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1. Introduction

Under equal opportunities legislation, the Scottish Parliamentary Corporate Body
(SPCB) is classified as both an employer and a service provider. A range of duties
relating to employment matters are therefore placed onto the SPCB by the following
equal opportunities Acts and Regulations, amongst others:

The Equal Pay Act 1970

The Sex Discrimination Act 1975

The Race Relations Act 1976 (as amended by the Race Relations
(Amendment) Act 2000)

The Disability Discrimination Act 1995

The Employment Equality (Sexual Orientation) Regulations 2003

The Employment Equality (Religion and Belief) Regulations 2003

The Part-time Workers (Prevention of Less Favourable Treatment)
Regulations 2000

The Fixed Term Employees (Prevention of Less Favourable Treatment)
Regulations 2002

This equal opportunities staff audit provides the SPCB with information about the
extent to which it is complying fully with the employment provisions of these Acts and
Regulations. The statutory Codes of Practice issued by organisations such as the
Equal Opportunities Commission, the Commission for Racial Equality and the
Disability Rights Commission state that employers must monitor and eport on the
effectiveness of their equal opportunities policies. In addition, recent legislation
places clear duties on a wide range of public bodies, including the SPCB, to carry out
ethnic monitoring and publish the findings. This audit was designed as an effective
response from the SPCB to all of these requirements.

The purpose of this audit was to:

Collect monitoring data about the composition of the SPCB’s workforce
and highlight whether any particular groups of people are under-
represented within this workforce

Identify any gaps between the SPCB’s employment policies and how
these are put into practice

Collect views from staff on the implementation of the SPCB’s equal
opportunities policies, and

Provide information which will be used to shape the SPCB'’s future
development of its employment policies and practices.

Appendix C contains the action plan that has been devised to provide an effective
response to the findings of this report. It is also worth noting that many of the
findings from this audit have been published previously - within the document entitled
Scottish Parliamentary Corporate Body (SPCB) Equal Opportunities Report 2003.



2. Methodology

A gquestionnaire was provided to every member of staff including temporary agency
staff and staff who were seconded to the SPCB from other organisations. A copy of
this questionnaire is attached to this report (Appendix B). In total, 495 questionnaires
were distributed to staff and 431 completed questionnaires were returned. The
response rate was therefore 87%.

The audit questionnaire was developed internally by parliamentary staff; however,
the analysis of the results was carried out by Challenge Consultancy Limited. The
guestionnaires were strictly anonymous and confidential to encourage people to
respond honestly and openly. Procedures were also put in place to ensure that no
member of staff within the Parliament, including the Parliament’s Equalities Manager
and Personnel Office, had access to any of the completed questionnaires.

Abbreviations and terminology used in this report

The following abbreviations are used in this report:

EO Equal Opportunities

MSP Member of the Scottish Parliament

PNTA Prefer not to answer

SE Scottish Executive

SPCB Scottish Parliamentary Corporate Body

SPEIR Scottish Parliament Electronic Information Resource (the
Parliament’s intranef)

TU Trade Union

Several questions in the audit also asked whether respondents thought that any of
their “personal characteristics” impacted on particular aspects of their experience
at the Parliament. For example, members of staff who had been refused permission
to attend a training course were asked if they felt that any of their “personal

characteristics” played a part in leading their manager to make this decision. The
term “personal characteristics” could refer to a staff member’s:

* gender,
* sexual orientation,
* gender identity,

e racial group (which would include the staff member’s race, colour, ethnic
origins, national origins, and/or nationality),

* religion,

* age,

e any disability the staff member might have,
* marital or family status,

* part-time or fixed-term contract status, or

* trade union membership/nonmembership or trade union activities.
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3. The use and accuracy of the audit data

The response rate to this audit, although very high (87% of all staff), was not 100%.
Therefore, whilst the sample was certainly large enough to provide reliable
information about the SPCB’s workforce, the nonresponse rate of 13% should still
be taken into account whenconsidering the report’s findings.

Furthermore, a degree of uncertainty or margin of error is also unavoidably built into
these sorts of audits because of the way in which people are asked to classify
themselves in response to monitoring questions. For example, when answering the
guestion on disability, respondents were asked to decide themselves whether or not
they considered that they were disabled.

It should also be noted that this audit was carried out in the summer of 2003 and it
therefore reflects the views of staff and the composition of the workforce at that time.
Many initiatives, including the SPCB’s core equal opportunities training programme
and disability awareness week, have been delivered after the audit was carried out.
Also, since the audit was carried out, the structure of some of the directorates within
the parliamentary staff organisation has been changed.

