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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 track what progress has been made from the 
baseline established in 2013 and so provide real information with which to 
initiate and inform a debate around whether changes in the law on equality 
have made a positive, real and measureable difference to the lived 
experiences of BME [Black Minority Ethnic] people and their all too regular 
encounters with discrimination in and around the world of work. 
 
The scope of this particular report deals with the data made available by the 
32 Local Authorities in Scotland at April 2015 on the employment of BME 
people. 
 
Wladyslaw Mejka 
Equality Here, Now 
 

July 2015 

                                            
1
 See Appendix B for specific equality duty extract 

http://www.legislation.gov.uk/ssi/2012/162/made
https://sites.google.com/site/equalityherenow/
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Findings 
 
 

Publishing workforce data  
 
Public bodies are required by the specific equality duties to gather workforce 
data annually and report progress every two years on how they have used 
the data to meet the general equality duty. 
 
For the purposes of this research, I searched web sites in early May of this 
year.  Very few reports offering workforce profiling data were readily available 
or easily found and most local authorities had to be contacted directly with 
requests for the data. 
 
At the time of drafting this report, all but 1 of Scotland’s 32 local authorities 
had provided the data.  The remaining local authority had published data, but 
had failed to provide a headcount to allow the profusion of percentages to be 
converted into people and then compared with what had gone before. 
 
This report is published later than scheduled in order to allow opportunity for 
the last of the 32 local authorities, East Renfrewshire, to provide the required 
headcount data on workforce profiling.  At the time of publishing – 22nd July 
2015 – this was still not available. 
 
 
Context 
 
The purpose of this research report is to check whether the local authority 
workforce data required to be published by end-April 2015 reveals any 
measureable progress being made on delivering employment equality for 
BME people from the data baseline published by local authorities in 2013.  
That baseline can be found in this research report : BME people, work, & 
Local Authorities in Scotland. 
 
It is important to note in making any use of the data uncovered by this 
research that the majority [20] of the local authorities have published data 
captured at some point in 2014, with just 11 local authorities publishing data 
captured from 2015.   
 
This represents a basic dislocation across local authorities in Scotland on the 
fundamentals of providing reports in compliance with the letter and the spirit 
of the law, and would suggest that work on equality is yet another area in 
which local authorities struggle to deliver joined up working.  Local authorities 
in Scotland have had for some years now a dedicated Improvement Service,  

https://drive.google.com/file/d/0B8X5E79iIxDUQkRSTkNrd2JlRWM/view?usp=sharing
https://drive.google.com/file/d/0B8X5E79iIxDUQkRSTkNrd2JlRWM/view?usp=sharing
http://www.improvementservice.org.uk/index.html
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providing support, guidance and advice to all local authorities on improving 
their performance across a range of functions and obligations, including 
equality.  It even produces a briefing for elected members on their 
responsibilities in the Public Sector Equality Duty.  This continued dislocation 
in basic performance in meeting the specific equality duties across local 
government would suggest there is a need to review whether that 
Improvement Service is fit for purpose, offers any added value, or even does 
what it says on the tin. 
 
For the purposes of analysis in this research report of the data published by 
local authorities, the figures used will always be the latest data published by 
each local authority, with 20 data sets from 2014 and 11 data sets from 2015. 
 
 
Overview of progress 
 
In 2013, local authorities across Scotland were reporting there were 2,447 
workers identifying as BME, amounting to just 0.96% of the workforce of 
253,871.   
 
The cumulative figures for 2015 reveal that the average percentage of BME 
people employed across all local authorities in Scotland is 1.05%, a marginal 
increase from the 2013 figure of 0.96%.   
 
The average percentage of employees not wanting to reveal their ethnicity 
has dropped from 40.25% in 2013 to 25.44% in 2015.  This significant drop in 
the proportion of the workforce refusing to reveal their ethnicity is welcome.  
When set against the 0.09% increase in people identifying as BME over the 
same period, it would suggest that the further work needed in persuading 
staff to positively reveal their status in terms of ethnicity is unlikely to provide 
local authorities with a concomitant increase in the number of staff in the 
workforce who identify as BME. 
 
