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Equality Outcomes and Mainstreaming Progress Reports 2015-2016 
 
 

 
 

 

This document provides a summary update on the progress made towards Mainstreaming Equality 
and achieving the Equality Outcomes set by the Council in 2013 within the Equality and Diversity 
Strategy 2013 which and can found at: http://www.south-ayrshire.gov.uk/equalities/ 

This information will be incorporated into the formal statutory report on the completion of the 
Council’s first suite of Equality Outcomes and second Mainstreaming Report that are required to be 
published in April 2017. 

 
The progress of the Council is presented as a Service Provider, Education Authority and Licensing 
Board in two sections: 
 

 Section 1 Equality Outcomes Progress 2015-16 
 

 Section 2 Mainstreaming Progress 2015-16 
 
with the full formal statutory reporting of the Council as an Employer detailed in Appendix 1: 
South Ayrshire Council Workforce Monitoring 2015 
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SECTION 1: Equality Outcomes Progress 2015-16  

 
1. Introduction 
 
1.1 An ‘Equality Outcome’ is a result which the Council aims to achieve in order to demonstrate 

that it is addressing the ‘general duties’ contained within the Equality Act 2010 i.e. it will 
assist the Council to demonstrate it has:  

 eliminated discrimination; 

 advanced the equality of opportunity and fostered good relations; and  

 supported improvements in people’s life chances.  

 
1.2 The Council’s Equality Outcomes, as identified within its Equality and Diversity Strategy 

2013, are shown below. They have been categorised and referenced according to whether 
they are short (S1, S2 etc), medium (M1, M2 etc) or long term (L1) outcomes. 

 
Short Term Equality Outcomes 

S1 Improved opportunities for people to participate in shaping services.  

S2 Improved knowledge and understanding of diversity crime and incidents in our 
communities. 

S3 Improved awareness of equality and diversity issues throughout the Council’s 
employees.  

S4 Educational achievement is maintained and improved for all our children and young 
people. 

S5 Increased provision of accessible and inclusive Council information and 
communications. 

S6 Opportunities for young people to enter the workforce are maximised. 

S7 Increased representation of men and women in roles where gender segregation is 
evident. 

S8 Increased Council leadership of equality and diversity issues in our communities. 

 
Medium Term Equality Outcomes 

M1 Improved accessibility to Council buildings and public spaces.  

M2 Improved opportunities for people to access services and participate in community 
life. 

M3 Enhanced confidence and trust of those reporting diversity crime and incidents, and 
improved service to support victims.  

M4 Council employees work in a fair and inclusive environment.  

M5 Increased awareness raising of equality and diversity issues throughout our 
communities. 

 
Long Term Equality Outcomes 

L1 Improve involvement and consultation on the development and provision of 
services  

 



 

Page 4 

 

2. Progress against the Council’s Equality Outcomes 
 
2.1 Progress against the Council’s Equality Outcomes during 2015-16 are recorded in detail 

within the updated Equality and Diversity Strategy Equality Outcomes Templates The 
templates will be updated as the Council continues on the 10 year journey towards its long 
term Equality Outcomes as set out in the Equality and Diversity Strategy 2013. 

 
2.2 However, highlights of the progress achieved over the last year 2015/16 are recorded 

below and to support comparison to earlier progress they follow the same format as the 
Equality Outcomes Progress report 2013-2015.  

 
2.3 To ensure that the Council is kept advised of progress on its Equality Outcomes between 

formal reporting cycles, the Health and Social Care Portfolio Carrier and the Elected 
Members with an equalities role are provided with individual and joint briefings as required. 
Further detail on the Equality and Diversity Leadership of the Elected Members and how 
they have supported delivery of the Council’s Equality Outcomes is provided throughout the 
rest of this report. 

 
2.4 This report sets out the progress made by the Council as a Service Provider, Education 

Authority and Licensing Board with the progress made as an Employer detailed in the 
accompanying Appendix 1: South Ayrshire Council Workforce Monitoring 2015: 

 
S6 Opportunities for young people to enter the workforce are maximised. 

S7 Increased representation of men and women in roles where gender segregation is 
evident. 

M4 Council employees work in a fair and inclusive environment.  

 
 
2.5 In addition to the work recorded against the individual Equality outcomes, some of the 

highlights of the progress achieved relate to a number of the Equalities Outcomes, as well 
as both individual and cross cutting protected characteristics and the Council’s Equality 
Themes. Examples of these inter-related areas of progress are presented as case studies 
on the following pages. 
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3. Examples of Progress 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

3.1 
Equality Outcome S1: Improved opportunities for people to participate in shaping   

services  

Service:     Educational Services 

 

Equality Duty Taken Forward:  Eliminated Discrimination & Harassment  
     Advance Equality of Opportunity 
 
Protected Characteristic(s)   Age and Health 
 

New catchment areas for Muirhead and Struthers 

In February 2016 new catchment areas were agreed for Muirhead and Struthers Primary 
Schools in response to housing developments over the years including a major new housing 
project which will see 680 new homes built in the north east of Troon. 

 The current catchment arrangements had to be altered as they did not take into account where 
children are living or the proximity of housing developments to Struthers Primary School. 

 Both schools have room for additional pupils and the changes will not affect children who are 
already attending either school or who will have a brother or sister attending at a later date. 

The decision follows a consultation with pupils, parents, teachers, community councils and 
parent councils; there were also two public meetings held in September last year. 

After considering the feedback, South Ayrshire Council made some changes to the proposed 
boundaries. For example Earn Road will now stay within the Struthers primary school 
catchment area and more houses on Deveron Road will remain within the Muirhead primary 
school catchment area. 

 

Intergenerational Work 

In March 2016, the Council won Community Participation Award (sponsored by Helping Hands 
Environmental) which recognised the success of the Newton Primary Freestyle Environmental 
Visual Audit (FEVA) intergenerational project. This project, based in the Wallacetoun area of 
Ayr, brings different generations together to help improve the environment and involved P4/5 
pupils going out into their community and recording environmental issues to help them 
understand the consequences of negative behaviour. FEVA involved both children and the 
community with young people encouraged to feedback on what they found to families and 
friends.  

Issues such as dog fouling, littering, fly tipping, and discarded alcohol bottles all featured as 
well as positive aspects such as open/green spaces, play parks and attractive flower beds. The 
aim of the initiative was to encourage children to take responsibility and to make a positive 
difference in their own community. 

The Council also worked with a resident of Wallacetoun in Ayr to introduce glow in the dark 
posters to help tackle dog fouling. The resident phoned the Council with her suggestion which 
was followed up by the Council's Environmental Health team. 

The Council actively listens to ideas which can help improve its communities and helped with 
the campaign and produced the posters which are proving effective around the resident’s local 
nursery with a dramatic reduction in dog fouling. This means the nursery children have less 
chance of coming into contact with the potentially harmful waste. 

The Council is now looking to introduce the posters in other areas where dog fouling is a 

problem.  
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3.2 
 
Equality Outcome S2: Improved knowledge and understanding of diversity crime and 

incidents in our communities - gender-based violence. 
 
Service:  Multi-Agency Partnership on Violence against Women and 

Children (MAPVAW) 
 
Equality Duty Taken Forward:  Eliminated Discrimination & Harassment  
     Advance Equality of Opportunity 
 
Protected Characteristic(s)   Sex, Human Rights    
 
 
Raising Awareness of Violence Against Women and Stalking 
 
Raising awareness of Violence Against Women currently happens in schools through work with the 
Campus Police Officers and South Ayrshire Women’s Aid.  South Ayrshire Women’s Aid has 
recently developed a drama tutorial exploring the impact of teenage relationships and abuse called 
‘Is This Love’.  South Ayrshire Women’s Aid has secured funding to develop a Prevention Post for 
work within Schools as part of the national VAW fund. 
 
The Multi Agency Partnership subgroup currently co-ordinates an annual comprehensive “16 days of 
action” campaign plan that incorporates raising awareness of the White Ribbon Campaign.  More 
recently, an awareness raising campaign took place with the Ayrshire Chamber of Commerce to 
encourage local businesses to sign up to the white ribbon campaign. 
 
Police Scotland promotes the White Ribbon Campaign within Nursery Schools as part of an Early 
Years Collaborative project. 
 
In the academic session 2015/2016 an awareness raising programme around the issues of sexual 
abuse was developed and delivered by Moving On Ayrshire in conjunction with guidance staff in 
Belmont and Girvan Academies.  The programme incorporates a series of videos by Prancing Jack 
Productions in association with the Moving On Ayrshire Team that is focussed around child 
protection, safety and wellbeing. The videos have been evaluated as being very effective, with 
particular mention that they involve young actors in various South Ayrshire locations. 
 
South Ayrshire Film School Project –‘Friend Request’ was developed by South Ayrshire Multi-
Agency Partnership to tackle Violence against Women and Children in partnership with South 
Ayrshire Child Protection Committee.  This is an educational film resource that raises awareness of 
the dangers that can exist as a result of stalking/cyber-stalking and the steps that need to be taken 
to keep them safe – with the advance in technology more guidance and advice is required for young 
people on how to stay safe and protected from harm.    
 
An important element of the film school project is that it was developed by young people for young 
people.  This project was winner of the Early Intervention and Education Category at the 2015 Safer 
Communities Awards. 
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3.3 
 
Equality Outcome M1   Improved accessibility to Council buildings and public spaces  
 
Service:     Housing Services 
 
Equality Duty Taken Forward:  Eliminated Discrimination & Harassment  
     Advance Equality of Opportunity 
     Foster Good Relations 
 
Protected Characteristic(s)  Age, Disability, Sex, Race, Religion and Belief (including 

non-belief), Human Rights    
 
New build housing for vulnerable and disabled people 
 
During the last year,108 maisonettes in the Lochside area of Ayr which were in a condition of 
disrepair and increasing heating bills have been demolished and are now being replaced within 
the new build Capital Programme providing 102 council houses and 6 private houses for sale. 
This includes bungalow and wheelchair spec bungalows and all properties on the ground level 
have a shower.  
 
One bedroom flats are open plan with a door to the dining space. In the interests of building long 
term settled communities, flexibility has been built in to the dining room to allow it to be changed to 
add a further bedroom. 
 
After Easter 2016, 29 new build bungalows aimed at older people and those with disabilities will 
be provided over 3 sites. The Capital Programme also includes a development in Ayr for 
supported accommodation for people with learning difficulties and work on the ground will start in 
October 2016.  This also supports the Equality Outcome M2 Improved opportunities for people 
to access services and participate in community life, as the accommodation helps older 
people continue to live independently and share supported, but still independent, living.  
 
With reduced costs and increased benefits to the older and disabled community this evidences the 
positive outcomes that can be achieved by customer feed influences and quality inclusive design 
in house building. 
 
There has been further £1m investment in Sheltered Housing and an added feature has been the 
provision of modern common rooms within the Sheltered Housing complexes. This has provided 
places for people to socialise and bring in people from other parts of the community e.g. to 
facilitate intergenerational work.  
 
The Housing Services Equality Champion attends the Housing Services Development Group 
which is made up of policy and service staff and they have raised awareness of the additional 
needs of the tenants and residents at their meetings. This includes being attentive to seating 
arrangements to help those with hearing impairments participate fully, and having accessible 
toilets, at all meeting venues.   
 
This Group has also ensured that all new housing developments meet the “Housing for Varying 
Needs” Standards – with switches at waist height, corridors are wide enough for wheelchair 
access and sufficient turning space, and stairways are straight to be able to accommodate 
stairlifts as required. 
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3.4 
 
Equality Outcome M2: Improved opportunities for people to access services and 

participate in community life. 
 
Service:     Money Advice and Welfare Rights 
 
Equality Duty Taken Forward:  Eliminated Discrimination & Harassment  
     Advance Equality of Opportunity 
     Foster Good Relations 
 
Protected Characteristic(s)  All Protected Characteristics and Equality Themes 
 

From 1 April 2016, the Council will take on the running of the North Ayr Resource Centre which 
currently helps people deal with a range of issues relating to welfare rights. The Centre on 
Mainholm Road will continue to operate, but will be expanded to become an information and 
advice hub. 
 
