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Context 
 

One of the clear measures of equality is to be found in the profile, by 
protected characteristic, of those in employment.  

 
Being in employment can bring multiple, potentially positive, impacts on the 
lived experiences of many people who share particular protected 
characteristics.  It can reduce dependence on the less than generous state 
welfare system and the increasing stigma attached to what little support is 
provided to people who are jobless for whatever reason.  It provides the 
opportunities for those previously excluded from key areas of society to be 
able to influence change and the future shape of societal structures from 
within.  Being in work instead of being marginalised, excluded and 
discriminated against can also help start to slowly foster good relations 
between those who erect barriers and discriminate, and those who are 
discriminated against. 
 
Scotland’s specific equality duties, adopted in May 2012, recognised this and 
set a clear goal for public bodies in Scotland.  Amongst other things, the 
duties required that public bodies gather data on their workforce1 by protected 
characteristic and use it to help them better perform their general equality 
duty to eliminate discrimination, advance equality of opportunity, and foster 
good relations.  April 30th 2013 was the first date by which public bodies were 
required to publish a report on their efforts in meeting this particular part of 
the specific equality duties. 
 
This research report aims to construct a baseline from which future 
performance and progress can be accurately and transparently judged and so 
inform the considerations by government as to whether Ministers need to use 
powers available to them to improve the performance of public bodies in this 
area and so deliver equality which makes a difference to the daily lived 
experiences of Scotland’s diverse communities.  It is a follow up to reports 
published in 2013 on the performance of NHS Boards and Universities. 
 
The scope of this particular report deals with the data published by the 32 
local authorities in Scotland on the employment of people from BME 
communities. 
 
Wladyslaw Mejka 
Equality Here, Now 
 

March 2014 

                                            
1
 See Appendix B for specific equality duty extract 

http://www.legislation.gov.uk/ssi/2012/162/made
https://sites.google.com/site/equalityherenow/home/performance-on-equalities/performance-of-health-boards
https://sites.google.com/site/equalityherenow/
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Findings 
 
 

Meeting the publication deadline 

 
This dimension of the specific equality duty was and is easy.  To publish and 
make accessible the required report by end-April 2013.  From the research 
required to compile this report, 29 of Scotland’s 32 local authorities have 
made available accessible data on their workforce profiles in terms of BME 
workers. 
 
 
Context 
 
It always helps when looking at data to have a wider context and, in the case 
of equality, to look at what might be termed some of the key or exemplary 
performers in relation to delivering equality.  In this particular case it seems 
reasonable and relevant to set out some of the key data on race equality in 
an employment context as published by the EHRC and the BBC. 
 

 %age of BME people in workforce 

EHRC 20% 

BBC 12.3% 

 
From the EHRC’s last published workforce report of 2010/11, it is noted that 
the percentage of BME people employed across the whole public sector is 
estimated to be 8%. 
 
 
Core employment data 
 
Against this backdrop of performance by others, the performance of local 
authorities in Scotland, drawing from reports published by them, is not good.  
The table in Appendix A provides a summary comparison of the data for all 
local authorities. 
 
Not one of the 32 local authorities across Scotland manages to get close to, 
never mind exceed, the standard set by the BBC.   
 
Edinburgh City Council is the nearest, almost 10% points behind at 2.7%.  It 
is germane to note that Edinburgh’s report which published this data also 
reveals that the target it set for itself to attain by way of a BME workforce 
profile was to get to a level of 4.7% [at 2012].  It is even more germane to 

http://www.equalityhumanrights.com/about-us/equality-and-diversity/our-equality-and-diversity-workforce-reports/
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note that the target Edinburgh set itself and failed to reach is in itself 
considerably short of the 8% BME population in Edinburgh as at 2011. 
 
10 local authorities offer a range of between 1% and 1.85% BME workforce.  

Another 18 local authorities show proportions of between 0.2% and 0.97% in 
their workforce as being BME. 
 
If local authorities had just managed to mirror the national UK average of 8%, 
this would mean an extra 17,736 BME people working in local authorities, 7 
times more than are currently employed [see Table 1 below].  This is roughly 
equivalent to the population of the town of Barrhead [17,443] and provides a 
graphic illustration of the number of BME people missing from the workforce 
of local authorities.  
 

 
Based on these figures, it is only reasonable to conclude that local authorities 
in Scotland appear to have significant problems with institutional 
discrimination2 in the employment of BME people. 

                                            
2
 Institutional discrimination has been and will be defined in a range of ways.  The following definitions relate 

to race in the UK but can be amended to equally apply to all other protected characteristics. 

"The collective failure of an organisation to provide an appropriate and professional service to people 

because of their colour, culture, or ethnic origin. It can be seen or detected in processes, attitudes and 

behaviour which amount to discrimination through unwitting prejudice, ignorance, thoughtlessness and racist 

stereotyping which disadvantage minority ethnic people." 