At the same time, government statistical resources reveal that at least 4.00% 
of Scotland’s population is BME. 
 
The full detail on employment data for 2015 in all local authorities is available 
at Appendix A. 
 
 
 
 
 

http://www.improvementservice.org.uk/documents/em_briefing_notes/EM-Briefing-PSED.pdf
http://www.improvementservice.org.uk/index.html
http://www.gov.scot/Topics/People/Equality/Equalities/DataGrid/Ethnicity/EthPopMig
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Trends and Patterns in data gathering, using and reporting 
 
Accessibility - Many of the 32 local authorities have published data on their 
workforce which is presented as percentages, whether in text form or graphs 
or both.  Not all local authorities accompanied this approach to data 
presentation with the total body count to which all the percentages related.  
This has the effect of rendering the reports difficult to access and understand 
for the public – in contravention of the requirements of the specific equality 
duties which [in regulation 11] require that public bodies publish reports in a 
manner “which makes the information published accessible to the public”. 
 
Of course, accessibility is a multi-layered concept and is not always confined 
to any single report published by a local authority.  Accessibility is also being 
able to compare and contrast the performance of different local authorities.  
This would empower individual citizens to check the progress [or lack of it] 
their local authority is making in delivering measureable race equality against 
that of other local authorities in Scotland.  This would be possible if local 
authorities, perhaps assisted by the Improvement Service, had agreed to 
adopt a degree of commonality in how reports were constructed and 
published.  Thus far, no such easily accessible compare and contrast is 
readily available to the public in Scotland.  This research report, unfunded by 
either central or local government, offers a fill for that information gap. 
 
 
Analysis : workers in post - Few of the reports published by local authorities 
offer an analysis of what conclusions can be drawn from the data they have 
gathered [to ‘better perform the equality duty’ as the specific duties require in 
regulation 6].  For example, Aberdeen City Council reports, on page 8 of its 
Appendix [another good example of how the obligation to provide accessibility 
of reports published is simply not understood], that :  
 

Employees in post by Ethnicity  
A minority of employees declared that they are from an 
ethnic minority (1.3%) (i.e. non-white). This compares with 
1.9% reported in the 2013 Mainstreaming Report, indicating 
a slight decrease in ethnic minority employees. It should be 
noted that 23.4% of employees either did not complete the 
form or indicated that they preferred not to answer the 
question. The Census 2011 figures for the Aberdeen City 
population aged between 16 and 64 shows that 8.5% were 
from an ethnic minority (i.e. non-white), indicating a 
difference compared to the percentage of ethnic minority 
employees (i.e. non-white) in the Council’s workforce. 

http://www.improvementservice.org.uk/index.html
http://www.aberdeencity.gov.uk/council_government/equality_and_diversity/eqd_report_2015_17.asp
http://www.aberdeencity.gov.uk/nmsruntime/saveasdialog.asp?lID=64892&sID=22975
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Given that the proportion of Aberdeen City’s workers identifying as BME is 
1.73%, as at 2015, and that the Scottish government demographic statistics 
advises that 8.5% of the city’s adult population identifies as BME, it would be 
reasonable to expect an analysis of such data to conclude that there must be 
barriers to BME people securing employment with Aberdeen City Council and 
that an action plan is to be put in place to identify and remove these so that 
the proportion of staff identifying as BME is increased to something closer to 
the figure of 8.5%.  No such analysis is offered, no conclusion reached, no 
action plan is in place, and no goal agreed which would help Aberdeen City 
Council know it has reached a place where race discrimination against BME 
people in employment has been removed. 
 
 
Analysis : People applying for work and leaving – Given discrimination 
has its roots in the robust defence by the status quo of the current 
hierarchical distribution of power and privilege, including access to paid work 
and career progression, the gathering of data on the recruitment of new 
workers and on the departure of existing workers, as required by the specific 
equality duties, will provide local authorities with invaluable insights as to 
where in their systems and cultures discrimination might be most prolific and 
require action to eliminate it. 
 