When the hub is up and running, customers will be able to talk to experts and access advice 
and information on a range of services such as money and debt advice, welfare rights, income 
maximisation, housing options and benefits checks.  
 
In addition to the new hub, there are also plans to deliver these services on an outreach basis 
in key locations across South Ayrshire.   
 
Staff already working at the North Ayr Resource Centre will transfer into the Council's 
employment, ensuring their important work continues with no loss of local expertise. The 
Council's existing Money Advice and Welfare Rights Teams will also operate from the hub 
providing advice and support to people in our communities. 
 
 Councillor Bill McIntosh, Corporate, Strategic and Community Planning Portfolio Holder for 
South Ayrshire Council said "We are looking to build on the services already provided at the 
North Ayr Resource Centre. Welfare reform changes mean that families and individuals may 
require help over a range of issues, so the new advice hub makes sense as more services are 
delivered in an integrated way.” 
 
 Councillor Philip Saxton, Housing and Customer Services Portfolio Holder for South Ayrshire 
Council said: "This decision reflects our commitment, to take services into the heart of 
communities. We are working to ensure that our customers can access the help they need 
when they need it." 
 
The advice and information hub will provide a flexible service with drop in and appointments 
being made available. From 1st April 2016 customers will be able to access the new service by 
visiting the hub or by phone through the Council's Customer Contact Centre. 
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4. Reporting Duties 
 
4.1 As part of the requirements placed on the Council by the Equality Act 2010 and the Equality 

Act 2010 (Specific Duties) (Scotland) Regulations, it is required to report as: 

 a Service Provider 

 an Education Authority 

 a Licensing Board 

 an Employer 

4.2 The table below shows which of the Equality Outcomes Templates relate to each of these 
four roles of the Council. 

 

Table 1 

South Ayrshire Equality Outcomes   
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S1   Improved opportunities for people to participate in shaping 
services.  

    

S2   Improved knowledge and understanding of diversity crime and 
incidents in our communities. 

    

S3   Improved awareness of equality and diversity issues 
throughout the Council’s employees.  

    

S4   Educational achievement is maintained and improved for all 
our children and young people. 

    

S5   Increased provision of accessible and inclusive Council 
information and communications. 

    

S6   Opportunities for young people to enter the workforce are 
maximised. 

    

S7   Increased representation of men and women in roles where 
gender segregation is evident. 

    

S8   Increased Council leadership of equality and diversity issues in 
our communities. 

    

M1   Improved accessibility to Council buildings and public spaces.      

M2   Improved opportunities for people to access services and 
participate in community life. 

    

M3   Enhanced confidence and trust of those reporting diversity 
crime and incidents, and improved service to support victims.  

    

M4   Council employees work in a fair and inclusive environment.      

M5   Increased awareness raising of equality and diversity issues 
throughout our communities. 

    

L1   Improve involvement and consultation on the development and 
provision of services 
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5. Equality Outcome Progress as a Service Provider 
 
5.1 The following areas of progress are highlights from the Equality Outcomes Progress 

Template Report which covers the period April 2013 – March 2016. This document will 
continue to be updated on an ongoing basis with the most current version held on the 
Equality and Diversity section of the Council website.  In addition, the Council has a wide 
range of projects within the 2015/16 General Services Capital Programme that actively 
support the delivery of the Council’s Equality Outcomes which can be found here 

 
  Housing Services 
 
5.2 S1 Improved opportunities for people to participate in shaping services 
 

The Lochside Neighbourhood Group is made up of local groups, individual residents, and 
partner agencies including Roads Parks, Employment services, the local primary school 
and ASDA to address issues in the area and take forward action agreed with the 
community. Examples of this Group’s work includes: influencing the design for the housing 
scheme and an accessible playzone and work to clean up the area – “Lochside Clean Up”. 
 

5.3 Community Benefits from this award winning initiative include: 
 

 The developers have given funding to the school to support sports days 

 Companies within the development have provided three apprenticeships for young 
people 

 Onsite employment such as building, labouring and cleaning contracts 

 The award of local company engineering and supply contracts e.g. double glazing 

 7 of the 10 apprentices in the Council’s Property Maintenance Service have worked 
for 6 weeks on the development. This has allowed them to access the full range of 
building skills which would not be available from the areas of work undertaken by 
the Property Maintenance Service 

 
5.4 Although there are no female apprentices working in Property Maintenance at present the 

service has been actively seeking participation by females in this area of work.  
 
Services Working Together and within Partners 
 
S2   Improved knowledge and understanding of diversity crime and incidents in our 
communities 

 
5.5 During 2015/16 the Multi Agency Partnership (MAP) on Violence Against Women and 

Children undertook a range of work to progress this Outcome including: 
 

 Developing and implementing a revised Strategic Action Plan  

 Co-ordinating joint partner agency response to emerging issues. For example, in 
partnership with South, North and East Ayrshire Child Protection Committees raising 
awareness of Female Genital Mutilation has been progressed by a programme of 
training sessions for relevant frontline staff. Two further training sessions in Stalking 
and Domestic Abuse in the Workplace have been provided 

 Equality Champions are used to disseminate information on the work of the MAP, 
including the Strategic Action Plan to Directorate staff. 

 Development and publication of a Position Statement by the South Ayrshire Sexual 
Exploitation Joint Action Group  

https://ww20.south-ayrshire.gov.uk/corporateservices/LegalAdmin/Information%20Bulletins/16/March/EMB-March%202016-Capital%20Programme.pdf
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 Continued to develop its training plan, which contains a wide range of Violence 
Against Women issues e.g. domestic abuse, sexual abuse and homelessness 
(which was delivered to Housing Services staff). 

 Campaigns for the “16 Days of Action” in 2014 and 2015 were organised and 
delivered through the MAP (see para 16.10). 

  Refreshed the MAP website in February 2016. 

 

5.6 The Ayrshire Equality Partnership has met on a quarterly basis as the Multi Agency 
Diversity Incident Monitoring Group. This Group monitors incidents and takes action to 
tackle all forms of hate crime on a Pan-Ayrshire basis, although local response teams are 
in place in each local authority area to deal with incidents as they occur. For example, 
during the first 6 months of 2015 there were 329 hate crime incidents reported across 
Ayrshire, which was down by 14% since last year.  The 5 year average is 314 incidents 
and the detection rate is 88.1% (against 88.3 previously).  Hate Crime in Ayrshire is 
considered to be low level with most incidents relating to racial discrimination. 

. 
Revenue and Benefits Service 
 
M2 -  Improved opportunities for people to access services and participate in 

community life. 
 

5.7 Since the start of the financial year 2015/16, the Revenue and Benefits Service have 
provided online access to the Scottish Welfare Fund.  They are working towards providing 
the same service for Discretionary Housing Payments.  This is part of a general move 
within the Revenue and Benefits Service to try and ensure that as many benefits as 
possible are ‘self-service.’  The Revenue and Benefits Service are working towards having 
Housing Benefit and Council Tax Benefit available via self-service options.  Council Tax 
bills are now being sent out on-line, with a link provided for change of address.  This move 
towards increased availability of on-line access may be of assistance to those with mobility 
issues, who prefer to access such services from their home rather than attend relevant 
offices.   
 

5.8 The Council is working ahead of legislative requirements in terms of promoting ‘self service’ 
facilities.  It is a legislative requirement for local authorities to provide 3 separate access 
mechanisms for benefits – online, face to face / paper, and by telephone.  The Council is 
being proactive by putting such measures in place in advance of the legal obligation to offer 
such a range of options.  This self-service provision will operate in addition to support 
provided in person, in customer service centres, for those who cannot access online 
provision. 
 

5.9 Regarding Universal Credit, Revenue and Benefits Service staff have been involved in 
stakeholder awareness sessions in relation to changes introduced in October 2015 to the 
benefits system.  The Council facilitated these sessions, taking a proactive approach to 
help spread awareness of benefit changes.  Staff from Revenue and Benefits Service have 
ongoing meetings with Housing Associations, and other groups working with people who 
may have vulnerabilities, to raise awareness of Universal Credit. 

 
 
6. Equality Outcome Progress as an Education Authority  
 
6.1 The Education Authority Equality Outcomes being reported against for the period 2015–

2016 are: 

S4 - Educational achievement is maintained and improved for all our children and 
young people. 
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S2 - Improved knowledge and understanding of diversity crime and incidents in our 
communities. 

Educational Services have also contributed to progress on the following South Ayrshire 
Council Equality Outcomes  

S1 -  Improved opportunities for people to participate in shaping services.  

S3  - Improved awareness of equality and diversity issues throughout the Council’s 
employees.  

S5 - Increased provision of accessible and inclusive Council information and 
communication. 

S6  - Opportunities for young people to enter the workforce are maximised. 

S7 -  Increased representation of men and women in roles where gender segregation 
is evident. 

S8 -  Increased Council leadership of equality and diversity issues in our community. 

6.2 The Educational Services equality outcome progress is provided in detail within the main 
Equality Outcome Templates. In addition, recorded below are some of the highlights to the 
Educational Services contributions to each of the progress highlighted already here are 
some specific areas of progress for the Service’s key Equality Outcomes: 
 
S4  - Educational achievement is maintained and improved for all our children and 
young people. 
 

6.3 In December 2015 there were 14,126 pupils using South Ayrshire's 41 primary schools, 
eight secondary schools, and two special schools. Provision for pupils with additional 
support needs is made through six centres in mainstream schools. 

6.4 Educational services in South Ayrshire have shown a year-on-year improvement, with 
detailed information set out in to the Council's latest Standards and Quality Report for 
Education. The figures for 2014/15 highlight good progress against local targets and 
national objectives.  

6.5 The report, which coincided with the introduction of the new National Qualifications, 
highlights a number of areas including: high levels of attainment in national exams; an 
increase in nursery places; and a rise in the number of young people achieving external 
recognition through activity such as the Duke of Edinburgh's Award. 

6.6 Attainment highlights within the Standards and Quality Report for 2014/15 include: 

 2,476 three and four year olds had access to high quality pre-school provision 
through nurseries and partnership centres – up 5.3% 

 Broadly stable performance recorded across all primary school levels for reading 
and mathematics 

 Above average attainment levels for reading and mathematics in secondary schools 
and a strong showing for sciences 

 Exam attainment above virtual comparators in all measures at S4, S5 and S6. 

 Below average levels of exclusions at both primary and secondary 

 73 of 74 young people at risk of not making the transition from school to work took 
positive steps through the More Choices, More Chances partnership 

 More young people in S4 chose to stay at school for longer 

and in terms of wider achievement: 

 11% rise in the number of young people achieving the Award of Ambition 

 7% rise in the number of young people achieving the Duke of Edinburgh's Award 

 9% rise in the number of young people achieving the John Muir Award 
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 2,300 children and young people took part in Cultural Rucksack projects with 
organisations including Scottish Opera   

The full report can be found: here 

 

6.7  South Ayrshire’s schools work well for almost all children who make good progress in their 
learning.  However, there is still an unacceptable gap in educational outcomes between 
those living in South Ayrshire’s least and most deprived areas. To address this, under the 
direction of the Director of Educational Services, the focus for the last two years has been 
on reducing the impact of deprivation on educational outcomes through the South Ayrshire 
Attainment Challenge. The Council was successful in obtaining additional resources to 
support its targeted work to improve outcomes in literacy, numeracy and health and 
wellbeing for children living in our most deprived areas. 

 

S2 - Improved knowledge and understanding of diversity crime and incidents in our 
communities. 

6.8 During 2015-16 the main focus of the Hate Crime work in schools has been working with 
Show Racism the Red Card. A programme of work was completed by 31st March 2016 and 
included delivery of workshops with 3 secondary schools, 8 primary schools, 1 special 
school and a cluster of smaller primary schools in South Ayrshire.   

