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1. INTRODUCTION 
 
This document provides a more comprehensive explanation of the contribution of 
Education Services, to meeting the Council‟s requirements of the Equality Act 2010 and 
the Equality Act 2010 (Specific Duties) (Scotland) Regulations as an Education 
Authority, as summarised within the Council‟s Equality and Diversity Strategy. 
 
2. EQUALITY AND DIVERSITY POLICY STATEMENT 
 
2.1 South Ayrshire Council is fully committed to the general principles of fairness, 

equality and human rights and seeks to apply these principles in all that it does 
as a community leader, service provider, education authority and employer by: 

 challenging and eliminating unlawful discrimination, harassment and 
victimisation wherever it can; 

 being inclusive, fair minded and transparent in all that it does; 

 tackling prejudice and promoting understanding and inclusion; and 

 consulting and engaging with service users and employees 
 
3. LEGISLATIVE AND SCOTTISH EDUCATION SYSTEM ONTEXT  
 

Legislation that underpins the equality and diversity work within Education Services 
includes: 
 
i   Standards in Scottish schools (etc) 2000 

ii   Education (Additional Support for Learning) Act 2004 

iii  The Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012 

In addition to the above legislation, there are also a number of key programmes 
developed to strengthen the Scottish education system. „Ambitious Excellent Schools‟ is 
the most comprehensive modernisation programme in Scottish schools for a generation.  
 
One strand of this is the curriculum reform programme „A Curriculum for Excellence‟ 
which proposes the purpose of education is to enable all young people to become: 
 

• Successful learners 

• Confident individuals 

• Effective contributors to society 

• Responsible citizens 

 

A Curriculum for Excellence aims to develop these capacities in a way which enables 
young people to have respect for others; to understand different beliefs; to develop 
informed, ethical views of complex issues; to relate to others and manage themselves; 
and to work in partnership and in teams.  
 
An important objective for Education Services will be to ensure that equality issues 
across all protected characteristics are clearly articulated across curriculum areas to 
enable an anti-discriminatory, inclusive approach to learning and teaching. 
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The Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012 requires the 

Council as an Education Authority Listed Public Body to: 

 Publish equality outcomes and report progress 

 Report on mainstreaming the equality duty 

 Assess and review policies and practices 

 Gather and use employee information 

 Publish gender pay gap information 

 Publish statements on equal pay 

 Consider award criteria and conditions in relation to public procurement 

 

The Council‟s Education Authority services sit within the Directorate of Care. Learning 
and Wellbeing and our objectives flow from the Council‟s Vision and Corporate Plan and 
the Community Planning Partnership‟s Single Outcome Agreement and are also 
informed by our performance monitoring and self-evaluation processes. The main aim 
and strategic objectives for Education are: 
 
Aim: Our children and young people are inspired, motivated and ambitious. 
 
Strategic Objectives: 

 Increase the number of children and young people participating in positive and 
constructive activities. 

 Maintain and improve educational attainment for all. 

 Narrow the gap between high and low achieving pupils. 

 
Arrangements are already in place to collect data and publish data on pupil attainment 
in all schools and in the preparation of the equality outcomes due regard has been paid 
to the audits and information already gathered under management information and pupil 
attainment data as shown in the 2011/12 Directorate Annual Performance Report pages 
5 – 10: 
 
http://ww20.south-ayrshire.gov.uk/clw/Newsletters/Final%20annual%20report%20290113.pdf 

 
 
4. DEVELOPING THE SOUTH AYRSHIRE OUTCOMES 
 

4.1 The information prepared for our framework document set out above, together with the 
progress made and reported for our previous Race, Disability and Gender Equality 
Schemes was used in a series of workshops and meetings with our communities, 
partners, elected members and staff.  Through this process the Equality Forum played a 
central role in the development of this strategy and the equality outcomes identified 
within it. To support the Forum to participate in the development of equality outcomes, 
training was provided on the Equality Act 2010, the General and Specific Duties and 
what constituted an outcome as identified by the Equality and Human Rights 
Commission. 

http://ww20.south-ayrshire.gov.uk/clw/Newsletters/Final%20annual%20report%20290113.pdf
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4.2 To ensure the outcomes were set in the context of the Council‟s wider public service 
agenda cognisance was also taken of the emerging Single Outcome Agreement. The 
position in relation to the SOA will be reviewed once it is finalised between the South 
Ayrshire Community Planning Partnership and the Scottish Government. This 
methodology will ensure that equality is mainstreamed into the long term planning of the 
Council and that we continue to make equality and diversity progress within the 
Council‟s contribution to local and national priorities. 
Education equality outcomes are an integral part of the Councils‟ equality outcomes, but 
for compliance purposes they have been prepared for presentation as individual 
extracts. Overall responsibility for taking forward the activities and outputs will fall to the 
Head of Education. 
 
 
 
5. EQUALITY OUTCOMES AS A COUNCIL AND EDUCATION AUTHORITY  

 

5.1 Through our development process, we have identified a set of 8 long term outcomes 
that deliver on all the general Duties defined in the Equality Act 2010. These are: 

 Improve involvement and consultation on the development and provision of services 

 Equal and easy access to all our buildings and services 

 Hate crime in South Ayrshire is reduced and ensure vulnerable individuals and 
communities feel safe and more secure 

 The Council is an Equal Opportunities Employer 

 Our children and young people have the best possible life chances 

 Information about services and how we communicate is improved 

 We lead by example as an employer and maintain best practice in employment 
practices 

 An equalities culture is embedded in the Council 
 
5.2 Based on these long term outcomes we have also developed outcomes that we believe 

will be delivered in the medium (3-5 years) and short term (1-2 years) so as to 
demonstrate progress on the long term journey.  Table 1 sets out the proposed long, 
medium and short term outcomes, identifies which of the General Duties they meet and 
shows the outcomes against the Listed Public Body roles the Council is responsible for. 
The short term outcomes will be used by the Council to meet the requirements of the 
Scottish Specific Duties to publish those equality outcomes that we will achieve by the 
first statutory reporting deadline of 30th April 2015. 

5.3 Table 1 sets out the overall position in relation to the full set of Equality Outcomes being 
pursued by the Council as a service provider, employer, and Education Authority.  More 
detailed information is contained in appendices for the Council as an employer.  
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5.4 Our Education Authority Equality outcomes 2013 – 2015 are: 
 

 Educational achievement is maintained and improved for all our children 
and young people. 

 Improved knowledge and understanding of diversity crime and incidents in 
our communities. 

 

and Education services contribute to the following South Ayrshire Council Equality 
Outcomes  
 

 Improved opportunities for people to participate in shaping services.  

 Improved awareness of equality and diversity issues throughout the 
Council‟s employees.  

 Increased provision of accessible and inclusive Council information and 
communication. 

 Opportunities for young people to enter the workforce are maximised. 

 Increased representation of men and women in roles where gender 
segregation is evident. 

 Increased Council leadership of equality and diversity issues in our 
community. 

5.5 To support our equality outcomes we have developed Outcome Delivery Plans for our 
outcomes as illustrated in Appendix 1. These plans were used as part of our workshop 
and briefing sessions with members of our Equality and Diversity Forum and also with 
our Elected Members and staff to demonstrate how we will make progress with the 
outcomes.  

5.6 A template format has also been developed to show how we propose to organise, 
monitor and report progress on the detailed contribution that Council services and local 
and national partnerships make towards our equality outcomes. Similar templates have 
also been completed for each of the Education Authority and Licensing Board equality 
outcomes and their specific contributions to the Council‟s wider equality outcomes are 
highlighted within the text of the appropriate templates. Table 2 show sthe Education 
Authority templates for “Educational achievement is maintained and improved for all our 
children and young people” and” Improved knowledge and understanding of diversity 
crime and incidents in our communities.” 

5.7 In identifying our equality objectives as an employer, we have used the equality data 
gathered on our job applicants, employees and leavers, as well as comparative data for 
the population of South Ayrshire.  In addition, we have reviewed the feedback from our 
Employee Opinion Survey which was conducted in 2012 and engaged and consulted 
with our Employee Forum and network of Employee Equality Champions.  
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Table 1 Long, Medium and Short term Outcomes showing Specific Duty met and Public Authority role  
 
KEY:  ED - eliminating discrimination  AEO - advancing equality of opportunity   FGR - fostering good relations. 

South Ayrshire Equality Outcome General Duty Met Council Education 
Authority 

 
 

ED AEO FGR Services Employer  

Long Term (5-10 Years) 
 

      

Improve involvement and consultation on the development and provision of 
 services 

      

Equal and easy access to all our buildings and services 
 

     C 

Hate crime in South Ayrshire is reduced and ensure vulnerable individuals 
 and communities feel safe and more secure 

    C  

The Council is an Equal Opportunities Employer 
 

      

Our children and young people have the best possible life chances 
 

      

Information about services and how we communicate is improved 
 

    C  

We lead by example as an employer and maintain best practice in 
 employment practices 

      

An equalities culture is embedded in the Council 
 

      

Medium Term (3-4 Years) 
 

      

Improved accessibility to Council buildings and public spaces.  
 

    C C 

Improved opportunities for people to access services and participate in 
 community life. 

      

Enhanced confidence and trust of those reporting diversity crime and 
 incidents,  and improved service to support victims.  

     C 

Better targeting of resources to meet the diversity challenges identified by 
 improved reporting arrangements.  

     C 

Council employees work in a fair and inclusive environment.  
 

     C 
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South Ayrshire Equality Outcome General Duty Met Council Education 
Authority 

 
 

ED AEO FGR Services Employer  

Medium Term (3-4 Years) cont. 
 

      

Improved access to employment opportunities within the Council 
.  

      

Improved employment practice within the Council. 
 

      

We exhibit leadership and promote positive attitudes for all protected 
 characteristics throughout our community 

     C 

Increased awareness raising of equality and diversity issues throughout our  
community. 

 
 

    C 

Short Term (1-2 Years) 
 

      

Improved opportunities for people to participate in shaping services.  
 

     C 

Improved knowledge and understanding of diversity crime and incidents  
in our communities. 

    C  

Improved awareness of equality and diversity issues throughout the Council‟s 
 employees.  

     C 

Educational achievement is maintained and improved for all our children and 
 young people. 

      

Increased provision of accessible and inclusive Council information and  
communication. 

    C C 

Opportunities for young people to enter the workforce are maximised. 
 

     C 

Increased representation of men and women in roles where gender  
segregation is evident. 

     C 

Increased Council leadership of equality and diversity issues in our community 
. 

    C C 

 
 
C – Contributes to. 

  



9 
 

Table 2 Equality Outcomes 

 

EO9 - Educational achievement is maintained and improved for all our children and young people 

National strategic 
outcome 

NO 4 Our young people are successful learners, confident individuals, effective contributors 
and responsible citizens 
NO 5 Our children have the best start in life and ready to succeed   
 

Single Outcome 
Agreement 
 

LO5 South Ayrshire‟s children and young people are inspired, motivated and ambitious 
LO 6 The voices of our children and young people are heard and have influence 
LO 7  Our children and young people are healthy and reach their full potential 
 

Council‟s Vision 
 
 

C Pr Our children and young people in South Ayrshire have the best possible life chances. 
 

Services 
 
 

Education Services 

Protected 
Characteristics/ SAC 
Theme 
 

All protected characteristic  
SAC Themes – Health and Well Being, Human Rights, Rurality and Deprivation 

General Equality Duty: Eliminated Discrimination & Harassment  
Advance Equality of Opportunity 
Foster Good relations 
 

Rationale: Why is this 
Equality Outcome 
important 

 Literacy and Numeracy are key to making a difference in peoples‟ lives and have therefore been the 
focus of the Education Service over recent years and there has been continuous progress in  
attainment as a result. 
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Equality outcome 
Long-term 
(5-10 years) 

LEO 5   Our children and young people have the best possible life chances.  

 

Equality Outcomes 
Medium Term  
(3–4 years) 

 

Equality Outcomes  

Short term  

(1-2 years) 

EO9 Educational achievement is maintain and improve for all our children and young 
people 

National partners contributions to 
outcomes 

Local Partners contributions to outcomes 

 Skills Development Scotland 
 

 Ayr College 

 Council Services Contribution to Outcomes (Additional to above) 
 

Outputs 

 

 The Literacy and Numeracy Strategy is published 

 The Literacy and Numeracy Strategy is implemented 

  Increased attainment through improvement in literacy and numeracy. 

Activities 

 

 

 Develop a Literacy and Numeracy Strategy 

 Equality Impact Assess the Literacy and Numeracy Strategy 

 Roll out of the Champions Programme to up-skill staff across all education establishments to ensure 
consistency in learning and teaching. Implement senior phase of Curriculum for Excellence 

 Implement   literacy and numeracy action plans in primary schools 

 Develop and deliver a range of programmes to support inclusion of children and young people. 

 Review pupil support arrangements  

 Further develop arrangements to involve parents in their child‟s learning 

 Assessment of all of our pupils‟ achievements & evaluation of how our schools are meeting their needs 
 to secure improvement. 
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Equality Outcomes 

 

EO4 - Improved knowledge and understanding of diversity crime and incidents in our communities.  

 
National strategic outcome NO 9.  We live our live safe from crime, disorder and danger 

 
 

Single Outcome Agreement 
 

LO 12  South Ayrshire is a safe place in which to live, work and visit. 
 

Council‟s Vision 
 
 

C Pr Communities in South Ayrshire are strong, safe and sustainable 
 

Services 
 
 

Education Services 

Protected Characteristics/ SAC 
Theme 
 

Race/ Disability/ Gender Reassignment/ Religion and Belief/ Sexual orientation and although not a 
protected characteristic - Sectarianism 

General Equality Duty: Eliminated Discrimination & Harassment  
Advance Equality of Opportunity 
Foster Good relations 
 

Rationale: Why is this Equality 
Outcome important 

In order to prevent and reduce hate crime incidents, young people and children need to have an understanding 
 and awareness of Hate Crime and how it impacts on the community.  
 
Hate Crime does not restrict itself to administrative boundaries and the Scottish Government, Equality and 
 Human Rights Commission and SOLACE advice that Hate Crime is a national equality issue that is best 
 tackled on a Partnership basis. 
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Equality outcome 
Long-term 
(5-10 years) 

LEO 3 Hate crime in South Ayrshire is reduced and vulnerable individuals and  
communities feel safe and more secure. 

 

Equality Outcomes 
Medium Term  
(3–4 years) 

Enhanced confidence and trust of those reporting diversity crime and incidents, and improved  
service to support victims. 

Equality Outcomes  

Short term  

(1-2 years) 

EO4: Improved knowledge and understanding of diversity crime and incidents in our 
communities. 

 

National partners contributions to outcomes Local Partners contributions to outcomes 

Show Racism the Red Card Campaign,  
Stonewall  
Respect Me - Anti bullying organisation 
Holocaust Memorial Trust 
 

Police Services – Campus Police 
Ayr United Football Club - Show Racism 
 the Red Card  
 

Outputs  Exhibition and artwork on the Holocaust and  

genocide undertaken across South Ayrshire Schools 
and presented at local civic venues to share with our 
community. 

 Staff trained in art to enable similar exhibitions 

 to be held within schools 

 . 

Activities  Work with Primary 7 and S1 and S2 on awareness 
raising of racism and sectarianism to improve 
behaviours that help prevent and reduce hate 

 crime incidents. 

 The Stonewall Fit Resource will continue to be 

 used in all secondary schools. 

 Work with Stonewall to provide staff skills training 

 as required by schools on an individual basis. 

 

 . 
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 Work with Stonewall to develop the Stonewall  

School Champions Programme where requested by 
an individual school. 

  Work with schools to raise awareness of the 
Holocaust and genocide 

 Council Services Contribution to Outcomes (Additional to above) 

Outputs 

 

 

 Method of recording of diversity/hate crime incidents across the Race/Disability, Gender reassignment, 

 Religion and belief and Sexual Orientation are recorded consistently across all schools 

 Data set of diversity/hate crime incidents within South Ayrshire schools 

 Summary Information on how Hate Crime is being tackled within South Ayrshire is published as part of the 
Council‟s Equality and Diversity Strategy. 