In the report published by Midlothian Council, there are no data sets offered 
on recruitment activity for the protected characteristic of ethnicity.  Instead 
Midlothian believes it enough to offer, on page 34, this on recruitment : 
 

In Summary for 2012/13 and 2013/14  
ceived 

from females than males  

disability  

 

ethnic background  

e married or in a civil 
partnership  

Scotland, 44% declared no religious beliefs, and 1% of 
appointees were Hindu, Jewish, Sikh or Pagan.  

http://www.scotlandscensus.gov.uk/ods-visualiser/#view=religionChart&selectedWafers=0
http://www.midlothian.gov.uk/downloads/751/equality_and_diversity
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No analysis is offered as to whether this is acceptable to Midlothian Council.  
Given the Council’s data on the BME profile of its current workforce reveals 
that 0.74% identifies as BME , that in 2013 the proportion was reported as 
being 0.95%, and that the government’s demographics data resource shows 
that almost 2 % of the Midlothian population identifies as BME, it would be 
reasonable to expect the recruitment data, when read alongside the 
employment data, to lead Midlothian Council to take specific actions to attain 
an employment rate closer to 2% than the 2015 figure of 0.74%.  There is no 
such analysis, and Midlothian Council has no plans for specific actions to 
increase the employment rate of BME people. 
 
In the same report, Midlothian Council’s look at data on workers who have left 
employment is equally surreal in how it sets out its attempt to meet the letter 
and the spirit of the specific equality duties.  Firstly, on page 35 it offers a 
table which provides data on the 723 people who left work with the council in 
2013-15.  The data offered over the two years reveals that in 2012/13, 2% of 
the 318 people who left did so because they died.  Quite why this is germane 
in the context of checking what progress is being made, or not, on equalities, 
Midlothian fails completely to explain. 
 
On page 36, Midlothian Council offers this analysis in order to meet its 
specific equality duties. 
 

Further analysis of the above shows that:  

representative of the composition of the Council’s 
workforce.  

background.  

-
55.  

 
Nothing on the proportions of BME people who have left employment, set in 
the context of how many BME people were recruited in the same period, and 
both used to bookend that data on how many BME people are currently on 
the workforce profile, so allowing a true analysis and learning from data 
gathering and providing a solid informed basis for deciding what action needs 
to be taken.    
 

http://www.scotlandscensus.gov.uk/ods-visualiser/#view=religionChart&selectedWafers=0
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One other element of the data on leavers which would provide a crucial 
dimension to understanding the story behind the figures on those leaving an 
organisation, is the length of service of those leaving by protected 
characteristic.   
 
If BME people who leave employment have markedly shorter service than 
that of non-BME workers, this should act as a clear prompt for the employer 
to dig much deeper into understanding why that it so and what must be done 
to stop it.  In the course of this research, such refinements to data gathering 
were conspicuous by their absence. 
 
 
Occupational Segregation – the issue of identifying and eliminating 
occupational segregation is critical in terms of public bodies being able to 
evidence inequality has been eliminated in more than one dimension of 
workforce data.  It can never be enough to claim that, say, 8.5% of a local 
authority workforce identifies as BME, if there are no BME people in the 
senior/higher-paid tiers of the traditional hierarchical workforce model used 
across local government.  Data sets which provide just the basic proportions 
of people with protected characteristics in any workforce will have little 
meaningful texture if they are missing the added dimension of how 
equally/unequally people from any of the protected characteristics are spread 
up and across the hierarchical structure that is the local authority workplace. 
 
While it was not the intended focus of this research to report on what local 
authorities have been doing on occupational segregation in the context of the 
specific and general equality duties, an extensive reading of reports published 
had to be undertaken to find and extract the data required for this research.  
In the course of that extensive reading, this vital refinement to data gathering 
and using was conspicuous by its absence across local government in 
Scotland. 
 
 
Process versus person-centred change – The recurring pattern in 
workforce profiling reports published across local authorities in Scotland 
mirrors the trend uncovered in NHS Boards.  Public bodies have become 
bogged down in what the specific duties were designed to avoid – a focus on 
process.  It does appear that local authorities, like Scotland’s Health Boards, 
are making various efforts to gather and publish data on the workforce, but 
that this has become an end it itself.  There is very little evidence on offer in 
the current range of reports that the data is being used, through analysis, to 
identify potential discrimination and, in turn and when needed, to trigger 
action to eliminate it [what the general equality duty requires].  This focus on 
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process rather than on person-centred change [the identification and 
elimination of discrimination] creates a fundamental failure in performance.   
 