The Macpherson report 

http://www.scotland.gov.uk/Topics/People/Equality/Equalities/DataGrid/Ethnicity/EthPopMig
http://en.wikipedia.org/wiki/Barrhead
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Quality of data 
 
While the employment rates of BME people for all local authorities are clearly 
below what could be deemed acceptable, there is another problem with the 

data being ‘gathered and used’ by local authorities to help them perform the 
general equality duty.  The level of ‘unknowns’ across the workforce, where 
staff are afraid, uncomfortable or simply don’t trust their employer by 
providing a clear indication of their ethnicity status suggests other institutional 
problems within local authorities.  The current level of staff designated as 
‘unknown’ in terms of whether they identify as BME or non-BME is at 39.66%.  
Over a third of the entire local authority workforce across Scotland.  In itself, 
this represents a failing across local authorities of a magnitude similar to that 
in the underlying employment rate of BME people. 
 
In terms of meeting the general equality duty, this data chasm presents a 
major obstacle for local authorities.  Without accurate data on the workforce, 
changing anything to improve the employment rate of BME people could 
make matters worse and could trigger discrimination for other protected 
characteristics.  Not doing anything is however not an option, given the low 
rate at which BME people are employed across local authorities. 
 
It is important to keep in mind that the specific duty requires information 
published to be ‘accessible to the public’.  There appears to be a marked lack 
of understanding across local authorities on how to make reports accessible.  
In some cases the reports published on line are simply copies of papers 
which were submitted to Council Committees, using language and layout 
styles which are part of the local government corporate culture/jargon, all of 
which exclude rather than include.  Other local authorities have used the 
facility of publishing the required report within other relevant reports.  My 
reading of these suggests that, again, much has to be learned about how to 
do this while also retaining the standard of accessibility clearly required by the 
specific equality duty. 
 
Many of the reports used a mix of narrative, graphs and pie charts to convey 
the data.  The vast majority made heavy and in some cases exclusive use of 
percentages to present data.  One local authority even managed to avoid any 
reference to the basic data of just how many staff were employed, rendering 
the blizzard of percentages being reported as entirely meaningless.  Some 
local authorities presented profiling data separately for staff employed in the 

                                                                                                                                                 
"If racist consequences accrue to institutional laws, customs or practices, that institution is racist whether or 

not the individuals maintaining those practices have racial intentions." 

The Commission for Racial Equality 
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education function, others did not and some others did not explain which 
functions the data published was supposed to cover in that context.   
 
One of the real surprises which emerged from scrutinising the reports was the 

complete lack of any core consistency in presentation of the data, on BME 
and other protected characteristics, between and across all 32 local 
authorities.  Local authorities in Scotland have a significant central resource, 
the Improvement Service, dedicated to assisting local government improve 
performance generally as well as make progress with meeting the legal duties 
on equality.   
 
It was also major surprise to find that it is simply not possible for a member of 
the public to readily compare and contrast the performance of 32 local 
authorities across Scotland on, in this case, BME equality in employment.  If 
members of the public are unable to do this, one presumes the same barrier 
is presented to the Cabinet Secretary for Finance [whose portfolio includes 
local government] and that he is unable to monitor local authority 
performance on equality in employment. 
 
 
Using the data to better perform the general equality duty 
 
A key element of the specific duty is to use the information gathered to ‘better 
perform the equality duty’. 
 
There is, on a basis of a reading of what has been published by local 
authorities, very little evidence that local authority staff and elected members 
have read and understood this key part of the specific duty, or are ready to 
act on the data they now have to better meet the general equality duty and, 
for example, eliminate BME discrimination in employment in local authorities 
and so deliver equality of employment opportunity for people who identify as 
BME. 
 
One feature regularly found across many of the reports was an analysis 
which compared the workforce profile of any local authority to that of the local 
population and as defined in the 2001 census.  This clearly has limited value, 
and not just on the increasingly irrelevant nature of 2001 census data, but 
more that few local authorities if any will recruit exclusively from the local 
geographically-defined  population.   
 
There does appear to be widespread confusion across local authorities 
around the need to analyse data in terms of how to then use the insights 
gained from the analysis to plan action on changes which will help any local 

http://www.improvementservice.org.uk/


P a g e  9 |  

BME people, work, and local authorities in Scotland - performance monitoring of Scotland’s public sector in meeting the specific equality 

duty on gathering, using and publishing data on the protected characteristics of the workforce 2014 

authority to better perform the general equality duty.  This may explain why 
the link between this specific equality duty and the general equality duty was 
rarely mentioned in any of the published reports.   
 

 
Conclusion 
 
When performance on equality of employment opportunity is such that a town 
the size of Barrhead would be needed to house all the BME people missing 
from the payroll of local authorities in Scotland, it is possible to conclude that 
institutional discrimination on the grounds of race contributes significantly to 
the scale of those estimated to be missing.    
 