 
6.9 Each school visit will consisted of an education worker and an ex-professional football 

player visiting the school for a whole day in order to educate young people about 
challenging racism and sectarianism. The visits would typically involve working with 2 
primary classes or 60 young people and 3 secondary classes or 90 young people per day 
dependent on school/class sizes. Every school received preparatory activities and 
educational resource in advance of the workshop in order for the teachers and pupils to 
engage with the subject matter before the Show Racism the Red Card representatives 
attended. This work will be evaluated work in order to highlight the progress made.  

 
6.10 Show Racism the Red Card also participated in an annual youth conference at County 

Buildings and delivered workshops on the theme of anti-racism and challenging anti-
immigrant sentiment (para 16.2 refers). 

 

6.11 In addition LGBT History Month has been supported in schools for a number of years and 
this year examples of activities include: 

 “Gay Rights are Human Rights” was one of the Poster Graphic Art and Design 
themes for National 6 - New Higher and was extended to other general work for 
other secondary school years 

 PowerPoint Presentations highlighting LGBTI week in school foyers. 

 Posters displayed in social areas  

 Use of the new DVD resource ‘Free’ within S1 and 2 PSE classes  

 Within S3, as part of their sexual health & relationships programme, they have 
completed a whole unit of work on LGBT and displayed their work within the 
schools. In addition, they have watched episodes from the FIT DVD to generate 
discussion around this topic and completed a quiz from Stonewall that deals with 
Homophobia and issues experience by LGBTI young people in the UK. 

 

http://www.south-ayrshire.gov.uk/documents/educational%20services%20standards%20and%20quality%20report%202014-15.pdf
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7. Equality Outcome Progress as a Licensing Authority 

S1   Improved opportunities for people to participate in shaping services  

7.1 Licensing Standards Officers are actively trying to engage with Community Councils in 
relation to commenting on licensing applications.  The licensing applications are sent out to 
relevant Community Councils as a matter of course, and Licensing Standards Officers have 
been working to bolster confidence amongst Community Councils, to increase their input in 
the process. 

 
7.2 Work has been undertaken within SOLAR to improve and share good practice including 

stakeholder and user engagement and consultation. Attendance at SOLAR meetings 
ensures that practices are kept up-to-date. 

S3  Improved awareness of equality and diversity issues throughout the 
Council’s employees 

7.3 All Licensing Service Staff have undergone the Council’s COAST training module on 
Equalities. 

 
 
8 Future Reporting of Equality Outcomes – Next Steps  
 
8.1 The Council is required to demonstrate that it has completed its first tranche of Equality 

Outcomes by publishing its formal statutory Equality Outcomes and Mainstreaming Reports 
in April 2017.  

 
8.2 Listed public bodies are then required to publish a fresh set of Equality Outcomes in 2017 

i.e. within four years of publishing its first set. However, within the Equality and Diversity 
Strategy the Council has set out the Equality Outcomes it will achieve over a ten year 
period, and so it will move forward with the progression of the medium term Equality 
Outcomes where other public bodies are moving forward with their second tranche of 
Equality Outcomes. The Council will report progress on its medium term Equality Outcomes 
in April 2019 and 2021, and thereafter its long term Equality Outcomes at the conclusion of 
the ten year journey in 2023. 

 
8.3 At each of these reporting milestones, the opportunity will be taken to build in what we have 

learnt and inclusion of any emerging priorities of the Council over the period. 
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SECTION 2: Mainstreaming Progress 2015- 2016 

 
9. Introduction 
 
9.1 The Council has a range of formal performance reporting mechanisms, including:  

 Leadership Panel Annual Report 

 Public Performance Report  

 Directorate and Service Reports 

 Local Government Benchmarking Reporting 

These implicitly include reporting of equalities progress for its communities. All of these 
formal reports can be accessed within the Public Performance Reporting pages of the 
Council’s website at http://www.south-ayrshire.gov.uk/performance/ 

 
9.2 In addition to the work recorded within these performance reports , there is another level of 

mainstreaming activity that is not formally reported but has a significant impact on 
improving equality for South Ayrshire communities and nationally.  

 
9.3  This report affords the opportunity to highlight some of this equality work, and good practice 

that is not explicitly aligned to our Equality Outcomes, which has taken place over the last 
year. 

 
9.4  In addition, there are formal Mainstreaming Duty Employment requirements to report: 

 any changes in the gender pay gap and an analysis of the reasons for this gap to assist 
understanding on how the Council is addressing this issue and how it has used this 
information to inform policy on equal pay. 

 the employee information gathered annually and how the Council has used this 
employee information in practice to better perform the general equality duty including: 

- Composition of employees broken down by protected characteristic;  

- Recruitment, development and retention of employees broken down by protected 
characteristic;  

This information is provided within Appendix 1 “South Ayrshire Council Workforce 
Monitoring 2015”of this overall report.  

 
10. How the Council has taken forward the three needs of the General Duty 
 
10.1  Detailed below are examples of and updates on how we have used our: 

 Leadership 

 Decision Making Process 

 Equality Impact Assessment Process 

 Equality and Diversity Structures 

 Partnership Working 

 Service Provision (including Licensing Board) 

to ensure that we take forward our general equality duty of 

 eliminating discrimination; 

 advancing the equality of opportunity and fostered good relations; and  

 supporting improvements in people’s life chances.  

http://www.south-ayrshire.gov.uk/performance/
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across all the protected characteristics of: 

 age,  

 disability, 

 race,  

 sex 

 gender reassignment,  

 pregnancy and maternity, 

 sexual orientation  

 religion or belief (including non-belief) and  

 marriage and civil partnerships (in respect of eliminating unlawful discrimination). 

 
10.2 These examples only offer a snapshot of the equality work of the Council and further details 

on any of the examples can be obtained upon request to the equalities mailbox: 
equalities@south-ayrshire.gov.uk 

 
 
11. Leadership 
 
11.1     Elected Members have continued to lead equality and diversity progress within the Council 

and its communities and over the last year across all protected characteristics. Councillor 
Miller, Health and Social Care Portfolio Carrier and the Provost host and participate in 
events and awareness raising throughout every year. This includes civic receptions and 
hospitality which are hosted by the Provost throughout each year to recognise, honour and 
pay tribute to achievements, persons and events appropriate to the Council and the 
Community.  

 
11.2 During 2015, Councillor Miller has undertaken a range of work with young people including 

the South Ayrshire Youth Forum and local Members of the Scottish Youth Parliament 
(MSYP). In November 2015 the Scottish Youth Forum held its annual conference at County 
Buildings, Ayr on the topic of Equality (further details are provided in para 16.2 and since 
then Councillor Miller has met with the MSYP to support the taking forward of the 
Conference outcomes into an action plan.  

 
11.3 Councillor Miller also continued to respond to enquiries and information requests to 

reassure community groups that the Council actively promotes equality and involves 
stakeholders in its equality and diversity work. Most recently this involved providing 
information and signposting a member of our LGBT+ community to the ongoing work and 
support of LGBT+ voluntary group in South Ayrshire.  

 
11.4 The use of Equality Impact Assessments within the decision-making process is championed 

by Councillor Miller and the Council has now moved on, from compliance on production of 
EIAs to accompany Council/Panel reports, to consideration of the quality of information 
provided by the EIAs. As a result there have been occasions where elected members have 
asked for further information before proceeding to reach a decision on a proposal. 

 
11.5 As Chairperson of the Health and Social Care Partnership Councillor Miller has been 

working to build up and encourage participation of all protected characteristics within the 
Locality Planning groups. 

 
 

mailto:equalities@south-ayrshire.gov.uk
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11.6 Further areas of work led by Councillor Miller and Elected Members during the last year 
include: 

 

 The Sex Equality work and Hate Crime Initiatives taken forward within the South 
Ayrshire Multi Agency Partnership on Violence Against Women and Children e.g. an 
Anti-Stalking Policy for the Council is currently in development and this will be the first 
in Scotland. 

 Supporting the delivery of the Scottish Women’s Aid Respect Programme in 
secondary schools, on respect in relationships, as part of early intervention and 
prevention. 

 “Team Talks” delivered to primary schools during the break in any type of ball game – 
not just football, on respecting difference. 

 Supporting nurturing programmes in schools that raise awareness around the needs 
of others. 

 Work on an Ayrshire basis with stakeholder groups to encourage women to come 
forward and participate in shaping services.  

 On a national level this theme has also been taken forward within COSLA’s equality 
work on encouraging more women to become Elected Members 

 Supporting an initiative to raise awareness in the community of the future needs of 
our communities to build in (mainstream) flexibility into our service development and 
delivery to ensure that services get things right first time instead of retrofitting. 

 
11.7 Detailed below in Table 2 is a selection of some of the events that have taken place during 

the period April 2013 to date with the full list available from the Provost’s Office. 
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Table 2: Civic Receptions and Hospitality                                        

Date Event 

A
ll

 P
ro

te
c
te

d
 

C
h

a
ra

c
te

ri
s

ti
c

s
 

R
a

c
e
 

D
is

a
b

il
it

y
 

A
g

e
 

S
e

x
 

R
e

li
g

io
n

 

S
e

x
u

a
l 
O

ri
e

n
ta

ti
o

n
 

E
q

u
a

li
ty

 T
h

e
m

e
  

22.1.15 The Robert Burns Humanitarian Award         Human 
Rights 

9.2.15 Reception for Chinese New Year at the 
Consulate General 

       Health 

14.2.15 Episcopal Ordination of The Right Reverend 
Father William Nolan as Bishop of Galloway 

        

18.2.15 Hossein Godazgar, Director of Centre for the 
Study of Islamic Diversity, Education & Ethics, 
Al-Maktoum College of Higher Education – 

        

20.2.15 Turkish Consulate General Concert 
 

        

24.2.15 The Duke of Edinburgh Awards Presentation 
 

        

13.3.15 Scottish Youth Parliament Election 
Announcement 

        

10.5.15 VE Day & VJ Day 70th Anniversary 
Celebrations  

        

13.5.15 AMECA – Nepal Earthquake Charity Dinner & 
Dance  

       Human 
Rights 

28.5.15 Presentation of British Empire Medal to Mrs 
Anne Grant awarded for services as Founder & 
Chairman, Save the Children Ayr Branch Art 
Exhibition  

        

4.6.15 South Ayrshire Volunteer Awards 2015 
 

        

5.6.15 South Ayrshire Foster Carers Annual Lunch 
and Awards Ceremony   

        

17.6.15 Glasgow Taxis Outing for sick children 
 

       Health 

29.11.15 Light Up a Life’ Christmas Concert, Ayrshire 
Hospice 

       Health 

3.12.15 ‘Celebrating South Ayrshire’s Young Stars’ 
Awards 

        

27.1.15 Holocaust memorial Day 
 

        

20.3.15 Crossroads South Ayrshire, 30th Anniversary          

8.6.15 South Ayrshire Energy Agency Awards  
 

        

16.6.15 Visit from Lebanese Students  
 

        

19.6.15 Launch of The Provost’s School Footprint 
Challenge  

        

1.7.15 Chernobyl Children’s Lifelink – welcome 
children 

       Health 
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12. Decision Making Process 
 
12.1 The Council ensures that the potential equality impacts of all proposals put before them are 

considered within the decision-making process by the use of its Equality Impact 
Assessment Process (EIA).  

 
12.2 Over the last year the process, guidance and EIA templates have been revised to support 

improvements in the quality of information going before Elected Members as part of 
Leadership Panel and Full Council reports and more robust scrutiny of content. Elected 
Members are confident in their responsibilities to consider equality in their decision making 
and have on occasion requested more detail on equality impacts before proceeding with a 
proposal.  

 
12.3 Equality Impact Assessment training has been provided to Equality Champions and officers 

involved in developing policies and procedures throughout the Council. A total of 50 staff 
were trained from December 2015 – February 2016 with bespoke EIA training sessions 
were delivered for: 

 

 Equality Champions 

 Solicitors 

 The Business Improvement Team 

 
with follow-up training sessions timetabled throughout the year for new staff.  