Despite these limitations, the results of this audit do enable some useful comparisons
to be made with the data collected in the 2001 Census - comparisons which can
provide a broad indication of the extent to which the SPCB’s workforce is
representative of the Scottish population. Where possible, these comparisons have
beenincluded within this report.



4. Audit findings: the composition of the SPCB’s workforce

4.1 Grade

Respondents to the audit included staff from all grades. The graph below provides
an analysis by grade of the staff who responded to the survey.

What is your current Grade?
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4.2 Directorate

The largest numbers of respondents stated that they worked in the Directorate of
Clerking and Reporting (24.4%) and the Corporate Affairs Directorate (20.4%)?.

The number of respondents choosing not to answer this question was significantly
higher than the average for questions in section 1 of the questionnaire. 100
respondents preferred not to answer this question (compared to a section 1 average
of 25.7). Given that this is the first audit of its kind to be carried out in the
organisation, this probably indicates that, despite the strong reassurances that were
given about anonymity and confidentiality, respondents may still have been
concerned about being identified.

Y It should be noted that this audit was carried out before the 2003 re-structuring of directorates

within the organisation.



In which Directorate do you work?
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4.3 Contract status

Over 92% of staff who responded to this question said they were employed on a full-
time basis and 6% said that they were employed on a part-time basis. The remaining
2% of respondents preferred not to answer this question.

When asked about their contract status, of those respondents who answered this
question?, more than fourfifths (81.4%) stated that they were employed on a
permanent contract. Around 8% of respondents were employed on a fixed-term
contract and 2% were employed through an agency. A further 8% of respondents
categorised themselves as “other” (e.g., they may have been on secondment to the
SPCB).

4.4 Sex

Just under 45% of those who responded to this question were female. In the 2001
Census in Scotland, 46.5% of the economically active population® in Scotland is
made up of women. Therefore, these audit results tend to suggest that, across the
organisation as a whole, the proportion of women employed by the SPCB is broadly
representative of the economically active population of Scotland.

3% of all respondents chose not to answer this question.
The economically active population of Scotland includes people who are in employment, self-
employed, unemployed or economically active fulltime students.
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Clearly, these results only provide a very general picture of the composition of the
SPCB’s workforce. The detailed equal pay audit, which the SPCB will be carrying
out in early 2004, will provide a more detailed picture of the gender composition of
the SPCB’s workforce. In particular, the equal pay audit will analyse whether or not
the gender composition of the workforce is representative of the population at all
levels of the organisation and across all directorates.

4.5 Caring responsibilities

Two thirds of respondents stated that they did not have caring responsibilities
whereas 24.1% look after children. A further 4.2% have caring responsibilities for
someone other than a child/children and 0.7% care for both a child/children and
someone else/others. The ages of the children cared for by SPCB staff were evenly
spread across the age range 0-16.

According to 2001 Census data, 26.4% of Scottish Households have dependent
children. This figure is close to the percentage of respondents in this audit with
caring responsibilities for a child/children. In addition, in the 2001 Census, 12.1% of
the Scottish working population stated that they provided unpaid care. Therefore, the
percentage of respondents in this audit who care for someone other than a
child/children (4.9%) appears to be significantly lower than in the general population
in Scotland.

4.6 Relationship status

Two-thirds of respondents (66%) said that they had a partner (whether married or
not) and just over a quarter (27%) said they were single. The remaining 7% chose
not to answer this question.

4.7 Sexual orientation

Of those respondents who answered the question on sexual orientation®, 95.4%
described their sexuality as heterosexual with the remaining 4.6% describing their
sexual orientation as gay, lesbian or bisexual. Of the @y, lesbian and bisexual
respondents, the majority (3.2% of all respondents in the audit) were gay men. We
were unable to compare these results with data about the Scottish population as a
whole since the Census does not have an equivalent gquestion about sexual
orientation.

Given that this was the first SPCB equal opportunities staff audit and that people may
not be as used to sexual orientation monitoring as they are to racial or gender
monitoring, we might have expected a higher nonresponse rate to this question.

4 5.1% of all respondents chose not to answer this question
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However, respondents were, if anything, less likely to answer “prefer not to answer”
for this question than for other questions in section 1 (the number of “PNTA”
responses received for this question was 21 compared within an average, for this
section of the audit, of 25.7).

Of the respondents who stated that they were gay, lesbian or bisexual (4.4% of all
respondents), the vast majority (four-fifths) stated that they did feel able to be ‘out’ to
others working at the Parliament. However, a fifth of the gay, lesbian or bisexual
respondents in this audit said that they did not feel able to be ‘out’ at work.