 

Activities 

 

 

 Continue to gather information on bullying in schools within GLOW which is the online resource for schools 

 Review information gathering process to ensure diversity/hate crime incidents across the Race/Disability, 
Gender reassignment, Religion and belief and Sexual Orientation are recorded consistently across all schools 

 Agree Schools Diversity Incident Reporting Arrangements 

 Develop training for all staff who provide pupil support within schools 

 Develop and deliver training for staff in schools on diversity Incident reporting arrangements 
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Progress Report 

Indicators 
 

Baseline and Year Progress & Date  

From Analysis of Data Set    

Total number of hate crime incidents in both Primary and 
Secondary schools 
 

   

Number of Staff trained in Equality and Diversity specific Hate 
Crime topics such as Show Racism the Red Card, LGBT 
Awareness, and Respect Me Anti Bullying Awareness 
 

   

Number of pupils attending awareness raising sessions 
 

   

Increase confidence that hate crime incidents will not be 
 tolerated, 

Pupil Surveys across Secondary 

 and Primary School 

  

Increased confidence in pupils to report hate crime incidents Pupil Surveys across Secondary 

 and Primary School 

  

Summary of Achievement 

What we have learnt 
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6.    EQUALITY OUTCOMES MONITORING AND REPORTING ARRANGEMENTS 
 

6.1 The Council has a number of formal and informal mechanisms for monitoring and reporting 
its progress on equality and diversity issues.  
 

6.2 As part of its formal corporate and directorate service planning arrangements the Council‟s 
Leadership Panel receives performance reports that identifies progress against the 
Council‟s aims and objectives. This is supported by annual reporting of its suite of key 
performance indicators in line with its public performance reporting arrangements. In the 
past, these reports have been supplemented by annual reports on the three equality 
schemes relating to race, gender and disability. Scrutiny of this set of reports is carried out 
by Elected Members sitting on the Corporate and Community Planning Standing Scrutiny 
Panel with any recommendations being returned to the Leadership Panel for consideration. 
In the future the requirement to report on the individual equality schemes has been 
superseded by the introduction of a biannual report on our progress against the outcomes 
identified earlier in this document together with a report setting out how equalities 
continues to be mainstreamed into the day to day activity and thinking of the Council and 
as an Education Authority.  
 

6.3 Although Elected Members formally scrutinise the Council‟s performance in relation to 
equality and diversity, these matters will also be monitored by the Equality and Diversity 
Forum who, as identified above, meet on four occasions throughout the year. It is intended 
that views and comments generated at these Forum meetings will be included as part of 
the reports considered by Elected Members, thereby contributing to our mainstreaming of 
equality issues. 
 

6.4 Equality and diversity information is published on the Council‟s internal and external 
websites which we strive to ensure comply with the standards set out by the World Wide 
Web Consortium (W3C) for AA and AAA accessibility. Balanced reporting was identified by 
the Equality and Diversity Forum as an important issue. As part of the Council‟s 
commitment to transparency and continuous improvement lessons learned and good 
practice examples will continue to be shared with our stakeholders, partners and 
employees within face to face meetings and within the Council‟s Equality and Diversity web 
pages.  
 

6.5 The Council‟s Social Service Portfolio Carrier and the representatives from each of the 
political grouping leading on equalities will continue to receive regular informal equalities 
briefings and updates.  
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 7.  MAINSTREAMING EQUALITY AS AN EDUCATION AUTHORITY 
 
7.1 The progress within education services is detailed within the Care, Learning and Well 

Being Directorate Annual Report and demonstrates how equality is mainstreamed in 
everything we do as an education authority.  The following information highlights in 
summary some of the work with an equality and diversity dimension. Detail and evidence 
on mainstreaming equality within education services and the Annual Report is published 
on the Council‟s website via the following link: 

 
https://ww20.south-ayrshire.gov.uk/ext/committee/CommitteePapers2013/Leadership%20Panel/22011321a.pdf 

 
 Service Delivery 
 
7.2 Getting It Right for Every Child (GIRFEC), has continued to progress in South Ayrshire. 

There is now a Named Person in Education and Health for every child and GIRFEC locality 
forums cover the whole of South Ayrshire. In addition, during 2012 we introduced the 
Single Child‟s Assessment and Plan with Education, Health, Social Services and Voluntary 
Agencies now completing the one plan for all children and young people using the National 
GIRFEC Practice Model. 
 

7.3 The Additional Support Needs Service has continued to improve specialist support 
services for pupils with additional support needs e.g. an external review was 
commissioned by the Council to identify areas where the service could be improved and 
these will be taken forward in 2012/13. Improved service included: 
 

 Increased numbers of children and young people with social, emotional and 
behavioural needs received support from teaching and non-teaching staff, who have 
had behaviour de-escalation and management training. 

 The Intensive Support Team continued to offer a consultation service to school staff 
requiring support with strategies to promote positive behaviour. 

 Some young people attended summer clubs led by the Home Link Team to help 
them maintain their educational progress throughout the school summer holidays. 

 Continuation of an ongoing programme of resourcing and training in ICT support for 
pupils with dyslexia (together with the developing Dyslexia Friendly Schools 
programme.  This ensured that increasing numbers of pupils with dyslexia and other 
literacy difficulties received improved support in all areas of the curriculum. 

7.4 Education Services also provide specific diversity support and comply with all Council 
equality policies and procedures e.g. for pupils with English as a second language we have 
teachers that provide support on a one to one and group basis. We also have information 
leaflets translated into Polish as one of our main ethnic minority communities in South 
Ayrshire. Further support on equality and diversity is provided by the Inclusion Strategy 
Group (a joint Council and health services group) which allocates resources to meet the 
needs of pupils with additional support needs – e.g. ICT equipment, personal aids and 
adaptations within schools. 
 
Gathering Information 
 

7.5 The Council as an education authority routinely gathers a wide range of information for 
reporting progress to regulatory and inspection bodies and to deliver service improvements 
and examples of how we gather and use information are detailed below. 

 

 

https://ww20.south-ayrshire.gov.uk/ext/committee/CommitteePapers2013/Leadership%20Panel/22011321a.pdf
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Attainment 
 

7.6 Education Services gather information on the attainment of children and young people 
including Looked after Children and all those who are at risk of losing out. In monitoring 
attainment within schools, consideration is given to the impact of poverty by using national 
data and indicators such as the Scottish Indicators of Multiple Deprivation (SMID) to allow 
more meaningful assessment of progress. 
 

7.7 Literacy and Numeracy are key to making a difference in peoples‟ lives and have therefore 
been the focus of the Education Service over recent years and there has been continuous 
progress in attainment as a result.  Each school has an identified Literacy and Numeracy 
Champion who works to drive up attainment.  
 

7.8 For the last 4 years the October schools‟ in-service day have run a Curriculum for 
Excellence Festival for staff as part of Continuing Professional Development.  Last years 
focus was “Literacy, Numeracy and Health and Wellbeing” and this was aimed at 
improving practice. 
 
Gender Segregation 
 

7.9 The SQA Scottish Qualification Authority provides information on the gender split in 
educational attainment and the Council then challenges schools where there are 
disparities, and asks the schools to focus on addressing any issues within the next year. 

 
7.10 Additional Education Services action includes encouraging non-traditional role choices 

within work placements and working with industry to address the lack of engineering in the 
wider community. To address the gender imbalance in science and technologies, work has 
just started with a Science Engineering Technology and Maths (STEM) initiative. The 
objectives of the STEM initiative include raising aspirations and encouraging children to 
aim high, and increase employability across South Ayrshire. This year each school will 
contribute to this initiative by identifying a STEM Champion, who will lead individual school 
projects. 

 
 Inclusiveness 
 

7.11 Schools this year had an “Opportunities for All” visit by the Quality Improvement Team and 
attached as Appendix 6 is a sample copy of the reports prepared from these visits where 
the focus was on how the needs of pupils are being met, but shows the significant 
progress in both attainment and mainstreaming equality in Education progress. The report 
shows a school which serves a socially mixed catchment area where 18% of pupils are in 
the poorest twenty percent of Scottish data zones has achieved significant improvements 
in attainment, very good progress across broad general education and equality work 
includes progress towards achieving accreditation as a Rights Respecting School and a 
Dyslexia Friendly School. 

 
 Incident Monitoring 
 

7.12 Schools have gathered information on race incidents and submitted these to the Quality 
Improvement Team for a number of years and work is currently underway with Head 
Teachers to revise the monitoring forms and procedures to include the other hate crime 
categories. 

 
  
 



18 
 

Councils Health Equality Theme  
 

7.13 Schools gather information on how they are meeting the requirement for all pupils to have 
2 hours of Physical Education which is recorded and reported through the Scottish 
Government‟s Healthy Living Survey. 

 
 Consultation and Engagement 
 

Parents and Carers 
 

7.14 All schools are required to consult and provide information to the Parent Body and Parent 
Council through workshops leaflets information evenings to ensure that the Curriculum for 
Excellence (CfE) is understood including how it supports pupils across all relevant 
protected characteristics. 

 
7.15 Our approaches within Early Years Education to communication and consultation have 

improved through updated information for parents on the website and participation of 
children in the „Right Wee Blether‟ initiative organised by the Children‟s Commissioner 
where South Ayrshire Council had the highest response of all authorities across Scotland.  

 
Pupils 
 

7.16 Pupil Surveys are carried out in March each year in all primary and secondary schools 
from which reports are produced. The pupil surveys have specific questions on equalities 
e.g. do you feel safe in school? Do you have access to a range of services and support 
within the school. Appendix 6 shows the results for an individual school 

 
7.17 In 2011/12 the fourth annual survey of pupils response rate was 3,467 pupils in primary 

schools (81% of P4-P7 pupils) and 2,624 pupils (39%) in secondary schools. The survey 
showed that: 
 

 more than 90% of pupils in primary and secondary schools agreed that they were 
becoming more successful learners and more responsible citizens 

 almost all pupils in primary schools and the majority (50-74%) of pupils in secondary 
schools agreed that they were encouraged to make a contribution to the school and 
wider community. 

 

Partnerships 
 

7.18 The number of youth groups and clubs has increased by 9%  with young people continuing 
to influence provision. The South Ayrshire Youth Forum (SAYF) is the focus of young 
people‟s engagement within community planning and the Forum‟s work has been 
recognised by Education Scotland as innovative and highly effective: 
 

 Young people are represented on the Community Planning Partnership Board, the 
Licensing Forum (as mentioned above) and the Ayr College Equality Forum; 

 The Scottish Youth Parliament members meet with the Leader of the Council on a 
regular basis; 

 The Youth Consultative Conference each year which gives young people an 
opportunity to influence Council initiatives such as the big budget challenge, 
sustainability and volunteering. 
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Quality Improvement Team 
 

7.19 The Quality Improvement Officer with responsibility for Equality and Diversity attends the 
annual conference on Respect Me and they are also the Equality Champion for the Care, 
Learning and Wellbeing Directorate. They attend and contribute to the Equality Champion 
meetings and other initiatives to promote equalities more widely e.g. staff are currently 
providing support to an individual undertaking an MSc in Equality and Human Rights. 

 
Equality Impact Assessment 
 

7.20 Education Services comply with the Council‟s Equality Impact Assessment Process and 
includes equalities considerations in all Panel Reports e.g. 22nd November 2011 - 
Reconfiguring Early Years Services to Improve Early Intervention Support to Children & 
Families. 

 
Education managers have been trained in the use of the impact assessment process and it 
has been rolled out across the department. Full details of the Impact Assessment process 
can be found on the South Ayrshire Council website. 

 
 

 Staff Training and Awareness Raising 
 
7.21 All Head teachers have been trained in Equalities for onward dissemination to schools 

teaching staff. In addition, Head teachers are required to deliver annual Child Protection 
and GIRFEC training to all teaching staff, to ensure that staff are fully aware of their role 
and responsibilities. 

  
7.22 There is a programme of more detailed service specific training on GIRFEC and Child 

Protection that individual staff can participate in depending on their own particular role. 
 
7.23 As part of the Curriculum for Excellence Festival mentioned above, the Children‟s 

Commissioner provided a keynote address for staff on his role and responsibilities and 
included information and guidance on the importance of pupil voice. 

 
7.24 Within the Council‟s intranet there are a number of resources available to staff in Education 

Services to support gaining the skills and knowledge required for practice standards and 
professional development, including raising awareness of equality issues:  
 

 Reports – CPD Annual Report 2011-12 

 Training Information and Courses – Child Protection Awareness E-Learning Course 

 General Information – Choose Life Guide, Autism Training Course Leaflet 

 
These resources are also available to be accessed by all staff.  

 
7.25 There is also a Practitioners‟ Forum for practitioners‟ that enables staff to keep updated on 

all Education activities as well as providing a facility for discussing new ideas and ways to 
improve a particular service or equality issues such as supporting progress towards LGBT 
Youth Chartermark. 
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Partnership Working  
 

7.26 Our main voluntary organisation partners in our equality and diversity working include: 

 Show Racism the Red Card  

 Stonewall 

 Inclusion Strategy Group  

 LGBT Youth 
 

 Reporting Progress to Council and our Communities  
 

7.27 Every school provides a standards and quality report at the end of the year, the purpose of 
which is to show the progress that has been made over the previous year  

 

7.28 Each individual school sends out regular newsletters to parents carers and the local 
community either monthly or by term. 

 

7.29 Developments in Curriculum for Excellence have been communicated by all schools with 
their parent body through curriculum information evenings, newsletters, focus groups, 
Parent Council meetings and information leaflets.  

 

7.30 The annual Parent Conference in 2012 focused on developing resilience and self 
confidence in children and young people and bringing parents up to date with the new 
qualifications. 

 

7.31 The main repository of ongoing progress within individual schools is within the online 
platform - Glow e.g. all Schools have behaviour policies in place to ensure that pupil 
behaviour is monitored and that rewards and sanctions are in place and copies of these 
policies can be found on Glow.  

 

 Examples of Good Equalities Practice in Primary and Secondary Schools 
 

Holocaust Memorial Day  
 

7.33 Each year Holocaust Memorial Day (27 January) events are held by the Council in 
remembrance of the victims of the people who lives were changed by the Holocaust, Nazi 
persecution and subsequent genocides in Cambodia, Rwanda, Bosnia and the ongoing 
atrocities in the world today e.g. in Darfur. 
 

7.34 Within Education Services this year under the theme of „Communities Together Build a 
Bridge‟ professional artists worked with pupils from 20 schools across South Ayrshire to 
produce art exhibitions at the County Buildings and at the old jail cells in Ayr Town Hall, 
which were open to the public (from 29th January to 7 February 2013) as part of a wider 
event which included a talk by Alastair Hunter, Honorary Research Fellow in Hebrew and 
Old Testament Studies, University of Glasgow on the lessons from the Kindertransport 
movement. 

 

7.35 This work supports the duty to foster good relations by teaching our communities about the 
vital importance of continuing to bridge cultural divides. 
 

7.36 For Primary and Secondary teachers a course on the holocaust was provided by Professor 
Henry Maitles & Paula Cowan of the University of the West of Scotland  
The aims and outcomes of the course were: 

 To explore a range of key issues, themes and questions  

 To investigate developments in learning theory and  Holocaust research in the 
classroom  
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 To develop subject knowledge including implications of research findings for 
teachers.  

 
Hate Crime – Race Equality  
 

7.37 24 primary and secondary schools have had “Show Racism the Red Card” workshops 
delivered within their school.  3 schools attended an event at Ayr United football club with a 
focus on stamping out racism and evaluation evidence of Show Racism the Red Card” is 
available. 

 
Right Respecting Schools  
 

7.38 Approximately half of all schools are in the process of adopting Right Respecting Schools 
standards which is an equalities approach to practice in schools.  

 

Activities in Primary Schools 
 

7.39 Circle time in primary schools is used to promote respect and good behaviours in a safe 
environment. From this setting, individual primary schools developed Inclusion Squads to 
provide peer support on equality and diversity issues. Similarly some schools have 
“Bullying Boxes” as a confidential way of communicating concerns. 

 

7.40 Pupils are included in the planning process of both New Build schools and existing school 
buildings to improve accessibility and ensure Inclusive Design e.g. Syminton Primary 
School pupils met with the architect, planning officers and the Inclusion Strategy Group to 
discuss accessibility alterations required for a fellow pupil.  
 
Activities in Secondary Schools 
 

 Protected Characteristic Specific Initiatives - Sexual Orientation 
7.41 Significant work has been ongoing in partnership with Stonewall over a number of years. 

All secondary schools have been delivering the Stonewall FIT training resource to selected 
year groups since May 2010. One school has signed up to be a Stonewall‟s School 
Champion  and another school uses FIT across all year groups and has been recognised 
by Education Scotland as being highly effective. As a result this school was asked to 
deliver workshops at the Scottish Learning Festival at the SECC, Glasgow in September 
2011.  
 