 
12.4 The EIA process also ensures that the individual needs of the Equality Duty are overtly 

considered within the decision making process. The EIA Summary (Section 6) sets out, 
from examples of EIAs completed in the last year, the way an individual proposal will 
support the Council in taking forward its Equality Duty. A sample selection of three 
summaries is shown in Table 3 below. 

 
12.5 In addition to being published on the Council Website completed EIAs and Scoping 

Documents are posted on the Council’s intranet to support learning and raise awareness of 
how the Equality Duty is being taken forward in other Council services. 

 
 
 
 
 
 
 
 

http://www.south-ayrshire.gov.uk/equalities/impact-assessment.aspx
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Table 3                                                         Summary Extract from Equality Impact Assessments 2015-16 

Name of Policy Eliminate discrimination Advance equality of opportunity Foster good relations 

Syrian 
Vulnerable 
Persons 
Relocation 
(VPR) Scheme 
 

This proposal will assist to eliminate 
discrimination by promoting diversity 
within the community across South 
Ayrshire and facilitating access to 
suitable, safe and secure 
accommodation for Syrian refugees. 

The proposal will advance equality of opportunity for 
Syrian refugees by facilitating access to good quality 
affordable housing and related housing and health support 
agencies, which should assist in breaking down barriers 
and assisting resettlement across South Ayrshire. 

The proposal should foster good relations 
by helping Syrian refugees access 
suitable and secure accommodation and 
facilitating a balanced and cohesive 
approach to resettlement within the wider 
community for these families. 

South Ayrshire 
Adult Mental 
Health Strategy 

The Strategy will help to eliminate 
discrimination against people with 
mental ill health which can result from 
inappropriate service design and 
planning. The Strategy will increase 
access to support and services and 
will encourage the development of 
better opportunities in the community 
for people with mental ill health. 
The Strategy will help to eliminate 
discrimination against carers of 
people with mental ill health which can 
arise as a result of their caring 
responsibilities by increasing access 
to support and services. 

The Strategy will help to advance equality of opportunity 
by supporting the development of more activities for 
people with mental ill health in the community. The 
Strategy will increase access and participation in universal 
services by people with mental ill health. 
By encouraging more respite opportunities, the Strategy 
will support carers of people with mental ill health to take 
advantage of opportunities such as recreational outings, 
time with friends, education and training opportunities by 
alleviating them of inappropriate caring responsibilities. 

The Strategy will help to foster good 
relations between Health and Social 
Work services by encouraging multi 
agency working to support people with 
mental ill health and their carers. 
It will also help to foster more supportive 
relations between people with mental ill 
health and the community and statutory 
services as their needs will be highlighted 
and addressed. 

Town Centre 
and Retail 
Proposed Local 
Development 
Plan 

By promoting the town centre first 
principle to maximise the role of town 
centres, and capture the full economic 
benefit of retail and commercial 
investment at locations that are most 
accessible to the widest range of 
population groups. 
 

By promoting the town centre first principle to maximise 
the role of town centres, and capture the full economic 
benefit of retail and commercial investment at locations 
that are most accessible to the widest range of population 
groups. 
The LDP provides a framework within which the Council’s 
Planning Service will promote sustainable economic 
development whilst protecting the built and natural 
environment for future generations.  
The LDP advances equality for opportunity for all by 
promoting sustainable economic development in 
appropriate locations which protects our environmental 
assets which make a significant contribution to the quality 
of life within South Ayrshire. 

By promoting the town centre first 
principle to maximise the role of town 
centres, and capture the full economic 
benefit of retail and commercial 
investment at locations that are most 
accessible to the widest range of 
population groups.  The policy fosters 
good relations between the Council and 
all its communities both urban and rural 
by aiming to ensure that development 
promotes economic development, 
sustainable communities whilst protecting 
the environmental and landscape quality 
of South Ayrshire. 
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13. Equality and Diversity Consultation and Engagement 

13.1 Equality and Diversity Forum members were asked over the 2015 summer recess to 
reaffirm their commitment to participate in a refreshed Forum. Elected Members have 
confirmed their willingness to continue to participate in the Forum, but stakeholders have 
not done so. This has been mainly due to further issues with the sustainability of 
stakeholder participation in the Forum. 

13.2 There are key areas of equalities work that require ongoing engagement with the 
communities of South Ayrshire: 

 Public Sector Equality Duty responsibilities including the Specific Duties to progress 
the Council’s Equality Outcomes and to Mainstream Equalities 

 Provide input from an equalities protected characteristics’ perspective to Council 
services’ initiatives (such as the Local Housing Strategy) 

 Progress on the Gaelic Language Plan. 

 

13.3 To ensure that engagement continues on these key areas the following methods of 
engagement are being used: 

Inhabit existing initiatives and Council networks such as: 

 South Ayrshire Health and Social Care Partnership Locality Planning Networks 

 Tenants Forum 

 Community Conference 

 

Virtual Networks 

 Email Distribution Network 

 Social Media such as a Facebook Page and Twitter  

 

Specific Engagement on Specific Issues e.g. the proposed Thistle Card Scheme 

 

Ayrshire Wide Equality Partnerships and Networks including: 

 Ayrshire Equality Partnership (joint PSED consultation events) 

 LGBT Leadership Group e.g. recent Conversation Cafes held in Ayrshire 
College 

 AEP Subgroup on Welcome Pack for Newly Arrived Citizens  

13.4 The progress and momentum of these varied strands of engagement on equality issues 
and key areas of are led by Councillor Miller as Portfolio Carrier, co-ordinated by the Policy 
and Performance Team and reported to Elected Members through the twice yearly 
meetings with Equality Champions. 

 
14. Equality Champions  
 
14.1 The first meeting of the refreshed Directorate Equality Champions Network took place in 

July 2015. Since then Equality Champions have been trained in their role and 
responsibilities and at each quarterly meeting a protected characteristic learning topic is 
included to support capacity building. For example in January 2016 Moving On Ayrshire 
provided a presentation on the services they provide to survivors of sexual abuse and rape 
and the awareness raising resource they are delivering in schools.  
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14.2 Training materials, resources and equality and diversity news items are circulated to 
Equality Champion twice monthly. This has included: 

 Scotland Equality Law Bulletin - November 2015 

 Equally Safe  

 16 Days of Action 2015  
 BBC article - Supporting people with dyslexia 

 Youth Conference Feedback 

 Visibility Presentation and Training Material  
 Link to Seen Something? Say Something Campaign 

 
 
15 Employee Equality Forum 
 
15.1 Following the restructuring of the Council responsibility for the Employee Equality Forum 

now sits with the Head of Policy and Performance and arrangements are in hand to refresh 
employee engagement on the equalities agenda. 

 
15.2 In addition, to support the equality work of the Council a Policy & Performance (Equalities 

and Research) Officer was recruited in September 2015, to facilitate monitoring and 
evaluation of progress. 

 
15.3 During the last year employees have continued to progress equality and diversity in their 

service delivery work and shown below are examples that have been highlighted within the 
Outstanding People Awards 2015.  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
16 Partnership Working 
 

Employees: Outstanding People Awards 2015 
 

These awards recognise those members of staff who go the extra mile to deliver a truly outstanding 
service to customers, service users and colleagues throughout South Ayrshire. 

Each year, staff are nominated by their colleagues and service users and in 2015 the categories were: 
Service Excellence, Innovation, Sustainability, Equalities in Action and Inspirational Young Employee. 

The winner of the Innovation category was the First Home Project which is a housing advice and 
tenancy preparation service delivered to young people aged 16-22 in need in South Ayrshire. The 
project ensures that these young people have access to practical sessions in painting, decorating and 
housekeeping which could help their tenancy. The sessions have ensured that skills from the wider 
community are transferred to young people to help them build self-confidence and the ability to create 
and maintain a home. 

In the Sustainability category the winner was James Skilling, Hostel Support Worker. James is a Hostel 
Support Worker who has led a team of residents at Secession House in Troon to create a reclaimed 
garden. Everything has been recycled, for example, the bricks outlining the borders were on their way 
to a skip when James stepped in! The idea behind the project is to engage with residents and to give 
them ownership of a project, and allow them to be part of something positive. James has been the 
driving force behind making this project a success, and the next step is to prepare the garden for entry 
to next year's Ayr Flower Show. 

The Equalities in Action winner was Joan Elliot, Cultural Planning Project Officer. When the Great 
Tapestry of Scotland was exhibited in Ayr, Joan went out of her way to ensure that it was accessible to 
all. When she was told of a lady who couldn't attend as she had no one to push her wheelchair, Joan 
stepped in to help. She also made special arrangements for a women's mental health group to visit the 
tapestry and take part in a closed workshop which they thoroughly enjoyed. These are just a couple of 
examples of how Joan supports vulnerable people to access arts and cultural projects. 
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16.1 The Council has continued to work with its equality partners to ensure that our Equality 
Outcomes are progressed as efficiently and effectively as possible. Examples of work with 
key partners in the last year include the below:- 

 
16.2 The 7th Annual Youth Conference was held on the 7th November 2015 as part of National 

Youth Work week and its theme was” Equality and Participation”. The event was supported 
by Elected Members including Councillor Margaret Toner and Councillor John Hampton. 
The content of the event was specifically planned to support the progress of the Council’s 
Equality Outcomes and to identify good practice in our schools and communities. Within the 
event a number of contributing Partners assisted with the following workshops: 

 
 

Spread Your Wings: 
Guide to LGBT 
 

Stuart Cooper 
LGBT Youth Scotland 

Talking Immigration and Tackling 
Contemporary Racisms 

Nicola Hay, Campaign Manager 
Show Racism the Red Card  
 

Equality and Inclusion in Sport: 
Learn more about disability and sport 

David Phee and Caitlin Anderson  
Active Schools Coordinator 
 

Anti-Stigma: Anti-stigma and transition into 
workplace 

Primary Care Mental Health team and Child and 
Adolescent Mental Health Services (CAMHS) 
Early Intervention team, Janice Marshall 

Employability and Skills: 
Equalities in Employment 
 

STEP 
Facilitators  

Age Appropriate:  
Workshop exploring the rights at what age. 
 

Brian Borland (CLD) and South Ayrshire Youth 
Forum 

 
 
16.3 Market Stalls were provided at the event by: 
 
  Voluntary Action South Ayrshire    Barnardo’s 

  South Ayrshire Young Carers     NHS, Jump Start 

  Ayrshire Youth Arts Network      South Ayrshire Youth Forum 

  Community Learning and Development/Young Scot  South Ayrshire Local Housing 

  Ayr College        LGBT Youth Scotland 

 
16.4 From the group discussions at the event the following key equality priorities will be taken 

forward by the South Ayrshire Youth Forum:  

 raising awareness of equalities relating to LGBT and ethnic minorities;  

 increase promotion and opportunities for young people with disabilities; and  

 promote the positive impact of young people by increasing opportunities for 
intergenerational work. 

 

Further details of the event can be found here and details of the South Ayrshire Youth 
Forum and its work can be found here 

 

 

http://www.south-ayrshire.gov.uk/news/finding-your-voice---south-ayrshire-youth-conference.aspx
http://www.south-ayrshire.gov.uk/youthforum/
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  Ayrshire Equality Partnership (AEP) 
 
16.5 During the last year there has been significant progress in the LGBT development work 

initiated by the AEP. This has included the establishment of the Pan-Ayrshire LGBT+ 
Leadership Group which has undertaken a number of projects to raise awareness promote 
LGBT equality within public bodies and throughout the communities of Ayrshire. For 
example, the Council participated in a full programme of events during LGBT History Month 
including holding a major conference on the 29th February to conclude the month’s 
activities. 

