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Letter from the Leader of the Council 
 
 
 
 
 
 
South Ayrshire Council produced its first Race Equality Scheme in 2002. We 
now have the opportunity to review the Scheme, bring it up to date and 
republish it.  In doing this we have learned from our experiences over the past 
three years.  We have been working with partners across Ayrshire to identify 
issues of importance to ethnic minority communities and have learned a lot 
from this work. 
 
We have received feedback from the Commission for Race Equality on our 
Race Equality Scheme 2002 and have taken this into account.  We have also 
audited our race equality work this year and its contribution to promoting Best 
Value. 
 
In developing and putting this scheme into effect we recognise that Ayrshire 
has a very small ethnic minority population compared to other places in 
Scotland.  This is not an excuse for inaction, but it does present us with 
particular challenges that are different from those faced in larger urban areas.  
 
I hope you will join me in welcoming these challenges and seeking to promote 
race equality in South Ayrshire. 
 
 
 
 
 
 
COUNCILLOR ANDREW HILL  
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Foreword by the Chief Executive 
 
 
 
As Chief Executive and Chair of the Corporate Management Team I am 
delighted to set out our commitment to promoting race equality.  We have 
made considerable progress in the past three years to mainstream race 
equality into the work of the Council and in particular to ensure that it is a full 
part of our work to promote Best Value. 
 
We recognise that we do not have the resources of a larger council and that 
South Ayrshire also has a small ethnic minority population.  This means that 
we have to work differently, both in developing our policies within the Council 
and in maximising our resources through partnership working.  Some of the 
work we have undertaken is, I believe, pioneering and demonstrates that 
South Ayrshire Council can make a contribution of national importance. 
 
This work is described within the Scheme, which I hope you will take time to 
read. Over the next three years we will be putting into effect an ambitious 
series of commitments to ensure that we make the progress required to 
deliver services that meet the needs of all and which can promote race 
equality across South Ayrshire. 
 
 
 
 
Tom Cairns 
Chief Executive   
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1. Introduction 
 
1.1 The Council’s Race Equality Scheme 2005 has been prepared following a 

review of the Council’s Race Equality Scheme 2002.  The new scheme takes 
into account the lessons that have been learned in the past three years and 
new developments including partnership work on race equality that has been 
carried out Ayrshire wide. 

 
1.2  The Scheme includes a fully revised list of relevant functions; impact 

assessment summaries; details of how the work will be managed, monitored 
and reported and an associated action plan setting out in detail work that will 
take place across all departments.  A commitment to pilot a new impact 
assessment toolkit based on an NHS model is introduced. The Scheme also 
includes new arrangements for ethnic monitoring that have been put in place 
and the ethnic monitoring statement for 2005. 

 
1.3  The review and development of a new Race Equality Scheme is a milestone in 

the Council’s progress towards achieving best value.  It is also part of a learning 
process.  One of the most important considerations to take into account in 
promoting race equality in South Ayrshire is the limited size and diversity of the 
ethnic minority population.  South Ayrshire has a very small ethnic minority 
population and this raises its own challenges in promoting race equality, 
challenges which have shaped the overall direction of the new Scheme and its 
priorities. 

 
1.4  The plan is being submitted to the Commission for Racial Equality in November 

2005.   The duration of the plan is three years, so it will be reviewed again in 
2008. 

 
1.5  Further information along with a summary in Chinese or Urdu can be found on 

the Council’s website.  We would welcome comments or questions on the 
scheme: please contact the Council at the address below. 

 
 
 
 

Adrian Shaw 
Policy Manager 
Chief Executive Department 
South Ayrshire Council 
01292 612134 

 
adrian.shaw@south-ayrshire.gov.uk  
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2. REVIEW OF THE RACE EQUALITY SCHEME 2002 
 
The Council’s Statutory Duty 
 
2.1 The Council’s Race Equality Scheme 2005 has been prepared to comply with 

the Council’s duties under the Race Relations Act1.  In brief the Council has a 
general duty to have due regard to the need to:  

 
o eliminate unlawful racial discrimination 
o promote equality of opportunity, and 
o promote good race relations. 

 
In addition the Council has a specific duty to prepare and publish a Race 
Equality Scheme.  The purpose of the Scheme is to set out the functions and or 
policies that are relevant to meeting the general duty, and the arrangements 
that will help to meet the duty. 

 
 
The Race Equality Scheme 2002 
 
2.2  The Council first prepared a Race Equality Scheme in 2002 and submitted the 

scheme to the Commission for Racial Equality (CRE) in November 2002.  The 
CRE assessed the Scheme and found that it was compliant with the legislation 
and guidance.  This revised scheme is based on the 2002 Scheme but has 
been developed to include a variety of new work that has been carried out in 
the past three years.  This Review has had three important elements to it: 

 
• The experience of departments in putting into effect the RE Scheme 2002, 

including the challenges and successes they have encountered;  
• The comments on the CRE on the 2002 scheme; and  
• The work of the Ayrshire Race Equality Partnership. 

 
The issues raised in the review are discussed in more detail below. 

 
 
The Experience of Departments  
 
2.3 Since 2002 Council departments have been putting into effect commitments 

made in the Council’s first Race Equality scheme.  All departments are 
represented on the Council’s Race Equality Strategy Group.  The Group meets 
quarterly throughout the year to review progress with departmental action 
plans, monitor uptake of training and also identify and discuss new initiatives.   

 
2.4  In summary the experience of departments has been generally positive, but 

challenges have emerged.  Departments and service managers have 
sometimes felt uncertain about promoting race equality.  This was due to a 
number of reasons. 

 
• South Ayrshire has a very small ethnic minority population and the issues 

and challenges facing communities are not always immediately apparent to 
staff, managers or councillors. 

                                                 
1 The Council’s duties are set out in detail in the Statutory Code of Practice on the Duty to 
Promote Race Equality in Scotland, Commission for Racial Equality, 2002 
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• Managers have commented that they often lacked basic management 
information such as reliable data on the number of different languages 
spoken in South Ayrshire.  While some information is available from the 
2001 census, it was insufficient to help the Council assess needs of 
different communities or to assess the likely impact of policies on 
communities. 

• There are no ethnic minority community or voluntary organisations based in 
South Ayrshire that could help to facilitate engagement between the Council 
and ethnic minority groups and thus help the Council assess the impact of 
its policies. 

 
For these reasons promoting race equality in South Ayrshire has presented 
challenges to Council services that are different from those faced by councils in 
areas with larger ethnic minority populations.  This theme is explored in greater 
detail below. 

 
Comments from the CRE on the RE Scheme 2002 
 
2.5  The CRE provided feedback on the council’s first RE Scheme in 2004.  In 

summary the points made were as follows. 
 
CRE comments 
 

Council response 

The Scheme provided a good start for 
race equality working South Ayrshire 
 

We will maintain the format of the 
Scheme and develop those elements 
that need strengthening 

The list of relevant functions was 
ambiguous in places and may contain 
entries that are not significant priorities.  
The CRE recommended that we identify 
the priorities for race equality work and 
focus on those priorities more closely. 

We have completely revised the list of 
relevant functions to address this point. 

In order to carry out impact assessment 
more effectively the Council should 
consult more closely with ethnic minority 
communities. 
 

We have identified communication and 
engagement with ethnic minority 
communities as the two relevant 
functions that are most important in order 
to help develop impact assessment. We 
will pilot a new approach to impact 
assessment in 2006.  

Ensure that information is available to 
ethnic minority communities in a form 
that is relevant to their needs. 
 

We have identified communication and 
engagement with ethnic minority 
communities as the two relevant 
functions that are most important in order 
to help address this issue. 

Link training to relevant functions more 
closely. 

We are going to review our equalities 
training to address this point  

Ensure that the arrangements for ethnic 
monitoring are in place and results 
published 

We have completely revised and 
strengthened our arrangements for 
collecting and reporting ethnic monitoring 
to address this point. 

 
These comments have been fed back to all departments and have been taken 
into account in the review.  While supportive they have indicated the need to 
address priorities in a more focussed manner. 
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Ayrshire Race Equality Partnership 
 
2.6  The work of the Ayrshire Race Equality Partnership has played a most 

important role in the review and preparation of the new Race Equality Scheme.  
For this reason it is described here in some detail. 

 
2.7  The Ayrshire Race Equality Partnership was established in 2003 to help 

promote race equality in Ayrshire.  In particular its purpose was to help public 
authorities (councils, NHS, police and procurator fiscal) carry out their statutory 
duty to promote race equality through a ‘needs assessment’ survey of ethnic 
minority communities in Ayrshire.  One of the main reasons for carrying out the 
survey was to help fill the information gap that exists about the needs of small 
and often isolated communities.  This is a gap that, as noted above, has caused 
some frustration for service managers.  It was also the intention to help 
stimulate community engagement through the survey work.      

 
 
___________________________________________________________________ 

 
AREP Partners 2005 

 
East Ayrshire Council   Procurator Fiscal  
NHS Ayrshire and Arran  North Ayrshire Council 
South Ayrshire Council   Strathclyde Police 

___________________________________________________________________ 
 
Assessing the needs of Ethnic Minority Communities in Ayrshire. 
 
2.8  According to the 2001 census the ethnic minority population of Ayrshire is 

extremely small.  Over 99% of the population is white British or Irish and the 
largest other ethnic group in Ayrshire is Chinese  (0.18%).  This proportion is 
smaller than the Scottish average and substantially smaller than in the cities 
and larger urban areas of Scotland.  (The information available from census 
data is described in more detail in Appendix 3.) 

 
2.9  Following advice from ODS Consultants, AREP identified that its first priority 

should be to carry out a needs assessment of ethnic minority communities 
across the area in order to provide a more sound foundation for race equality 
work in Ayrshire.  This work proved challenging for a number of reasons.  First, 
trying to identify people from an ethnic minority background from existing 
records without infringing data protection rules raised difficulties.    Second, 
identifying people to take part in the survey and contacting them in a language 
that they understood required considerable organisation and planning.  Third, 
there was a reluctance on the part of many people approached to take part in 
an interview survey.  For these reasons it took two years to design and 
complete the survey.   Despite these obstacles the survey was successful 
generating nearly 150 responses or approximately 10% of the ethnic minority 
population of Ayrshire. 

 
 
Summary of key findings  
 
2.10  Out of the 147 completed questionnaires returned, 48 came from East Ayrshire, 

65 from North Ayrshire and 31 from South Ayrshire.  Three respondents did not 
specify where they lived or indicated that they came from outside the area.  The 
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biggest response came from the Chinese community, with smaller responses 
from the Pakistani and Indian communities.  The main issues raised were as 
follows. 

 
 The most important issue for the Chinese community was for interpreters 

and the provision of information in minority languages, particularly 
Cantonese. 

 
 The main requirement for the Muslim community was culturally appropriate 

facilities, such as single sex swimming and gyms and access to community 
centres and grants to support religious events. 

 
 In terms of community safety, most respondents were primarily concerned 

about young people hanging around neighbourhoods and the misuse of 
drugs and alcohol.   

 
 Thirty per cent of respondents were concerned about racism and 21 per 

cent stated that they are concerned about harassment.  However, racism 
and harassment rank below vandalism as issue for concern. 