7.42 Lance Corporal James Wharton has delivered equality and diversity training on behalf of 
Stonewall to both denominational and non denominational schools. This training included: 
 

 how important it is to have a diverse team 

 tolerance and respect for others.  

 
7.43 The winner of the Council sponsored South Ayrshire LGBT Youth Award has contributed to 

the production of a peer educational DVD about LGBT Issues and the impact of 
stereotyping (which will be delivered within school workshops) and is now the winner of for 
the Young Scot Award for Culture and Diversity.   

 

Quite Ignorant! http://www.youtube.com/watch?v=U6MAL0fnUBE 
The Effects! http://www.youtube.com/watch?v=EaGVzIrv1R0 
A New Hope. http://www.youtube.com/watch?v=edLsENzY0Ns&feature=youtu.be   

https://mail.south-ayrshire.gov.uk/OWA/redir.aspx?C=5dde373e92664141a9b457d61ebf09e0&URL=http%3a%2f%2fwww.youtube.com%2fwatch%3fv%3dU6MAL0fnUBE
https://mail.south-ayrshire.gov.uk/OWA/redir.aspx?C=5dde373e92664141a9b457d61ebf09e0&URL=http%3a%2f%2fwww.facebook.com%2fl.php%3fu%3dhttp%3a%2f%2fwww.youtube.com%2fwatch%3fv%253DEaGVzIrv1R0%26h%3dgAQEqwBBa%26s%3d1
https://mail.south-ayrshire.gov.uk/OWA/redir.aspx?C=5dde373e92664141a9b457d61ebf09e0&URL=http%3a%2f%2fwww.youtube.com%2fwatch%3fv%3dedLsENzY0Ns%26feature%3dyoutu.be
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8. MAINSTREAMING – SOUTH AYRSHIRE COUNCIL AS AN EMPLOYER 
 

8.1 South Ayrshire Council is committed to providing a working environment which values 
diversity. We want to foster a workplace culture which is free from unlawful 
discrimination, harassment, victimisation or bullying and where all employees and the 
wider community they serve are treated with dignity and respect.  
 

8.2 As an employer, the Council has made progress in fostering an inclusive working 
environment and mainstreaming equality by: 

 Introducing a range of policies and practices (including Flexible Working, Equality at 
Work and Supporting Mental Wellbeing in the Workplace), which promote equality 
at work, foster a positive working environment and eliminate unlawful discrimination, 
harassment and victimisation. All policies which impact on employees have been 
developed in consultation with Trades Unions. 

 Mainstreaming equality into corporate training and development, including into all 
Management Essentials and Employee Essentials courses. 

 Developing and delivering role specific training on equalities for roles such as Head 
Teachers, school and nursery staff and customer services advisors. 

 Introducing Mentally Healthy Workplace training which has been accredited by the 
NHS to raise managers‟ and employees‟ awareness of mental health issues at 
work. 

 Setting up an Equality Champions Network to promote equality across all Council 
services. Equality Champions are drawn from a wide range of services and act as a 
key point of contact for employees who wish to raise issues relating to equality at 
work. These Champions meet quarterly and are undergoing a training programme 
to familiarise themselves with key issues affecting protected groups.  

 Providing employees who have a particular characteristic, such as disability, with an 
Employee Equality Forum. This Forum meets quarterly and enables employees who 
are personally affected by particular characteristics or who have an interest in 
particular characteristics, to discuss and raise workplace related issues. 

 Including Equality as a core competency in our Performance and Development 
Review system. 

 Including questions on fairness at work related to protected characteristics in our 
2012 Employee Opinion Survey. 

 Providing work experience and a range of Modern Apprenticeships for young 
people. 

 

9. MAINSTREAMING - PUBLICATION ARRANGEMENTS  

9.1 The information provided as part of this strategy will be published on the council‟s 
website following approval by the council.  Subsequent mainstreaming reports will 
continue to be presented to council and published after approval as part of the council‟s 
performance reporting procedures, but as a minimum not later than 30 April 2015 and at 
intervals of not more than two years. 
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10. WORKFORCE MONITORING - AS AN EDUCATION AUTHORITY 

 
10.1 South Ayrshire Council Education Authority is committed to providing a working 

environment which values diversity. We want to foster a workplace culture which is free 
from unlawful discrimination, harassment, victimisation or bullying and where all 
employees and the wider community they serve are treated with dignity and respect. 

 
10.2 The following workforce monitoring information is based on employees on both teaching 

and non-teaching terms and conditions within the Education Authority. Roles on 
teaching terms and conditions include Head Teachers, Depute Head Teachers, 
Principal Teachers, Teachers, Educational Psychologists and Quality Improvement 
Officers. Roles on non teaching terms and conditions include Nursery Teachers, School 
Assistants, School Technicians, School Librarians and Support Assistants. Due to the 
structure of the Council, roles such as Janitors, Catering Assistants, School Crossing 
Patrollers and administration and clerical staff have not been included in this report.  

 
10.3 We intend to publish workforce monitoring information annually in December, both as 

an Education Authority and as a Local Authority employer. The information in this 
section is based on data for December 2012. We will publish our next monitoring 
reports in December 2013. Prior to publishing our next Education Authority Monitoring 
Report we will review the roles which we include. 
 

10.4 We will use our Education Authority workforce monitoring data to: 
 

 Identify areas of occupational segregation by gender and consider measures to 
address these. 

 Identify any disparities in the profile of our workforce by protected characteristic. 

 Identify our gender pay gap. 

 Develop equality outcomes to overcome disadvantage and further the equality 
duty.  

 Compare our data with any available national statistics. 

 Identify gaps in workforce data and take steps to address these. 
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Legal Framework 
 

10.5 By embracing the diversity of our employees and maximising their individual potential, we 
can foster innovation, deliver high quality services and create a positive workplace culture. 
As a public body, South Ayrshire Council also has legal obligations under the Public Sector 
Equality Duty to: 
 

 Eliminate unlawful discrimination, harassment and victimisation and other conduct 
prohibited by the Equality Act 2010. 

 Advance equality of opportunity between those who share a protected characteristic 
and those who do not. 

 Foster good relations between those who share a protected characteristic and those 
who do not. 

 
10.6 The Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012 came into force in 

May 2012. These duties require us to gather and publish information annually on the 
composition of our workforce and on the recruitment, development and retention of our 
employees with respect to their protected characteristics. 
A breakdown of information by protected characteristic can be found at Appendix 9. Where 
our reporting mechanisms are unable to provide information, we will highlight the gaps and 
take steps to gather the data for our next annual monitoring report.  
 
 
Reporting Categories 
 

10.7 Reporting categories on recruitment and selection are drawn from the National 
Recruitment Portal. Categories have been agreed nationally across all local authorities. 
 

10.8 Data for our Education Authority workforce has been drawn from our Oracle HR reporting 
tool. Reporting categories for our workforce are age, gender, race and disability. We do not 
currently hold information on employees by the protected characteristics of religion, sexual 
orientation or transgender status, other than information from the recruitment portal. We 
are considering steps to overcome these gaps for future monitoring reports and to enable 
us to identify any disadvantage. 
 
 

10.9 Scope of Monitoring Report 

 Key findings from monitoring  

 Our gender pay gap 

 Equality Outcomes 

 Our workforce profile 
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Key Findings 
 
 
Gender Profile of Education Authority Workforce 
 

10.10 South Ayrshire Council‟s Education Authority workforce is predominantly female, with 84 
per cent of employees being female and 16 per cent male. This is higher than the overall 
Council profile, where women make up 72 per cent of the workforce and is due mainly to 
the high percentage of women in teaching, school assistant and nursery roles. The 
percentage of successful applicants to the Education Authority is 81.8 per cent female and 
18.2 per cent male. 
77 per cent of employees who work full time are women and 23 per cent are men. 99 per 
cent of part time workers are female and 1 percent of part time workers is male.  
 
 
Gender and Occupational Segregation 
 

10.11 Occupational segregation is understood as the concentration of men and women: 
 

 in different kinds of jobs ( horizontal segregation) or  

 in different pay grades ( vertical segregation) 
Occupational segregation is one of the barriers which prevents women and men from 
fulfilling their potential in the labour market, and consequently contributes to the pay gap.  
 

10.12 Within South Ayrshire Council Education Authority, women are concentrated in roles such 
as teaching, nursery nurses and classroom assistants. There are no roles where there is a 
significant proportion of men, other than roles where there are few employees, such as 
Principal Educational Psychologists.  A full breakdown of designation by gender is 
provided within appendix 9 as well as information on pay grade and gender. 
 

10.13 As occupational segregation is prevalent in a range of roles in the Education Authority, we 
have identified increasing the representation of men and women in roles where gender 
segregation is evident as an equality outcome. 
 
 
Gender and Pay - Our Gender Pay Gap 
 

10.14 The pay gap for employees on Teachers‟ Terms and Conditions is 4.6%, with the average 
male employee earning £35 132 and the average female earning £33 523. 
The pay gap for all Education Authority employees (including all employees on Teachers‟ 
Terms and Conditions plus others employed in schools such as school assistants and 
nursery nurses.) is 13.78%.  This reflects the high volume of females in relatively low paid 
roles such as school assistants and nursery nurses. 
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      Female       Male   

 
FTE  Total Salaries 

Average 
Salary FTE 

Total 
Salaries 

Average 
Salary 

Education Authority 
Employees  1202.11 35151911 29242 285.14 9670259 33914 

All other Council 
employees 1681.49 36908842 21950 1142 26478284 23186 

Council Total 
 2883.6 72060753 24990 1427.14 36148543 25329 

 
The overall South Ayrshire Council gender pay gap is 1.34% with the average male 
earning £25 329 and the average female earning £24 990. 
 
 
Equal Pay Statement 
 

10.15 Our equal pay statement mirrors South Ayrshire Council‟s Equal Pay Policy Statement and 
can be found below at section 11. 
 
 
Disability 
 

10.16 Only one per cent of Education Authority employees have identified themselves as 
disabled. Six per cent have not disclosed and the remaining 93 per cent have not stated 
any disability.  This reflects the overall South Ayrshire Council employee profile.  
This may be a result of employees not wishing to disclose a disability or not considering 
themselves to be disabled.  
 

10.17 As part of South Ayrshire Council, the Education Authority adopts the double tick standard 
whereby all applicants who are disabled and who meet the essential criteria for a role are 
automatically sifted through to interview stage. In 2012, 3.1 per cent of applicants to the 
Education Authority stated that they had a disability and 1.6 per cent of successful 
appointments were of candidates who stated that they had a disability. 
 
 
Race 
 

10.18 The racial profile of the Education Authority is predominantly white and Scottish at 72 per 
cent. 11 per cent are white British, 11 per cent have not disclosed,  3 per cent are white 
other  and 2 per cent are white English. These groups also make up the vast majority of 
applicants for employment. 
 
 
Age 
 

10.19 33 per cent of Education Authority employees are aged 45 to 54.  

22 per cent are aged 35 to 44 and 22 per cent are aged 25 to 34.  

15 per cent of employees are aged 55 to 59. 4 per cent of employees are in the 18 to 24 
age range and 4 per cent are over 60. There are no employees under 18. Applications for 
employment from those born from 1995 onwards, was very low in 2012 at 0.1 per cent. 
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10.20 As a very low percentage of our workforce as an Education Authority is under 24, we have 
identified maximising opportunities for young people to enter the workforce as an equality 
outcome. 
 
 
Gender Reassignment 
 

10.21 We do not hold data on our current workforce by gender reassignment. We do however 
ask candidates about this protected characteristic through equality monitoring on the 
national recruitment portal. Of those who completed the monitoring form, 0.3 per cent of 
applicants said they were transgender and 0 per cent were appointed. 
 
 
Marriage and Civil Partnership 
 

10.22 Our overall workforce monitoring has identified that 50.2 per cent of our workforce is 
married with 0.1 per cent in a civil partnership. We are undertaking work to identify this 
information for Education Authority employees which we will publish in December 2013. 
Data on applications for employment by marital status is available and can be found at 
appendix 9. 
 
 
Pregnancy & Maternity 
 

10.23 As a Council, 93 per cent of women on maternity leave returned in 2012.We are taking 
steps to publish information on the return to work of women after maternity leave as an 
Education Authority. We are reviewing our exit interview procedures to establish why some 
women choose not to return after maternity leave. 
 
 
Religion or Belief 
 

10.24 We do not currently hold data on the religion or belief of our workforce, other than the data 
gathered from the Recruitment Portal. The majority of applicants to the authority who 
completed the equal opportunities monitoring form stated that they were Church of 
Scotland (39.4%), no religion (28.6%) and Roman Catholic (11.5%).  
 
 
Sexual Orientation 
 

10.25 We do not currently hold data on the sexual orientation of our workforce other than data 
gathered from the recruitment portal. The majority of applicants who completed the equal 
opportunities monitoring form in 2012 identified themselves as straight (95.4%). 0.3 per 
cent  stated they were gay and  0.3 per cent stated they were lesbian. No applicant stated 
that they were bisexual. 
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Gaps in Information 
 

10.26  We are taking steps to enable us to report on training activity against each protected 
characteristic for Education Authority employees.  
 
Only one grievance was recorded for the Education Authority in 2012. Respect At Work 
claims (for bullying and harassment) have not been recorded centrally. The Respect At 
Work process will be replaced by a more comprehensive grievance procedure in 2013 and 
we are taking steps to identify how best to record these against protected characteristics. 
 
We are also taking steps to identify the disability and race pay gap. 
 
We currently do not hold corporate information on the return to work of disabled employees 
following sick leave related to a disability. This will be addressed by reviewing our absence 
documentation. 
 
For future monitoring reports we will also address gaps in exit interview information held 
centrally and review the exit interview process. We will extend our workforce monitoring to 
identify any disadvantage to particular groups as part of our equality outcome that 
employees work in a fair and inclusive environment. 
 
Employment Equality Outcomes 
 

10.27 Our equality outcomes as an Education Authority employer mirror our corporate outcomes, 
namely: 
 

1. Employees work in a fair and inclusive environment. 

2. To maximise opportunities for young people to enter the workforce. 

3. To increase the representation of men and women in roles where gender 
segregation is evident 
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11. EQUAL PAY POLICY STATEMENT FOR THE COUNCIL, EDUCATION 

AUTHORITY AND LICENSING BOARD 

11.1 South Ayrshire Council is committed to the principle of equal pay and grading for all our 
employees and aim to eliminate any gender bias and any other form of discrimination in 
our pay and grading systems. 
The Council recognises that women and men in the workforce should receive equal pay for 
work of equal value and that this principle is enshrined in both UK and European law.  
 

11.2 This Equal Pay Statement sets out our approach to ensuring equality of pay.  In 
accordance with the national single status agreement, South Ayrshire Council evaluated all 
relevant jobs using the jointly recommended objective, analytical job evaluation scheme 
and the relative values were applied through the Council‟s pay and grading model to Local 
Government Employees and Craft Workers in 2009.  
 

11.3 This Equal Pay Policy Statement is based on the key principles of equity, equality, 
inclusion, engagement, partnership, transparency and shared responsibility. 
 

 Aims 
11.4 We are committed to ensuring equal pay structures for all our employees and will 

continue to: 

 Conduct regular equal pay audits to monitor the impact of our pay and grading 
structure and eliminate any unfair, unjust or unlawful practices that impact on pay 
and grading 

 Provide training and guidance for those involved in determining pay 

 Inform employees of how their pay is determined 

 Respond to job re-evaluation requests in line with our policy on Job Re-evaluation 
and in accordance with the Statutory Code on Equal Pay 

 Consult with the recognised trade unions, as appropriate 

 Publish progress reports on the implementation of this Equal Pay Policy Statement 
in compliance with the Equality Act 2010. 

 Publish our gender pay gap annually. This is determined by calculating women‟s 
overall average pay and grading as a percentage of men‟s. 

 Monitor the concentration of women in particular roles(occupational segregation 
usually characterised by lower levels of pay and grading than in those numerically 
dominated by men) 

 
 Legislation 
11.5 This Equal Pay Statement was produced in accordance with the Equality Act 2010 and the 

statutory code on Equal pay. This Equal Pay Policy Statement contains principles that are 
underpinned by council policies, guidance, Codes of Practice, the council's equality policy 
and national schemes such as those from the Scottish Negotiating Committee for 
Teachers (SNCT). 
 