4.8 Ethnic group

Of the people who chose to answer the question on ethnic group®, 76.9% were
“White — Scottish”, 17.0% were “White - Other British”, 1.7% were “White — Irish”,
3.4% were of an “Other White” background, and 1.0% were from a mixed or other
ethnic background. In the table below, we have compared these results with the data
collected in the 2001 Census on ethnicity.

Ethnic Group

Results of SPCB
staff audit

(% of people who
answered this

2001 Census data
for economically

active population in
Scotland (%)

question)
White Scottish 76.9% 87.1%
White Other British 17.0% 8.6%
White Irish 1.7% 1.1%
Other White 3.4% 1.7%
Asian, Black or other
ethnic group 1.0% 1.5%

In presenting the data in this table, we have factored out the people who chose not to
answer this question in the SPCB staff audit, since it was compulsory for people to
respond to the question on ethnicity in the Census.

> n producing these data, to enable a comparison to be made with the findings of the 2001 Census,

we have factored out the 4.39% of respondents who chose not to answer this question.
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4.9 Religion

This table summarises the results of the question asked about religion.

Question asked in SPCB staff audit: | Results of SPCB
Which of the following religions, staff audit® (%)
religious denominations or bodies
do you currently belong to?
None 53.1
Church of Scotland 22.7
Roman Catholic 7.7
Other Christian 7.9
Jewish 0.2
Muslim 0.2
Hindu 0.2
Other Religion 0.9
Prefer not to answer 7.0

Whilst questions on religion were included in the 2001 Census, a detailed analysis of
the composition of the economically active population of Scotland by religion has not
been made readily available. Therefore, at this stage, it is not possible to make a
meaningful comparison between these audit results and the corresponding Census

data on religion.

4.10 Age

The next table summarises the responses to the question on age and provides an

estimated age profile of the SPCB’s workforce, based on these responses.

Question asked in
SPCB staff audit:

What is your age?

Results of SPCB
staff audit (%)

Estimated age profile of
the SPCB workforce (%)
i.e. proportion of people
who chose to answer
this question in the audit

16-20 0.5 0.6

21-30 23.9 27.5

31-40 31.3 36.0

41-50 19.0 21.8

51-60 12.1 13.9

61-65 0.2 0.2
Prefer not to answer 13.0
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4.11 Disability

The table below shows the results of the SPCB audit question on disability. When
this question was asked in the audit, respondents were also made aware of the
definition of “disability” that is used in the Disability Discrimination Act 1995.’

Question asked in Results of SPCB Expressed as a
SPCB staff audit: Do staff audit (%) percentage of those
consider that you have answering this question

a disability? (%)
Yes 5.8 6.0
No 90.7 94.0

Prefer not to answer 35

In the 2001 Census data, 6.7% of the economically active population of Scotland

stated that they had a “limiting long-term illness, health problem or disability”.2

These results from the Census will not be directly comparable with the results of the
SPCB audit question on disability because of the slightly different terminology and
definitions that were used in each case. However, a general comparison would
seem to indicate a slight underrepresentation of disabled people within the SPCB
workforce when compared with the Census data (since 6.0% of respondents stated
in the SPCB staff that they have a disability, compared to the 6.7% of the
economically active population of Scotland who stated that they had a “long term
illness, health problem or disability”).

4.12 Trade union membership

55% of respondents in this audit stated that they were “a member of a trade union”,
8% said that there were an active trade union member (i.e. “both a trade union
member and engaged in union activities”) and 31% said that they were not a trade
union member. The remaining 7% chose not to answer this question.

The Disability Discrimination Act 1995 defines disability as: “A physical or mental impairment
which has a substantial and long-term adverse effect on a person’s ability to carry out normal day -
to-day activities”.

The relevant question in the 2001 Census was: “Do you have any longterm illness, health
problem or disability which limits your daily activities or the work you can do?”
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5. Audit findings: the views and experience of staff

5.1 Career progression/internal promotion (Section 2, Question 1)

The audit asked whether respondents had applied for career progression (i.e. an
internal promotion) within the last 12 months. Of those who answered this question®,
23.9% stated that they had applied for internal promotion within the last 12 months
and, of these, almost exactly a third were successful. (It is worth noting that the
career progression of 88% of the successful applicants was within the office in which
they already worked.)

Reasons for unsuccessful applications were varied and included insufficient
experience, poor interview technique, over ambition, withdrawal of the post and a
high number of high quality candidates. One respondent complained of
discrimination against disabled people and another about discrimination on grounds
of gender.