 
 Thirty-six per cent of all those surveyed stated that they had suffered from 

discrimination at one time, mainly in the form of verbal racial abuse. 
 
 In terms of health services, one in four of those who responded to this study 

were not registered with a dentist.  
 

 Six per cent of all respondents said that they had made a complaint about a 
public service and 14 per cent stated that they had wished to make a 
complaint, but had been unsure how to do so. 

 
 Broadly speaking, respondents were positive about considering a career in 

public services.  
 
 

Further Lessons Learned 
 
2.11  The AREP Needs Assessment survey resulted in a low response rate despite 

the detailed preparation that had taken place.  Lessons should be learned from 
this that can inform future race equality work in Ayrshire and possibly elsewhere 
in Scotland – particularly in areas with small ethnic minority populations. 

 
2.12  An important lesson regards the problems of engaging with small and dispersed 

communities, if there is no community structure to work within.  This is 
particularly true in South Ayrshire, where the reality may be that there are few 
well established ethnic minority communities, but where there may be many 
individuals experiencing a considerable degree of isolation.  In North and East 
Ayrshire, where some community development work has taken place, the 
response rates were somewhat higher. The Chinese community in North 
Ayrshire, for example, benefits from the support of a dedicated community 
development worker of Chinese origin and the response rate from that 
community was correspondingly higher.  This suggests that, in Ayrshire, the 
issues of engaging communities and community development are closely 
related and could effectively be addressed together. 
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Developing Effective Engagement Strategies 
 
2.14 Developing effective engagement in this context may well depend on 

establishing both better communications and on building trust and capacity 
within communities.  These findings may be applicable in other areas of 
Scotland, where there is a small ethnic minority population, such as those areas 
that include much of rural and small town Scotland.  These are issues of 
importance to the Scottish Executive and CRE in the development of race 
equality work in Scotland and for all public authorities delivering Race Equality 
schemes in these areas. 

 
AREP Report 
 
2.15 This work is set out in full in the Report “Assessing the Needs of Black and 

Minority Ethnic Residents of Ayrshire” which was launched on 29 September 
2005 at the John Pollock Centre in Ayr.  The full report and summary are 
available on the South Ayrshire Council website. The conclusions of the report 
have been shared both within the Partnership and with a wider audience 
including the Scottish Executive and CRE Scotland.  Both the list of relevant 
functions given below and the departmental action plans reflect the input of the 
AREP report. 
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3. RACE EQUALITY SCHEME 2005 
 
RELEVANT FUNCTIONS 
 
3.1  Central to the development of the Council’s Race Equality Scheme is the list of 

relevant functions.  As noted above the CRE has recommended that the 
Council review the list of relevant functions drawn up in 2002.  All departments 
have been asked to revise their list of relevant functions taking into account: 

  
• comments from the CRE;  
 
• department’s experience of promoting race equality in the past three years; 

and  
 

• the findings of the AREP survey.   
 

The results of this review are set out in the table below. 
 
 
3.2  For each function an initial attempt has been made to assess its importance 

and assess its impact on ethnic minority communities. Full impact assessment 
has been hampered by the lack of structures to engage with ethnic minority 
communities.  Communication and engagement between the Council and 
ethnic minority communities have been identified as crucial, both from the 
experience of departments and from the AREP survey. The Council has 
therefore identified Communication and Engagement as the two most 
important functions for the Council in the promotion of race equality for 
the next three years.  All departments will be expected to contribute to 
improving communications and engagement with ethnic minority communities. 

 
3.3 The Council has five departments and the list below is organised by department. 
 



Page 12 of 37 

LIST OF RELEVANT FUNCTIONS AND IMPACT ASSESSMENT SUMMARY 
 
Chief Executive’s Department 
 
The Chief Executive’s Department consists of three sections: Corporate Policy and 
Communications; Finance and Information Technology; and Human Resources.   
 
The Relevant Functions for Corporate Policy have council wide importance, 
particularly ‘Communications’ and ‘Engagement’ and all departments will be 
expected to contribute to these.  Specific examples of departmental contributions to 
these functions are spelled out under different departmental lists of relevant 
functions.  
 
Corporate Policy and Communications 
 
Relevant function 
 

Impact Assessment Summary 

Communications The Council communicates with the public through a 
number of channels including a wide variety of 
printed material, telephone and face-to-face 
meetings. Electronic communication including 
emails and the website is becoming increasingly 
important and the Council is about to introduce a 
telephone contact centre.  There is a risk that we are 
not communicating effectively with residents of 
South Ayrshire, particularly those for whom English 
is a second language. 

Engagement The Council has limited engagement with ethnic 
minority communities in South Ayrshire. This creates 
a number of risks: that we do not know the needs of 
individuals or communities accurately; that we 
cannot provide services properly; or that we cannot 
develop policies to promote race equality effectively. 

Policy Advice The Council, its committees and departments must 
be kept informed of relevant data, statutory 
requirements and best practice in the promotion of 
race equality.  Without timely provision of 
information there is a risk that the Council will fail in 
its duty to promote race equality. 

Best Value The Best Value Regime requires that equalities be 
mainstreamed into the work of the council and its 
departments.  Failure to do so will result in a risk that 
ethnic minority communities and individuals might 
receive less favourable treatment. 

Partnership Working Partnership working both within South Ayrshire and 
across Ayrshire through the Ayrshire Race Equality 
Partnership provides an effective way of promoting 
race equality by sharing our limited resources and 
expertise.   Failure to develop race equality working 
through partnership would both run the risk of 
slowing the progress of race equality working in 
South Ayrshire and also miss the opportunity to 
share our limited expertise. 
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Finance and Information Technology 
 
Relevant function Impact Assessment Summary 

 
Council Tax and Benefits The Council needs to ensure that in both the 

collection of Council Tax and payment of benefits 
that accurate and accessible information is 
communicated to all.  Failure to do so could put 
individuals or communities at risk and lead to 
difficulties with Council Tax collection or uptake of 
benefits.  

Website The website is an increasingly important tool of 
communication with residents, visitors and others. 
The Council must ensure that the website is as 
accessible to as many individuals and communities 
as possible to minimise the risk of ‘digital exclusion’. 

 
Human Resources 
 
Relevant function 
 

Impact Assessment Summary 

Employee Resourcing We need to be certain that information is available 
for applicants from all communities.  This includes 
advertisements, forms and other information, the 
Council’s website and verbal communications.  For 
existing employees, we need to ensure that 
opportunities for promotion, flexible working and 
working beyond age 65 are accessible, and that 
termination methods (including retirement and 
redundancy) are applied equally.  There is a risk that 
we are not communicating with all possible applicant 
groups, particularly those for whom English is a 
second language. 

Employee Development We need to be certain that opportunities for review 
of development needs are given to all employees, 
and that training and development activities are 
accessible to all.  There is a risk that opportunities 
for training and development are not being identified 
and offered equally to all employees. We also need 
to be particularly sure that all staff working on 
relevant functions are properly aware of race 
equality issues and trained appropriately. 

Employee Relations We need to ensure that policies and procedures 
have equalities aspects built in at the design stage, 
and that they are applied fairly and equally to all 
employees.  
There is a risk that policies and procedures and 
terms and conditions of employment could 
discriminate against some employees from minority 
groups. 
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DEPARTMENT OF DEVELOPMENT, SAFETY AND REGULATION 
 
Relevant function 
 

Impact Assessment 

District Court and Licensing  It is essential that this legal and 
regulatory function is carried out in a way 
that is fair and accessible to all.  The 
management of the counter service has 
been identified as a specific issue that 
needs to be addressed to minimise any 
risk of misunderstanding or poor 
communication. 
 
 

Citizenship Ceremonies This new function offers the opportunity 
to promote positive images of race 
equality for residents and visitors.  It is 
also important to ensure that the 
ceremonies are sensitive to the needs of 
different communities. 
 

Elections It is essential to ensure that the 
management of all elections is done in a 
way to maximise participation by all 
communities, to avoid a risk of groups or 
individuals being disenfranchised or 
otherwise excluded from the democratic 
process.  
 
 

Reception/Switchboard As first point of contact for many people it 
is vital that all relevant staff are properly 
trained to respond positively to callers 
and visitors, including those for whom 
English is a second language. 
 
 

Planning and Building Standards The service communicates on a range of 
complex advisory and regulatory issues, 
such as development and building 
control, or energy advice.  It is essential 
that both written and verbal 
communications are accessible to all to 
avoid the risk of disadvantage to any 
community or individual.   
 
 

Public Heath and Food Safety Regulatory and advisory information 
needs to be communicated to the 
catering industry and others.  Without 
effective communication there is a risk 
that important information relating to 
health will not be understood. 
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Relevant function 
 

Impact Assessment 

Community Safety The Council has a growing role in 
tackling antisocial behaviour, including 
some types of racist behaviour.  Unless 
the council addresses this in partnership 
with Strathclyde Police and others there 
is a risk that racist behaviour will go 
unchallenged.  
  

CCTV The Council CCTV Monitoring Station 
can provide support to Antisocial 
Behaviour Team and others in tackling 
racist behaviour. 
 

Trading Standards A range of information and regulatory 
information is provided to communities 
and businesses. There is a risk that 
communities or individuals will be put at 
risk if this information is not 
communicated effectively. 
 

Economic Development There is need to ensure that economic 
development policy is providing benefits 
to all parts of the community and that 
financial support is accessible to all 
communities. 
 

Grants to the Voluntary Sector Grants must be available for all sections 
of the community and where appropriate 
directed to help promote race equality.  
There is a risk that the lack of community 
and voluntary ethnic minority 
organisations in South Ayrshire is 
slowing the development of race equality 
work.   
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EDUCATION, CULTURE AND LIFE LONG LEARNING 
 

Relevant function 
 

Impact Assessment Summary 

Schools Schools have a vital role in promoting race equality.  It 
is essential that the service meets the needs of pupils 
from all communities and that it promotes race equality 
as part of the curriculum.  While the Council has an 
existing Race Equality policy for schools developed as 
a part of the Race Equality Scheme 2002, this review 
allows the service to examine and improve its work to 
promote race equality.  
 

Community Education Community Education provides a range of services 
that contribute to community learning and development 
and have an important role in community planning.  
The Council has identified communication and 
engagement as priorities: community learning and 
development has a central role to play in developing 
these priorities. 
 

Pre Five service The pre-five service includes both direct provision by 
the Council and though partner organisations.  In both 
cases it is essential to ensure that the service 
promotes race equality and arrangements with partner 
providers must ensure that this is put into effect. 
 

Libraries The library service attempts to provide a universal 
service to meet the needs of all communities across 
South Ayrshire.  There is a concern that the service is 
not currently meeting the needs of all residents and 
visitors and that some individuals or communities 
might be disadvantaged as a result. 
 

Museums 
 
 
 
 
 
 
 

The Museums & Galleries Service aims to provide a 
service to our full community and beyond. The Service 
is concerned to present material and information in an 
accessible way, irrespective of cultural background, 
gender or physical or intellectual capacity.  
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ENVIRONMENT AND INFRASTRUCTURE 
 
 
Relevant function 
 

Impact Assessment Summary 

Waste Management Communication between the refuse collection 
services and commercial and domestic users from 
all communities needs to be effective.   
Misunderstandings have occurred in the past, due to 
translation and interpretation issues, particularly in 
relation to trade waste from restaurants.   
 