 Equality Policy 
11.6 The Council‟s Equality at Work Policy is provided as Appendix 6. 
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APPENDICES 

 

1.   Outcome Delivery Plans 

2.   Employee Related Equality Outcomes 

3.   Example of School Opportunities for All Report 

4.   Example of Pupil Survey Report 

5.   Workforce Profile Data – as an Education Authority 

6.   Equality at Work Policy 

7.   Equality and Diversity Strategy Equality Impact Assessment 

 



 
 
 
 

 

  

 
 

 

 

 

 

 

              Outcomes 
 

Short Term                 Medium Term             Long term  
   1 – 2 years    3 – 4 years    5 – 10 years 
            
            
  

 

  Improve 
involvement 
and 
consultation 
on the 
development 
and 
provision of 
services. 

Eliminated Discrimination & 
Harassment  
Advance Equality of 
Opportunity 
Foster Good Relation 

Monitoring Resources: 
 
 

Outputs 
  
Activities               Reach                      

Inputs 
Contributors 

All PCs 
Improved 
opportunities for 
people to 
participate in 

shaping services 

Ongoing 
consultation with 
users of services, 
their families 
and/or carers 
and/or 
representatives 

Implementation 
and refinement 
of Consultation 

and 
Engagement 

Strategy 

Working together 
to share best 
practice  
e.g.  VOICE 

Council 
 
Stakeholder 
Groups e.g. 
E&D Forum 
and Tenants 
& Residents 
Forum 
 
Voluntary 
Organisation
s 
 
Care 
Providers 
NHS 
Ayrshire and 
Arran 
 
East 
Ayrshire 
Council 
 
North 
Ayrshire 
Council 
 
 

Regular surveys 
with service users 
conducted by 
service providers 
and the Council, 



 
 
 

 

 

 
 

 

 

 

 

 

              Outcomes 
 

Short Term                Medium Term             Long term  
     1 – 2 years      3 – 4 years   5 – 10 years 
 

Improved 
opportunities for 
people to access 
services and 
participate in 

community life 

 Improved 
accessibility to 
Council buildings and 

public spaces 

 
Equal and 
easy access to 
all our 
buildings and 
services 

Eliminate Discrimination & 
Harassment 
Foster Good Relations 
Advance Equality of 
Opportunity 

 

Monitoring Resources: 
 

 

Outputs 
  
Activities                   Reach                      

Inputs 
Contributors 

All P Cs 
 but 
particularly: 
 

Disability 
 

Age 
 

and 
 

Race 

 

 
Improve 
inclusion and 
participation of 
all communities 
in Council fora 
and the 
organisations it 
supports. 

Staff trained in 
accessibility 
considerations 
to support 
improvements 
within services’ 
facilities and 
public spaces 

Equalities 
surveys of 
buildings to 
inform Capital 
Programme 

 

Council 
 
Communities 
 
Equality and 
Diversity 
Stakeholder 
Organisations 
 
Clubs and 
voluntary 
organisations 
 
Community 
Councils 
 



 
 
 

 

 

 
 

 

 

 

 

 

          Outcomes 
 

Short Term              Medium Term             Long Term  
1 – 2 years       3 – 4 years    5 – 10 years 

Better targeting of 
resources to meet the 
diversity challenges 
identified by 
improved reporting 

arrangements 

 Enhance confidence 
and trust of those 
reporting diversity 
crime and incidents, 
and improved service 

to support victims 

Hate crime in 
South 

Ayrshire is 
reduced and 
vulnerable 
individuals 

and 
communities 
feel safer and 
more secure 

 

Eliminate Discrimination & 
Harassment 
Advance Equality of Opportunity 
Foster Good Relations 

Monitoring Resources  
Hate crime data sets 
Domestic abuse crime data sets 

Outputs 
  
      Activities                         Reach                      

Inputs 
Contributors 

 

Race 
 
Disability 
 
Gender 
Reassignment 
 
Religion & 
belief 
 
Sexual 
Orientation 
 
 
Others: 
Sectarianism 
(not protected 
characteristic) 

Improved 
knowledge and 
understanding of 
diversity crime 
and incidents in 

our communities 

Establish 
effective 
monitoring and 
reporting 
procedures for 
hate crime 
incidents across 
each of the three 
Ayrshire local 
authority areas 
 

Establish third 
party reporting 
arrangements/ 
sites 

Development 
and sharing of 
good practice to 
see how 
resources can be 
better targeted. 

Raise awareness 
of hate and 
domestic violence 
crimes in the 
community, 
schools and 
Council staff 

 
Community 
 
Ayrshire 
Equality 
Partnership
(AEP) 
 
South 
Ayrshire 
Violence 
Against 
Women & 
Children 
Multi 
Agency 
Partnership 
(SA VAW 
MAP) 
 
 



 
 
 

 

 

 
 

 

 

 

 

 

              Outcomes 
 

 Short Term    Medium Term             Long term 
 1 – 2 years       3 – 4 years    5 – 10 years 
 
            
            
  

Council employees 
work in a fair and 

inclusive environment 

The Council 
is an Equal 
Opportunities 
Employer 

Eliminate Discrimination & 
Harassment 
Advance Equality of Opportunity 
Foster Good Relations 

Monitoring resources 
Workforce Profile. 

 

Outputs 
  
Activities                   Reach                      

Inputs 
Contributors 

 

Staff  - 
 

 All P Cs 

Improved 
awareness of 
equality and 
diversity issues 
throughout the 
Council’s 

employees 

Develop intranet 
equality resource 
to provide advice 
and guidance for 
managers and 
staff. 

Continue to roll 
out equality to all 
employees and 
further develop 
role specific 
equality training  
 

Develop further 
guidance on 
managing and 
supporting 
disabled 
employees. 

Extend workforce 
monitoring across 
P Cs to identify 
any disadvantage 
to particular 
groups 

 

Employee 
Equality 
Forum,  
 
 
Equality 
Champions  
 
 
Trades 
Unions. 
 
 
 

Ensure exit 
interviews are 
conducted for all 
employees and 
logged to capture 
any equality 
issues. 



 
 
 

 

 

 
 

 

 

 

 

South  

              Outcomes 
 

Short Term                 Medium Term             Long term 
1 - 2years                3 - 4 years    5 - 10 years 
            
            
  

 

  Our children 
and young 
people have 
the best 
possible life 
chances 

Eliminate Discrimination & 
Harassment 
Foster Good Relations 
Advance Equality of 
Opportunity 

 

Monitoring Resources: 

 

Outputs 
  
Activities          Reach                      

Inputs 
Contributors 

All P Cs 
 but 
particularly  
 
Age 
 
Disability  
 
and 
 
Race 
 

Educational 
achievement is 
maintained and 
improved for all 
our children and 

young people. 

Implement   
literacy and 
numeracy action 
plans in primary 
schools 

Implement senior 
phase of 
Curriculum for 
Excellence 

 

Further develop 
arrangements to 
involve parents in 
their child’s 
learning 

Assessment of 
all of our pupils’ 
achievements & 
evaluation of how 
our schools are 
meeting their 
needs to secure 
improvement 

 
 
 
 
 

Council 
 
Ayr College 
 
Education 
Scotland 

 

Develop and 
deliver a range of 
programmes to 
support inclusion 
of children and 
young people. 

 

Review pupil 
support 
arrangements 
 



 
 
 
 

 

 

 
 

 

 

 

 

 

              Outcomes 
 

 Short Term  Medium Term               Long term 
    1 – 2 years      3 – 4 years   5 – 10 years 
 
   
            
           
   

 

  Information 
about 
services and 
how we 
communicate 
is improved 

Eliminate Discrimination & 
Harassment  
Advance Equality of 
Opportunity 
Foster Good Relations 

 

Monitoring Resources 

Outputs 
  
Activities          Reach                      

Inputs 
Contributors 

All P Cs  
 

but 
 
particularly: 
 

Disability 
 

Age 
 

and 
 

Race 

 

Increased 
provision of 
accessible and 
inclusive Council 
information and 
communication 

More accessible 
and better 
publicised 
internally and 
externally) 
service 
descriptions and 
contact details 

Improve staff 
awareness of 
Council 
procedures for 
accessing and 
using alternative 
communication 
formats. 

Maintain the 
accessibility 
standard of the 
Council Website 

Improved 
information 
formats used 
throughout the 
Council  

 

 

Equality & 
Diversity 
Stakeholder 
organisations 
 
Community 
Planning 
Partners  
(NHS 
Ayrshire and 
Arran, and 
Police 
Service) 
 
Community 
Networks 
 

Clearer and 
more balanced 
communication 
in reporting 
progress. 



 
 
 
 

 

 

 
 

 

 

 

 

 

              Outcomes 
 

 Short Term    Medium Term             Long term                  
 1 – 2 years      3 – 4 years   5 – 10 years 
 
            
           
   

Improved 
employment practice 

within the Council 

 Improved access to 
employment 
opportunities within 

the Council 

We lead by 
example as 
an employer 
and 
maintain 
best 
practice in 
employment 
practices 

Eliminate Discrimination & 
Harassment 
Advance Equality of 
Opportunity 

Foster Good Relations 

Monitoring resources  

 Equal Pay Statement 

 Gender data analysis of successful candidates for roles 
where occupational segregation is prevalent  

 Analyse the impact of our recruitment procedures for 
“segregated” roles. 

Outputs 
  
Activities                 Reach                      

Inputs 
Contributor

s 
 

Staff  - 
 

All P Cs 

Opportunities for 
young people to 
enter the 
workforce are 

maximised 

Develop further 
guidance on 
managing and 
supporting 
disabled 
employees 

Consult and 
promote the 
Council as an 
employer of 
choice to young 
people. 

 

Employee 
Equality 
Forum, 
 
Equality 
Champions  
 
 
Trades 
Unions. 
 
 
NHS  
 
 
Police 
Service 
 
 

 

Expand our 
work experience 
provision and 
widen range of 
Modern 
Apprenticeships 
offered. 

Increased 
representation of 
men and women 
in roles where 
gender 
segregation is 

evident 

Take positive 
action to 
encourage 
males and 
females into 
non-traditional 
roles. 



 
 
 
 

 

 

 
 

 

 

 

 

 

              Outcomes 
 

   Short Term   Medium Term                  Long term 
1 – 2 years       3 – 4 years        5 – 10 years 
 
            
           
   

Increased awareness 
raising of equality 
and diversity issues 
throughout our 

community. 

 We exhibit 
leadership and 
promote positive 
attitudes for all 
protected 
characteristics 
throughout our 
community 

 

An equalities 
culture is 
embedded in 
the Council. 

Eliminate Discrimination & 
Harassment 
Advance Equality of 
Opportunity 
Foster Good Relations 
 

 

Monitoring resources 
 
Mainstreaming Report 

 

Outputs 
  
Activities                     Reach          

Inputs 
Contributors 

 

All P Cs 
and  
Council 
equality 
themes of  
 
Health and 
Wellbeing, 
 
Deprivation 
 
Human 
Rights 
 
 and  
 

Rurality 

Increased Council 
leadership of 
equality and 
diversity issues in 

our community. 

Elected Member 
and Corporate 
Management 
Team Refresher 
Training on the 
Specific Duties 

Build an equality 
culture e.g. 
Elected Member 
led Community 
Engagement and 
Awareness 
Raising Events 

Develop Equality 
and Diversity 
Resource within 
the Council 
Website. 

Positive equality 
images promoted 
within Council 
publicity materials 

 

Community 
 
Trades 
Unions. 
 
 
Ayrshire 
Equality 
Partnership 
(AEP) 
 
 
 
 

 

Improved scrutiny 
within Council 
decision making 
of Equality Impact 
Assessment of all 
policies and 
procedures 
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APPENDIX 2   EMPLOYEE RELATED EQUALITY OUTCOMES 
 
Developing Our Employment Equality Outcomes 
 
In identifying our equality objectives, we have used the equality data gathered on our 
job applicants, employees and leavers, as well as comparative data for the population 
of South Ayrshire.  In addition, we have reviewed the feedback from our Employee 
Opinion Survey which was conducted in 2012.  
 
Analysis of Workforce Data 
 
Analysis of available workforce data has highlighted a number of issues which we must 
address as an organisation. Firstly, there are data gaps across protected 
characteristics, with limited data on characteristics such as religion and belief, 
transgender, and sexual orientation. There are also areas where categories of data, 
such as age categories, are not aligned, making it difficult to compare recruitment 
statistics with data on the workforce profile.  
 
In order to gain a meaningful and comprehensive overview of our workforce and identify 
any areas of inequality, we must take steps to improve the range of data we collect. The 
data has also highlighted tranches of the organisation where occupational segregation 
by gender is prevalent. While this degree of gender segregation is prevalent across the 
public sector, it is incumbent on us as an organisation to take steps to reduce this. The 
representation of young people in the workforce is also low, particularly in the school 
leavers age bracket. 
 
Feedback from Equality Champions and Employee Equality Forum 
 
Key feedback from Equality Champions and the members of the Employee Equality 
Forum regarding South Ayrshire Council‟s equality outcomes as an employer included 
the need to address areas of occupational segregation by gender within the workforce. 
The Champions also stressed the importance of getting the equalities message out to 
the wider workforce, including providing more guidance for managers on managing 
disabled employees to ensure workplaces are adapted appropriately.  
 
Furthermore, they noted the need to raise awareness of all the protected characteristics 
and issues which may impact on the workplace. The Champions also noted that the 
population of South Ayrshire is becoming more diverse and that work should be done to 
ensure greater diversity of applicants to the Council. 
 
This feedback has been used in developing our outcomes and Diversity Champions 
and members of the Employee Equality Forum will be involved on an ongoing basis in 
helping to deliver these outcomes. 
 
Feedback from Human Resources 
In developing these outcomes, focus groups were held with HR to identify any key 
areas of inequality or issues affecting employees by protected characteristic. Key 
feedback was around areas of occupational segregation by gender within Services.  
 
Feedback from Trades Unions 
Trades Unions were consulted with in the development of our equality outcomes. 
Feedback from Employee Opinion Survey  
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In developing our equality outcomes we also considered feedback from our biennial 
employee opinion survey. This survey was undertaken over a two week period in April 
2012 and had a response rate of 30%. This is an increase from 28% in 2008 and 29%  
in 2010. The aims and objectives of the survey were to seek the views of employees in 
relation to: 
 

 Direction and Leadership 

 Employee role 

 Performance 

 Culture 

 Communication. 

 

In terms of culture, employees were asked to rate the following statements: 

 

 I believe the Council provides a positive workplace environment for employees 

 I believe SAC treats me equally regardless of age 

 I believe SAC treats me equally regardless of disability 

 I believe SAC treats me equally regardless of gender or sexual orientation 

 I believe SAC treats me equally regardless of race 

 I believe SAC treats me equally regardless of religion or belief 

 I feel valued and respected as an employee. 

Analysis of the survey data showed that 60 percent of respondents agreed or strongly 
agreed that the Council has a positive workplace environment. 90 percent agreed or 
strongly agreed that they are treated equally regardless of age. 93% agreed that they 
are treated equally regardless of disability and 93%  agreed that they are treated fairly 
regardless of gender or sexual orientation. 95% agreed they are treated fairly 
regardless of race and 94% agreed they are treated fairly regardless of religion or 
belief. 
The survey demonstrated an increase in employee satisfaction levels with the 
percentage of employees who believe that the Council provides a positive working 
environment rising from 44% to 60%, an increase of 36% from 2010. 
 

However, while the feedback from those who responded to the survey indicates a 
positive culture, there is still a percentage of respondents who feel that they are not 
treated fairly because of a protected characteristic: 
 

 10% of respondents disagreed that they are treated equally regardless of age. 

 7% of respondents disagreed that they are treated fairly regardless of disability. 

 7% of respondents disagreed that they are treated fairly regardless of gender or 
sexual orientation.  

 5% of respondents disagreed that they are treated fairly regardless of race. 

 6% of respondents disagreed that they are treated fairly regardless of religion or 
belief.  

This information has been used to inform our equality outcomes. 
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Equality Outcomes 
 

Equality Outcome 1: Employees work in a fair an inclusive environment  
 
Basis 
There are gaps in our equality data which mean it is difficult to identify areas of 
disadvantage faced by people with certain protected characteristics, for example pay 
gaps across the characteristics. 
 
Focus groups with Equality Champions and our Employee Equality forum highlighted 
the need to raise awareness of equalities across the organisation. 
 
Feedback from our Employee Opinion Survey indicated that  some respondents feel 
that they are not treated fairly because of a protected characteristic. 
 
Analysis of data shows that applicants who state they are disabled are less successful 
at interview than applicants who do not. 
 
Activities  
 

 We will hold employee focus groups to elicit further  information  on fairness at 
work with respect to protected characteristics.  

 We will develop and launch a new Equality site on our  intranet to provide advice 
and guidance to managers and employees on all the protected characteristics, 
as well as on rights and responsibilities at work. 