The lack of data analysis in the context of better performing the general 
equality duty means it is simply not possible for the public, or even for 
government ministers, to assess whether year on progress is being made 
with the elimination of racial discrimination in Scotland’s local authorities. 
 
 
Missing links in enabling analysis of workforce data – While this research 
has failed to uncover evidence that all local authorities are routinely using the 
data gathered on their workforce to conduct a thorough analysis and so check 
whether discrimination is taking place around the employment and career 
development of BME people, it is of equal importance to note that none of the 
local authorities have in their reports shown evidence of having constructed a 
strategic picture of what their workforce would look like once all racial 
discrimination had been eliminated and the barriers to equality of opportunity 
removed.   
 
There is an almost total absence of any clear understanding of how local 
authorities have arrived at the workforce profiles they have today, the 
absence of a willingness to analyse the data in terms of identifying the 
possibility of discrimination being the cause of certain current workforce 
profiles, and the complete absence of an understanding of what each local 
authority’s workforce should look like in terms of the protected characteristics 
were all discrimination eliminated.   
 
Put another way, it is possible to conclude that Scotland’s local authorities do 
not know how they have arrived at the workforce they have today, show no 
real interest or awareness in knowing why the workforce is what it is in terms 
of equality, and have no coherent plan for achieving a workforce where racial 
discrimination is evidenced as having been eliminated. 
 
 
Holistic context – all local authorities in Scotland have people living, working 
and playing within their boundaries and to whom they have a general equality 
duty and to provide all people with protected characteristics access to local 
authority services free from discrimination, experience of those services free 
from discrimination, and achieving outcomes from those services which are 
free from discrimination.   
 
The focus of this research is in relation to the role of the local authorities as 
employers and so no detailed scrutiny of the reporting of local authorities on 
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meeting the general equality duty in relation to their function as service 
providers has taken place.  That said and given the nature of many reports on 
workforce profiling published as being appendices to the Mainstreaming 
Equality reports published by local authorities, a cursory read has taken place 
as a by-product of trying to find employment data.  On this basis it is 
observed that few if any local authorities appear to have systems in place for 
gathering evidence on service users cross-referenced to their identity by 
protected characteristic and checking whether their experience of access to, 
experience in and outcome from local authority services has been free from 
discrimination. 
 
In the same way that it is possible to conclude that the prevailing culture in 
local authorities on meeting the specific equality duties on employment is one 
focused on the process rather than on change to the lived experiences of 
people from the protected characteristics as employees or would-be 
employees, so too can the absence of joined up work/evidence gathering 
between local authority functions as employers and service providers be 
regarded as a fundamental and fatal flaw in work to deliver equality.  Such an 
attitude and approach ignores the ineluctable synergy between the two 
functions and the cultures of organisations where discrimination exists.  
 
A local authority delivering services inaccessible to BME people is unlikely to 
be an employer where BME people find they are free from discrimination or 
have equality of opportunity – and vice versa. 
 
 
Conclusion 
 
The conclusion in the 2014 research report was that institutional 
discrimination2 on the grounds of race retained deep roots within the culture 
and practices of local authorities. 
 
The data from two years on in local authorities would suggest that there is no 
evidence that local government has accepted that there is institutional 

                                            
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 

"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 

https://drive.google.com/file/d/0B8X5E79iIxDUQkRSTkNrd2JlRWM/view?usp=sharing
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discrimination in its employment of BME people, nor is there evidence that it 
is to be eliminated in a coherent, planned manner based on good quality 
evidence and linked to measureable targeted changes in the lived 
experiences of BME people. 
 