Transportation and Road 
Safety 
 

There is concern that the Council’s information and 
publicity on transportation and road safety needs to 
be more effectively communicated to all groups 
within the community. 
 

Leisure Services and Sports 
Development 
 

The AREP survey indicated that culturally 
appropriate sporting facilities were a priority for 
some minority communities (for example single sex 
swimming sessions).  The Council needs to promote 
greater awareness of existing culturally appropriate 
facilities and services, and ensure that leisure 
services and sports development take account of 
this need 
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SOCIAL WORK HOUSING & HEALTH 
 
Regeneration and Housing 
 
Relevant function 
 

Impact Assessment Summary 

Policy and Strategy Regeneration and housing strategy needs to be 
developed taking account of equality issues and 
their impact on different community groups. 
Strategy and development decisions need to be 
based on a robust assessment of need, which 
reflects the needs of all groups within the 
community.  We need to seek engagement with hard 
to reach groups in our consultation processes.  
 
  

Community Regeneration The aim of Community Regeneration is to close the 
inequality gap between different sections of the 
community.  The needs of the whole community 
including any minority groups need to be considered 
as part of the planning process. 
Policies need to take account of community 
cohesion and any community tensions/concerns. 
 
 

Services to Gypsy Travellers We have to ensure that policies and procedures for 
services to gypsy travellers are non-discriminatory; 
including equal access to information and advice; 
and that staff are trained to understand the needs of 
gypsy travellers.   
 
 

Community Development 
 
 
 
 

The aim of the Community Development Section is 
to assist various groupings within the community to 
participate in planning, regeneration and to develop 
a sense of responsibility. 
The strategy and planning of all sections of the 
department must consider the needs of the whole 
community including minority groupings. 
Community Development involvement in all three 
processes is paramount to our consultation/ 
participation in community planning and will 
specifically develop strategies to engage with ethnic 
minority communities. 
 

Housing Support Housing Support Providers must operate a race 
equality policy and ensure that service delivery is 
non-discriminatory; and deliver a service that takes 
account of the needs and preferences of all service 
users. 
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Relevant function 
 

Impact Assessment Summary 

Allocation of Council House 
Tenancies 
 

Allocation Policy must operate in a way that 
guarantees equality of access for all groups and 
takes account of the needs and preferences of all 
groups.  This includes access to information on how 
the system works, options, tenants rights and 
responsibilities. 
Housing staff should be trained to understand the 
needs of different communities and to recognise and 
avoid prejudice and stereotyping. 
 

Rent Collection and Arrears 
Management 
 
 
 

Rent collection and arrears control must not 
discriminate against any group.  All groups within the 
community need to be aware of their entitlement to 
Housing Benefit and other advice. 
 
 

Estate Management  
 

Effective engagement with tenants of all ethnic 
groups is essential. Staff need to be able to identify 
the needs and preferences of all groups within the 
community. 
Estate Management procedure and anti social 
behaviour policy need to take account of equality 
issues and have effective means of dealing with 
racial harassment. 
 

Tenant Participation The Tenant Participation Strategy needs to take 
account of equality issues, to engage with hard to 
reach groups and encourage their involvement.  
Tenants & residents groups need an awareness of 
racial equality issues and their responsibilities under 
Race Relations Act. 
 

Homelessness Services The Homelessness assessment process must 
operate in a non-discriminatory way.  Both services 
to the homeless, advice and information must take 
account of the needs of all ethnic groups. 
 

Repairs maintenance and 
upgrading of Council House 
stock 

All clients should have equal access to our repairs 
service and information on our repairs procedures 
need be accessible to all. 
We need to ensure that all our contactors adhere to 
racial equality policies and standards. 
 

Housing Advice and 
Information Services. 

Unless all our advice and information sources are 
accessible to all we are not providing an equitable 
service to all communities, therefore effective 
communication is essential, both for our own staff 
and other providers. 
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Social Work  
 
Relevant function 
 

Impact Assessment Summary 

People with disabilities and 
their carers 

All adult services must take account of the needs & 
preferences of all services users and their carers 
from different communities. This is to ensure that the 
needs of service users with disabilities and carers 
are addressed properly.  It is also essential to 
ensure that providers other than the Council operate 
a race equality policy & that service is delivered in a 
non-discriminatory way. 
 

Older people with assessed 
needs 

Older People’s services have a vital role in the 
continuing community living of its clients.  It is 
essential that the service meets the needs of clients 
from all communities and that it promotes race 
equality as part of the overall service delivery.   
 

People with alcohol and 
substance misuse problems 

All adult services must take account of the needs & 
preferences of all services users and their carers. 
We have a duty to ensure that providers of services 
operate a race equality policy & that service is 
delivered in a non-discriminatory way. 
 

Children and families in need 
of support (voluntary and 
involuntary) 

It is essential that this service meets the needs of 
children & families from all communities and that it 
promotes race equality as part of the overall service 
delivery.   
 

Criminal justice social work 
(supervision of offenders on 
behalf of the court system) 

The Criminal Justice section provides a range of 
services that contribute to the Ayrshire Criminal 
Justice Partnership and has an important role in the 
delivery of these services across the community as 
a whole.  The department has identified 
communication and engagement as priorities to 
providing an equitable service to all communities 
within South Ayrshire. 
 

Welfare rights/advice services Unless all our advice and information sources are 
accessible to all we are not providing an equitable 
service to all communities, therefore effective 
communication is essential, both for our own staff 
and other providers.  
 

Community Care Service 
Units 

We need to review polices & practices within 
community care services to ensure that the needs of 
individuals from all communities are met properly. 
 

Commissioning & Contracting We need to ensure that all services, which we 
contract or commission, meet the Council’s Race 
Equality requirements. 
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Developing Consultation, Engagement and Impact Assessment 
 
3.4   The Review of the 2002 Scheme suggests the need for improved engagement 

with ethnic minority communities.  The AREP report further suggested that 
community engagement could be promoted through community development. 
As a priority the Council will investigate this possibility with partners in the 
voluntary sector and if available seek external resources to support this 
process.  Initial approaches have been made to the Black and Ethnic Minority 
Information Service (BEMIS) and the Scottish Executive to explore how such a 
process could be undertaken. 

 
3.5   In order to carry out fuller impact assessments than have been possible to date 

the Council will develop an Equality and Impact Assessment Tool Kit.  The 
Council is working with a community planning partner, NHS Ayrshire and Arran, 
to develop and adapt the NHS ‘Equality and Diversity Impact Assessment Tool 
Kit’ published in September 2005 to meet the needs of the Council.  In 2006 the 
tool kit will be piloted on the development of a new policy for customer 
relationship management (CRM).  The reason for choosing this policy as a pilot 
is that CRM is designed to improve the Council’s communications with all 
sections of the population and is therefore a policy development that links 
directly to one of the two most important relevant functions listed above. 

 
Human Resources Issues: Training for Race Equality 
 
 3.6 The Community Safety Partnership developed a programme of training with 

Gillian Neish of Neish Training. This has been delivered on a multi-agency 
basis as one-day courses since 2002. The training consists of an introduction to 
race equality with exercises to raise awareness of race equality issues. 
Participants develop ideas and strategies to make their services more inclusive 
and to avoid discrimination. 

 
3.7 The training has been provided to over 400 members of staff. Feedback has 

been positive and there is evidence that participants have applied lessons 
learned in training to service delivery. It is the intention to continue this training 
but in the context of a review of training needs as a whole to ensure that 
training is more effectively targeted at staff delivering relevant functions. 

 
 3.8 In conjunction with Corporate HR a review of equalities training will be 

undertaken in 2006.  This will examine the provision of training on equalities as 
a whole, including race equality training and training related to the requirements 
of the new Disability Discrimination Act. 

 
Ethnic monitoring 
 
3.9 The Council now has in place a system for gathering, analysing and reporting 

data on the ethnic background of staff.  Full details of the system are given 
below in Appendices 1 and 2.  Ethnic background (along with gender and 
disability) is recorded on the Council’s Oracle HR system and reported quarterly 
to the Human Resources Committee.  The data shows that approximately the 
same proportion of staff are from an ethnic minority background (less than 1%) 
as the proportion of the local population as a whole.  However because of the 
small numbers involved and concerns relating to the accuracy of both census 
data and information collected by the Council it is very difficult to draw more 
detailed inferences from the data at this stage.   
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BUSINESS PLANNING, MONITORING AND REPORTING  
 
 
Service planning, monitoring and reporting 
 
3.10  The Council has adopted a system of business planning that comprises four 

elements: 
 

• The Corporate Business Plan 
• Departmental Service Plans 
• Performance Management  
• Public Performance Reporting 

 
The Council’s Business Plan 2005-2008 sets out the corporate objectives of the 
Council.  Equalities are included as a cross cutting theme.  Service plans are 
prepared by all departments every year to set out how they will take forward 
commitments set out in the business plan and put them into effect. 

 
3.11  Delivering these commitments and ensuring that they are achieved requires 

effective performance management.   Any issues or problems that may affect 
progress need to be are dealt with as they arise. The Council’s Performance 
Management System (CPMS) helps to achieve this.   Departments must report 
quarterly on progress in implementing action plan commitments. Summary 
reports on progress are presented to council committees to allow Council 
members to scrutinise progress.  Performance is reported to the public in three 
ways. A Calendar is distributed annually to all households providing an 
overview of Council services and where further information can be obtained. 
Twice a year the newsletter called Update is distributed, providing more 
information on the performance of a selection of services. The third and most 
detailed level consists of performance and audit reports to committee that 
provide most detailed information on how the Council is performing. These 
reports are available on the Council’s website. 

 
3.12 The Race Equality Scheme forms an integral part of these arrangements.  The 

commitments made in the Scheme take forward and make specific the general 
commitment made in the Council’s Business Plan.  The actions set out in the 
tables below are integrated into department service plans and the actions are 
monitored through CPMS.  Performance is reported through the calendar and 
Update newspaper.  It is essential that the Race Equality Scheme is seen 
not as a standalone commitment but as part of the Council’s business 
planning process as a whole and therefore integral to its work to achieve 
best value. 

 
 
Action Plans 
 
3.13  The Council has identified a list of relevant functions as set out above.  To turn 

these issues into action all departments of the Council were asked to set out 
the actions they will take over the next three years to promote race quality. 
These are given in the tables below. 
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Service Action Plans 
 
Chief Executive’s Service/Section - Corporate Policy & Communications  
 
Relevant Function  Communications 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1. Ensure that the Council’s written communications are in 
plain English through staff training, CMT guidance and 
where appropriate with support from the Plain English 
campaign. 

Nov 
2005 

Nov 
2008 

Peter Linton,       
Customer Services 
Manager 

2. Review the development of translation and interpreting 
services to assist departments to communicate more 
effectively with people for whom English is a second 
language. 