 We will develop guidance on supporting employees related to specific 
characteristics e.g. guidance on supporting transgender workers. 

 We will develop guidance on supporting employees. 

 We will develop further guidance on managing and supporting disabled 
employees. 

 We will consider any positive action measures which will assist 
underrepresented groups in the recruitment process. In identifying measures we 
will consult with our Employee Equality Forum, Equality Champions and Trades 
Unions. 

 We will continue to roll out training on equality for all employees and to further  
mainstream equality into all courses. 

 We will further develop role specific equality training. 

 We will extend our workforce monitoring across protected characteristics to 
reduce gaps and enable us to identify any disadvantage to particular groups. We 
will also ensure that exit interviews are conducted for all employees and logged 
to capture any equality issues. 

 
Success Measures 
 

 An increase in the percentage of employees saying they receive fair treatment 
irrespective of protected characteristic. 

 All employees having completed equality training delivered in a range of ways ( 
face to face, on-line etc) 

 The increased availability of data across all protected characteristics.
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Equality Outcome 2: To maximise opportunities for young people to enter the 
workforce. 
 
 
Basis 
 
Youth employment is a key national priority, with the small percentage of employees 
recruited directly from school identified as a key issue.1 
 
Analysis of our workforce has identified that only 1% of our employees are under 18 
and a further 6% aged 18 to 24. 
 
The Council, as part of its strategic objectives, is committed to Maximising the Local 
Economy, a key part of which is increasing opportunities for young people to enter the 
workforce. 
 
 
Activities 
 

 We will consult with young people to identify any steps we can take to increase 
their employability. 

 We will promote the Council as an employer of choice for young people. 

 We will seek to widen occupational areas where we can offer Modern 
Apprenticeships. 

 We will expand our work experience provision. 

 We will review our recruitment advertising procedures to consider further use of 
Twitter and social media sites. 

 We will work with and support local employers to enable young people to gain 
apprenticeships in job roles which the Council does not provide. 

 
 
Success Measures 
 

 An increase in young people being employed by South Ayrshire Council 

 An increase in the number of young people taking part in work experience. 

 An increase in the availability of modern apprenticeships. 

 Young people evaluating employability programmes highly. 

 

 

                                                           
1
 

http://www.ourskillsforce.co.uk/sites/default/files/Make%20Young%20People%20Your%20Business%20Decembe
r%202012%20_small.pdf 
 

http://www.ourskillsforce.co.uk/sites/default/files/Make%20Young%20People%20Your%20Business%20December%202012%20_small.pdf
http://www.ourskillsforce.co.uk/sites/default/files/Make%20Young%20People%20Your%20Business%20December%202012%20_small.pdf
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Equality Outcome 3 
 
To increase the representation of men and women in roles where gender 
segregation is evident. 
 
 
Basis 

 In common with many public sector employers, men and women are segregated 
into a range of roles within South Ayrshire Council. The Equal Opportunities 
Committee of the Scottish Government has identified occupational segregation 
as a key equality issue nationally.2 

 Focus groups with Human Resources Officers identified gender segregation as 
an issue in particular areas and the challenges of overcoming this. 

 
 
Activities 

 We will work with partners in Education to remove stereotypical views of 
occupations by gender. 

 We will develop a range of positive action measures to encourage males and 
females into non-traditional roles. This may include publicity campaigns, careers 
events, amendments to our recruitment processes such as where and how we 
advertise posts. 

 We will analyse the percentage of males and females applying for and being 
successful for roles where occupational segregation is prevalent. 

 We will analyse the impact of our recruitment procedures for “segregated” roles 
to eliminate any disadvantage. 

 We will work with services where occupational segregation is prevalent to 
identify any ways in which they can attract applications from the under-
represented gender and dispel any stereotypical views of particular roles. 

 We will review workplace facilities to identify issues such as the provision of male 
and female toilets. 

 We will re-evaluate our youth employability strategy to include the promotion of 
non traditional roles. This may include work experience in a range of areas, 
rather than pupils electing one area such as care or green-keeping. 

 We will work with partners such as the NHS and Police Force to gain information 
on best practice in reducing gender segregation. 

 
 
Success Measures 

 An increase in applications from underrepresented candidates. 

 An increase in underrepresented candidates being successful at interview. 

                                                           
2
 http://www.scottish.parliament.uk/parliamentarybusiness/CurrentCommittees/52317.aspx 

 

http://www.scottish.parliament.uk/parliamentarybusiness/CurrentCommittees/52317.aspx
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APPENDIX 3 – EXAMPLE OF SCHOOL OPPORTUNITIES FOR ALL REPORT 

School A  -  Opportunities For All Visit, 1st  March 2013. 
 
School A is a comprehensive school which serves a socially mixed catchment area in 
Town B. 18% of pupils are in the poorest twenty percent of Scottish data zones. The 
school receives numerous placing requests annually. The current roll is 790.  
 
Distinctive features of the school are a strong commitment to self evaluation, 
outstanding leadership at all levels, diligent and caring staff who know the young people 
very well as learners and individuals, engaged and engaging young people whose 
voices are heard and respected, improvements in attainment and achievement 
particularly for all learners in S4, an inclusive ethos where learners with additional 
barriers to learning experience success, a determined focus on developing the whole 
child across the four contexts of learning and very good progress in implementing 
Curriculum for Excellence.  
 
The highly skilled and dedicated integrated pupil support team provide well planned and 
targeted support to ensure all young people make very good progress in their learning. 
The needs of young people with additional support needs are very well met through 
impressive flexible curriculum arrangements including Access 3 and ASDAN. All 
learners have opportunities to undertake tasks and activities appropriate to their needs. 
 
 Staff are proactive in identifying needs which may hinder learning and provide 
appropriate support. Staff work very closely with a wide range of partners to meet the 
needs of individual learners. Staff are commendably equipping young people with the 
skills, knowledge and confidence to support young people who are lesbian, gay,  
bi-sexual and transgendered. Very good CPD opportunities are provided annually for 
staff in supporting learners who experience barriers to learning. There is a six year 
trend of reductions in exclusions and unauthorised absences as well as improvements 
to attendance. The progress of young people in alternative provision is appropriately 
monitored. 
 
Almost all pupils in School A report that the school is helping them to become more 
confident individuals, successful learners, responsible citizens and effective 
contributors. They learn and achieve very well in a caring and respectful ethos built on 
positive relationships between staff and pupils. There is a calm, purposeful and 
stimulating climate for learning in classes and around the school. Learners are 
motivated and engaged and are aware of their progress as learners. The views of 
learners influence improvement planning. Pupils feel that their views are taken seriously 
and that they contribute to improving the quality of their learning and their school 
through a variety of methods. 
 
The school has developed a range of robust approaches including involving all learners 
in profiling their progress and supporting them to take more responsibility for achieving 
their targets which has led to significant improvements in attainment. Young people 
from S1 to S3 are making very good progress across their broad general education. In 
2012 by the end of S2, School A pupils, assessed through personalised adaptive 
assessments, perform above national patterns in reading, mathematics and science.  
 
There is a six year trend of improvement in English and Mathematics @ level 3 in S4 
and 5@3 shows a similar pattern which puts School A in the top quartile for comparator 
schools. Performance for 5@4 and 5@5 in 2012 was in line with the top 25% of 
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comparator schools. There is a four year trend of improvement in 5@6 in S5 where 
attainment is in line with the middle 50% of comparator schools. There are four year 
trends of improvement in English / Mathematics at level 3 and in 1@7 and 5@6 in S6. 
Learners with additional support needs, including dyslexia, receive very good support in 
school and in transitions from primary school and to college and work. 43% of MCMC 
pupils achieved 5@4 and one looked after young person achieved 5@5 last session.  
All S4 leavers achieved positive destinations last session. 
 
Learners have wide and varied improving opportunities to develop their four capacities 
through opportunities which promote personal achievement within the four contexts of 
the curriculum. School A pupils have secured two Eco-School Green Flags, secured 
and sustained Fair Trade School status and achieved the Cycling Friendly School 
Award with distinction. Quality work is currently underway to achieve accreditation as a 
Rights Respecting School and a Dyslexia Friendly School. Vulnerable learners can 
achieve the bronze and silver ASDAN Award, Sports‟ Leader Awards and the Duke of 
Edinburgh Award in S3/4. S2 pupils are working with the Ark and Active Schools to 
achieve an SQA personal development award. The school supports young people from 
across the school to achieve in a wide range of awards and very effective wider 
achievement practice has been developed in partnership with CLD to support 
vulnerable learners. 
 
An MCMC policy has been developed and is valued by all staff, a whole school 
approach to tracking and monitoring is in place and staff are well placed to support 
judicious interventions which meet young people‟s needs. Additional funding is used 
imaginatively to improve learners‟ experiences. School A leads a skilled and committed 
MCMC partnership which has successfully developed a range of activities to support 
young people into positive destinations.  
 
Partnership planning for transitions for vulnerable young people begins early. The 
school and its partners have worked to develop outstanding individualised support and 
learning packages for those young people identified as most in need. Groupwork 
programmes have been developed in partnership with CLD, STEP, SDS, Active 
Schools and The Ark and offer young people opportunities for achievement and 
accreditation through a range of awards including Duke of Edinburgh, Sports‟ Leader 
and ASDAN. The percentage of young people entering a positive post school 
destination has improved in each of the last 3 years and is now above both the authority 
and national rate. The school has benefited hugely from the commitment of workers 
from SDS, STEP and CLD to track and engage with young people who have 
disengaged from learning.  
 
Partners are fully involved in self evaluation activities to identify strengths and areas for 
improvement. The MCMC action plan gives sufficient emphasis to improving outcomes 
for young people who require additional support. The depute headteacher, who 
provides inspiring, supportive and purposeful leadership, is highly respected by staff, 
partners and young people. The MCMC partnership provides a variety of well planned 
opportunities for young people to gain skills for learning life and work. 
 
The quality of provision for young people requiring more choices and more chances is 
superb. Outstanding partnership contributions enhance the curriculum and young 
people‟s learning and achievement. Partners support the school to meet pupils‟ learning 
needs. School A‟s striking culture of self evaluation cultivates excellence and has led to 
significant improvements in learning, teaching and young people‟s attainment and 
achievement.  
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APPENDIX 4 – EXAMPLE OF PUPIL SURVEY REPORT  
Pupil Survey 2012/13 - School A 

105 pupils completed the survey  
 
 Statement 

 
Agree Disagree 

1 The school is helping me to become more confident 97.1% 2.9% 

2 I enjoy learning at school 93.3% 6.7% 

3 I am becoming more successful as a learner 96.2% 3.8% 

4 I get help to make my work better when I need it 91.4% 8.6% 

5 I am asked about how to improve the school 64.8% 35.2% 

6 I have responsibility for my own work in class 97.1% 2.9% 

7 Staff treat me fairly and with respect 96.2% 3.8% 

8 Pupils treat me fairly and with respect 66.7% 33.3% 

9 I have the opportunity to work in groups 98.1% 1.9% 

10 I feel safe and cared for in school 87.6% 12.4% 

11 I feel safe in my community 91.3% 8.7% 

12 I know what to do if I'm worried about my own safety or protection 93.3% 6.7% 

13 I know what to do if I'm worried about someone else's safety or 
protection 

92.4% 7.6% 

14 The staff are good at making sure pupils behave properly 79% 21% 

15 The staff are good at dealing with bullying 76.2% 23.8% 

16 The pupil council helps to make the school better 82.9% 17.1% 

17 The pupil council tells me what they are doing 39% 61% 

18 I take part in activities and clubs near my home 79% 21% 

19 The school is helping me to become more responsible and make 
good choices and decisions 

98.1% 1.9% 

20 I am encouraged to help my school and community 85.7% 14.3% 

21 How do you usually travel to school in the morning? 

 

Walk 13.3% 

School Bus 22.9% 

Taxi 1.9% 

Service Bus 6.7% 

Cycle 1.0% 

Car 53.3% 

Other 1.0% 

22 If you usually travel to school using a school bus/taxi, the service 
provided is good 

Agree Disagree 

55.2% 44.8% 
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Appendix 5 
 

Education Authority Workforce Profile Data 
 

Gender 
 
 

  

16%

84%

Education Authority Employees By Gender

Male Female
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Education Authority Workforce Profile Data 
 

Gender 
 

 
 
 
 
 

 

23%

77%

0% 0%

Full Tme Education Authority Employees By 
Gender

Male Female 

5%

95%

0%0%

Part Time Education Authority Employees By 
Gender

Male Female
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90%

10%

0%

Education Authority 
Male Employees By FT/ PT

Full time

Part Time

58%

42%

Education Authority Employees By FT/ PT

Full Time Part Time
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Education Authority Workforce Profile Data 
 

Gender 
 

Applications for Employment By Gender 
Gender Percentage of 

Total Applications 
Percentage of 
Total Selected For 
Interview 

Percentage of Total 
Successful 
Appointments 

Male 14 19 18.2 

Female 85.8 80.6 81.8 

Prefer not to say 0 0 0 

Blank 0.2 0.2 0 

Unknown 0 0 0 

 

Education Authority Employees By Gender and Pay Grade 
 

 
 
N.B. – Grades refer to pay grades or equivalent salaries. 

 

Occupational Segregation By Grade 
 

Pay Grade % Male % Female 

All Grades 16% 84% 

Grades 1-5 2% 98% 

Grades 6-8 13% 87% 

Grades 9-10 25% 75% 

Grade 11 and above 22% 78% 

  

6 24 1

256

361

161

3

930

Grade 1-5 Grade 6-8 Grade 9-10 grade 11 and over

Male Female
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Education Authority Workforce Profile Data 

Disability 
 
 
 

 
 
 
 
  

1%

93%

6%

0%

Employees Stating A Disability

Disabled Not Disabled Not disclosed
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Education Authority Workforce Profile Data 
 
 

Disability 
 
 

Applications for Employment by Disability 

 

Disability Percentage of 
Applications 

Percentage of  
Total Selected For 
Interview 

Percentage of  
Total Successful 
Appointments 

Stated Disabled 3.1 2.6 1.6 

Not disabled 92.8 91 93.6 

Prefer Not To Say 0.2 0.4 0.6 

Blanks 4.3 5.9 3.9 

 

Applications From Disabled Applicants By Disability Impairment 

 

Disability Impairment Percentage of 
Disabled 
Applicants 

Percentage of  
Total Disabled 
Applicants 
Selected For 
Interview 

Percentage of Total 
Disabled Applicants 
Successful 
Appointments 

Learning Disability 
 

0.6 0.9 0.8 

Longstanding Illness 
 

1.9 1 0.6 

Mental Health Condition 
 

0.1 0.1 0.4 

Physical Impairment 
 

0.1 0.1 0 

Sensory Impairment 
 

0.4 0.5 0.2 

Other 
 

0.1 0 0 

Prefer not to answer 
 

0.5 0.4 0.4 

Unknown 
 

96 96.7 97.6 

Blanks 
 

0.2 0.2 0 
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Education Authority Workforce Profile Data 

 
Disability 

 
 

Stated Disability and Pay 
 
 

 
 

 
 
 
  

0

200

400

600

800

1000

1200

Grade 1-5 Grade 6-8 Grade 9-10 Grade 11 
and over

Disabled

Not Disabled

Not Disclosed

18%

9%

0%73%

Employees Stating Disability & Pay Grade

Grades 1-5

Grades 6-8

Grade 11 & above



54 
 

 

Education Authority Workforce Profile Data 
 

South Ayrshire Education Employees by Race 
 
 

 
 
 

 
Applications For Employment By National Identity 

 
 

National Identity Percentage of 
Applications 

Percentage of 
Total Selected For 
Interview 

Percentage of 
Total Successful 
Appointments 

Scottish 
 

76.9 73 71.6 

English 
 

2.2 2 2.2 

Welsh 
 

0.1 0 0 

Northern Irish 
 

0.7 0.9 1 

British 
 

16.6 19.7 22.6 

Prefer not to answer 
 

0 0 0 

Other 
 

2.5 1.7 1.6 

Unknown 
 

0.9 2.2 0.6 

Blanks 
 

0.2 0.2 0 

1 2 0 0

185

3 1

195

42 20

1245

5 43

0

200

400

600

800

1000

1200

1400

Race
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Education Authority Workforce Profile Data 
 