For the benefit of those readers, students, elected members and public 
servants who come to race equality with a limited understanding on the 
backstory and history of race equality, an important context to this area of 
research is to be aware that the law on race equality and the obligations it 
places on public bodies to be seen to be eliminating race discrimination is not 
something new to this century, but has roots which reach well back into the 
last century.  It is now some 50 years since the Race Relations Act of 1965 
first outlawed discrimination on the grounds of colour, race, ethnicity or 
national origin.  It was extended in the 1968 Act to include a remit in the 
spheres of employment and housing.  In the Race Relations Act of 1976, 
almost 40 years ago, the Commission for Racial Equality was created to 
make sure the even more robust provisions of that Act on racism and 
discrimination were implemented.  More legislation on race equality followed 
in 2000, 2003, 2006, and in the Equality Act 2010. 
 
When asking local authorities about progress made with race equality, it is 
not about progress made since 2010 [which many of the reports reference], 
but the progress made since 1965.  The performance of local authorities on 
making race equality happen for BME people [as opposed to being absorbed 
by the process of making it happen] has been dismal and the evidence for 
this is unimpeachable, given it is provided entirely by local authorities 
themselves.  Rather than ask how this dismal record can be improved, it is 
perhaps time to ask instead whether the culture, practices and values of local 
government have so embedded racial discrimination at their heart that 
fundamental reform of what is called local government itself is part of the 
answer to achieving race equality for Scotland’s BME people. 
 
 
 
 
 
 
 

 
END 

 
 

http://en.wikipedia.org/wiki/Race_Relations_Act_1965
http://en.wikipedia.org/wiki/Race_Relations_Act_1968
http://en.wikipedia.org/wiki/Race_Relations_Act_1976
http://www.legislation.gov.uk/ukpga/2000/34/contents
http://www.legislation.gov.uk/uksi/2003/1626/contents/made
http://www.legislation.gov.uk/uksi/2006/2471/pdfs/uksi_20062471_en.pdf
http://www.legislation.gov.uk/ukpga/2010/15/section/9
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Appendix A 
 

Local Authority Total 
workforce 
2013 

Total 
workforce 
2014 0r 
2015 

 Workers 
identifying 
as BME 
2013 

Workers 
identifying as 
BME 
2014 or 2015 

 Workers 
identifying 
as non-
BME 
2013 

Workers identifying 
as non-BME 
2014 or 2015 

 BME 
status of 
workers 
unknown 
2013 

BME status of 
workers unknown 
2014 or 2015 

Aberdeen City Council 10,058 8,374  186 145 1.73%  6,783 6,261 74.77%  3,089 1,968 23.50% 

Aberdeenshire Council 14,876 18,509  223 189 1.02%  12,570 14,805 79.99%  2,083 3,515 18.99% 

Angus 5,531 5,247  11 15 0.29%  4,460 4,267 81.32%  1,060 965 18.39% 

Argyll & Bute 4,577 4,592  25 47 1.02%  3,439 3,308 72.04%  1,113 1,237 26.94% 

City of Edinburgh 18,902 21,730  510 630 2.90%  0 18,253 84.00%  18,392 2,847 13.10% 

Clackmannanshire 3,103 3,341  13 37 1.11%  2,125 2,077 62.17%  965 1,227 36.73% 

Comhairle nan Eilean Siar 2,100 2,136  16 17 0.80%  1,913 1,962 91.85%  171 157 7.35% 

Dumfries & Galloway 9,343 7,820  0 44 0.56%  0 7,073 90.45%  9,343 703 8.99% 

Dundee 
 

8,162 10,473  117 112 1.07%  6,129 8,577 81.90%  1,916 1,784 17.03% 

East Ayrshire 5,494 5,692  12 14 0.25%  5,281 5,324 93.53%  201 354 6.22% 

East Dunbartonshire 4414 4,510  45 54 1.20%  3,393 3,266 72.42%  976 1,190 26.39% 

East Lothian 4,953 4,775  48 51 1.07%  3,926 3,720 77.91%  979 1,004 21.03% 

East Renfrewshire3 4,430 
 

 78 
  

 3,433 
  

 919 
  Falkirk 7,322 7,459  32 38 0.51%  5,381 5,233 70.16%  1,909 2,188 29.33% 

Fife 17,866 17,584  136 135 0.77%  15,889 15,289 86.95%  1,841 2,160 12.28% 

Glasgow City 19,005 18,903  347 364 1.93%  13,814 13,620 72.05%  4,844 4,919 26.02% 

