fifth of total employees 

22.9% (1,134).  

 

Under 25s account for 6% of employees (328), with those in age group 25-34 making up 16.5% 

(820) and the remaining 2.8% (161) of employees are over 65.  

 

Gender 

The gender split of Wigan Council employees is not equal; 67.4% of Wigan Council staff are 

female (3,333). Male employees, however, are much more likely to work full time. 82% of male 

employees are full time compared to just 53% of females.  
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This means the average contracted hours for male employees is higher than female employees 

at 0.91 FTE (Full Time Equivalent) compared to the average Females 0.79 FTE.  

 

Ethnicity  

At present, 81% of employees paid by the local authority have provided information on their 

ethnicity, this is a percentage increase of just over 1% since the previous report. A total of 980 

employees are recorded as unknown or prefer not to state.  

 

Just 2.91% or 144 employees reported themselves to be from backgrounds other than “White: 

British”. This is not in-line with 2011 census estimates of the borough’s working age Black, Asian 

and Minority Ethnic population that were in employment the week before census, which is 5.91% 

non-white British.  

 

To raise the proportion of employees from Black, Asian and Minority Ethnic backgrounds to that 

of the Borough’s working age proportion would require an additional 103 employees from Black, 

Asian and Minority Ethnic backgrounds.  

 

Although the Asian/Asian British population accounts for more than a third (35.56%) of the Black, 

Asian and Minority Ethnic population and around 2.1% of the total working age population of 

Wigan, only 23 employees self-reported to being from Asian backgrounds. This accounts for 

15.9% of those reporting to be from Black, Asian and Minority Ethnic backgrounds and less than 

0.5% of the total employees at Wigan Council.  

 

 

Disability  

When asked to provide Equality and Diversity information 68.6% self-reported themselves as 

not disabled, while 28.4% of employees paid by Wigan Council remain either unknown, declined 

to specify or did not record an answer. The remaining 2.9%, or 146, self-reported to being 

disabled.  

 

Recent Annual Population Survey (APS) data (January 2019 to December 2019) suggests that 

45,300 or 22.2% of working aged residents have some form of disability, of these 25,400 or 

56.2% are classed as economically active. Therefore, 12.5% of economically active working age 

population are reported to have some form of disability. For local authority employment to 

become comparable to the estimated 12.5% borough population there would be a requirement 

for a further 471 staff with self-reported disabilities.  

 

Although the APS shows 12.5% of economically active working age residents claim to have 

some form of disability, the latest (November 2018) working age Disability Living Allowance rate 

is 0.96% of 16- to 64-year-olds.  

 

Consideration needs to be given to the percentage reduction in those claiming Disability Living 

Allowance (DLA) as it is being replaced by Personal Independence Payment (PIP) for disabled 

people. Further analysis will be made once more information is made available.  
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Religion  

Although Wigan council asks employees to provide information on their religion 2,426 

employees (49%) preferred not to state or record their answer. Of the 2,517 employees that 

provided their religion 1,612 (32.6%) self-reported as Christian and (16.3% or 808 employees) 

reporting no religion. This represented a significant decrease from previous years however given 

the proportion of staff not providing information it is difficult to draw any further conclusions.  

 

When looking at the workplace population figures from the 2011 census at a borough level, a 

much smaller proportion of the working age population (21.8%) preferred not to state or record 

their religion— regionally this was higher at just over a third (34.2%) and nationally just over a 

quarter of the working age population (27.9%) preferred not to record or state their religion.  

 

Although there will always be a significant number of employees not wanting to disclose their 

religion, more needs to be done to bring the proportion in line with borough, regional and national 

figures. 
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