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4% of technical staff located in either 
Berkeley House or Ellipse. 

The number of staff in VOSA has 
decreased by 11 (0.5%) from 2,225 to 
2,214 since the previous year. Technical 
staff saw a 0.7% increase, and non-
technical staff a 1.3% decrease. 

3. Diversity statistics 

The table below shows the key diversity 
statistics for VOSA. 

 % of those 
who 

declared 

% all staff 
declared2 

40 years and 
older 

76% 100% 

Female 29% 100% 

Part-time 13% 100% 

BME 4% 85% 

Disabled 4% 91% 

Lesbian, gay 
man, or bisexual 

3% 25% 

Declared a 
religion or belief 

67% 24% 

 

4. Diversity analysis key 
findings 

VOSA compared with local 
working-age populations  

Generally, the age profile of VOSA staff 
was older than the profile of local 
working-age populations.  

                                            
2 This column relates to all staff and shows the % of all 
staff for whom the diversity characteristic is known 
(e.g. how many have declared a sexual orientation). 

 

In all locations, with the exception of 
Berkeley House and Ellipse, there were 
significantly more male staff compared 
with the local working-age population. 
This pattern was also seen in 
recruitment, where in many locations the 
proportion of male applicants was 
significantly greater than the proportion 
of males in the local working-age 
population. 

The racial profile of staff at most 
locations was not significantly different 
from the local working-age populations, 
with the exception of staff in the West 
Midlands; staff here were significantly 
less likely to be BME than expected 
given the local working-age population. 

Trends in key diversity statistics 

There were no significant differences in 
the diversity profile of VOSA staff this 
year compared with the previous year. 
The declaration rate for sexual 
orientation had increased significantly 

Declarations of "prefer not to say" are treated as 
unknown/not declared 
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from 2012/13 to 2013/14, up from 14% to 
25%. 

Since 2007/8 there has been a 
significant decrease in the proportion of 
female staff (-0.4% per year on average), 
and a small, non-significant, decrease in 
the proportion of BME staff. The 
proportion of disabled staff has remained 
level.  

 

The proportion of staff with undeclared or 
unknown race and undeclared or 
unknown disability status has fluctuated 
each year since 2007/8. The proportion 
of staff with unknown race has ranged 
from 8% to 19%, while for disability 
status this has ranged from 4% to 11%. 

Diversity differences within the 
organisation 

The analysis considered how the 
minority groups were distributed across 
the pay bands. 

Non-technical staff were more likely than 
technical staff to be younger, female, 
disabled or to work part time. 

 

Female staff tended to be younger than 
male staff, full-time staff tended to be 
older than part-time staff, and a 
significantly higher proportion of female 
staff worked part time than male staff. 

 

Almost half of all technical staff
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There were significantly more male 
technical staff in PB2 and more female 
technical staff in PB3 when compared 
with technical staff in other pay bands. 

 

Just under half of all non-technical staff 
were in PB2.  

There were significantly more male non-
technical staff in PB5 and female non-
technical staff in PB2 when compared 
with non-technical staff in other pay 
bands.  

There was a significantly higher 
proportion of white non-technical staff in 
PB5 compared with other pay bands, 
and fewer non-disabled non-technical 
staff in PB1 when compared with other 
pay bands. 

Recruitment 

2,982 applications were made to VOSA 
during 2013/14, 104 (3%) of which 
resulted in a job offer.  

There was a 33% success rate at the sift 
stage. Applicants to posts in PB3 and 
PB2 were more successful than 

                                            
3 This may be to do with the volume of applications for 
posts at these pay bands. 

applicants to other pay bands3. For 
applicants to posts in PB1 to PB3, 
applicants aged less than 30 years old 
were less successful than older 
applicants; male applicants were more 
successful than female applicants. 

24% of applicants who attended an 
interview were successful. Applicants to 
posts in PB2 were more successful than 
applicants to other pay bands; those 
applying to PB3 were less successful 
compared to other pay bands.  

For applicants to technical posts in PB1 
to PB3, those aged less than 30 years 
old or 60-64 years old were more 
successful at interview than other 
applicants; BME applicants were less 
successful at interview for technical 
posts in these pay bands than white 
applicants, or those who had not 
declared their race. 

There were no significant diversity 
differences in applicants who were 
offered a job compared with those who 
were not offered a job. 

Cessations 

130 (6%) staff left VOSA during 2013/14; 
this was a similar proportion to the 
previous year. 4.5% of leavers were 
technical staff; 7.8% were non-technical. 
38% of cessations were due to 
retirement. 

Staff who had not declared their disability 
status, and part-time staff, were more 
likely to have left VOSA than other staff. 

A significantly higher proportion of older 
technical staff left VOSA, compared with 
the age profile of the staff who remained. 

Significantly higher proportions of non-
technical
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5. Information quality 

Data was collected on sexual orientation 
and religion/belief for the second year 
this year. The declaration rates for these 
have improved, but are still very low and 
it is recommended efforts are made to 
improve them. 

The declaration rate for race has been 
decreasing for the last few years, so it is 
recommended that efforts are made to 
increase the declaration rate. 