Highland 10,213 10,103  0 13 0.13%  0 4,792 47.43%  10,213 5,298 52.44% 

Inverclyde 4,051 4,051  49 15 0.37%  2,639 2,998 74.01%  1,363 1,038 25.62% 

Midlothian4 4,000 4,039  38 30 0.74%  1,844 4,031 99.80%  2,118 202 5.00% 

Moray 5,232 5,144  12 16 0.31%  2,212 2,210 42.96%  3,008 2,918 56.73% 

North Ayrshire 6,684 6,667  53 54 0.81%  5,601 5,530 82.95%  1,030 1,083 16.24% 

North Lanarkshire 16,239 15,926  0 50 0.31%  0 12,982 81.51%  16,239 2,894 18.17% 

Orkney 2,299 2,313  15 7 0.30%  1,289 1,226 53.00%  995 1,080 46.69% 

Perth & Kinross 5,718 5,738  50 202 3.52%  0 0 0.00%  5,668 5,536 96.48% 

Renfrewshire 7794 7,917  29 35 0.44%  2,037 2,151 27.17%  5,728 5,731 72.39% 

Scottish Borders 5,516 6,131  40 27 0.44%  5,411 4,697 76.61%  65 1,407 22.95% 

Shetland 5891 1,310  76 11 0.84%  5,543 1,223 93.36%  272 76 5.80% 

South Ayrshire  5497 4,883  55 49 1.00%  4,947 4,394 89.99%  495 440 9.01% 

South Lanarkshire 16,434 16,166  107 137 0.85%  16,201 15,801 97.74%  126 228 1.41% 

Stirling  4100 4,797  12 35 0.73%  3,200 3,664 76.38%  888 1,098 22.89% 

West Dunbartonshire 6038 6,087  15 19 0.31%  3,976 3,613 59.36%  2,047 2,455 40.33% 

West Lothian 8029 8,169  97 40 0.49%  5,799 2,081 25.47%  2,133 6,048 74.04% 

   

 

   

 

   

 

   Totals 253,871 250,586  2,447 2,632 1.05%  149,235 184,428 73.60%  102,189 63,750 25.44% 

   

 0.96% 
  

 58.78% 
  

 40.25% 
   

 

                                            
3
 East Renfrewshire report does not provide a workforce headcount to allow translation of report percentages. 

4
 Errors in Midlothian Council data on ethnicity. Council asked to check. 
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Scottish local authorities ranked by proportion of people in  
workforce identifying as BME – as at 2015 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 

East Renfrewshire 
   Perth & Kinross 5,738 202 3.52% 

City of Edinburgh 21,730 630 2.90% 

Glasgow City 18,903 364 1.93% 

Aberdeen City Council 8,374 145 1.73% 

East Dunbartonshire 4,510 54 1.20% 

Clackmannanshire 3,341 37 1.11% 

Dundee 10,473 112 1.07% 

East Lothian 4,775 51 1.07% 

Argyll & Bute 4,592 47 1.02% 

Aberdeenshire Council 18,509 189 1.02% 

South Ayrshire  4,883 49 1.00% 

South Lanarkshire 16,166 137 0.85% 

Shetland 1,310 11 0.84% 

North Ayrshire 6,667 54 0.81% 
Comhairle nan Eilean 
Siar 2,136 17 0.80% 

Fife 17,584 135 0.77% 

Midlothian 4,039 30 0.74% 

Stirling  4,797 35 0.73% 

Dumfries & Galloway 7,820 44 0.56% 

Falkirk 7,459 38 0.51% 

West Lothian 8,169 40 0.49% 

Renfrewshire 7,917 35 0.44% 

Scottish Borders 6,131 27 0.44% 

Inverclyde 4,051 15 0.37% 

North Lanarkshire 15,926 50 0.31% 

West Dunbartonshire 6,087 19 0.31% 

Moray 5,144 16 0.31% 

Orkney 2,313 7 0.30% 

Angus 5,247 15 0.29% 

East Ayrshire 5,692 14 0.25% 

Highland 10,103 13 0.13% 
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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 
 
 
 