Jan 
2006 

Dec 
2006 

Adrian Shaw,            
Policy & Community 
Planning Manager 

3. Develop guidance and training for customer service staff 
to ensure that communications with all communities and 
individuals are managed appropriately. 

Jan 
2006 

Dec 
2006 

Peter Linton,       
Customer Services 
Manager 

 
Relevant Function Engagement 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1. Support the creation of community engagement through 
community development, by seeking additional 
resources from outwith the Council to employ a 
dedicated community development officer.  

Nov 
2005 

Dec 
2006 

Adrian Shaw,             
Policy & Community 
Planning Manager 

2. Investigate the development of ethnic minority 
community and voluntary organisations in South 
Ayrshire in partnership with national and local voluntary 
organisations. 

Nov 
2006 

Dec 
2007 

Adrian Shaw,            
Policy & Community 
Planning Manager 

3. Monitor development of departmental actions to promote 
engagement though the Race Equality Strategy Group. 

Dec 
2005 

Nov 
2008 

Adrian Shaw,            
Policy & Community 
Planning Manager 

 
Relevant Function Policy Advice 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1. Investigate the creation of a member / officer equalities 
group to improve engagement of members in equalities 
policy and monitor the implementation of Race Equality 
Scheme 2005. 

Dec 
2005 

Apr 
2006 

Adrian Shaw,             
Policy & Community 
Planning Manager 

2. Support the Race Equality Strategy Group in its role 
monitoring the implementation of the Race Equality 
Scheme 2005.   

Apr 
2005 

Nov 
2008 

Adrian Shaw,            
Policy & Community 
Planning Manager  

3. Review the Race Equality scheme as a whole and 
prepare new Race Equality scheme. 

Jan 
2008 

Nov 
2008 

Adrian Shaw,            
Policy & Community 
Planning Manager 

4. Carry out pilot impact assessment on customer service 
policy and make recommendations on the development 
of impact assessment following pilot. 

Jan 
2006 

Jun 
2006 

Adrian Shaw,            
Policy & Community 
Planning Manager 
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Chief Executive’s Service/Section – Corporate Policy & Communications 
 

Relevant Function Best Value 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1. Ensure that regular reports on the implementation of 
equalities work are made to the Best Value Project Board 
and that all departments are aware of the need to 
integrate equalities working into mainstream service 
development.  

Apr 
2005 

Nov 
2008 

Lorraine Finlayson, 
Corporate Policy Officer 

2. Support Human Resources Best Value Review of 
Equalities training to ensure that the Council is 
implementing this function in the most efficient and 
effective manner. 

Jan 
2006 

Jun 
2006 

Adrian Shaw,              
Policy & Community 
Planning Manager 

 

Relevant Function Partnership Working 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1. Provide equalities advice to the South Ayrshire 
Community Planning Partnership.  

Jan 
2005 

Nov 
2008 

Adrian Shaw,              
Policy & Community 
Planning Manager 

2. Chair and provide administrative support to the Ayrshire 
Race Equality Partnership.  

Jun 
2005 

Jun 
2006 

Adrian Shaw,              
Policy & Community 
Planning Manager 

3. Identify priority tasks for Ayrshire Race Equality 
Partnership to contribute to Ayrshire wide race equality 
schemes.  

Sep 
2005 

Apr 
2006 

Adrian Shaw,              
Policy & Community 
Planning Manager 

 
Chief Executive’s Service/Section - Human Resources 
 
Relevant Function Employee Resourcing 
Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

(1.1) Identify advertising sources/methods to reach potential 
ethnic minority applicants. 

Nov 
2005 

May 
2006 

John Singleton, Human 
Resources Adviser 

(1.2) Training in Recruitment & Selection procedures 
(inclusive of R&S for Excepted posts). Refresher training 
to raise awareness of equal opportunities issues 
particularly racial discrimination. Evaluate application of 
policies. 

Nov 
2005 

Nov 
2008 

John Singleton, Human 
Resources Adviser  

(1.3) Monitor applications for employment from ethnic 
minority applicants/candidates and investigate/take 
appropriate action. 

Nov 
2005 

Nov 
2008 

John Singleton, Human 
Resources Adviser 

(2.1) Training for managers in the application of the above 
policies. Evaluate application of policies. 

Nov 
2005 

Nov 
2006 

John Singleton, Human 
Resources Adviser 

(2.2) Monitor percentage of staff in ethnic categories (E/C’s) 
and investigate/take appropriate action. 

Nov 
2005 

Nov 
2008 

John Singleton, Human 
Resources Adviser 

(3.1) Training for managers in the application of the relevant 
procedures. 

Nov 
2005 

Nov 
2006 

John Singleton, Human 
Resources Adviser 

(3.2) Exit interviews and reporting issues of reasons for 
leaving of staff in ethnic categories (E/C’s). Evaluate 
application of procedures. 

Nov 
2005 

Nov 
2008 

John Singleton, Human 
Resources Adviser 

(3.3) Monitor ethnic minority leavers and reasons for leaving. 
 

Nov 
2005 

Nov 
2008 

John Singleton, Human 
Resources Adviser 
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Chief Executive’s Service/Section - Human Resources 
 
Relevant Function Employee Development 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

(1.1) PDR training for managers and staff, including racial 
discrimination, on raising awareness of the issues. 
Evaluate application of policy. 

Nov 
2005 

Nov 
2006 

John Singleton, Human 
Resources Adviser 

(1.2) Identify ways of improving access to training for ethnic 
minority staff, giving consideration for the potential 
issues with language difficulties, timing of courses, 
catering, etc. 

Nov 
2005 

Nov 
2006 

John Singleton, Human 
Resources Adviser 

(1.3) Monitor ethnic minority staff applying for training and 
receiving training. 

Nov 
2005 

Nov 
2008 

John Singleton, Human 
Resources Adviser 

(1.4) Employee induction, raise awareness and evaluate 
application of procedures. 

Nov 
2005 

Nov 
2008 

John Singleton, Human 
Resources Adviser 

 
Relevant Function Employee Relations 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

(1.1) Ensure that all Council policies and procedures and 
conditions of service are communicated effectively and 
applied equally to all staff including ethnic minority staff. 
Evaluate application of procedures.  
 

Nov 
2005 

Nov 
2008 

John Singleton, Human 
Resources Adviser 

(1.2) Review and amend all Council policies and procedures 
to reflect current legislation and responsibilities to ethnic 
minority staff. Review and amend employee handbook. 
 

Nov 
2005 

Nov 
2008 

John Singleton, Human 
Resources Adviser 

(1.3) Ensure that training in Council policies and procedures 
focus on our responsibilities to ethnic minority staff. 
 

Nov 
2005 

Nov 
2008 

John Singleton, Human 
Resources Adviser 

(1.4) Impact assessment of all new Human Resources 
policies and procedures. 
 
 

Nov 
2005 

Nov 
2008 

John Singleton, Human 
Resources Adviser 

(1.5) Monitor Discipline, Grievance and Respect at Work 
cases. 

Nov 
2005 

Nov 
2008 

John Singleton, Human 
Resources Adviser 

(1.6) Ensure consistency of approach for annual leave, flexi-
leave, compassionate leave, and special leave requests.

Nov 
2005 

Nov 
2008 

John Singleton, Human 
Resources Adviser 

 



Page 26 of 37 

Chief Executive’s Service/Section – Finance & Information Technology 
 
Relevant Function Council Tax and Benefits 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1 All literature relating to Council Tax/NDR/Other Income 
to advise that information can be made available in 
other formats/languages 

Nov 
2005 

Nov 
2008 

Billy Phillips 

2. Establish/ continue monitoring ethnic origin of taxpayer 
base  

Nov 
2005 

Nov 
2008 

Billy Phillips 

3. All literature relating to Council Tax/Housing Benefit to 
advise that information can be made available in other 
formats/languages. 
 

Nov 
2005 

Nov 
2008 

Billy Phillips 

4. Establish/ continue monitoring ethnic origin of benefit 
recipients  

Nov 
2005 

Nov 
2008 

Billy Phillips 

 
Relevant Function Website 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1. All literature relating to Financial and Management 
Information to advise that it can be made available in 
other formats/languages. 

Nov 
2005 

Nov 
2008 

Gordon Muir 

2. Development of area of council website to support and 
promote the equality and diversity work of the Council, 
including race equality,  

Nov 
2005 

Nov 
2008 

Arnold van de Brug 
Information Systems 
Analyst 

3. Provide information technology operational support to 
Human Resources service/section to provide data for 
the ethnic monitoring arrangements of the Council. 
 

Nov 
2005 

Nov 
2008 

Gordon Muir 
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 Development, Safety and Regulation  Service/Section - Legal & Administration 
 
Relevant Function   Licensing 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1. Identify staff to attend Language Line training, as 
available. 

Apr 
2006 

Apr 
2007 

Alan Rosamond, Principal 
Solicitor 

 
Relevant Function   Citizenship Ceremonies 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1. Investigate availability of training for staff on cultural 
diversities/protocols, and arrange for staff attendance at 
available training. 

Apr 
2006 

Apr 
2007 

Philip Ewing, Registration & 
Bereavement Services 
Manager 

 
Relevant Function  Elections 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1. Ensure staff are aware of availability of and how to order 
translated forms from Electoral Commission. 

Apr 
2006 

Apr 
2007 

Billy Pollock, Administration 
Manager 

 
Relevant Function   Reception/Switchboard at County Buildings  

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1. Arrange for translation of information leaflet about County 
Buildings into ethnic minority and principal european 
tourist languages. 

Sep 
2005 

Dec 
2005 

Billy Pollock, Administration 
Manager 

 
Development, Safety and Regulation      Service/Section -   Public Protection and Safety/Public Health 

and Food Safety 
 
Relevant Function   Reception 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1. Maintain current level of Language Line training and 
ensure new staff members are trained. 

Apr 
2006 

Apr 
2007 

Colin Wallace, 
Environmental Health 
Manager 

 
Relevant Function   Planning Service 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1. Ensure appropriate staff attend Language Line training 
when available. 

Apr 
2006 

Apr 
2007 

Ian M. Johnston Planning 
Manager 

2. Prepare a procedure for access to information in other 
languages including interpreter service. 

Sept 
2005 

Sep 
2006 

Ian M. Johnston Planning 
Manager 
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Development, Safety and Regulation    Service/Section - Planning and Building Standards  
     
Relevant Function   Planning and Building Standards - Energy Efficiency Fuel Poverty Strategy, Rights 

of Way/Built and Natural Heritage Conservation 
 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1. Establish liaison with local ethnic minority community and 
identify relevant languages. 

Apr 
2006 

Apr 
2007 

Ken Gibb, Sustainable 
Development Manager 

2. Check if generic national material is available in other 
languages, and if so, obtain stocks. 

Apr 
2006 

Apr 
2007 

Ken Gibb, Sustainable 
Development Manager 

3. Staff to attend Language Line training as available, and 
ensure they are aware of how to access interpreter 
services. 

Apr 
2006 

Apr 
2007 

Ken Gibb, Sustainable 
Development Manager 

 
 
Development, Safety and Regulation  Service/Section - Public Protection and Safety 
 
Relevant Function  Public Health and Food Safety. 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1. Ensure stocks of translated material are available, and 
that staff have access, if requested, to other languages 
not held in stock. 