Race 
 

Applications For Employment By Race 
 

Ethnic Group Percentage of 
Applications 

Percentage of Total 
Selected For 

Interview 

Percentage of Total 
Successful 

Appointments 

White-Scottish 
 

89.1 87.7 86.7 

White-other British 
 

6.5 7.3 8.6 

White-Irish 
 

1.7 1.2 0.8 

White-Gypsy/Traveller 0 
 

0 0 

White – Eastern 
European 

0.2 0.1 0.2 

White – other white 
ethnic group 

0.9 0.9 1 

Mixed or multiple 
 

0.2 0.5 0.2 

Asian – Pakistani 
 (inc Scottish/British) 

0.3 0.1 0.2 

Asian-Indian 
(inc Scottish/British) 

0.2 0.4 0.8 

Asian-Bangladeshi 
(inc Scottish/British) 

0 0 0 

Asian-Chinese 
(inc Scottish/British) 

0 0 0 

Asian – other 
(inc Scottish/British) 

0.2 0.2 0.4 

African (inc 
Scottish/British) 

0 0 0 

African-other 
 

0 0 0 

Caribbean 
(inc Scottish/British) 

0 0 0 

Black  
(inc Scottish/British) 

0 0 0 

Caribbean or Black 
(other) 

0 0 0 

Other-Arab 
(inc Scottish/British) 

0 0 0 

Other 
 

0.2 0.4 0.2 

Prefer not to answer 
 

0.2 0.3 0.6 

Unknown 
 

0.4 0.5 0.2 
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Education Authority Workforce Profile Data 

 
Age 

 

 
 
 
 

Applications For Employment By Year of Birth 
 

Year of Birth Percentage of 
Applications 

Percentage of  
Total Selected For 
Interview 

Percentage of 
Total Successful 
Appointments 

1995 and after 
 

0.1 0 0 

1994-1988 
 

17.6 15.4 19.6 

1987-1978 
 

45.7 41 43.5 

1977-1968 
 

20.8 24 19.4 

1967-1958 
 

11.8 13.3 11.6 

1957-1953 
 

1.7 2.4 2.9 

1952 and before 
 

0.7 1.3 2.9 

Blanks 1.5 2.7 0.2 

 
 

 
  

0%

4%

22%

22%33%

15%

4%

South Ayrshire Council Education Employees 
By Age

Under 18 18-24 25-34 35-44 45-54 55-59 Over 60
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Education Authority Workforce Profile Data 
 

Age 
 
 

 
 
 
 
 

 
 
 

  

Grade 1-5 Grade 6-8 Grade9-10 Grade 11 and over

Under 18

18-24 6 4 0 66

25-34 19 27 0 340

35-44 86 48 1 247

45-54 192 65 2 312

55-59 52 25 1 186

Over 60 12 16 0 35

0
50

100
150
200
250
300
350
400

Education Authority Employees By Pay Grade 
&Age

2% 5%

24%

52%

14%

3%

Education Authority Employees  By Age -

Grades 1-5

Under 18 18-24 25-34 35-44 45-54 55-59 60 and over
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Education Authority Workforce Profile Data 
 

Age 
 
 

 
 
 
 

 
 
 
 
 
 
 

  

2%

15%

26%

35%

13%
9%

Education Authority Employees By Age -
Grades 6-8

Under 18 18-24 25-34 35-44 45-54 55-59 over 60

25%

50%

25%

Education Authority Employees By Age -
Grades 9-10

Under18 18-24 25-34 35-44 45-54 54-59 60 and over
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Education Authority Workforce Profile Data 
 

Age 
 
 

 
 
 
 
  

0%

5%

29%

21%

26%

16%

3% 0%

Education Authority Employees By Age-
Grade 11 and Over

under 18 18-24 24-34 35-44 45-54 55-59 60 and over
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Education Authority Workforce Profile Data 
 
 

Transgender 
 

Applications for Employment by Transgender 
 
 

Transgender or 
Transperson 

Percentage of 
Applications 

Percentage of Total 
Selected For 

Interview 

Percentage of Total 
Successful 

Appointments 

Yes 
 

0.3 0.3 0 

No 
 

98.1 97.2 99 

Prefer not to say 
 

0.1 0 0 

Blanks 
 

0.7 1.7 0 

Unknown 
 

0.8 0.7 1 

Fields not  
compatible* 

 
 

  

 
* Within the transgender person or transperson section of this report there is a field called 
„Fields not compatible‟.  When myjobsupport have been migrating data from the equal 
opportunities forms the old options have migrated across to populate, in some cases, the 
new option fields which do not tie in.  Therefore, information has been mismatched.  This 
has been raised with myjobsupport. 
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Education Authority Workforce Profile Data 
 

Marital Status 
 

Applications For Employment By Marital Status 
 

Marital Status Percentage of 
Applications 

Percentage of 
Total Selected For 
Interview 

Percentage of  
Total Successful 
Appointments 

Single 
 

41.6 38.2 42.4 

Married/ Civil 
Partnership 

37.8 43.4 38.4 

Widowed 
 

0.2 0.1 0.2 

Living with Partner 
 

13.3 11.1 12 

Divorced/  
Separated 

4 4.7 5.5 

Prefer not to  
answer 

1.5 0.9 0.6 

Unknown 
 

1.3 1.3 0.8 

Blanks 
 

0.2 0.2 0 

 
 
 
 

Education Authority Workforce Profile Data 
 

Caring Responsibility 
 

Applications for Employment by Caring Responsibility 
 

Caring 
Responsibilities 

Percentage of 
Applications 

Percentage of  
Total Selected For 
Interview 

Percentage of 
Total Successful 
Appointments 

Yes (children under 
18) 

31.2 36 33.7 

Yes, other 
 

0.4 0.5 0.2 

No 
 

59.6 57 62.2 

Prefer not to answer 1.1 
 

0.4 0 

Blanks 
 

0 0.2 0 

Unknown 
 

7.4 5.7 3.9 
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Education Authority Workforce Profile Data 
 

Religion or Belief 
 

Applications For Employment By Religion or Belief 
 

Religion or Belief Percentage of 
Applications 

Percentage of 
Total Selected For 
Interview 

Percentage of  
Total Successful 
Appointments 

Buddhist 
 

0.1 0.1 0 

Church of Scotland 
 

39.4 38.2 37 

Hindu 
 

0 0 0 

Humanist 
 

0.1 0.1 0 

Jewish 
 

0.1 0.1 0.2 

Muslim 
 

0.3 0.2 0.4 

None 
 

28.6 28.3 30.8 

Other Christian 
 

9.6 8.3 9.2 

Sikh 
 

0.1 0.1 0.4 

Pagan 
 

0 0 0 

Roman Catholic 
 

11.5 12.3 11.6 

Prefer not to answer 6.8 
 

7.3 7.3 

Other Religion or 
Belief 

0.7 1.3 1.8 

Unknown 
 

2.7 3.7 1.2 

 
  



63 
 

 
Education Authority Workforce Profile Data 

Sexual Orientation 
 

Applications For Employment By Sexual Orientation 
 

Sexual 
Orientation 

Percentage of 
Applications 

Percentage of  
Total Selected For 
Interview 

Percentage of  
Total Successful 
Appointments 

Bisexual 
 

0 0 0.2 

Gay 
 

0.3 0.2 0.4 

Straight 
 

95.4 94 95 

Lesbian 
 

0.3 0.2 0.4 

Prefer not to answer 2.1 
 

2.5 3.3 

Other 
 

0 0 0 

Unknown 
 

1.7 2.9 0.6 

Blanks 
 

0.2 0.2 0 
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South Ayrshire Council Education Authority - Occupational Segregation 
 

The table below shows the number and percentage of males and females by role. 
 

JOB TITLE Number 
 Male 

% Male Number  
Female 

% Female 

Head Teacher 
 

7 13% 47 87% 

Depute Head Teacher 
 

23 35% 42 65% 

Principal Teacher 
 

67 29% 168 71% 

Teacher 
 

142 19% 611 81% 

Probationer Teacher 
 

10 18% 46 82% 

School Assistant 
 

6 2% 349 98% 

Specialist Support  
Assistant 

0 0% 11 100% 

Principal Educational 
Psychologist 

1 100% 0 0% 

Senior Educational 
Psychologist 

2 50% 2 50% 

Educational Psychologist 
 

1 33% 2 67% 

Trainee Educational 
Psychologist 

0 0% 2 100% 

Quality Improvement  
Manager 

1 
 

50% 1 50% 

Quality Improvement  
Officer 

1 20% 4 80% 

Depute Nursery Manager 
 

0 0% 1 100% 

Senior Nursery Nurse 
 

0 0% 6 100% 

Nursery Nurse 
 

0 0% 120 100% 

Play Leader 
 

0 0% 3 100% 

Play Assistant 
 

0 0% 9 100% 

Team Leader 
 

1 9% 10 91% 

Additional Support Needs 
Development Worker 

1 100% 0 0% 

School Librarian 
 

2 28% 5 72% 

Librarian 
 

 0% 1 100% 

Senior Technician (School 
Based) 

4 50% 4 50% 

Technician (School Based) 18 62% 11 38% 
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 APPENDIX 6  
 
 EQUALITY AT WORK POLICY FOR LOCAL GOVERNMENT EMPLOYEES, CRAFT 
OPERATIVES, TEACHING STAFF AND CHIEF OFFICIALS  
Employee and Customer Services April 2013 

 
1 INTRODUCTION 

 
1.1  South Ayrshire Council recognises the benefits of equality and diversity and will 

strive to ensure that equality underpins its activities as an employer, partner and 
service provider. 

 
1.2  This policy sets out South Ayrshire Council‟s commitment to achieving a working 

environment which is free from unlawful discrimination, harassment, victimisation or 
bullying and where all employees and the wider community they serve are treated 
with dignity and respect. 

 
1.3  This policy applies to all job applicants to Local Government, employees, craft 

operatives, teaching staff and chief officials. 
 
1.4  The policy has been developed jointly with the Trades Unions in line with the 

principles of partnership working. 
 

2      PURPOSE 
 
2.1  The purpose of this policy is to ensure everyone is aware of the standards of 

behaviour expected from them in terms of equality at work. It aims to assist in the 
development and maintenance of a working environment in which inequality and 
harassment are unacceptable.  The policy clarifies employees‟ responsibilities, while 
providing a clear framework which will ensure that complaints of unacceptable 
behaviour are dealt with promptly and fairly. 

 
2.2  This policy should be read in conjunction with South Ayrshire Council‟s employment 

policies which are underpinned by equalities. A list of key policies can be found at 
Annex A. All policies can be accessed on Share-point and via GLOW. 

 
3 LEGISLATION 

 
3.1  By embracing the diversity of its employees and maximising their individual 

potential, South Ayrshire Council can foster innovation, deliver high quality services 
and create an inclusive and positive working environment for all. Advancing equality 
at work will also help the council to meet its legal obligations as an employer and a 
service provider. This policy is underpinned by the public sector equality duty which 
requires public authorities, in the exercise of their functions, to have due regard to 
the need to: 

 

 Eliminate unlawful discrimination, harassment and victimisation and other 
conduct prohibited by the Equality Act 2010. 

 Advance equality of opportunity between people who share a relevant protected 
characteristic and those who do not. 

 Foster good relations between people who share a relevant protected 
characteristic and those who do not.  
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3.2 This policy also complies with the following legislation: 

 The Equality Act (2010)  

 The Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012 

 Protection from Harassment Act (1997) (Section 8); 

 The Part-time Workers (Prevention of Less Favourable Treatment) Regulations 
2000 (SI 2000/1551); 

 The Fixed-term Employees (Prevention of Less Favourable Treatment) 
Regulations 2002 (SI 2002/2034); 

 Employment Rights Act (1996) (sections relating to maternity and dependent 
carer leave); 

 Employment Relations Act (1999); 

 Agency Workers Regulations (2010); 

 Rehabilitation of Offenders Act (1974). 

 Trade Union and Labour Relations (Consolidation) Act 1992 

 Human Rights Act (1998)  

 
4    KEY PRINCIPLES 
 
       The following principles will apply:- 
 
4.1  The Council takes a zero tolerance approach to unlawful discrimination, bullying, 

harassment and victimisation. 

4.2 Everyone has a duty and responsibility to promote a positive working environment 
which fosters openness, trust and respect, thereby developing a culture where 
equality is valued.  

 4.3  Everyone must behave in a way that will not cause offence to others, and to 
acknowledge that views and opinions held by others may differ from their own.   

 4.4  Any complaint made in regard to this policy must be specific and not relate to 
general accusations. Details on how to make a complaint can be found at Section 
8 of this policy. 

4.5   All complaints will be dealt with in a confidential, sensitive and objective manner 
and all parties involved will be treated with due respect and protected from 
victimisation.  

4.6    If a complaint is upheld or upheld in part, appropriate remedial action will be taken.   

         Following investigation, complaints that are found to be malicious will  be viewed  
as  a  potential disciplinary  offence  and  appropriate action may be taken against 
the complainant in accordance with the relevant discipline policy.  

4.7   It will be considered a disciplinary offence for any employee to victimise or retaliate 
against an employee for highlighting an inequality or reporting a complaint of 
harassment. 
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5 PROTECTED CHARACTERISTICS 
 

5.1  The Equality Act (2010) is the key statute on discrimination. It provides protection 
from discrimination because of a protected characteristic.  There are nine protected 
characteristics: 

 Age  Disability 

 Gender Reassignment  Pregnancy and Maternity 

 Race  Religion or Belief 

 Sex  Sexual Orientation 

 Marriage and Civil Partnership  
 

5.2  Further definitions and examples of the protected characteristics can be found at 
Annex B. 

 

5.3  Employees also have legal protection from discrimination on grounds of their caring 
responsibilities, trade union activity, criminal convictions or working pattern. Further 
information can be found at Annex C. 

 
6     PROHIBITED CONDUCT 
 

6.1  The Equality Act prohibits unlawful direct discrimination, indirect discrimination, 
victimisation and harassment related to any of the protected characteristics. 
Definitions and examples can be found at Appendix 3. 

 

6.2   Applicants or employees will not be discriminated against because of a protected 
characteristic they have or are perceived to have, or because they associate with 
someone who has a protected characteristic. 

 

6.3   No job applicant or employee will be subjected to harassment. The Equality Act 
defines harassment as “unwanted conduct related to a relevant protected 
characteristic which has the purpose or effect of violating their dignity or creating an 
intimidating, hostile, degrading, humiliating or offensive environment for them.” It 
should be noted that South Ayrshire Council will not tolerate harassment irrespective 
of whether is related to a protected characteristic.  Unwanted conduct can include 
any kind of behaviour including spoken or written words or abuse, imagery, graffiti, 
physical gestures, facial expressions, mimicry, jokes, pranks or other physical 
behaviour.  

 

6.4   No job applicant or employee will be victimised or subjected to a detriment as a result 
of making or supporting a complaint, or raising a grievance in good faith under this 
policy. 

 

6.5   Employees will not unlawfully discriminate against, harass or victimise a service user.  
 
7     BULLYING 
7.1  No employee will be subjected to bullying at work. Bullying is defined as “offensive, 

intimidating, malicious or insulting behaviour, or an abuse or misuse of power through 
means intended to undermine, humiliate, denigrate or injure the recipient causing the 
loss of self respect”.   

7.2  Bullying behaviours can include verbal abuse, spreading rumours or innuendo about 

someone and making unjustified and malicious criticism or complaints.  

7.3  Reasonable management actions carried out in a fair and equitable way are not 
bullying. These may include setting performance goals and standards, allocating 
work, giving an employee feedback about unsatisfactory work performance, informing 
an employee about inappropriate behaviour and giving constructive feedback. 
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8.   PROCESS FOR RAISING COMPLAINTS  
 
8.1   Any employee who believes they have been discriminated against, harassed, 

victimised or bullied should raise their concerns informally or formally through the 
Council’s Grievance Policy and Procedure. 

 
8.2  Employees can raise their complaint directly with their line manager or through their 

trade union representative. If the complaint involves the employee‟s line manager, the 
employee may approach another manager to raise the issue if they feel comfortable 
in doing so.  In such cases, advice should be sought from Human Resources. 

 
8.3   Any employee who witnesses any breach of this policy must inform their line 

manager without unreasonable delay.  
 
8.4   If an employee wishes to report a matter of concern confidentially and out with the 

scope of this Policy they may refer to the Council‟s Reporting Concerns at Work 
Procedure.  

 
8.5 Where an employee or applicant wishes to raise a formal complaint about 

discrimination during the recruitment process they should invoke the Recruitment and 
Selection Complaints procedure. 

 
9. MISCONDUCT 
 
9.1  Where an allegation of discrimination, victimisation, bullying or harassment 

constitutes an allegation of misconduct, the appropriate  Disciplinary Policy and 
Procedure will apply.   