If all the BME people missing from the payrolls of Scotland’s local authorities 
were to form a queue to speak to their MSP in Scotland’s parliament about 
the race discrimination in council employment, that queue for equality of 
employment opportunity would reach 10.6 miles and take us all the way from 
Holyrood to Broxburn and close to where the Improvement Service is based. 

 
END 

 
 
 
 
 

http://en.wikipedia.org/wiki/Barrhead
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Appendix A 
 
Local Authority Date when 

data 
gathered 

Total of 
workforce 
employed 

 Workers 
identifying as BME 

Workers 
identifying 
as non-BME 

BME status of 
workers unknown 

Aberdeen City Council 2012 10,058  186 1.85% 6,783 3,089 30.71% 

Aberdeenshire Council Dec-12 14,876  223 1.50% 12,570 2,083 14.00% 

Angus Apr-13 5,531  11 0.20% 4,460 1,060 19.16% 

Argyll & Bute Mar-13 4,577  25 0.55% 3,439 1,113 24.32% 

City of Edinburgh Mar-12 18,902  510 2.70% 0 18,392 97.30% 

Clackmannanshire Mar-13 3,103  13 0.42% 2,125 965 31.10% 

Comhairle nan Eilean Siar 2013 2,100  16 0.76% 1,913 171 8.14% 

Dumfries & Galloway Apr-12 9,343  0 0.00% 0 9,343 100.00% 

Dundee 2012 8,162  117 1.43% 6,129 1,916 23.47% 

East Ayrshire 2012 5,928  15 0.25% 5,622 291 4.91% 

East Dunbatonshire 2013 4414  45 1.02% 3,393 976 22.11% 

East Lothian Mar-12 4,953  48 0.97% 3,926 979 19.77% 

East Renfrewshire Mar-12 4,430  78 1.76% 3,433 919 20.75% 

Falkirk Mar-13 7,322  32 0.44% 5,381 1,909 26.07% 

Fife Jan-13 19,797  144 0.77% 16,902 2,751 13.90% 

Glasgow City 2013 19,005  347 1.83% 13,814 4,844 25.49% 

Highland Dec-12 6,549  0 0.00% 0 6,549 100.00% 

Inverclyde 2013 4,051  49 1.21% 2,639 1,363 33.65% 

Midlothian 2012 4,000  38 0.95% 1,844 2,118 52.95% 

Moray 2013 5,232  12 0.23% 2,212 3,008 57.49% 

North Ayrshire 2012 6,733  40 0.59% 4,996 1,697 25.20% 

North Lanarkshire 2012 16,239  0 0.00% 0 16,239 100.00% 

Orkney 2013 2,299  15 0.65% 1,289 995 43.28% 

Perth & Kinross Sep-12 5,718  50 0.87% 0 5,668 99.13% 
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Local Authority Date when 
data 
gathered 

Total of 
workforce 
employed 

 Workers 
identifying as BME 

Workers 
identifying 
as non-BME 

BME status of 
workers unknown 

Renfrewshire Apr-13 7794  29 0.37% 2,037 5,728 73.49% 

Scottish Borders Jan-13 5,516  40 0.73% 5,411 65 1.18% 

Shetland Mar-12 5891  76 1.29% 5,543 272 4.62% 

South Ayrshire  Dec-12 5497  55 1.00% 4,947 495 9.00% 

South Lanarkshire Jun-13 16,434  107 0.65% 16,201 126 0.77% 

Stirling  Mar-13 4100  12 0.29% 3,200 888 21.66% 

West Dunbartonshire Mar-12 6038  15 0.25% 3,976 2,047 33.90% 

West Lothian Dec-12 8029  97 1.21% 5,799 2,133 26.57% 

 
Totals 

 
252,621 

 
2,445 0.97% 149,984 100,192 39.66% 

 
 
 
 
 

Key to shading used in table 
 

 

Indicates a good example of data published and presented in a manner reasonably 
accessible to the public 

 
Indicates a poor example of published data, usually incomplete or based on sample surveys 
or limited in some way – also indicates data not always accessible. 

 

Indicates data incomplete in some way but with the essential figures available. 
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Appendix B 

 
Extract from regulations on specific equality duties 
 
 
Duty to gather and use employee information  
 
6.—(1) A listed authority must take steps to gather information on—  

 
(a) the composition of the authority‟s employees (if any); and  
 
(b) the recruitment, development and retention of persons as employees of the authority,  

 
with respect to, in each year, the number and relevant protected characteristics of such persons.  
 

(2) The authority must use this information to better perform the equality duty.  
 
(3) A report published by the listed authority in accordance with regulation 3 must include—  

 
(a) an annual breakdown of information gathered by it in accordance with paragraph (1) which has not 
been published previously in such a report; and  
 
(b) details of the progress that the authority has made in gathering and using that information to enable it 
to better perform the equality duty.  

 
END 