Apr 
2006 

Apr 
2007 

Colin Wallace, 
Environmental Health 
Manager 

2. Consider improved liaison arrangements including 
elementary food hygiene training. 

Apr 
2006 

Apr 
2007 

Colin Wallace, 
Environmental Health 
Manager 

 
 
Relevant Function   Community Safety Partnership 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1. 
 

Ensure all staff in team have general awareness training 
in race issues. 

Apr 
2006

Apr 
2007 

Louise Fyfe, Community 
Safety Manager 

2. Deal with antisocial behaviour racist incidents if referred. Apr 
2006 

Apr 
2007 

Louise Fyfe, Community 
Safety Manager 

3. Assist in the development of a procedure for recording 
racist incidents. 

Apr 
2006 

Apr 
2007 

Louise Fyfe, Community 
Safety Manager 

4. Include racist incidents in the remit of the Community 
Safety Partnership Violence Multi-Agency Sub-Group. 

Apr 
2006 

Apr 
2007 

Louise Fyfe, Community 
Safety Manager 
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Development, Safety and Regulation   Service/Section - Public Protection and Safety 
 
Relevant Function  CCTV Monitoring 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1 As contracts/agreements are due for renewal, ensure 
inclusion of these terms in contract. 

Apr 
2006 

Apr 
2007 

Louise Fyfe, Community 
Safety Manager 

 
Development, Safety and Regulation  Service/Section - Economic Development  
 
Relevant Function   Trading Standards  

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1. Ensure all frontline staff are aware of and promote use of 
Language Line facility and interpreter services. 
 

Apr 
2006 

Apr 
2007 

David Thomson, Trading 
Standards Manager 

2. Ensure all staff are aware of how to obtain translated 
leaflets, where necessary. 
 

Apr 
2006 

Apr 
2007 

David Thomson, 
Trading Standards 
Manager 

 
Relevant Function Economic Development  

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1. Amend Council website to provide links to national 
information sources. 

Sep. 
2005 

Sep 
2006 

Bryce Weir, Principal 
Economic Development 
Officer. 

2. Consider methods of consultation with ethnic minority 
community. 

Sep. 
2005 

Sep 
2006 

Bryce Weir Principal, 
Economic Development 
Officer. 

 
Relevant Function - Grants for Voluntary Sectors 

Task Ref Task Start 
Date 

End 
Date 

Lead Officer 

1. Include ‘strapline’ wording in Urdu and Cantonese to 
end of all grants documentation. 
 

Sep 
2005 

Sep 
2006 

Bob Baillie, Community 
Funding Coordinator 

2. Amend standard conditions of grant to advise 
voluntary bodies of their duties to comply with race 
equality legislation. 
 

Sep 
2005 

Sep 
2006 

Bob Baillie, Community 
Funding Coordinator 
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Education, Culture and Lifelong Learning  Service/Section  Schools/Community Education/               
Pre-five/Libraries/ Partner Nurseries/ 
Museums and Galleries 

 
Relevant Function  Promote Equality of Opportunity  

Task Ref Task Start 
Date 

End 
Date 

Lead Officer 

1a Monitor development plans to ensure policy is put 
into practice. 

Aug 
2005 

Jun 
2008 

Chrissie Quinn, Quality 
Improvement Officer 

1b Ensure anti-discriminatory topics and practice are 
embedded within the curriculum and work with young 
people. 

Aug 
2005 

Nov 
2008 

Chrissie Quinn, Quality 
Improvement Officer 

1c Support head teachers and senior managers to 
promote positive race relations within their local 
community. 

Nov 
2005 

Nov 
2008 

Chrissie Quinn, Quality 
Improvement Officer 

1d Support establishments in preparing children and 
young people for full citizenship in a multi-ethnic 
society. 

Aug 
2005 

Nov 
2008 

Chrissie Quinn, Quality 
Improvement Officer 

 
Relevant Function   Continuing Professional Development  

Task Ref Task Start 
Date 

End 
Date 

Lead Officer 

2a Continue to provide relevant training to ECLL 
managers. 

Sep  
2005 

Nov 
2008 

Bill Clark, Head of 
Educational Achievement 
& Quality Development 

2b Support managers to assess the impact of current 
policy on: 

• racists incidents 
• bullying 
• parental involvement 
• community involvement. 
 

Sep  
2005 

Nov 
2008 

Chrissie Quinn, Quality 
Improvement Officer 

 
Relevant Function Monitor the impact of Race Equality Policies. 

Task Ref Task Start 
Date 

End 
Date 

Lead Officer 

3a Monitor pupil attainment and performance by ethnic 
group. 

Sep 
2005 

Nov 
2008 

Chrissie Quinn, Quality 
Improvement Officer 

3b Monitor the impact of Race Equality Policy on 
partnership with parents. 

Sep 
2005 

Nov 
2008 

Chrissie Quinn, Quality 
Improvement Officer 

3c Monitor impact of school Race Equality Policy on 
community involvement. 

Sep 
2005 

Nov 
2008 

Chrissie Quinn, Quality 
Improvement Officer 
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Environment & Infrastructure  Service/Section 
 
Relevant Function   Waste Management 

Task Ref Task Start 
Date 

End 
Date 

Lead Officer 

1. Issue as required to existing and new traders 
within South Ayrshire, the Waste Awareness 
Booklet containing information in 4 languages 
(Bengali, Arabic, Urdu and Chinese). 

Oct 
2005 

On -
going 

S. Macdonald, 
Assistant Manager 

2. Undertake customer survey to assess any 
difficulties encountered by the ethnic minority.  
Undertake site visits to provide advice on trade 
waste information. 

Dec 
2005 

Mar 
2007 

S. Macdonald, 
Assistant Manager 

3. Undertake training and increase usage, where 
appropriate of Language Line. 
 

Dec 
2005 

Mar 
2007 

S. Macdonald, 
Assistant Manager 

 
Relevant Function   Transportation and road safety 

Task Ref Task Start 
Date 

End 
Date 

Lead Officer 

Mobile 
Display  

Promote awareness of the Local Transport 
Strategy by way of leaflets or mobile display. 

Apr 
2006 

Mar 
2007 

R McVeigh, 
Transportation Manager 

Publication 
of Road 
Traffic 
Accidents 

Possible insert leaflet similar to the waste 
management trade leaflet in relevant languages to 
be prepared. 

Apr 
2006 

Mar 
2007 

M Graham, Road Safety 
Training Officer 

 
Relevant Function   Leisure services and sports development 

Task Ref Task Start 
Date 

End 
Date 

Lead Officer 

1. Review marketing and promotional material. Jun 
2006 

Aug 
2006 

Paul Wilson, Sports 
Development  
Co-ordinator 

2. Ascertain from stakeholders and members 
relevant race equality issues which the Council 
should be aware of. 

Aug 
2006 

Nov 
2006 

Paul Wilson, Sports 
Development  
Co-ordinator 

3. Ascertain relevant race equality information from 
clubs and organizations. Collate information from 
clubs, organisations. 

Nov 
2006 

Jan 
2007 

Paul Wilson, Sports 
Development  
Co-ordinator 

4. Investigate the feasibility of providing ethnic 
minority awareness training for sessional sports 
coaches. 

Jun 
2006 

Jul 
2007 

Paul Wilson, Sports 
Development  
Co-ordinator 

Leisure 
Facilities 1. 

Undertake training and increase usage, where 
appropriate of Language Line within relevant 
facilities within South Ayrshire. 

Jun 
2006 

Jun 
2007 

Bill Fulton, Principal 
Officer, Sports Facilities 
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Social Work, Housing & Health Service/Section - Adult Services - Community Care 
 
Relevant Function  Services to people with physical disabilities and their carers 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1 Identify translation services ensuring staff access to 
database of ethnic minority contact points. 
 

Oct 
2005 

Apr 
2006 

Morag Hutchison, 
Principal Officer – 
Community Care 

2 To provide race equality awareness training to staff on a 
rolling programme. 

On - 
going 

On - 
going 

Graham Charlton, Senior 
Social Worker/MHO 

3 Review policies and practices to ensure they are non-
discriminatory towards ethnic minority service users. 
 

On -
going 

On -
going 

Morag Hutchison, 
Principal Officer – 
Community Care 

 
Social Work, Housing & Health Service/Section - Adult Services  
 
Relevant Function Community Care 
Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1 Identify translation services ensuring staff access to 
database of ethnic minority contact points. 

Oct 
2005 

Apr 
2006 

Annabel Sinclair, 
Community Care 
Manager - Adults 

2 To provide race equality awareness training to staff on a 
rolling programme. 

On -
going 

On - 
going 

Graham Charlton, Senior 
Social Worker/MHO 

3 To review policies practice and procedures in a way that 
does not discriminate against ethnic minority service 
users. 

On -
going 

On - 
going 

Annabel Sinclair, 
Community Care 
Manager - Adults 

 
Relevant Function Community Care Service Units 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1 To provide services in such a way that there is awareness 
of food preparation requirements, Social religious/faith 
practices.  Guidance for social care staff to be available 
for induction training. 

Jan 
2006 

On -
going 

Heather Sim, Manager 
Community Care Service 
Unit  & Unit Catering staff 

2 Social care staff induction to include equalities training. Jan 
2006 

On -
going 

Heather Sim, Manager 
Community Care Service 
Unit & Unit managers 
 

3 To provide race equality awareness training to staff on a 
rolling programme. 

On - 
going 

On -
going 

Graham Charlton, Senior 
Social Worker/MHO 
 

4 Review policies and practices to ensure they are non-
discriminatory towards ethnic minority service users. 

Sep 
2005 

On -
going 

Heather Sim, Manager 
Community Care Service 
Unit  
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Social Work, Housing & Health  Service/Section - Adult Services  
 
Relevant Function Older People’s Services 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1 Identify translation services ensuring staff access to 
database of ethnic minority contact points. 

Oct 
2005 

Apr 
2006 

Alistair Scobie, 
Community Care Manager 
– Older People 

2 To provide race equality awareness training to staff on a 
rolling programme. 

On -
going 

On -
going 

Graham Charlton, Senior 
Social Worker/MHO 

3 Review policies and practices to ensure they are non-
discriminatory towards ethnic minority service users. 

On -
going 

On -
going 

Alistair Scobie, 
Community Care Manager 
– Older People 

 
Relevant Function Commissioning and Contracting of Social Care Services. 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1 Ensure all services provided under contract meet the 
statutory race equality duty. 

On - 
going 

On -
going 

Morag Hutchison, 
Principal Officer – 
Community Care 

 
Social Work, Housing & Health Service/Section - Children and Families Services 
 
Relevant Function Children and Families Services 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1 Identify translation services ensuring staff access to 
database of ethnic minority contact points. 