 
9.2  In more serious cases allegations of discrimination, harassment, victimisation or 

bullying can constitute gross misconduct and, where established, could result in 
summary dismissal in line with the appropriate Disciplinary Policy and Procedure. 

 
10.     RESPONSIBILITIES  
 
10.1   MANAGERS 

 Each Executive Director or nominated senior officer and all managers are 
responsible for maintaining a working environment that is free from discrimination, 
harassment, victimisation and bullying, particularly in the areas for which they are 
responsible and amongst those employees whom they line manage. 
 

 All managers are responsible for promoting a positive work culture by setting an 
example of appropriate conduct and behaviour and ensuring employees are aware 
of the standards of behaviour expected of them. This may include providing 
feedback on an employee‟s performance and conduct confidentially and in a 
respectful manner using objective evidence against clear criteria. Managers should 
ensure that all employees are aware of this policy, understand the Council‟s zero 
tolerance approach and are aware of the standards of conduct and performance 
expected of them in line with this and other relevant policies such as the Code of 
Conduct and  Code of Professionalism and Conduct for teachers. 

 

 Managers have a duty of care to their employees.  They should ensure the culture in 
the Council and their own team does not encourage behaviour which is in breach of 
this policy.  

http://ww4.south-ayrshire.gov.uk:7777/portal/page/portal30/INTRANET_CA/SERVICEINFO/CorporateServices/HUMANRESOURCES/COUNCILAPPROVEDPOLICIESANDPROCEDURES/Reporting%20Concerns%20at%20Work%20(Whistle%20Blowing).doc
http://ww4.south-ayrshire.gov.uk:7777/portal/page/portal30/INTRANET_CA/SERVICEINFO/CorporateServices/HUMANRESOURCES/COUNCILAPPROVEDPOLICIESANDPROCEDURES/disciplinary%20policy%20may%202011_0.doc
http://ww4.south-ayrshire.gov.uk:7777/portal/page/portal30/INTRANET_CA/SERVICEINFO/CorporateServices/HUMANRESOURCES/COUNCILAPPROVEDPOLICIESANDPROCEDURES/Managers%20Handbook%20-%20Disciplinary%20procedures%20May%202011%20final_0_0.doc
http://ww4.south-ayrshire.gov.uk:7777/portal/page/portal30/INTRANET_CA/SERVICEINFO/CorporateServices/HUMANRESOURCES/COUNCILAPPROVEDPOLICIESANDPROCEDURES/Code%20of%20Conduct_1.doc
http://ww4.south-ayrshire.gov.uk:7777/portal/page/portal30/INTRANET_CA/SERVICEINFO/CorporateServices/HUMANRESOURCES/COUNCILAPPROVEDPOLICIESANDPROCEDURES/Code%20of%20Conduct_1.doc
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 Managers should manage and supervise in a fair, consistent and non-discriminatory 
manner. 

 

 Managers should be alert to the possibility of problems arising and take appropriate 
action even though a complaint has not been made.  Managers should be aware 
that employees who may be discriminated against, victimised or bullied may be 
reluctant to make a complaint. 

 

 Managers should deal promptly, consistently and sensitively when a complaint is 
made by any of their employees, ensuring that confidentiality is maintained at all 
times.  

 

 This policy does not detract from a manager‟s right to carry out reasonable 
management actions such as setting performance goals and standards, allocating 
work, giving an employee feedback about unsatisfactory work performance, 
informing an employee about inappropriate behaviour and giving constructive 
feedback. 

 
10.2    EMPLOYEES 
 

 Employees should be aware of the contents and procedures outlined in this Policy 
and other Council Policies referred to within.  

 

 Employees must attend training on equalities as directed by their line manager. 
 

 All employees are responsible for ensuring they clearly understand the Council‟s 
zero tolerance approach to discriminatory, harassing, victimising or bullying 
behaviour. This extends to behaviour in the course of a person‟s employment, such 
as work related social events and to on-line behaviour. Employees should not 
discriminate, harass or victimise employees or service users on-line and any such 
behaviour will be considered grounds for disciplinary action. This extends to 
postings on social networking sites out with working hours which could constitute 
discrimination, harassment or victimisation and bring the Council into disrepute. 

 

 Employees should not induce or attempt to induce colleagues to discriminate, 
harass, victimise or bully and be confident in challenging such behaviours, reporting 
any breaches of this policy to an appropriate manager. 
 

 
11     MAINSTREAMING EQUALITY 

 
11.1  In order to further the general equality duty and to provide an accessible, diverse 

and inclusive working environment, equality must be integrated into the Council‟s 
policies, practices and procedures as an employer, including the following: 

 
11.2   RECRUITMENT 
 

   The Council‟s commitment to equality of opportunity for all is reflected in its 
Recruitment Charter.  This includes guaranteeing an interview to disabled 
candidates  who meet the essential criteria for the vacant role and ensuring that 
reasonable adjustments are made throughout the recruitment and selection 
process.  

http://ww4.south-ayrshire.gov.uk:7777/portal/page/portal30/INTRANET_CA/SERVICEINFO/CorporateServices/HUMANRESOURCES/COUNCILAPPROVEDPOLICIESANDPROCEDURES/Recruitment%20Charter%20Final.doc
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  Any applicant who believes they have been treated unfairly during the recruitment 

and selection process can raise a formal complaint through the Recruitment and 
Selection Complaints Procedure. 

 
 

11.3   PRE-EMPLOYMENT HEALTH QUESTIONNAIRES 

 

In accordance with the Equality Act, no applicant will be asked questions regarding 

absence or be required to complete a pre-employment health questionnaire prior to 

being given conditional offer of employment other than for the following purposes: 

 

 To establish whether the applicant requires reasonable adjustments during the 
recruitment process. 
 

 To establish whether an applicant can carry out a function intrinsic to the role.To 
monitor the diversity of applicants 
 

 To enable applicants to benefit from a guaranteed interview scheme. 
 

 Where a specific impairment is an occupational requirement for the job to prevent 
disabled applicants and employees being put at a substantial disadvantage. 

 
 
11.4  POSITIVE ACTION MEASURES 
 

       Where appropriate the Council will use positive action measures to address 
particular areas of under-representation of any protected group in the workforce. 

 
 
11.5  TRAINING AND DEVELOPMENT 
 

      Through the Performance and Development Review (PDR) process and 
Professional Review and Development PRD process for teaching staff, the Council 
ensures that all employees receive opportunities for development. Where possible, 
attendance at training will be monitored by protected characteristic. 

 
All employees will be required to undertake equalities awareness training relevant to 
their role. 

 
 
11.6  FLEXIBLE WORKING 
 

The Council recognises the benefits of flexible working arrangements and any 
employee can request flexible working in line with the Flexible Working Policy. 
Employees will be treated fairly and consistently irrespective of working pattern. 
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11.7  DISABLED EMPLOYEES 
 

South Ayrshire Council is committed to the employment and career development of 
disabled people. The Council will make reasonable adjustments to enable 
employees with disabilities to perform their roles. This may include adjustments 
such as: 
 

 Altering working hours  

 Allowing time off for rehabilitation or treatment  

 Transferring the disabled person to another vacancy or another place of work  

 Giving or arranging training to the disabled person or others  

 Providing a reader or interpreter  

 Acquiring or modifying equipment or reference manuals  

 Adjusting the premises  

 Providing supervision or other support  

 Providing information in accessible formats.  

 
 

This list is not exhaustive and adjustments will depend on individual needs and 
circumstances. 

 
 

 Employees can also access the Council‟s Occupational Health Service, 
physiotherapy   services, and counselling services where appropriate. 

 

 Absence related to a disability will not normally be taken into account when 
managing absence related to conduct. 

 

 Absence related to capability will be dealt with in line with the Framework for 
Maximising Attendance at Work. 

 
11.8 TRANSGENDER WORKERS 
 

The Council recognises the challenges which can be faced by transgender 
employees and will strive to ensure an inclusive working environment which is 
welcoming and free from discrimination. Where an employee is undergoing, 
proposing to undergo, or has undergone gender reassignment, they will be 
consulted with sensitively and confidentially about their needs in the workplace, 
including how and when they would like to address their transition with colleagues.  

 

Where an employee undergoing gender reassignment works in a role where an 

occupational requirement to be of a particular gender applies they will be considered 

for redeployment under the Managing Change policy. 
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12.     EQUALITY IMPACT ASSESSMENT AND EQUALITIES MONITORING 
 
12.1   EQUALITY IMPACT ASSESSMENT 
 

The Council, as a body subject to the Equality Duty, has a legal obligation to assess 
the impact of its decisions, policies, procedures and practices against each of the 
protected characteristics.  

 
The implications of the general equality duty must be set out in reports or other 
papers for decision makers. 

 
 Employees must attend training on Equality Impact Assessment and any other 

relevant training on the equality duty as directed. 
 
12.2  EQUALITIES MONITORING 
 

In order to maximise the benefits of workplace diversity and identify any areas 
where there are barriers to equality, HR will monitor the composition of the Council‟s 
workforce. This will include data on the recruitment, development and retention of 
people with respect to relevant protected characteristics, as well as the identification 
of any areas of segregation by protected characteristic. Workforce monitoring data 
will be used to identify any differences in outcomes for different staff groups and to 
enable the identification of equality outcomes relating to employees. 

 
Relevant workforce monitoring data and equality outcomes will be published in 
accordance with the requirements of the Equality Act 2010 (Specific Duties) 
(Scotland) Regulations 2012. 

 
 
13.  EMPLOYEE INVOLVEMENT 
 
13.1   POLICY DEVELOPMENT 

 
The Council will work in partnership with Trades Unions in the development of 
policies and procedures which impact on employees. All policies related to 
employees will be equality impact assessed including involvement from relevant 
staff groups. 

 
 
13.2  EMPLOYEE EQUALITY FORUM 
 

This forum meets quarterly and enables employees who have a disability or an 
interest in any of the protected characteristics to discuss any equality issues 
affecting them as well as to promote diversity and eliminate discrimination. 

 
 
13.3  EQUALITY CHAMPIONS NETWORK 
 

In order to promote equalities, services can nominate Equality Champions who 
provide a link for employees within their Service who wish to raise equality issues. 
Equality Champions also act as “critical friends” in equality impact assessing the 
likely impact of policies and procedures and are involved in soliciting and giving 
feedback on relevant policies and procedures which may impact on employees.  
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ANNEX A 
 

Key Policies and Procedures  
 
This list is not exhaustive and a full list can be accessed on Share-point and Glow. 

 

 Annualised Hours Guide 

 A Framework for Maximising Attendance 

 Code of Conduct 

 Code of Professionalism and Conduct ( Teaching Employees) 

 Code of Practice for Temporary Workers 

 Data Protection Code of Practice 

 Disciplinary Policy 

 Employee Retirement Framework 

 Enhanced Annual Leave Scheme 

 Exit Interviewing 

 Flexible Retirement 

 Flexi-Time Scheme 

 Grievance policy 

 Guidelines on Referral to Occupational Health 

 Home and Mobile Working Guidance 

 Information Security 

 Job Sharing 

 Manager‟s Toolkit for Service Reviews 

 Managing Workforce Change 

 Maternity, Adoption & Paternity – Leave and Pay 

 Partnership Working Agreement 

 Recruitment and Selection 

 Reporting Concerns At work. 

 Stress 

 Special Leave policy 

 JNCT agreements 
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ANNEX B 

Protected Characteristics: Definitions 

Age 

The protected characteristic of age means a person belonging to a particular age 
group. This includes people of the same age and people of the same range of ages, 
such as over 21s or 65 year olds. 
 
Disability 

A person has a disability if he or she has a physical or mental impairment which has 
a substantial and long-term adverse effect on their ability to carry out normal day-to-
day activities.  "Normal day-to-day activities" refers to those activities that are 
"normal" for most people in their everyday lives, such as walking, driving, and 
forming social relationships. Long term is classed as a condition which has lasted 12 
months, or is likely to do so. 

Any impairment which meets the above definition may be considered a disability 

under the Act. Impairments which have not lasted for 12 months, but are likely to, 

are also protected if they meet the full definition.  Cancer, HIV and Multiple Sclerosis 

are deemed disabilities from the point of diagnosis. 

Physical impairments such as severe disfigurement are also treated as a disability 
under the Act as these are considered to have a substantial adverse effect on the 
ability of the person to carry out normal day to day activities. 
 
Some conditions are not given protection under the Act. These are: 
 

 Addiction to or dependency on alcohol, nicotine, or any other substance (other 
than in consequence of the substance being medically prescribed). Conditions 
arising from alcohol dependency, such as liver disease are likely to receive 
protection. 

 The condition known as seasonal allergic rhinitis (e.g. hay fever) except where 
it aggravates the effect of another condition 

 Tendency to set fires 

 Tendency to steal 

 Tendency to physical or sexual abuse of other persons 

 Exhibitionism 

 Voyeurism 

 

Gender Reassignment 

 
A person has the protected characteristic of gender reassignment if they are 
proposing to undergo, are undergoing or have undergone a process (or part of a 
process) to change gender. There is no requirement for the person to be under 
medical supervision. Gender reassignment is a personal process under the Act, 
rather than a medical process. 
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Marriage and civil partnership 

Marriage is defined as a 'union between a man and a woman'. Same-sex couples 
can have their relationships legally recognised as 'civil partnerships'.  Civil partners 
must be treated the same as married couples on a wide range of legal matters. 
Single people are not protected. 

Pregnancy and maternity 

Pregnancy is the condition of being pregnant or expecting a baby. Maternity refers 
to the period after the birth, and is linked to maternity leave in the employment 
context. In the non-work context, protection against maternity discrimination is for 26 
weeks after giving birth, and this includes treating a woman unfavourably because 
she is breastfeeding. 

 

Race 

Race refers to a group of people defined by their race, colour, and nationality 

(including citizenship) ethnic or national origins. 

 

Religion and belief 
Religion has the meaning usually given to it but belief includes religious and 
philosophical beliefs including lack of belief (e.g. atheism). Generally, a belief should 
affect your life choices or the way you live for it to be included in the definition. (e.g. 
humanism) .  Political beliefs are not protected. 

 

Sex 

Sex refers to whether a person is a man or a woman. 

 

Sexual orientation 

This protected characteristic refers to whether a person's sexual attraction is 
towards their own sex, the opposite sex or to both sexes. 
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ANNEX C 
 

Prohibited Conduct. 
 
 

Direct Discrimination – This occurs when you treat someone less favourably than 
another because of a protected characteristic they have or are perceived to have, or 
because they associate with someone who has a protected characteristic.  
 

Example   A manager interviews a number of candidates for a job, but does not 
select the older candidate as he believes older people are not as competent as 
younger people. This is direct age discrimination. 

 
 

Indirect Discrimination- This occurs where a provision, criterion or practice 
disadvantages people who share a particular protected characteristic. Indirect 
discrimination can only be defended where it is a proportionate means of achieving 
a legitimate aim. 
 

Example: An employer applies a no headgear dress code for all employees. This 
indirectly discriminates against employees who are Jewish, Sikh or Muslim as they 
may cover their heads as part of their religion. The employer could only objectively 
justify this if they can show it is a proportionate means of achieving a legitimate aim 
such as being essential to comply with health and safety. 

 
 

Perceptive Discrimination –This occurs where a person is discriminated against 
because of a protected characteristic which they are thought to have.  
 

Example: An employee believes that her colleague is gay and subjects him to 
homophobic insults and comments. This is discrimination, even if the victim is not, in 
fact, gay. 

 
 

Associative Discrimination –This occurs when someone is treated unfairly because 
they associate with another person or persons who have a protected characteristic. 
 

Example: An employee has a child with a disability and his employer has agreed to 
flexible working hours in order to accommodate his caring responsibilities.  His line 
manager resents this and treats him poorly as a result.  This is discrimination based 
on the employee‟s association with his disabled child. 

 
Employers cannot refuse to employ someone because of their caring responsibilities 
and cannot treat an employee less favourably because they care for a disabled 
person. 
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Harassment – This is unwanted conduct related to a relevant protected 
characteristic which has the purpose or effect of violating an individual‟s dignity or 
creating an intimidating, hostile, degrading, humiliating or offensive environment for 
that individual. Unwanted conduct can include any kind of behaviour, including 
spoken or written words or abuse, imagery, graffiti, physical gestures, facial 
expressions, mimicry, jokes, pranks or other physical behaviour. 
 

Example: An employee with learning difficulties is subjected to jokes about her 
disability and ongoing practical jokes which humiliate her.  