16.6 The LGBT+ Conference “Translating LGBT+”, which was a practitioner awareness and 
education event and the workshops included: 

 Looking after our own (Staff support and the LGBT+ workforce) 

 Step Outside 

 Coming out in Ayrshire 

 Beginners Guide to Trans (Empowering the transgender community) 

 Voices Unheard (Gender based violence/domestic abuse) 

 Where to go (Reporting LGBT+ hate crime) 

 Educating Ayrshire (LGBT+ awareness and education) 

16.7 Partners involved in delivering this event with the AEP included Scottish Parliament, The 
Equality network, Stonewall Scotland and the Scottish Transgender Alliance  

 

16.8 The AEP’s action in 2015 included: 

 Holding Conversation Cafes in the three Ayrshire areas to engage on local priorities. 
(This initiative won an Equality Network National Award) 

 Working to support refugees e.g. working with the Ayrshire Minority ethnic 
Community Association to develop a new citizen’s “Welcome to Ayrshire 
Information Booklet” 

 Receiving presentations e,g, Muslim Bereavement Service  

 Annual AEP Equalities Event calendar has been devised and is in production. 

  

Multi Agency Partnership on Violence Against Women and Children  
 
16.9 The Multi Agency Partnership on Violence Against Women and Children, have continued to 

record progress against the topics of Access, Awareness and Communication within its 
Strategic Action Plan 2015. Key resources on accessing services and the work contained in 
the Strategy that illustrate this ongoing area of partnership working that supports the 
Council’s Equality Outcomes can be found  here 

 
16.10 In addition to the work recorded the Council participates within the MAPVAW in the ‘16 

days of action’ campaign which is an international initiative, and the White Ribbon 
Campaign where men are asked to support the work to end violence against women, but 
with an emphasis on reaching out to young people. The 2015 programme is shown below: 

 

http://www.south-ayrshire.gov.uk/vaw/
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Wednesday  25th November 

Launch of the 16 Days of 
Action with Carrick Academy 
School Rugby Team. 

West FM promotion – South 
Ayrshire Women’s Aid 
(SAWA) 

Thursday 26th November 

Distribution of ‘Domestic 
Abuse Contact Card’ 

Prestwick Academy S5 Inputs 
by SAWA – ‘Is This Love’ to be 
shown at assemblies. 

Friday 27th November 

Promotion of White Ribbon at 
Midnight Football leagues 

Scotrail photocall/launch of white 
ribbon awareness raising. 

Saturday 28th November 

Promotion of White Ribbon  
and social media campaign 
#1in5 at Ayr United Cup 
game by SAWA 

SAC Twitter 

Sunday 29th November  

 

Monday 30th November 

SAC Twitter 

Awareness raising campaign with 
Ayrshire Housing staff. 

Tuesday 1st December 

White Ribbon Press Release 
– SAC website 

Wednesday 2nd December 

SAC tweet 

Thursday 3rd December 

Awareness raising at South 
Ayrshire Youth Forum Awards 

Friday 4th December 

Prestwick Airport – Border 
Policing Command ‘White 
Ribbon’ Campaign Day 

Promotion of White Ribbon 
at Midnight Football leagues 

SAC Twitter 

Saturday 5th December 

 

Sunday 6th December 

SAC Twitter 

Monday 7th December 

Respect Week input by 
SAWA  - Ayrshire College 
(Ayr Campus) 

Tuesday 8th December 

Respect Week input  - Ayrshire 
College (Ayr Campus) 

SAC Twitter 

Wednesday 9th December 

Respect Week input  - Ayrshire 
College (Ayr Campus) 

Thursday 10th December 
Respect Week input  - 
Ayrshire College (Ayr 
Campus) 
West FM promotion – SAWA 
SAC Twitter 

ACTIVITIES RUNNING THROUGHOUT THE 16 DAYS: 

 White Ribbon Campaign (WRC), VAW and Domestic Abuse 

Graphic on Building Opposite (GOBO) advert running 

throughout the “16 days of action” 

 Advertising screen image (Whitletts Road) running throughout 

16 days of action/customer service centre screens 

 Campus Police targeted  input in schools @ healthy 

relationships as well as information stands and boards 

 Promotion of White Ribbon Campaign in all South Ayrshire 

nurseries by Police Scotland 

 South Ayrshire licensed premises specifically targeting party 

nights #IMNOTTHATLAD poster 

 Promotion of White Ribbon Campaign in Ayr and Troon Train 

Stations and Ayr Bus Station #IMNOTTHATLAD poster 

 Promotion of White Ribbon Campaign in Ayrshire College – Ayr 

Campus #IMNOTTHATLAD poster 

 Promotion of social media campaign #1in5 by SAWA and 

Ayrshire College targeting local students, martial arts clubs and 

boxing clubs 

 SAC twitter campaign 

 Banner and materials to be displayed at Carrick Academy rugby 
matches 
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17. Service Provision 
 
 Educational Services:  
 
17.1 In 2009 Educational Services worked with Respect Me to create a very comprehensive and 

detailed set of Guidelines on anti-bullying strategies. These guidelines were rolled out to 
schools along with extensive training including Train the Trainer and full day training from 
Respect Me. The guidelines have since been held up as good practice to other local 
authorities by Respect Me.   

 
17.2 Individual establishments have continued to make very good progress in developing their 

own positive behaviour policies and strategies based on the guidelines. Schools have made 
very good progress in developing Rights Respecting Schools which links very clearly with 
positive behaviour and anti-bullying strategies. Pupil surveys are undertaken annually and 
current information shows that pupils report that staff are good at handling bullying (73% of 
primary school surveys consistently over the past 3 years). 

 
17.3 The impact on children and young people and their families of this work has been: 
 

• Improved self-esteem and well-being 

• Improved feelings of being valued and listened to 

• Improved relationships and behaviour  

• Children and young people’s improved engagement in learning 

• Children and young people develop a sense of security as rights-respecting language 
and behaviour is used consistently throughout the school 

• Children and young people’s increased levels of respect for each other, leading to 
improved relationships with other pupils and with staff 

• Positive behaviour strategies are evident in establishments 

• Expectations are clear for parents, pupils, teachers and support staff. 

 
17.4 Work progress within Schools to support children and families who speak English as an 

Additional Language (EAL) on translation and interpretation has included: 
 

 Annual EAL Parent Forum: Invitation letters were translated into parents’ home 
languages and interpretation services were provided.  All parents who requested the 
support of an interpreter were provided with this support: Nepali, Punjabi, Vietnamese, 
Polish, Spanish and Hungarian. 

 EAL provide advice to schools and teachers on when and how to use of interpretation 
and translation services.  Contact details for the Interpretation Service is provided on 
the EAL school contract 

 The provision of translated parent information leaflets on the role of the EAL service.  
This is now available in the 20 highest frequency languages in South Ayrshire 

 St. John’s Primary School had a parent day supported by the use of Polish interpreters 

 A variety of Modern Standard Arabic bilingual books and stories have been sourced 
and purchased to support Arabic speakers and the incoming Syrian Refugees. 

 Care Inspectorate:  “Unhappy about a Service” translated into Nepalese, Dari, Pashto,  

 Care Inspectorate “Who we are and What we do” translated into Nepalese, Dari, These 
have been provided to Nurseries with appropriate learners. 

 South Ayrshire Child Protection Committee “Working Together to Protect South 
Ayrshire’s Children” translated into Polish.   

 Electoral Registration Office “How do I Register” translated into Polish,  
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17.5 During 2015 – 16 the EAL Team supported wider equalities and working with other 
agencies including: 

 

 Provided training to school staff on supporting EAL learners in a mainstream setting, 

 The team developed and delivered training to University of the West of Scotland (UWS) 
Bachelor of Education students on supporting EAL learners and families in a 
mainstream setting, 

 Members of the team met and discussed with a representative from China, Professor 
Lee, on the role of EAL in South Ayrshire.  Professor Lee shadowed a member of the 
EAL team to observe teaching and learning.  

 EAL staff organised a meeting with Erin Grace, Teacher of the Deaf, to discuss 
strategies to support an EAL pupil who also has a Hearing Impairment.  Targets were 
agreed and shared. 

 EAL staff developed and provided an in-service to the Hearing Impairment (HI) team.  

 EAL staff attended the joint agency meeting to support Afghan Relocation Scheme 
families and visited the Afghan crèche, where they provided bilingual books and advice 
on strategies.   

 EAL invited representative of South Ayrshire Libraries to discuss how to support and 
encourage bilingual families and learners to use the libraries and the services 
available.  This resulted in South Ayrshire Libraries purchasing resources which have 
been distributed to libraries throughout South Ayrshire. 

   An EAL staff member was invited to join the South Ayrshire Bookbug Steering group, 
which identify target audiences for Bookbug training and provision of Bookbug 
services.  As a result of this work the EAL staff member has now been invited onto the 
Bookbug selection panel who will select the books which will be included in the 
Bookbug bags for distribution to 180,000 families throughout Scotland. 

 In relation to Getting it Right for Every Child (GIRFEC), the EAL team developed the 
SHANARRI (Safe, Healthy, Achieving, Nurtured, Active, Respected, Responsible, 
Included) Well-being indicators for the pilot to support schools in identifying the needs 
of an EAL learner. 

 The team visited the Sikh Gurdwara and Glasgow Central Mosque, developing 
connections with the wider community to support parents and pupils. 

 South Ayrshire EAL staff contacted the East Ayrshire EAL team and developed a 
programme of joint continuing professional development (CPD). 

 EAL staff providing support for Visual Impairment language tuition to a secondary 
school pupils in languages of their interest e.g. Russian tuition at Queen Margaret 
Academy. 

 

17.6 In addition the Visual Impairment Service supports equality for visually impaired pupils 
through: 

 Provision of materials in Braille for blind learners 

 Providing advice to school staff to support individual visually impaired learners in their 
educational setting 

 Providing training to school staff, and UWS education students, on supporting visually 
impaired and blind learners in a mainstream setting 

 Working with the Scottish Qualifications Authority (through the Scottish Maths & 
Science Group) to determine suitable additional adaptations for formal assessments 
and exams etc. 

 Working collaboratively with 3rd sector organisations to facilitate visually impaired 
young people linking with others who are visually impaired e.g. through RNIB and 
Visibility weekends, online groups etc. 
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17.7 Other Council Services also continued to make progress in supporting disabled groups 

including those with sensory impairment. For example in November 2015 the Policy and 
Performance Team received training from Visibility, which is a visual impairment charitable 
organisation. The training provided included awareness raising and practical exercises on: 

 

 Common Eye Conditions 

 Tips for Guiding a Person with a Visual Impairment 

 The Physical, Social and Psychological Impacts of having a visual impairment 

 Accessible Communication 

 Verbal Communication Tips 

 Print Communication Tips 

 Electronic Communication Tips 

 How to support visually impaired people in service delivery 

 
Housing Services 

 
17.8 In February and March 2015 Housing Services conducted a full comprehensive satisfaction 

survey involving 400 tenants. This was a face to face survey and the results informed a 
submission to the Housing Regulator. The survey showed that satisfaction had increased 
across the whole service over the following indicators: 

 Satisfaction with the service provided by the Council as a landlord 

 How well were tenants kept informed about Housing services and decisions  

 Satisfaction with opportunities to participate in the decision-making process 

 

17.9 Work is currently underway on a number of initiatives that have involved active tenant 
participation: 

 Developing the Housing Needs Demand Assessment, with estimates of future 
demographic changes influencing the number and size of homes being provided e.g. 
the number of young people moving into the area, and the increase in marital 
breakdown increasing demand for smaller homes. 

 Increasing the amount of level access housing available in South Ayrshire 

 Following the learning from the Local Housing Strategy consultation, which involved 
targeting hard to reach groups such as homeless and young people,  the service now 
makes better use of social media and has its own Facebook page supported by a 
member of staff. 

 
17.10 Ongoing consultation is a key element of Housing Services and regular meetings with 

active tenants take place which shape and influence services. Feedback from these 
meetings will continue to influence the development of the Capital Programme e.g. to 
address issues of dampness there will be further investment in improving heating within 
homes.  

 
17.11 The Housing Service also publishes full details of its performance in a Housing Newsletter, 

which can be found here, and on the Council's website 
 
17.12 During 2015 the Council has settled a total of 21 families into accommodation under the 

Afghan Relocation Scheme and has in place a housing support contract that works to give 
opportunities to sustain living within South Ayrshire. This has involved further partnership 
working to that described in the 2013-15 progress report e.g. skills projects to improve 
access to employment and to support cultural and religious needs. Now that the full 
complement of families are settled in their homes a further informal gathering of the families 

http://www.south-ayrshire.gov.uk/tenant-participation/tenant-newsletters.aspx
http://www.south-ayrshire.gov.uk/tenant-participation/
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was held in March 2016 to facilitate introductions and networking to support the new 
families to be self supporting. 