Oct 
2005 

Apr 
2006 

Ann Stewart, Children and 
Families Services 
Manager 

2 To provide race equality awareness training to staff on a 
rolling programme. 

On -
going 

On -
going 

Graham Charlton, Senior 
Social Worker/MHO 

3 Review policies and practices to ensure they are non-
discriminatory towards ethnic minority service users. 

On -
going 

On -
going 

Ann Stewart, Children and 
Families Services 
Manager 

 
Relevant Function  Criminal Justice Social Work 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1 Monitor uptake of service by ethnic minority persons. Apr 
2005 

Mar 
2006 

Jim Hunter, Criminal 
Justice Manager 

2 To provide race equality awareness training to staff on a 
rolling programme. 

On -
going 

On -
going 

Graham Charlton, Senior 
Social Worker/MHO 

3 Review policies and practices to ensure they are non-
discriminatory towards ethnic minority service users.  

On -
going 

On -
going 

Jim Hunter, Criminal 
Justice Manager 
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Social Work, Housing & Health Service/Section - Regeneration and Housing 
 
Relevant Function Policy and Strategy  

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

PS1.1 Ensure that all our strategies meet strategy objectives in 
relation to race equality. 

Mar 
2006 

Jun 
2006 

Jill Downie, Principal 
Officer, Housing 

PS1.2 Ensure all strategies are based on Assessment of Need 
which takes account of the needs of all ethnic groups. 

Mar 
2006 

On -
going 

Jill Downie, Principal 
Officer, Housing 

PS1.3 Ensure engagement with all community groups in 
strategy development and consultation. 

On -
going 

 Jill Downie, Principal 
Officer, Housing 

PS1.4 Work with partners to raise awareness of the act and 
code of practice. 

Mar 
2006 

Mar 
2007 

Jill Downie, Principal 
Officer, Housing 

PS1.5 Evaluate strategies for their impact on ethnic minority 
groups. 

Mar 
2006 

On -
going 

Jill Downie, Principal 
Officer, Housing 

 
Relevant Function Community Regeneration  

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

CR1.1 Ensure the needs of all ethnic groups are taken account 
of as part of the assessment and planning process. 

Nov 
2005 

Nov 
2008 

Dave Sherlock, Manager, 
Strategy & Development 

CR1.2 Ensure engagement with all local communities including 
ethnic minority groups. 

Nov 
2005 

Nov 
008 

Dave Sherlock, Manager, 
Strategy & Development 

CR1.3 Ensure all partners have an awareness of equality 
issues and the Race Relations Act. 

Nov 
2005 

Nov 
2008 

Dave Sherlock, Manager, 
Strategy & Development 

CR1.4 Monitor and evaluate the impact of the Regeneration 
Outcome Agreement by ethnic group. 

Nov 
2005 

Nov 
2008 

Dave Sherlock, Manager, 
Strategy & Development 

 
Relevant Function Community Development 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

1. Lead the creation of community engagement through 
community development by seeking additional 
resources from outwith the Council to employ a 
dedicated community development office. 

Nov 
2005 

Nov 
2008 

Alex Anderson, Senior 
Community Development 
Officer 

2. Investigate the development of ethnic minority 
community and voluntary organisations in South 
Ayrshire, in partnership with national and local voluntary 
organisations. 

Nov 
2005 

Nov 
2008 

Alex Anderson, Senior 
Community Development 
Officer 

 
Relevant Function Gypsy Travellers 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

GT1.1 Review our policies and procedures to ensure they take 
account of the needs of Gypsy Travellers. 

Mar 
2006 

Mar 
2007 

David Burns, Divisional 
Housing Manager 

GT1.2 Ensure that Gypsy Travellers can access all information 
and communication on Housing services available -
telephone, written, web-based or face-to-face. 

Mar 
2006 

Mar 
2007 

David Burns, Divisional 
Housing Manager 
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Social Work, Housing & Health Service/Section - Regeneration and Housing 
 
Relevant Function Housing Support Services  

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

HSS1.1 Ensure that all tendering and procurement processes 
take account of equality issues. 

On -
going 

 John Tupper, Supporting 
People Officer 

HSS1.2 Ensure that all agencies providing housing support 
services have equal opportunity policies which meets 
Council standards. 

On -
going 

 John Tupper, Supporting 
People Officer 

HSS1.3 Have systems in place to monitor that all ethnic groups 
are receiving a fair and equitable service. 

On -
going 

 John Tupper, Supporting 
People Officer 

 
Relevant Function Allocation of Council House Tenancies  

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

AL1.1 Ensure that our Allocation Policy operates in a way, 
which guarantees equality of access for all groups and 
takes account of the needs and preferences of all 
groups. 

Mar 
2006 

Mar 
2007 

Tom McFadyean /      
Lisa Meahan,        
Service Co-ordinators 

AL1.2 Ensure any local lettings initiatives do not incorporate 
discriminatory elements. 

Mar 
2006 

Mar 
2007 

Tom McFadyean /      
Lisa Meahan,        
Service Co-ordinators 

AL1.3 Ensure that housing advisors have been trained to 
understand the circumstances and housing needs of 
particular ethnic groups. 

Mar 
2006 

Mar 
2007 

Michael Alexander, 
Housing Operations 
Manager 

AL1.4 Develop systems to monitor that all ethnic groups are 
receiving a fair and equitable service.  

Mar 
2007 

On -
going 

Michael Alexander, 
Housing Operations 
Manager 

AL1.5 Ensure that all our information and communications 
reach people from all ethnic groups - telephone, written, 
web-based or face-to-face. 

Mar 
2006 

Mar 
2007 

Tom McFadyean, Service 
Co-ordinator / Margaret 
Murray, Project Officer 

AL1.6 Ensure that all housing staff receives training in equality 
issues and use of interpretation services. 

Apr 
2006 

Mar 
2007 

Michael Alexander, 
Housing Operations 
Manager 

 
Relevant Function Rent Collection and Arrears Management  

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

RC1.1 Review our policies and procedures for rent collection 
and arrears control to ensure compliance with Race 
Relations Act and Code of Practice for Housing. 

Mar 
2006 

Mar 
2007 

Tony McGuigan, 
Revenue Officer /       
Tom McFadyean   
Service Co-ordinator 

RC1.2 Ensure that all information and communication on rent 
collection and arrears control reach people from all 
ethnic groups - telephone, written, web-based or face-to-
face. 

Mar 
2006 

Mar 
2007 

Tony McGuigan, 
Revenue Officer /       
Tom McFadyean,  
Service Co-ordinator 

RC1.3 Ensure that our referral to other agencies e.g. Money 
Advice/ Welfare Rights/AHAC are non-discriminatory 
and take account of equality issues. 

On-
going

 Tony McGuigan, 
Revenue Officer 

RC1.4 Ensure that all housing staff receives training in equality 
issues and use of interpretation services. 

Mar 
2006 

Mar 
2007 

Michael Alexander, 
Housing Operations 
Manager 
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Social Work, Housing & Health Service/Section - Regeneration and Housing 
 
Relevant Function Estate Management  

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

EM1.1 To review our estate management procedures and 
antisocial behaviour policy for compliance with Race 
Relations Act and Code of Practice for Housing. 

Mar 
2006 

Mar 
2007 

Tom McFadyean / Lisa 
Meahan, Service Co-
ordinators 

EM1.2 Ensure that all information and communication on 
estate management reach people from all ethnic groups 
- telephone, written, web-based or face-to-face 

Mar 
2006 

Mar 
2007 

Tom McFadyean / Lisa 
Meahan, Service Co-
ordinators 

EM1.3 Consider the development of systems to monitor that all 
ethnic groups are receiving a fair and equitable service. 

Mar 
2007 

Mar 
2009 

Michael Alexander, Housing 
Operations Manager 

EM1.4 Ensure that all housing staff receives training in equality 
issues and use of interpretation services. 

Mar 
2006- 

Mar 
2007 

Michael Alexander, Housing 
Operations Manager 

 
Relevant Function Tenant Participation 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

TP1.1 Develop processes to engage with ethnic minority 
tenants and residents.  

Apr 
2006 

Mar 
2007 

APO (Housing) Vacant 

TP1.2 Ensure that registered tenants and resident associations 
have a commitment to promote equal opportunities. 

Apr 
2006 

Mar 
2007 

APO (Housing) Vacant 

TP1.3 Ensure tenants’ and residents’ representatives receive 
equalities training including training on Race Relations 
Act and Code of Practice for Housing. 

Apr 
2006 

Mar 
2007 

APO (Housing) Vacant 

TP1.4 Develop a procedure for monitoring and evaluating 
participation in tenants’ organisations by ethnic group. 

Apr 
2006 

Mar 
2007 

APO (Housing) Vacant 

 
Relevant Function Homelessness Services 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

HO1.1 Review all homeless policies and procedures to ensure 
compliance with Race Relations Act. 

Jan 
2006 

Mar 
2006 

Catherine King, Homeless 
Casework Manager 

HO1.2 Ensure all staff within Homeless Service receive 
equality training. 

Apr 
2006 

Mar 
2007 

Catherine King, Homeless 
Casework Manager 

HO1.3 Ensure that all forms and advice leaflets can be made 
available in a range of community languages. 

On -
going 

 Catherine King, Homeless 
Casework Manager 

HO1.4 Develop systems to monitor that all ethnic groups are 
receiving a fair and equitable service. 
 

Jan. 
2006 

Mar 
2006 

Catherine King, Homeless 
Casework Manager 
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Social Work, Housing & Health  Service/Section - Regeneration and Housing 
 
Relevant Function Repairs maintenance and upgrading of Council House stock 

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

REP1.1 Ensure that our repairs and maintenance policies and 
procedures comply with Race Relations Act and Code 
of Practice for Housing. 

Mar 
2006 

Mar 
2007 

Tom McFadyean / Lisa 
Meahan, Service Co-
ordinators 

REP1.2 Ensure that all our information and communication 
reach people from all ethnic groups - telephone, 
written, web-based or face-to-face. 

Mar 
2006 

Mar 
2007 

Michael Alexander Housing 
Operations Manager / Bill 
Gray, Service Planning & 
Development Manager 

REP1.3 Ensure the contractors we use for repairs or 
maintenance have race equality policies that 
complement our own. 

Mar 
2006 

On -
going 

Bill Gray, Service Planning 
& Development Manager 

REP1.4 Ensure that all tendering and procurement processes 
take account of equality issues. 

Mar 
2006 

On -
going 

Bill Gray, Service Planning 
& Development Manager 

REP1.5 Consider the development of systems to monitor that 
all ethnic groups are receiving a fair and equitable 
service. 

Mar 
2007 

On -
going 

Michael Alexander, 
Housing Operations 
Manager / Bill Gray, 
Service Planning & 
Development Manager 

REP1.6 Ensure that all housing staff receives training in 
equality issues and use on interpretation services. 

Mar 
2006 

Mar 
2007 

Michael Alexander, 
Housing Operations 
Manager /Lisa Meahan, 
Service Co-ordinator 

 
Relevant Function Housing Advice and Information Services  

Task 
Ref 

Task Start 
Date 

End 
Date 

Lead Officer 

HA1.1 Ensure that all our information and communication 
reach people from all ethnic groups - telephone, 
written, web-based or face-to-face. 

Mar 
2006 

Mar 
2007 

Tom McFadyean/ Lisa 
Meahan, Service Co-
ordinators 

HA1.2 Ensure that staff advising clients are trained to 
understand the differing needs of a community groups 
and issues around stereotyping and prejudice. 