 
However, an employee who is on the receiving end of harassment but does not have 
the protected characteristic, is not perceived to have it and does not associate with 
anyone who has it can take a harassment claim if they feel that their dignity has been 
violated. 
 

Example: An employee witnesses the racial harassment of a colleague. The 
employee can take a racial harassment claim, even though it was not directed at her. 

 
 
Victimisation:  - This occurs where an employee is subjected to a detriment as a 
result of making or supporting a complaint or raising a grievance in good faith under 
the Equality Act. 
 

Example: An employee takes out a grievance against his colleagues citing age 
discrimination. As a result, his colleagues freeze him out and stop speaking to him 
altogether. 

 

Discrimination Arising From a Disability 

This occurs where an employer or service provider knows or could be reasonably 
expected  to know that a person has a disability and treats the person unfavourably 
because of the disability. 
 

Example: A disabled person who is a wheelchair user cannot attend an essential 
training course because this has been booked at a venue with no ramps or lifts and is 
thus inaccessible. The person is treated unfavourably because of their use of the 
wheelchair, which is connected to their disability. Unless the council can show that 
what happened is objectively justified, this is likely to be discrimination arising from a 
disability, as well as a failure to make a reasonable adjustment. 

 
 
Rehabilitation of Offenders 
 
The Council will comply with the provisions of the Rehabilitation of Offenders Act 
1974 
(ROA) in that anyone who has been convicted of a criminal offence and sentenced to 
less than two and a half years in prison can be regarded as rehabilitated after a 
period specified in law (Rehabilitation Period), with no further convictions. After the 
specified period, the original conviction is considered to be spent.  
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The general rule is that, subject to the provisions below, once a conviction is spent 
the convicted person does not have to reveal it and cannot be prejudiced by it. The 
Council will not refuse to employ someone or dismiss someone because of a "spent" 
conviction. 

The Exceptions Order 
 
There are some categories of employment to which the ROA does not apply and for 
which spent convictions must be disclosed. The Council will maintain a list of such 
posts. Exclusion of a post from the ROA does not prevent an ex-offender from being 
appointed – it simply entitles the Council to ask about spent convictions. 
 
Applicants for such posts will be required to declare any unspent convictions and the 
information provided will be verified via a Disclosure Scotland check. All required 
checks should be fully carried out before the candidate commences employment.  
 
External applicants will be required to meet the cost of the Disclosure Scotland 
check. 
 

  If the Exceptions Order applies, this will be clearly stated on the Job Description and 
any recruitment advertisement.  

 
 
PVG / DISCLOSURE 
The Council will comply with the requirements of the Protection of Vulnerable Groups 
(Scotland) Act 2007.  To this end the council will maintain a list of posts which are 
considered to be “Regulated work”, i.e. working with children or protected adults.  
Employees in, and applicants for, Regulated Work must be registered with the 
Protecting Vulnerable Group Scheme which is managed by Disclosure Scotland.   
 
Grounds for Referral 
 
The Council will refer an employee, or former employee, to Disclosure Scotland when 
the following criteria   are met: 
 

   A Council employee undertaking regulated work has done something to harm 
a child or protected adult; and 

   The impact is so serious that the Council has (or would if the employee has 
left) permanently remove them from regulated work; and 

   The harmful or inappropriate behaviour corresponds with the type of 
regulated work they do e.g. a school teacher i.e. regulated work with children, 
who harms a protected adult does not meet the grounds of referral. 

 
Harm is defined as including physical or psychological harm or unlawful conduct 
which is detrimental to the individual‟s property, rights or interests (e.g. theft, fraud, 
embezzlement). Risk of harm includes attempting directly to harm the person, 
encouraging someone else to harm another or harm themselves, or conduct which 
causes or is likely to cause another to be harmed.  
 
On receipt of such a referral Disclosure Scotland will consider whether or not the 
employee in question should be barred from working with one or both of the protected 
groups. 
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If a post is subject to PVG membership, this will be clearly stated in the Job 
Description and any recruitment advertisement. All required checks should be fully 
carried out before the candidate commences employment.  
 
External applicants will be required to meet the cost of PVG registration.  
 
Further information on the PVG Scheme is available from Human Resources. 

  
 

Discrimination and Trade Union Activity 

The Trade Union and Labour Relations (Consolidation) Act 1992 forbids employers 
from refusing to employ someone or treating them unfairly because of trade union 
membership or participation in trade union activities, or conversely because they 
refuse to join a trade union or eschew trade union activities. 

Employees who are union representatives of an independent trade union recognised 
by their employer are to be permitted reasonable time off during working hours to 
carry out certain trade union duties. 
 
Full guidance can be found in the ACAS Code of Practice on Time Off For Trade 
Union Duties and Activities: 
 
http://www.acas.org.uk/media/pdf/n/k/Acas_Code_of_Practice_Part-3-accessible-
version-July-2011.pdf 

 
  

http://www.acas.org.uk/media/pdf/n/k/Acas_Code_of_Practice_Part-3-accessible-version-July-2011.pdf
http://www.acas.org.uk/media/pdf/n/k/Acas_Code_of_Practice_Part-3-accessible-version-July-2011.pdf
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SOUTH AYRSHIRE COUNCIL 
EQUALITY AND DIVERSITY IMPACT ASSESSMENT  

 

Section One: Policy Details* 
 

Name of Policy Equality Strategy and Associated Outcomes 
 

Lead Officer (Name/Position) Peter Linton, Performance and Change 
Management Manager 

Policy Development Team 
(Names/Positions) 

Lorraine Finlayson, Strategic Management 
 Officer 

Critical friend (s)  

*Policy could include strategy, project or application: see guidance attached. 
 
  

What are the main aims of the 
policy? 

To set out with regard to the Equality Act 2010 the 
Council‟s: 

 Commitment to achieving Equality and 
Diversity as a Service Provider, 
 Education Authority, Employer and 
Licensing Board 

 Statutory responsibilities in terms of both 
 its General and Specific Duties  

 Approach to compliance with the Equality 
Act 2010. 

 

To demonstrate compliance with the General 
Specific Equality Duties by providing detailed 
sections on for example: the development and 
Publication Arrangements for the Council‟s 
 Equality Outcomes, Mainstreaming Report and 
Equal Pay Statements as a Service Provider, 
Education Authority, Employer and Licensing 
 Board. 
 

To provide a clear Equality and Diversity 
 framework that sets out how the Council works 
 to both individually and in partnership to 
 contribute to local and national equality and 
diversity needs and priorities. 
 

To ensure the Equality Strategy is accessible to 
Council service users, stakeholders and staff. 
 

What are the intended 
outcomes of the policy 

South Ayrshire Council is a fair and inclusive 
 service provider, Education Authority, Licensing 
Board and employer. 
 
South Ayrshire Council complies with, and in line 
with its commitment to continuous improvement, 
exceeds its responsibilities under the Equality 
 Act 2010.  
 
The Councils Equality Strategy, Outcomes and 
Mainstreaming activity is published in an 
 accessible format on the Council‟s website and 
intranet as a resource to further the promotion of 
equality and diversity within South Ayrshire. 
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Section Two: What are the Likely Impacts of the Policy? 

 

Will the policy impact upon the 
whole population of South 
Ayrshire or particular groups 
within the population (please 
specify 

 
The policy will impact on all the whole 
community. 
 

 
Considering the following Protected Characteristics and themes, what likely impacts or 
issues does the policy have for the group or community.   
 
List any likely positive and/or negative impacts 
  

 
Protected Characteristics 

 

 
Positive and/or Negative Impacts 

Race: Issues relating to people of any 
racial group, ethnic or national origin, 
including gypsy travellers and migrant 
workers 

The strategy will have a positive impact 
on all the Council‟s communities including 
all racial, ethnic and national origin groups 
including gypsy travellers and migrant 
workers by considering race equality 
impacts in all that the Council does and as 
a protected characteristic within its 
equality outcomes. 

Sex: Issues specific to women or men The strategy will have a positive impact 
on both women and men by considering 
gender equality impacts in all policies and 
procedures and as a protected 
characteristic within its equality outcomes. 

Disability: Issues relating to disabled 
people 

The strategy will have positive impacts on 
disabled people within the community 
including children, young people and 
employees by considering disability 
equality impacts in all that the Council 
does and as a protected characteristic 
within its equality outcomes. 

Age: Issues relating to a particular age 
group e.g. older people or children and 
young people 

The strategy will have a positive impact 
on all age groups by considering Age 
equality impacts in all that the Council 
does and as a protected characteristic 
within its equality outcomes. 

Religion or Belief: issues relating to a 
person‟s religion or belief (including non-
belief) 

The strategy will have a positive impact 
on people of all religions and belief 
including non-belief by consideration of 
religion or belief (including non-belief) 
equality impacts in all that the Council 
does and as a protected characteristic 
within its equality outcomes. 

Sexual Orientation: Issues relating to a 
person‟s sexual orientation i.e. lesbian, 
gay , bi-sexual, heterosexual  

The Strategy will have a positive impact 
on all sexual orientation groups by 
considering sexual orientation equality 
impacts in all that the Council does and as 
a protected characteristic within its 
equality outcomes. 
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Marriage and Civil Partnership: 
Issues relating to people who are 
married or are in a civil partnership. 

The Strategy will have a positive impact on 
people who are married or are in a civil 
partnership by considering equality impacts 
of those who are married or in a civil 
partnership in all that the Council does and 
as a protected characteristic within its 
equality outcomes. 
 

 
Gender Reassignment: Issues relating 
to people who have proposed, started or 
completed a process to change his or 
her sex.  

The Strategy will have a positive impact on 
all people who have proposed, started or 
completed a process to change his or her 
sex by consideration of gender reassignment 
equality impacts in all that the Council does 
and as a protected characteristic within its 
equality outcomes. 
 

Pregnancy and Maternity: Issues 
relating to the condition of being 
pregnant or expecting a baby and the 
period after the birth. 
 
  

The Strategy will have a positive impact on 
pregnant women and those women within 
their maternity period by considering 
pregnancy and maternity equality impacts in 
all that the Council does and as a protected 
characteristic within its equality outcomes. 
 

Multiple / Cross Cutting Equality 
Issues  
Issues relating to multiple protected 
characteristics. 

The Strategy will raise awareness within 
communities and employees of multiple and 
cross cutting equality issues across all 
protected characteristics. 
 

 
Equality and Diversity Themes Particularly Relevant to South Ayrshire Council 

 

Health 
Issues and impacts affecting people‟s 
health  

The Strategy aims to have a positive impact 
on health. 
 

Human Rights: Issues and impacts 
affecting people‟s human rights such as 
being treated with dignity and respect, 
the right to education, the right to 
respect for private and family life, and 
the right to free elections. 

The Strategy outlines the Council‟s 
commitment to Human Rights in all that it 
does and within its equality outcomes 
 
 
 

Rurality 
Impacts relating to living and working in 
a rural community 

The Strategy will have a positive impact on 
those living within its rural communities by 
the active consideration of rurality issues 
within its equality impact assessment 
process. 
 

Deprivation 
Issues relating to poverty and social 
exclusion, and the disadvantage that 
results from it. 
 

The Strategy ensures that issues of 
deprivation are considered along with all 
protected characteristics in the work the 
Council does individually and within its 
partnership working. 
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Section Three: Evidence Used in Developing the Policy 
 

Involvement 
and 
Consultation 
In assessing 
the impact(s) 
set out above 
what evidence 
has been 
collected from 
involvement, 
engagement or 
consultation? 
Who did you 
involve, when 
and how? 

The Strategy sets out in detail how the Council has consulted and involved its 
communities, stakeholders and employees in its development. In particular the 
following groups have been trained in the Equality Act 2010 General and 
Specific duties and the Council‟s Equality Impact Assessment Process to 
ensure their capacity to full participate in shaping the Strategy (particularly the 
Council‟s equality outcomes) and to provide ongoing input as critical friends in 
the Equality Impact Assessment Process and in the monitoring and evaluation 
of progress: 
 

 The South Ayrshire Equality and Diversity Forum  (which has 
stakeholder representation for all protected characteristics) 

 Equality Champions Network 

 Employee Equality Forum 

 Trades Unions 

 Elected Members 

Data and 
Research 
In assessing 
the impact set 
out above what 
evidence has 
been collected 
from research 
or other data.  
Please specify 
what research 
was carried out 
or data 
collected, when 
and how this 
was done. 

The Strategy has been written using a substantial range of advice and 
guidance including the following: 
 

 The Equality Act 2010 

 Statutory Code of Practice on Employment 

 ACAS Employment Guides 

 EHRC Guidance on the Equality Act 2010, Scottish Specific Duties, 
Technical Guidance for Public Bodies,  

 EHRC Reports: Hidden in Plain Sight, How Fair is Britain?  

 EHRC Specific Duties Events 

 Equality Evidence Finder: 

http://www.scotland.gov.uk/Topics/People/Equality/Equalities  

 Scottish Government Equality Outcomes Event, 

 Scottish Government Scottish Procurement Policy Note SPPN 8/2012 

 Stonewall  Guides e.g. - Bullying: preventing the bullying and 

harassment of gay employees 

 Office for Disability Government Equalities Office – Guide To Using 

Positive Action in Recruitment and Promotion. 

 Government Equalities Office- Guide to the ban on Questions about 
Health and Disability during Recruitment 

 CIPD  Guidance e.g. Managing Age 

Partners data 
and research 
 

The Strategy was informed with the outcome of both general and topic specific 
partnership working including equality outcomes from: 

 The Scottish Council‟s Equality Network 

 The Ayrshire Equality Partnership   
 

Gaps and 
Uncertainties 
Have you 
identified any 
gaps or 
uncertainties in 
your 
understanding 
of the issues?  

There are gaps in the information available across some protected 
characteristics such as sexual orientation, religion and belief, gender 
reassignment and disability, which relate to individuals willingness to share 
their personal information. These issues are common to most public bodies 
and the Strategy gives a commitment to continuing to improve confidence in 
our communities to share their information to allow the Council to have a more 
complete knowledge and understanding of its communities. 
 

 

http://www.scotland.gov.uk/Topics/People/Equality/Equalities
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Section Four: Detailed Action Plan to address identified gaps in: 

a) evidence and  

b) to mitigate negative impacts 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
Section Five - Performance monitoring and reporting 
 
Considering the policy as a whole, including its equality and diversity implications: 
 

When is the policy intended to 
come into effect? 

April 2013 
 
 
 

When will the policy be 
reviewed? 

April 2015 
 
 
 

Which Panel will have oversight 
of the policy? 

 
Leadership Panel and Community Services 
Standing Scrutiny Panel 
 
 
 

 

No Action 
 

Lead Officer(s) 
 

Timescale 

1 Improve information gathering on all 
protected characteristics to ensure better 
knowledge and understanding of the 
Council‟s communities and employees. 
 

Peter Linton On-going 

2  
 
 
 
 

  

3  
 
 
 
 

  

4  
 
 
 
 

  

5  
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Section 6 
South Ayrshire Council   Appendix .......... 

 
Summary Equality Impact Assessment Implications & Mitigating Actions  

 
Name of Policy:     Equality and Diversity Strategy and Associated Outcomes................. 
 
This policy will assist or inhibit the Council‟s ability to eliminate discrimination; advance equality of 
opportunity; and foster good relations as follows: 
 

Eliminate discrimination 
The Strategy provides a framework for continuing its progress in meeting its statutory 
responsibilities in terms of both its General and Specific Duties as a Service Provider, 
Education Authority, Employer and Licensing Board. Within the Strategy the Council will 
eliminate discrimination by: 
  

 Improving involvement and consultation on the development and provision of 
services 

 Providing equal and easy access to all our buildings and services 

 Reducing Hate Crime in South Ayrshire and ensuring vulnerable individuals and 
communities feel safe and more secure, and 

 Ensuring the Council is an Equal Opportunities Employer 

 

Advance equality of opportunity 
The Strategy outlines our commitment to advancing equality of opportunity across 
protected characteristics and in particular: 

 Ensure our children and young people have the best possible life chances. 

 Improve information about services and how we communicate, and 

 Lead by example as an employer and maintain best practice in employment 
practices 

 
 

Foster good relations 
The policy will assist the Council to foster good relations by leading and working with our 
communities, employees and partners to ensure an equalities culture is embedded in the 
Council. 
 

 

Summary of Action Plan to Mitigate Negative Impacts 

 

Actions 
 

Timescale  

None Required 
 
 
 

 

 

 
Signed:  ...............................................................Head of Service 
 
Date:      ............................................................... 
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