 
17.13 In January 2016 the Council agreed to accommodate and support 42 Syrian Refugees 

through the Syrian Vulnerable Person Relocation (VPR) Scheme. It is anticipated that the 
first refugees will arrive in April 2016. 

 
  Communities 
 
17.14 The Communities Service have provided community engagement training to staff including 

a Management Essential module, which was piloted in December 2015 is now in place for 
all 3rd/4th tier managers. Further training dates have been confirmed for April, May and June 
2016. 
 

17.15 In addition, community capacity building support is being provided to communities through 
the “Strengthening Our Communities” programme. The programme was delivered in March 
2016 and provided free workshops across South Ayrshire for representatives from 
communities, community groups, community councils and other voluntary sector 
organisations and topics included: 

• Community Consultation & Engagement 

• Governance, structure and management 

• Evaluating your project 

with additional topics delivered on request such as: Health Issues in the Community, 
Protection of Vulnerable Groups and Team Building. 

 

18 Human Rights 
 

18.1 The Council within its work to promote Human Rights participates in the Robert Burns 
Humanitarian Award. This year, David Nott was presented with the Robert Burns 
Humanitarian Award 2016 by Minister for Europe and International Development, Humza 
Yousaf MSP. The award applauds the efforts of people who bring hope and inspiration and 
help change lives for the better. 

 

18.2 David is a Consultant Surgeon at Royal Marsden, St Mary's and Chelsea and Westminster 
Hospitals and he has given up several months every year for more than two decades to 
volunteer with Médecins Sans Frontières and the International Committee of the Red Cross 
in war zones and amidst major humanitarian crises. His efforts have seen him performing 
life-saving surgery in areas such as Afghanistan, Bosnia, Chad, Democratic Republic of the 
Congo, Haiti, Iraq, Libya, Pakistan and Syria. David is now developing a training 
programme to share his expertise with more than 1,000 doctors and local health 
professionals. 

 
19 Licensing Board 
 
19.1 The Licensing Board has continued to work with the Local Licensing Forum as a means of 

improving communication and understanding relating to licensing issues. The Forum is 
made up of named individuals representing holders of premises and personal licences, 
young people, police, people working within health, education or social work as well as 
people representing local residents and specific arrangements.  In 2015 Licensing staff 
have, within legal protocols, ensured that as far as possible each of the protected 
characteristics are represented within the Forum.  

 
19.2 The Licensing Board, as part of its commitment to promoting equal opportunities has 

ensured that all Licensing Service staff have undergone equality training and receive 
equalities information and updates through their Directorate Equality Champions. 
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South Ayrshire Council  
Workforce Monitoring 2015 
 

1. Introduction 
 
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. We also want our workforce to reflect the 
diversity of our communities.  
 
To further this commitment, we gather and analyse information relating to the different 
protected characteristics of our workforce. We use this data to inform a wide range of 
activities including our policies and procedures, our training and development and our 
recruitment procedures.  Data relating to workforce profile used in this report was drawn 
from our HR Oracle system on the 7th December 2015 when Oracle showed a headcount of 
5039.  Data regarding recruitment, discipline and grievance relates to the period from 1st 
January to 31st December 2015.  Our full workforce profile can be viewed in more detail in 
Appendix 1.  Workforce data relating to our Education Authority can be found at Appendix 2.  
This data relates to all those employed in the Educational Services Directorate. 
 
We were aware from previous years that there were gaps relating to particular protected 
characteristics held on our HR Oracle system. As a result we are currently undertaking a 
data gathering exercise to obtain information about our employees by protected 
characteristic. While employees can choose not to disclose this information, many have 
provided it.  To date we have had a 73% return (3694).  
 
Information received to date is being held confidentially pending completion of an HR Oracle 
Project and will be uploaded onto Oracle when it can be restricted to a small number of 
people and fully analysed.  However, this report does contain high level data on some of the 
information received through this exercise to date, and this is made explicit at the relevant 
sections. 
 

2. Key Findings   

2.1 South Ayrshire Council Employees  

 
Analysis of our workforce data identified the following key trends from 2014 to 2015: 
 

 Job applications from females have decreased by 4% 

 The gender pay gap has narrowed significantly from 3.41% to 1.03%  
 

No significant changes were identified in terms of the other protected characteristics, with 
data showing that:  
 

 As in 2014, the highest number of job applications received were from young people 
aged 25 and under (20.71%) 

 The majority of employees are female (73%) which mirrors the position nationally 
across Local Authorities 

Appendix 1 
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 The majority of part time workers are female (90%) 

 The majority of employees are white and Scottish (80%) reflecting the population of 
the area 

 7.36% of our workforce is aged 25 and under 

 34% of the workforce is aged 46-55, representing no change since 2012 

 The percentage of employees stating they have a disability is unchanged at 1%;  
However, our ongoing workforce data gathering exercise indicates that 7.55% of our 
workforce stated they have a disability, with 12.26% preferring not to say 

 Our ongoing workforce data gathering exercise indicates that 0.19% of our workforce 
is bisexual, 0.27% gay, 0.27% lesbian, 84.84% heterosexual/straight, 0.24% other 
and 14.19% prefer not to say 

 Our ongoing workforce data gathering exercise indicates that 0.19% of our workforce 
identify or have identified, as a transgender or trans person.  12.56% preferred not to 
say 

2.2 Key Findings – Education Authority Employees 
 
Analysis of our workforce data for Education Authority employees identified the following key 
trends from 2014 to 2015: 
 

 Job applications from men decreased by 6% 

 Appointments of men decreased by 28% 
  

No significant changes were identified in terms of the other protected characteristics, with 
data showing that:  
 

 The majority of employees are female (84%), showing no change from 2014 

 The majority of part time workers are female (96%) 

 The majority of employees are white and Scottish (75%) reflecting the population of 
the area 

 The percentage of employees stating they have a disability is 0.46%. This 
information is drawn from our HR Oracle system.  However, we anticipate this figure 
to be around 7%, based on our ongoing data gathering exercise 

 

3 Progress on Equality Outcomes 
 
In 2012 we identified three equality outcomes for both the Council workforce as a whole and 
as an Education Authority. These equality outcomes have progressed as follows: 
 
1. Employees Work In A Fair And Inclusive Environment 

 

 We have made significant progress in gathering data on employee protected 
characteristics, particularly where limited information was previously available i.e. 
sexual orientation, disability and transgender.   This will enable us to report more fully 
and accurately in a range of areas such as grievance, discipline and absence by 
protected characteristic. 
 

 Feedback from our biennial Employee Engagement Survey around culture within the 
Council has led to the development of a set of organisational values and behaviours.  
These values, branded The South Ayrshire Way are due to be rolled out in 2016/17 
and are underpinned by fairness and equality. 
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 We have and continue to, mainstream Equality into all HR policies which are equality 
impact assessed. 
 

 We changed our managing performance procedures so that employees, whose 
performance is of concern, are managed through capability, rather than disciplinary 
procedures.  This policy comes into effect on 1st April 2016 and a training programme 
is ongoing for managers/employees in the new procedure, with particular emphasis 
on the duty to make reasonable adjustments where disability is a factor. 
 

 We have organised awareness sessions on domestic violence and stalking for 
managers and case studies have been mainstreamed into our managing 
performance training programme. 

 

 In 2014, we put measures in place to assist managers with the recruitment and 
selection process to ensure best practice.  Our recruitment procedures have 
undergone revision and will include positive action measures where it has been 
identified there is occupational gender segregation. 

 

 We continue to mainstream equality into our internal training courses, both online 
and classroom based.  All on-line management and equality courses have been 
refreshed and re-launched on our new e-learning platform. 
 

 We have developed a new leadership and management development programme for 
3rd tier managers and equalities has been mainstreamed into all Managing People 
sessions. 
 

 We continue to deliver bespoke equality training, including role specific equality 
sessions to staff, including newly qualified teaching staff. 

 

 We have developed advice and guidance to assist managers and employees in 
relation to their rights and responsibilities at work on Share-point, the Council’s 
internal web pages.   
 

 We have delivered bespoke managing conflict sessions to head teachers, 
incorporating early intervention and best practice, with emphasis on equalities.   
 

 We held a briefing session for Appeals Panel members in November 2015.  The 
session was delivered by an advocate specialising in employment law matters and 
equality was mainstreamed into the content. 
 

 We provided a bespoke programme to all HR and OD officers covering performance, 
absence, discipline and grievance handling with particular emphasis on best practice 
in relation to equalities. 
 

 We are piloting a programme focused on improving the return-to-work and retain-in-
work outcomes for employees with long term health conditions and disabilities. This 
is designed to help identify effective rehabilitation programmes and reasonable 
adjustments within the workplace. 
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 The Scottish Government stated that Close The Gap identified South Ayrshire 
Council as having one of the best workforce monitoring reports (2014) to 
demonstrate elements of good practice in terms of reporting on gender pay gap and 
occupational segregation.  

 
2. To Maximise Opportunities For Young People To Enter The Workforce  

 

 We continue to work with partners including schools, SDS, Ayrshire College and 
DWP to deliver the Opportunities for All commitment to provide all young people 
aged 16-19 with an offer of employment, learning or training.  In August 2015, SDS 
published the first Participation Measure.  In South Ayrshire, 88.6% of young people 
aged 16-19 were participating in employment, education or training.  This is above 
the national level and reflects the continual improvement in School Leaver 
Destinations.  

 

 Our Employability and Skills team work very closely with schools through the MCMC 
partnerships to provide comprehensive support to young people.  Each school has a 
link officer who provides transition support to targeted young people to move to a 
positive post-school destination.  In 2014/15 94.3% of young people in South 
Ayrshire left school and entered a positive destination.  

 

 We have successfully applied for European structural funding to support additional 
employability activity.  European Social Fund (ESF) Pipeline and Youth Employment 
Initiative programmes will begin in April 2016 and will target young people and adults 
with multiple barriers to employment. 

 

 In December 2015, we achieved the Investors in Young People (IIYP) Gold Award, 
the first Council in Ayrshire and one of the first in the country to achieve this 
accolade.  The Gold Award for Good Practice recognised the high quality work 
undertaken by South Ayrshire Council to create employment opportunities for young 
people and help maximise their potential.  

 
IIYP praised the wide range of work we undertake to support young people, including 
the following activity in 2014/15: 

 

 160 young people took part in our Work Out! programme. This gives school pupils 
the opportunity to take up work experience placements and develop skills for work 

 345 young people found work through the Ambition programme 

 7000 days of work placement activity were provided to young people 

 1363 people received employability support, with 575 youths and adults 
progressing into employment 

 3,000 young people were supported by the Council to achieve a variety of youth 
awards e.g. Duke of Edinburgh 

 55% of young people engaging with youth employment hubs located in a range of 
towns in South Ayrshire progressed to a positive destination 

 We expanded our successful Graduate Internship Programme, increasing it from 
six to twelve months and we recruited 15 young people as interns in 2015.  Since 
the Programme’s inception in 2013, 100% of leavers have obtained graduate level 
employment  

http://www.closethegap.org.uk/
http://www.south-ayrshire.gov.uk/news/south-ayrshire-council-gets-gold-for-its-investment-in-young-people.aspx
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Case Study – Antony Kamau, (Graduate Intern Programme) 
 
Antony graduated from Strathclyde University with a degree in Civil Engineering.  His 
dissertation was transport based, following a summer placement with Amey.  
Following graduation, he found it difficult to secure employment as all job 
opportunities stipulated a minimum of two years’ work experience.   
 
Antony was “underemployed”, working in the Odeon where he was unable to apply 
his engineering skills, when he successfully applied to South Ayrshire Council’s 
Graduate Internship Programme. 
 