Mar 
2006 

Mar 
2007 

Emma Cassidy, APO 
Housing Policy & Strategy 

HA1.3 Ensure that all community groups have equal access 
to advice and information services provided by other 
agencies. 

Mar 
2006 

On -
going 

Emma Cassidy, APO 
Housing Policy & Strategy 

HA1.4  Ensure that all agencies giving housing advice have 
access to interpretation services. 
 

Mar 
2006 

Mar 
2007 

Emma Cassidy, APO 
Housing Policy & Strategy 

HA1.5 Consider the development of systems to monitor that 
all ethnic groups are receiving a fair and equitable 
service. 

Mar 
2006 

Mar 
2007 

Emma Cassidy, APO 
Housing Policy & Strategy / 
Michael Alexander, 
Housing Operations 
Manager 
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APPENDIX ONE 
 
ARRANGEMENTS FOR EQUALITIES MONITORING 
 
 
1. Purpose 
 
This paper sets out the arrangements for equalities monitoring in South Ayrshire 
Council. This includes the arrangements for ethnic monitoring required under the 
Race Relations Act. 
 
2. Background 
 
The Council is required by the Race Relations Act 1976 to monitor the ethnic origin of 
employees.  In detail the council must monitor, by ethnic group: - 
 
   (a) the numbers of – 
    (i) employees in post, and 

(ii) applicants for employment, training and 
promotion, from each such group, and 

(b)  the numbers of employees from each such group who 
– 

    (i) receive training; 
(ii) benefit or suffer detriment as a result of its 

performance assessment procedures; 
    (iii) are involved in grievance procedures; 
    (iv)  are the subject of disciplinary procedures; or 

(v) cease employment.  
 
The Council must publish annually the results of its monitoring.  The Council also has 
duties not to discriminate on grounds of gender or disability and will monitor the 
composition of the workforce and applicants for employment to cover not only 
ethnicity but also disability and gender.  To fully comply with relevant legislation the 
Council has revised and strengthened its arrangements for monitoring as follows. 
 
3. Arrangements for Collecting Data 
 
The Council has established a database of all employees using a newly installed 
Oracle HR system.  The database records the gender, ethnic background and any 
disability of all employees, where these have been declared by the employee.   The 
Council is actively encouraging all departments to complete the data they hold on 
ethnic background to minimise inaccuracy in the data. Council departments are 
responsible for ensuring that the records of all employees, including ethnic 
monitoring data, are accurate and up to date. 
 
From this database it is possible to produce summary information of staff numbers, 
training, grievance, disciplinary and other information by ethnic category.  The 
information given below is drawn from this system unless otherwise indicated. The 
Head of Human Resources is responsible for preparing the monitoring statement. 
 
Applicants for employment are asked to complete an ethnic monitoring statement.  
From this, information can be collected on the number of applicants, the number of 
invited to interview and the number of candidates successful at interview by ethnic 
origin.  From 2005 the reasons why employees leave the council will also be reported 
by ethnic origin.  
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4. Arrangements for Reporting 
 
Directors of each department are responsible for ensuring that information is 
maintained and provided to the Head of HR for inclusion in the quarterly and annual 
monitoring reports.  Directors are responsible for signing off departmental monitoring 
statements. 
 
The timetable for monitoring and reporting is as follows: - 
 

• Reports will be prepared each quarter (June, September, December, March) 
and submitted to CMT and the Council’s Human Resources Committee. 

 
• An Annual Report will be prepared, summarising the Council position at the 

end of each financial year. This will be submitted to the Human Resources 
Committee and referred to the Policy and Resources Committee.   

 
• To ensure wide distribution details will be included in the Public Performance 

Reporting Strategy.   Performance is reported to the public in three ways. A 
Calendar is distributed annually to all households providing an overview of 
Council services and where further information can be obtained. Twice a year 
the newsletter called Update is distributed, providing more information on the 
performance of a selection of services. The third and most detailed level 
consists of performance and audit reports that provide most detailed 
information on how the Council is performing. 

 
 
5. Equalities Monitoring Statement 
 
An Equalities Monitoring Statement is attached for information.  This is the format 
that will be adopted and developed for reporting to Human Resources Committee in 
2006. As an audit measure, a ‘Not Recorded’ entry will highlight any areas where 
data is incomplete.  Departments have been reminded of the importance of collecting 
and recording this data to allow monitoring by Corporate HR. ‘Unknown’ signifies that 
the information has not been declared. 
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APPENDIX TWO 
 
EQUALITIES MONITORING STATEMENT AS AT NOVEMBER 2005 
 
1. Employees In Post 
 
The number of staff in post, as at the date of the Statement, by ethnic background, 
gender and disability by department, is as follows: - 
 
Fig 1: Breakdown of Employees by Ethnic Background 

 
 Where recorded, 0.2% of the Council’s employees are of non-white ethnic background, 

from a non-white proportion (2001 Census) of 0.7% of the population of South Ayrshire 
 
 In neighbouring Authorities where figures are available, the proportion of non-white staff 

is 0.2% (2003 figures), also from a non-white population of 0.7%  
  
Fig 2: Breakdown of Employees by Gender         Fig 3: Breakdown of Employees by 

Disability 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Department 
 
 

Asian or 
Asian 
British  

Black or 
Black British 
- Caribbean Other Unknown

White - 
British 

White - 
English 

White - 
Irish 

White - 
Other 

White - 
Scottish 

White - 
Welsh 

Not 
Recorded Total 

                          
 
Chief Executive’s         2 10 2 1 282     297 
Development Safety 
and Regulation 2  1 2     11  1 3 319  1  340 
Education Culture 
and Lifelong 
Learning 1  2  2  36  262 21 14 33 1886  2 228 2487 
Environment and 
Infrastructure         67 5   3 1838   15 1928 
Social Work 
Housing and Health 1     2 6 23 10 5 1399 1 2 1449 
                          
 
Total 4 3 4 38 337 70 27 45 5724 4 245 6501 

                  
Department Female Male Total 
        
 
Chief Executive’s 187 110 297 
Development Safety and 
Regulation 197 143 340 
Education Culture and 
Lifelong Learning 2023 464 2487 
Environment and 
Infrastructure 963 965 1928 
Social Work Housing and 
Health 1198 251 1449 
        
 
Total 4568 1933 6501 
 
 70.3% of the Council’s employees are 

female, and 29.7% are male 

Department 
Not 

Disabled Disabled 
Not 

Recorded Total 
          
 
Chief Executive’s 284 2 11 297 
Development Safety 
and Regulation 326 6 8 340 
Education Culture and 
Lifelong Learning 1318 4 1165 2487 
Environment and 
Infrastructure 1841 14 73 1928 
Social Work Housing 
and Health 1398 13 38 1449 
          
 
Total 5167 39 1295 6501
 
 Where recorded 0.8% of the Council’s  

 employees are disabled 
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2. Applicants for Employment/Promotion 
 
All applicants for employment are required to 
complete an Equal Opportunities Monitoring 
Form. Information from these forms is 
collated on a quarterly basis by Corporate 
Human Resources.   
 
This information is currently recorded in a 
discrete HR database, from which the 
relevant information can be extracted. This 
recording will subsequently transition to the 
Oracle HRMS system as part of the planned 
software implementation. 
 
The total number of external applicants by 
ethnic background, gender and disability for 
the most recent quarters for which figures are 
available (Apr-Sep 05) was as follows: - 
 
 

 
Applicants for 
Employment 

Total No:   280 

 
Gender Number Proportion (%) 
Male 144 51.4 
Female 136 48.6 
 
Ethnic Origin Number Proportion (%) 
White Scottish 250 89.3 
White English 11 3.9 
White Welsh 1 0.4 
White Irish 3 1 
Other White British 4 1.4 
Any Other White 
Background 

4 1.4 

Any Mixed Background 0 0 
Indian 1 0.4 
Pakistani 0 0 
Bangladeshi 0 0 
Chinese 0 0 
Any Other Asian 
Background 

0 0 

Caribbean 0 0 
African 0 0 
Any Other Black 
Background 

1 0.4 

Any Other Background 2 0.8 
Unknown 3 1 
 
Disability Number Proportion (%) 
Disabled 7 2.5 
Not Disabled 269 96.1 
Not Known 4 1.4 
  

 
Selected for Interview 
 

Total No:   145 

 
Gender Number Proportion (%) 
Male 72 49.7 
Female 73 50.3 
 
Ethnic Origin Number Proportion (%) 
White Scottish 130 89.7 
White English 6 4 
White Welsh 1 0.7 
White Irish 3 2.1 
Other White British 1 0.7 
Any Other White 
Background 

2 1.4 

Any Mixed Background 0 0 
Indian 0 0 
Pakistani 0 0 
Bangladeshi 0 0 
Chinese 0 0 
Any Other Asian 
Background 

0 0 

Caribbean 0 0 
African 0 0 
Any Other Black 
Background 

1 0.7 

Any Other Background 0 0 
Unknown 1 0.7 
 
Disability Number Proportion (%) 
Disabled 3 2.1 
Not Disabled 139 95.8 
Not Known 3 2.1 
  

 
Successful 
Appointments 

Total No:   33 

 
Gender Number Proportion (%) 
Male 18 54.5 
Female 15 45.5 
 
Ethnic Origin Number Proportion (%) 
White Scottish 28 85 
White English 1 3 
White Welsh 0 0 
White Irish 1 3 
Other White British 1 3 
Any Other White 
Background 

1 3 

Any Mixed Background 0 0 
Indian 0 0 
Pakistani 0 0 
Bangladeshi 0 0 
Chinese 0 0 
Any Other Asian 
Background 

0 0 

Caribbean 0 0 
African 0 0 
Any Other Black 
Background 

0 0 

Any Other Background 0 0 
Unknown 1 3 
 
Disability Number Proportion (%) 
Disabled 0 0 
Not Disabled 31 93.9 
Not Known 2 6.1 
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The total number of internal applicants for 
promotion by ethnic background, gender and 
disability for the most recent quarters for 
which figures are available (Apr-Sep 05) was 
as follows: - 
 

 The proportion of male and female 
internal applicants, interview 
candidates and successful 
appointees were all in line with the 
proportions of male and female staff 
(see Section 1 above) 

 
 
 
 
 
 
 
 
 
 
 
 
 

 
Applicants for 
Promotion 

Total No:   408 

 
Gender Number Proportion (%) 
Male 127 31.1 
Female 281 68.9 
 
Ethnic Origin Number Proportion (%) 
White Scottish 388 95.1 
White English 8 2 
White Welsh 0 0 
White Irish 1 0.2 
Other White British 6 1.6 
Any Other White 
Background 

0 0 

Any Mixed Background 0 0 
Indian 0 0 
Pakistani 0 0 
Bangladeshi 0 0 
Chinese 1 0.2 
Any Other Asian 
Background 

0 0 

Caribbean 0 0 
African 1 0.2 
Any Other Black 
Background 

0 0 

Any Other Background 1 0.2 
Unknown 2 0.5 
 
Disability Number Proportion (%) 
Disabled 8 2 
Not Disabled 393 96.3 
Not Known 7 17 
  

 
Selected for Interview 
 

Total No:   234 

 
Gender Number Proportion (%) 
Male 74 31.6 
Female 160 68.4 
 
Ethnic Origin Number Proportion (%) 
White Scottish 220 94.1 
White English 6 2.7 
White Welsh 0 0 
White Irish 1 0.4 
Other White British 3 1.2 
Any Other White 
Background 

0 0 

Any Mixed Background 0 0 
Indian 0 0 
Pakistani 0 0 
Bangladeshi 0 0 
Chinese 1 0.4 
Any Other Asian 
Background 

0 0 

Caribbean 0 0 
African 1 0.4 
Any Other Black 
Background 

0 0 

Any Other Background 1 0.4 
Unknown 1 0.4 
 
Disability Number Proportion (%) 
Disabled 6 2.5 
Not Disabled 223 95.3 
Not Known 5 2.2 
  

 
Successful 
Appointments 

Total No:   81 

 
Gender Number Proportion (%) 
Male 27 33.3 
Female 54 66.7 
 
Ethnic Origin Number Proportion (%) 
White Scottish 78 96.4 
White English 1 1.2 
White Welsh 0 0 
White Irish 0 0 
Other White British 1 1.2 
Any Other White 
Background 

0 0 

Any Mixed Background 0 0 
Indian 0 0 
Pakistani 0 0 
Bangladeshi 0 0 
Chinese 0 0 
Any Other Asian 
Background 

0 0 

Caribbean 0 0 
African 0 0 
Any Other Black 
Background 

0 0 

Any Other Background 1 1.2 
Unknown 0 0 
 
Disability Number Proportion (%) 
Disabled 0 0 
Not Disabled 79 97.5 
Not Known 2 2.5 
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3. Employees Applying for and Receiving Training 
 
All applicants for, and employees who receive training are required to complete an 
Equal Opportunities Monitoring Form. Arrangements are being adjusted to ensure 
that this information is recorded at an earlier stage in the process by Corporate HR. 
 
This information is currently recorded in a discrete HR database, from which the 
relevant information can be extracted. This recording will subsequently transition to 
the Oracle HRMS system as part of the planned software implementation. 
 
The total number of employees receiving training by ethnic background, gender and 
disability for the most recent quarters (Apr-Sep 05) was as follows: - 
 
 

Employees Receiving Training 
 

 
Total No: 194 

 
Gender Number Proportion (%) 
Male 57 29.4 
Female 137 70.6 
 
Ethnic Origin Number Proportion (%) 
White Scottish 182 93.8 
White English 7 3.6 
White Welsh 1 0.5 
White Irish 1 0.5 
Other White British 0 0 
Any Other White Background 1 0.5 
Any Mixed Background 0 0 
Indian 0 0 
Pakistani 0 0 
Bangladeshi 0 0 
Chinese 0 0 
Any Other Asian Background 0 0 
Caribbean 0 0 
African 0 0 
Any Other Black Background 0 0 
Any Other Background 0 0 
Unknown 2 1.1 
 
Disability Number Proportion (%) 
Disabled 1 0.5 
Not Disabled 193 99.5 
Not Known 0 0 
 
 
 
 
4.  Performance Assessment 
 
The Councils operates a Performance Development and Review (PDR) system.  This 
system is not linked to salary review and thus staff do not receive any financial 
benefit or detriment as a result of the system. 
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5. Grievance/Disciplinary Procedures 
 
The total number of employees involved in Disciplinary and Grievance processes by 
ethnic background, gender and disability, in the period Apr - Sep 2005, was as 
follows: - 
 

a. Grievance: 2 recorded (1 male, 1 female, both White Scottish, Not disabled) 
b. Disciplinary: 2 recorded (1 male, 1 female, both White Scottish, Not disabled) 

 
6. Employees Leaving Employment 
 
The number of leavers in the period Apr - Sep 2005 by ethnic background, gender 
and disability by department is as noted below. However, the number of leavers 
during this period is severely inflated due to terminating large numbers of 
unpaid casual employees from the initial payroll migration into the Oracle 
HRMS database. 
 
Fig 1: Breakdown of Leavers by Ethnic Background 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Fig 2: Breakdown of Leavers by Gender  Fig 3: Breakdown of Leavers by Disability 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 Department Chinese Other Unknown
White - 
British 

White - 
English 

White - 
Irish 

White - 
Other 

White - 
Scottish 

White - 
Welsh 

Not 
Recorded Total 

                        
 
Chief Executive’s       1     1 20   1 23 
Development Safety and 
Regulation 1             16   4 21 
Education Culture and 
Lifelong Learning       1       11   462 474 
Environment and 
Infrastructure   1 1 30 1     191 1 55 280 
Social Work Housing 
and Health       3   1   77   17 98 
                        
 
Total 1 1 1 35 1 1 1 315 1 539 896 

 
 0.2% of leavers were of non-white ethnicity

                           
Department Female Male Total 
        
 
Chief Executive’s 14 9 23 
Development Safety and 
Regulation 13 8 21 
Education Culture and 
Lifelong Learning 405 69 474 
Environment and 
Infrastructure 143 137 280 
Social Work Housing and 
Health 68 30 98 
        
 
Total 643 253 896 
 
 71.7% of leavers were female 
 28.3% of leavers were male 

Department 
Not 

Disabled Disabled 
Not 

Recorded Total 
          
 
Chief Executive’s 7   16 23 
Development Safety 
and Regulation 18   3 21 
Education Culture and 
Lifelong Learning 23   451 474 
Environment and 
Infrastructure 218 1 61 280 
Social Work Housing 
and Health 81   17 98 
          
 
Total 347 1 548 896 
 
 Where recorded, 0.3% of leavers were disabled 
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APPENDIX THREE 
 
THE STATISTICAL BACKGROUND: ETHNIC MINORITY COMMUNITIES IN 
SOUTH AYRSHIRE 
 
Size and Age Structure of the Population 
 
According to the 2001 Census there are about 760 people in South Ayrshire from 
ethnic minority backgrounds out of a total population of just over 112,000.  Compared 
to the Scottish average South Ayrshire has a small ethnic minority population and 
compared to larger urban areas like Glasgow it is very small proportion.  This is one 
of the most important factors to take into consideration in drawing up the list of 
relevant functions for the Race Equality Scheme.  
 
Table 1: Comparative Ethnic Breakdown of the Populations of South Ayrshire, 
Glasgow City and Scotland at the 2001 Census, % of Total Population 

 
Ethnic Group South 

Ayrshire 
Glasgow City Scotland 

White 99.32 94.55 97.99 
Indian   0.16   0.72   0.30 
Pakistani and other South 
Asian 

  0.08   3.04   0.79 

Chinese   0.19   0.67   0.32 
Others, including those of 
Mixed Ethnic Origin 

  0.25   1.02   0.60 

Source:  2001 Census 
 
 
The most numerous ethnic minority group are Chinese, followed by Indian and 
Pakistani. 
 
Table 2: Breakdown of Ethnic Minority Population in South Ayrshire by  

Ethnic Origin 
 

 Ethnic Origin Total Numbers 
 Chinese 208 
 Indian 181 
 Pakistani   61 
 Bangladeshi     2 
 Other South Asian   31 
 African   38 
 Caribbean   15 
 Black Scottish or Other Black     9 
 Mixed Ethnic Origin 142 
 Other Ethnic Groups   76 

 
 
Significantly, the age structure of the ethnic minority community in South Ayrshire is 
very different from that for the population as a whole, with a significantly higher 
proportion of children (0-15) and lower proportion of older people (60+) than in the 
general population (see Figure 1).   
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Figure 1:  Age Distribution of the Main Ethnic Minority Groups Compared to the 
Population as a Whole in South Ayrshire, % of Population Group 
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Source:  2001 Census 
 
New Migrants 
 
A number of new migrants are resident in South Ayrshire, many on a temporary 
basis.  Data from the Department of Works and Pensions indicates that, in the 
summer of 2005, approximately 150 people from central and eastern Europe were 
registered with National Insurance and working in South Ayrshire.  The largest single 
number registered were from Poland.  It is not know at present how many will remain 
as permanent residents and how may will return to their country of origin following a 
period of work in the area.  The Council will continue to monitor the number of new 
migrants and respond as appropriate to the demands for services. 
 
Economic Well being of the Ethnic Minority Community 
 
Compared to the population as a whole, there is a much higher proportion of people 
of Indian and Pakistani origin in managerial and professional jobs (see Figure 2).  
Chinese and those from Other Ethnic Groups tend to have a higher than average 
proportion of people in unskilled jobs.  This accords with findings from elsewhere in 
Scotland that ethnic minorities are disproportionately represented among the most 
and least wealthy1.  This also accords with the fact among ethnic minority groups that 
there is a disproportionate tendency for people to work in the service sector, where 
rewards for skilled and professional staff tend to be high, but for unskilled staff are 
low (See Figure 3). 
 
Unemployment rates among Indians and Chinese are well below the South Ayrshire 
average, but interestingly are at or above the Local Authority average for Pakistanis 
and those of Other Ethnic origin (see Figure 3).  The percentage of people who are 
economically active among the Indian and Chinese origin is also well above the 
South Ayrshire average.   This may partly reflect the younger age profile of the ethnic 
minority  population. 
 
In addition, there is more self-employment especially among the Indian and Chinese 
groups, which may increase the social isolation of these groups.  Interestingly, an 
above average proportion of the ethnic minority population is engaged in full-time 
advanced education which may reflect the younger age profile of these groups. 

                                                 
1 Scottish Executive (2005).  Social Focus on Deprived Areas 2005.  Edinburgh. 
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Figure 2:  Breakdown of Main Ethnic Minority Groups by Occupation, 
Compared to the South Ayrshire Population as a Whole, % of 
Population Group of Working Age 
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Source:  2001 Census 
 
Figure 3:  Breakdown of Main Ethnic Minority Groups by Sector of 

Employment, Compared to the South Ayrshire Population as a 
Whole, % of Population Group of Working Age 
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Figure 4:  Breakdown of Main Ethnic Minority Groups by the Level and Nature 
of Economic Activity, Compared to the Average for South Ayrshire, 
% of Group of Working Age 
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Housing Requirements of EM Community 
 
In 2001, ethnic minority communities in South Ayrshire accounted for 0.7 per cent of 
the population, but only 0.5 per cent of households.  This variation can be explained 
by the larger average size of ethnic minority households.  Certainly, the proportion of 
one-person households is lower within the ethnic minority community than in the 
population as a whole in South Ayrshire and there is a lower proportion of pensioner 
households (see Figure 5). This may partially explain the significantly higher 
incidence of overcrowding reported among ethnic minority households in South-West 
Scotland2.   
 
Studies elsewhere in Scotland have also indicated that ethnic minority households 
are predominantly in the owner-occupied sector, with a low proportion in social 
rented housing2.  How far this is a reflection of choice or necessity is not clear, but it 
does suggest that there is a need to improve the quality and choice of housing 
available to ethnic minority communities. 
 

                                                 
2 Scottish Homes (2001).  Housing Scotland’s Black and Minority Ethnic Communities:  Race Equality 
Regional Action Plan 2001-2004, South & West Region. 