Antony Says - My experience with the internship 
programme has been amazing.  I was placed, in line with 
my degree, with Ayrshire Roads Alliance (a shared service 
between South and East Ayrshire Councils). From the 
beginning, I shadowed engineers with their own projects 
and I finally got my own project from initial stage to 
completion.  During my internship, I worked on major 
projects across Ayrshire eg, A70 design and construction 
of a cycle way where I was involved with producing 
drawings and supervising work on site, resurfacing of worn 
public roads where I had involvement in measuring, 
pricing, procuring and supervising. 
 

I was also a part of the Corton development which involved checking drawings, 
finding future risk before planning consent was awarded and drainage for road 
construction consent. The development will have 750 houses, 12km of roads, a hotel 
and pub, a new primary school, sustainable drainage, 700sq ft. supermarket and a 
footbridge. 
 
The experience I have gained made the opportunity of securing a job a lot easier than 
before.  I also had the opportunity to develop in other areas through monthly training 
offered e.g. presentation skills and competency based interview skills.  I have been 
offered two job opportunities by two different employers and have recently secured a 
permanent, full time promoted position with Ayrshire Roads Alliance. 
 

 
3. To Increase The Representation Of Men And Women In Roles Where Gender 

Segregation Is Evident 
 

 Our new Workforce Strategy, which underlines our commitment to ensure our 
workforce is appropriately shaped, skilled and fit for future purpose, was approved in 
September 2015. The strategy was designed to assist the delivery of the strategic 
objective ‘improve the way that we work as a Council’ and outlines the importance of 
addressing occupational segregation. 
 

 A workforce planning session for all senior managers was delivered by the 
Improvement Service in September 2015.  This session was followed up by one to 
one bespoke sessions focusing on specific services e.g. Home Care and Building 
Standards, where traditional gender roles are prevalent to identify any actions to 
address segregation. 
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 We are also working with services to identify employees who are in non-traditional 
gender roles and who are willing to deliver sessions to schools, and be involved in 
promotional campaigns. 
 

 Our Working for Us website is being revamped to include more comprehensive 
information and we continue to use non-gender stereotypical images on our 
recruitment pages and on our e-learning platform. 

 

 We continue to raise awareness of gender segregation on our recruitment and 
selection training, both practical and e-learning. 
 

 We have delivered employability sessions in schools to encourage young people to 
seek work experience in non- traditional roles. 
 

 We continue to promote non-traditional roles for young people on our employability 
programmes to promote vocational pathways within the Council and to promote 
opportunities in non-traditional roles.  Employability and Skills Officers attend parents 
evenings and curricular choice events in schools.  

 

Case Study - Chloe (Modern Apprentice – Painting and Decorating) 
 
Chloe was initially identified through the school MCMC partnership as someone who 
had disengaged from school and needed support with training and employment. Chloe 
was supported in a range of ways by our Employability & Skills team. She progressed 
onto an Activity Agreement where she participated in group work, a  youth 
achievement award and a work placement with South Ayrshire Council’s town centre 

initiative.  
 
When Chloe expressed an interest in painting 
and decorating, a traditionally male dominated 
environment, we matched her with a local 
Painter and Decorator who was extremely 
supportive and she took up a placement. 
 
Chloe completed the Employability Fund 
Stage 2 programme and moved onto our 
Employability Stage 3 Programme, where she 
had the opportunity to complete the Certificate 
of Work Readiness and increase her days in 
placement.   
 

 
We were able to assist Chloe’s employer with funding through Scotland’s Employer 
Recruitment Incentive, and he was able to offer her an apprenticeship in Painting and 
Decorating, which she is currently working towards. 
 
Chloe said “I really appreciate all the help I got when I left school from South Ayrshire 
Council’s Employability and Skills team. I really love my job as a painter and decorator. 
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 We are working with Skills Development Scotland to promote the Employers’ 
Equality Action Fund, which offers grants of between £3000 and £10,000 to private, 
public and voluntary sector employers to run pilot projects aimed at improving 
access to Modern Apprenticeships amongst under-represented groups. 

 

 The Scottish Government stated that Close The Gap identified South Ayrshire 
Council as having one of the best workforce monitoring reports (2014) to 
demonstrate elements of good practice in terms of reporting on gender pay gap and 
occupational segregation.  

 
  

http://www.closethegap.org.uk/
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Appendix 1 

 
South Ayrshire Council – Full Workforce 
 

1 Gender 
 
Current Workforce 
Figure 1 below shows the gender make up of South Ayrshire Council’s workforce, which is 
predominantly female (73%) and reflects the national picture, with the workforce across all 
Scottish authorities being 71.2% female.  The gender composition of the workforce is largely 
unchanged with the female percentage increasing by 1% from 2014-2015. 
 
Figure 1 
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Figure 2 (previous page) shows employment status by gender.  The vast majority of part-
time workers are women.  90% of permanent part-time workers are female and 10% are 
male.  87% of part- time (temporary) workers are female and 13% are male. 
 
Figure 3  

 
Figure 3 above shows employee working patterns by gender.  85% of men work full time, a 
figure which has reduced by 1% and 47% of women work full-time.  The percentage of 
women working full time has increased by 2%. 
 
Recruitment 
Of the 13,184 job applications received by South Ayrshire Council in 2015, 65% were from 
women, 30% were from men with the remainder either preferring not to say or not providing 
any information on gender.  Figure 4 below, shows the percentage of male and female 
applicants who were subsequently appointed. 
 
Figure 4 
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Leavers 
39% of employees who left South Ayrshire Council in 2015 were men and 61% were 
women.  
 
Grievances and Discipline  
Our Oracle HR system does not currently hold this information centrally by protected 
characteristic.  
 
Attendance at Training 
23% of attendees at internal training were men and 77% were women, which is 
representative of our workforce profile.  We do not hold information on attendance at 
externally provided training. 
 
Gender and Occupational Segregation 
Occupational segregation is understood as the concentration of men and women: 
 

 In different kinds of jobs (horizontal segregation) 

 In different pay grades (vertical segregation) 
 
In South Ayrshire Council, women are mostly concentrated in roles such as home care, 
catering, administration and clerical roles. In comparison, men are mostly concentrated in 
manual roles such as gardening, green-keeping and bricklaying.   
 
Figure 5 below gives a breakdown of the percentage of employees in each pay grade by 
gender. A full breakdown of designation by gender is provided in Appendix 3. 
 
Figure 5 

 
Gender Pay Gap  
We have calculated our gender pay gap by expressing the average female pay as a 
percentage of the average male pay and it is currently 1.03% in favour of men.  The pay gap 
has narrowed since 2014 when it stood at 3.41% in favour of men.  
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2 Disability 
 
Current Workforce 
Data currently held on our Oracle HR system indicates that 1% of employees have stated 
they have a disability.  
 
However, our ongoing workforce data gathering exercise shows that, to date, 7.55% of our 
workforce stated they have a disability. 
 
Recruitment 
South Ayrshire Council adopts the double tick standard whereby all applicants who are 
disabled and who meet the essential criteria for the role are automatically sifted through to 
the interview stage.  
 
Figure 6 below, shows the percentage of successful applicants by disabled; not disabled; 
and prefer not to say as provided by My Job Scotland. 
  
Figure 6 
 

Disability Percentage of 
Applications 
(13184) 

Percentage of Total 
Selected For 
Interview 
(4142 ) 

Percentage of Total 
Successful 
Appointments 
(1393 ) 

Disabled 3.56% (470) 4.35% (180) 2.44% (34) 

Not disabled 90.70% (11958) 90.66% (3755) 93.18% (1298) 

Prefer Not To Say 0.95% (61) 0.92% (38) 0.72% (10)  

Blanks 4.79% (631) 4.08% (169) 3.66% (51) 

 
Grievances and Discipline  
Our HR Oracle system does not hold information on discipline and grievance by protected 
characteristic.  
 
Attendance at Training 
0.7% of attendees at training on internal courses stated they had a disability.  We do not 
hold information on attendance at externally provided training.  
 

3 Race 
 

Current Workforce 
The racial profile of South Ayrshire Council’s current workforce (figure 7 overleaf) is white 
and Scottish, with 80% of employees falling into this category.  7% of employees are white 
British and for 8% of employees we either have no information or the employee has elected 
not to disclose.  2% of our workforce identify as belonging to other ethnic minorities, an 
increase of 1% since 2014.   
 
The ethnic profile of our workforce is reflective of our wider community where, according to 
the last Scottish census, 89.5% of residents in South Ayrshire were white, Scottish with 0.5% 
belonging to a variety of other ethnic minorities.1  
 

                                                           
1
 http://www.scotlandscensus.gov.uk/ods-web/area.html 



  

12 

 

Figure 7 

 
Recruitment 
73% of applications received by South Ayrshire Council were from candidates who identified 
themselves as white Scottish. 73% of candidates who were selected for interview and 72% 
of appointments made in 2015 were of individuals who are white Scottish.  
 
Grievances and Discipline  
Our HR Oracle system does not hold information on discipline and grievance by protected 
characteristic 
 
Attendance at Training 
77% of employees who attended internal training courses were white Scottish.   At present 
we do not hold information on attendance at externally provided training. 

 
4 Age 
 
Current Workforce 
Figure 8 below shows the age profile of our employees.  There has been no significant 
change in that the largest percentage of our workforce belong to the 51-55 and 46-50 age 
brackets. 
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Recruitment 
Fewer job applications were received in 2015 than in previous years.  Figure 9 below shows 
the number of applications received by age bracket.  A significant proportion of applications 
came from candidates in the 21-25 age bracket, with 20.71% of applications coming from 
this group.  Unsurprisingly, the highest percentage of candidates selected for interview were 
also from the 21-25 age bracket, with 16.44% of those interviewed being from this age 
group.   
 
Figure 9 
 

 
 
Grievances and Discipline  
Our HR Oracle system does not hold information on discipline and grievance by protected 
characteristic. 
 
Attendance at Training 
In 2015, a high proportion of places at internal training sessions were taken by those within 
the 51-60 (30.6%) and 41-50 (30.1%) age brackets.  

 
5 Pregnancy and Maternity 
 
Return to Work of Woman on Maternity  
68 women were due to return to work after maternity leave.  Of those, 4 did not return to 
work.  Of the 64 who did return, 17 changed their working pattern and reduced their hours 
worked per week.   
 

6 Marital Status and Civil Partnership 
 
Current Workforce  
Our HR Oracle system does not hold information on the marital or civil partnership status of 
our workforce, other than that gathered through recruitment, but our ongoing workforce data 
gathering exercise indicates that 50.6% of our workforce stated they are married or in a civil 
partnership. 
 
Recruitment 
43.84% of applications received were from candidates who were single, with 30.95% from 
candidates who were either married or in a civil partnership.  
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39.72% of those interviewed and 38.33% of appointments made were to individuals who 
were single. Those who had identified themselves as either being married or in a civil 
partnership made up 34.14% of those interviewed and 35.75% of appointments. 
 

7 Sexual Orientation 
 

Current Workforce  
Our HR Oracle system does not hold information on the sexual orientation of our workforce, 
other than that gathered through recruitment, but our ongoing workforce data gathering 
exercise indicates that 0.19% of our workforce is bisexual, 0.27% gay, 0.27% lesbian, 
84.84% heterosexual/straight, 0.24% other and 14.19% prefer not to say. 
 
Recruitment 
Data from My Job Scotland shows that 91.88% of applications received were from 
candidates who identified themselves as straight. Figure 10 below gives the full breakdown 
of the sexual orientation of all applications, interviews and successful appointments in 2015. 
 
Figure 10 
 

Sexual Orientation Percentage of 
Applications 
(13184) 

Percentage of Total 
Selected For 
Interview 
(4142) 

Percentage of Total 
Successful 
Appointments 
(1393) 

Bisexual 0.21%(28) 0.36%(15) 0.65%(9) 

Gay 0.46%(61) 0.53%(22) 0.36%(5) 

Straight 91.88%(12114) 92.13%(3816) 92.46%(1288) 

Lesbian 0.38%(50) 0.24%(10) 0.22% (3) 

Prefer not to 
answer 

2%(264) 2.34%(97) 2.08%(29) 

Other 0.10%(13) 0.19%(8) 0.36%(5) 

Unknown 4.96%(654) 4.20%(174) 3.88%(54) 

 
8 Religion or Belief 

 
Current Workforce  
Our HR Oracle system does not hold information on the religion or belief of our workforce, 
other than that gathered through recruitment, but our ongoing workforce data gathering 
exercise, figure 11 overleaf has shown: 
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Figure 11 
 

Religion or Belief 
 

Percentage of Workforce 

Buddhist 0.22% 

Church of Scotland 34.76% 

Hindu 0.03% 

Humanist 0.30% 

Jewish 0.03% 

Muslim 0.22% 

None 26.50% 

Other Christian 4.52% 

Other religion or belief 1.89% 

Pagan 0.14% 

Roman catholic 10.69% 

Sikh 0.03% 

Prefer not to say 20.66% 

 
Recruitment 
40.52% of applications received were from candidates who had stated that they did not have 
any religion or belief.  A full breakdown is contained in Figure 12 below. 
 
Figure 12 

 

11. Gender Reassignment 

 
Current Workforce  
Our HR Oracle system does not hold information on our workforce with regard to gender 
reassignment, other than that gathered through recruitment. Our ongoing workforce data 
gathering exercise indicates that 0.19% of our workforce identify or have identified as a 
transgender or trans person.  12.56% preferred not to say. 
 

Religion or Belief Percentage of 
Applications 
(13184) 

Percentage of Total 
Selected For 
Interview 
(4142) 

Percentage of Total 
Successful 
Appointments 
(1393) 

Buddhist 0.18%(24) 0.34%(14) 0.29%(4) 

Church of Scotland 28.22%(3721) 29.19%(1209) 29.36%(409) 

Hindu 0.06%(8) 0.07%(3) 0% 

Humanist 0.24%(31) 0.29%(12) 0.50%(7) 

Jewish 0.19%(25) 0.19%(8) 0.14%(2) 

Muslim 0.29%(38) 0.17%(7) 0.14%(2) 

None 40.52%(5342) 39.76%(1647) 40.92%(570) 

Other Christian 6.96%(918) 6.74%(279) 5.89%(82) 

Sikh 0.11%(14) 0.10%(4) 0% 

Pagan 0.05%(7) 0.10%(4) 0% 

Roman Catholic 10.44%(1377) 10.28%(462) 10.91%(152) 

Prefer not to 
answer 

6.08%(801) 6.11%(253) 6.17%(86) 

Other Religion or 
Belief 

0.57%(75) 0.77%(32) 0.50%(7) 

Unknown 6.09%(803) 5.89%(244) 5.17%(72) 
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Recruitment 
Data from My Job Scotland shows that 19 (0.14%) applications were received from 
candidates who identify or have identified as a transgender or trans person. 11 candidates 
were interviewed with 1 being appointed. 
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Appendix 2 

 
South Ayrshire Council Education Authority 
 
The following information relates to 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 Nurses, School Assistants, School Technicians, School 
Librarians, clerical and administration and Support Assistants.    
 
Data relating to workforce profile used in this report was drawn from our HR Oracle system 
on the 7th December 2015 when Oracle showed a headcount of 1967.  Data regarding 
recruitment, discipline and grievance relates to the period from 1st January to 31st December 
2015.  
 

1. Gender 
 
Current Workforce 
Figure 1 below shows the gender make up of South Ayrshire Council’s Education workforce, 
which is predominantly female (84%).  There is no change from 2014. 
 
Figure 1 
 

 
  

84% 

16% 

Education Authority by Gender 

Female

Male



  

18 

 

Figure 2 

 
There is a clear difference in the gender profile of part time workers (Figure 2 above).  96% 
of part time workers on permanent contracts are women, an increase of 1% since 2014.  
94% of part time workers on temporary contracts, are also women, an increase of 5% since 
2014. 
 
Figure 3 below illustrates that a significantly higher proportion of men are employed full time 
(88%) an increase of 2% from 2014. There has been a slight decrease (1%) in women 
working full time, with 54% of female Education Authority employees working full time. 
 
Figure 3 
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Recruitment 
Of the 5,517 job applications received by South Ayrshire Council’s Education Authority in 
2015, 82% were from women, 12% were from men and the remainder did not disclose. This 
is a 6% decrease in the number of applications received from men compared to 2014; 
however the percentage of women submitting applications has remained the same as the 
previous year. 
 
Figure 4 below shows the percentage of men and women who applied for jobs, who were 
interviewed and who were appointed. 
 
Figure 4 

 

 
 
Starters and Leavers  
Women made up 88% of appointments to the Education Authority in 2015. 12% of 
appointments were men.  The figures should be read in light of the large percentage of 
applications received from women as mentioned in the previous section. 
 
Of those leaving the Education Authority in 2015, 15% were men and 85% were women.  
The primary reasons for both men and women leaving were retirement and resignation. 
 
Grievances and Discipline  
Our HR Oracle system does not currently hold information on discipline and grievance by 
protected characteristic.  
 
Gender and Occupational Segregation 
Within South Ayrshire Council Education Authority, women are concentrated in roles such as 
teaching, nursery nurses and school assistants.  
 
Figure 5 overleaf shows the percentage of employees in each pay grade by gender.  A full 
breakdown of designation by gender is provided in Appendix 4. 
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Figure 5 
 

 
 
 

Gender Pay Gap 

We have calculated our gender pay gap by expressing the average female pay as a 
percentage of the average male pay and it is currently 17.21% in favour of men. This may be 
as a result of a high number of women undertaking lower paid work, particularly posts at 
grades 1-8. 
 

2. Disability 
 
Current Workforce 
Our HR Oracle system shows that 0.46% of employees stated that they have a disability. 
The true figure is likely to be much higher and a fuller, more accurate picture of our 
workforce profile will be available on conclusion of our data gathering exercise. 
 
Recruitment 
South Ayrshire Council as an Education Authority adopts the double tick standard whereby 
all applicants who are disabled and who meet the essential criteria for the role are 
automatically sifted through to the interview stage.  
 
Figure 6 below shows the percentage of successful applicants by disabled; not disabled; and 
prefer not to say as provided by My Job Scotland. 
 
Figure 6 

 
Disability Percentage of 

Applications 
(5517) 

Percentage of Total 
Selected For 
Interview 
(1366) 

Percentage of Total 
Successful 
Appointments 
(470) 

Disabled 2.95% (163) 4.69 % (64) 2.13% (10) 

Not disabled 90.56% (4996) 91.07% (1244) 95.10% (447) 

Prefer Not To Say 6.49% (358) 4.25% (58) 2.77% (13) 

0%
10%
20%
30%
40%
50%
60%
70%
80%
90%

100%

Education Authority Pay Grade by Gender 

Female

Male



  

21 

 

 

3. Race 
 

Current Workforce 
Figure 7 below shows the racial profile of the Education Authority’s current workforce. 
Current information held shows that the majority (75%) are white and Scottish.10% of 
employees identified as white British, 2% identified themselves as belonging to other ethnic 
minorities and 8% did not disclose.  
 
Figure 7 

 

Recruitment 
85% of applications received by South Ayrshire Council were from candidates who identified 
themselves as white Scottish.  Similarly 85% of candidates who were selected for interview 
and 87% of appointments made in 2015 were to individuals who are white Scottish.  
 

4. Age 
 
Current Workforce 
The largest percentage of the Education Authority’s workforce belongs to the 51-55 and 46-
50 age brackets as illustrated in Figure 8 overleaf.  These figures show no change since 
2014.  
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Figure 8 
 

 
Recruitment 
Figure 9 below shows that the majority of applications received in 2015 were from 
candidates in the 21-25 age bracket, with 28% of applications coming from this group.  
Unsurprisingly the percentage of candidates who were selected for interview was also from 
the 21-25 age bracket and 23.83% of successful applicants who were appointed also 
belonged to this age group. 
 
A low number of applications were received from candidates who were aged 51 or older, 
with only 4.12% percent of applications coming from this group. A small percentage of 
candidates did not provide their date of birth when applying. 
 
Figure 9 
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5. Pregnancy and Maternity 
 
Return to Work of Woman on Maternity Leave 
Information on return to work following maternity leave is not currently held on our HR Oracle 
system for all Education Authority posts.   
 

6.  Marital Status and Civil Partnership  
 
Current Workforce  
Figure 10 below illustrates the marital status of Education Authority employees. 
 
Figure 10 
 

 
Recruitment  
45.3% of applications received were from candidates who were single, with 32.5% from 
candidates who were either married or in a civil partnership.  
 
44% of total appointments were to individuals who were either married or in a civil 
partnership and 36% of appointments were made to individuals who were single. 
 

7. Sexual Orientation 
 

Current Workforce  
Our HR Oracle system does not hold information on the sexual orientation of our current 
workforce, other than that gathered through recruitment.  Our ongoing data gathering 
exercise will enable us to provide more detailed information in relation to employees by 
protected characteristics in 2017. 
 
Recruitment 
Figure 11 overleaf gives the full breakdown of the sexual orientation of all applications, 
interviews and successful appointments in 2015 which was gathered through My Job 
Scotland. 
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Figure 11 

 

Sexual Orientation Percentage of 
Applications 

(5517) 

Percentage of Total 
Selected For 

Interview 
(1366) 

Percentage of Total 
Successful 

Appointments 
(470) 

Bisexual 0.15% (8) 0.29% (4) 0.21% (1) 

Gay 0.18% (10) 0.22% (3) 0.21% (1) 

Straight 91.84% (5067) 92.97% (1270) 94.04%(442) 

Lesbian 0.38% (21) 0.44% (6) 0.64% (3) 

Prefer not to answer 7.45% (411) 6.07% (83) 4.89% (23) 

 
8. Religion or Belief 

 
Current Workforce  
Our HR Oracle system does not hold information on the religion or belief of our workforce, 
other than that gathered through recruitment. This will be addressed through our ongoing 
data gathering exercise. 
 
Recruitment 
Data from My Job Scotland shows that 33.5% of applications received were from candidates 
who stated they did not have any religion or belief.  Figure 12 below gives the full breakdown 
of the religion or belief of all applications, interviews and successful appointments in 2015. 
 
Figure 12 

 
9.  Gender Reassignment 
 
Current Workforce  
Our HR Oracle system does not hold information on our workforce with regards to 
employees who identified themselves as undergoing or have undergone gender 
reassignment, other than that gathered through recruitment.   
 
  

Religion or Belief Percentage of 
Applications 

(5517) 

Percentage of Total 
Selected For Interview 

(1366) 

Percentage of Total 
Successful 

Appointments 
(470) 

Buddhist 0.04% (2) 0.07% (1) 0.00% (0) 

Church of Scotland 32.17% (1775) 36.02% (492) 35.96% (169) 

Hindu 0.04% (2) 0.15% (0) 0.00% (0) 

Humanist 0.11% (6) 0.07% (1) 0.00% (0) 

Jewish 0.4% (22) 0.51% (7) 0.21% (1) 

Muslim 0.33% (18) 0.07% (1) 0.00% (0) 

None 33.51% (1849) 30.67% (419) 34.04% (160) 

Other Christian 8.23% (454) 8.57% (117) 8.30% (39) 

Sikh 0.13% (7) 0.15% (2) 0.00% (0) 

Pagan 0.04% (2) 0.15% (2) 0.00% (0) 

Roman Catholic 12.51%(690) 12.74% (174) 13.19% (62) 

Prefer not to answer 12.41% (680) 10.61% (145) 8.08% (38) 

Other Religion or 
Belief 

0.18% (10) 0.22% (3) 0.21% (1) 
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Recruitment 
Data from My Job Scotland shows that 0.05% of applications received were from candidates 
who had stated that they were undergoing or had undergone gender reassignment.  0.02% 
of those selected for interview had identified that they had undergone or were undergoing 
gender reassignment. No appointments were made to individuals who indicated they had 
undergone and were undergoing gender reassignment. 