When asked if respondents thought that their career progression within the
Parliament over the past twelve months was, or might have been, affected by any of
the personal characteristics that fall within the scope of the SPCB’s Equality
Framework, 4.4% (19 respondents) thought that it had, or might have, been. Of
these 19, however, 9 chose not to identify the relevant personal characteristic. The
remaining 10 respondents identified gender, sexual orientation, disability, family
status and part-time status as the relevant characteristics.

Correlation Coefficients — Career Progression/Internal Promotion

We investigated whether any particular groups were more or less likely to apply for
promotion. We did this by cross referencing all those who said that they had applied
for promotion in the last year against the categories of age, gender™, race,
partnership status, full or part time and sexuality.

We then calculated correlation coefficients, which have been plotted on the graph
below. (For more details on the equations we used please see Appendix A.) This
graph'! shows that the groups that were significantly more likely to apply for a
promoted post over the last twelve months were full-time workers (7% more than
average), “White - Other British and Irish” people (13%), single people (6%), gay,
lesbian and bisexual staff (9%), men (4%) and younger people in the 16-41 age
brackets (between 4 and 8% more likely than average).

3.7% of all respondents chose not to answer this question.

Throughout this report, where he have carried out cross referencing exercises against gender, we
have referred only to “male” and “female” genders. One respondent in the audit identified their
gender as “transgendered"; this particular statistical sample is therefore too small to cross-refer
this with other responses.

In the graphs in this report, "Brit" stands for "British" and "LGB" or "GLB" stands for "lesbian, gay
or bisexual".

10
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Older people, particularly those respondents aged 41-50 (-12%), and those
respondents who identified their ethnic origin as “white Scottish” (10%) were less
likely to apply for promotion over this twelve month period.

B Part Time

B Full Time

B Other Ethnic
B White Other Brit & Irish
O White Scottish
B Not Disabled
O Disabled

B Partnered

9 O Single

B | GB

O Heterosexual
B 51-60yrs

O 41-50yrs

B 31-40yrs

0 26-30yrs

0 16-25yrs

O Female

B Male

5.2 Appraisal (Section 2, Q. 2)

When asked to indicate their most recent appraisal marking, the majority of
respondents (58.3%) indicated that their mark exceeded or far exceeded the level
required for their job.

23.2% reported that their appraisal stated either that they “met the job requirement”
(in the case of SPCB employees) or that they were “effective” (the closest
classification in the case of SE secondees). Only one person said their performance
was below that expected. A high proportion of respondents (18.3%) chose not to
answer this question.
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What was your most recent appraisal mark?

e B SE - Effective
. 0

/’1-2% B SE - Exceptional

0.2%

0O SPCB - Does not meet
job requirements

m SPCB - Meets job
requirements

B SPCB - Exceeds job
requirement

18.8%
12.5%

44.5%

U SPCB - Outstanding

® PNTA

When asked if they thought their appraisal had, or might have, been affected by any
of their personal characteristics (e.g. their race, sex, etc.), ten respondents answered
that they thought it had or might have. Of these ten respondents, wo quoted age,
two quoted disability and one quoted family status as the factors that had affected
their appraisals. The remaining five did not identify the relevant characteristic(s).

Apart from a few further comments about how disability had adversely affected the
way in which staff were appraised, there were very few further comments made in

this section.

Trends in appraisal markings

We investigated whether there were any trends in relation to appraisal markings

between different groups, in particular, to see how whether there were any significant
patterns relating to the proportion of staff attaining particular grades.

Grade categories differ between SPCB Staff and Scottish Executive staff seconded
to the organisation. However, the vast majority of respondents (400) were SPCB
staff. In this section, we have only analysed the SPCB responses since the SE staff
numbers are too small to be statistically meaningful.

Virtually none of the SPCB staff responding to this audit reported a poor appraisal.
For a range of different groups of people (classified by age, race, gender, sexuality,
full or part-time status and disability status), we then calculated the percentage of
each group attaining an average grade (i.e. performing in accordance with the job
requirement) and those performing both above and far above the job requirement

13



(i.e. exceeding the job requirement and outstanding). The results have been plotted
in the two graphs below. From the first graph, you can see that the groups which
have a higher percentage of average performers are “other ethnic” groups, disabled
respondents and 51-60 year olds. Gay, lesbian and bisexual respondents reported a
low percentage of average performers.

In contrast, the percentages of above average performers across all groups was
quite equal, with many groups having between 60% and 70% high performers.
Groups with slightly lower percentages of above average performers in their
appraisals were young people (16-25 year olds and 26-30 year olds), “other ethnic”
groups and people who classified their ethnic group as “other white”.

Male Female 16-25 yrs 026-30 yrs
031-40yrs 41-50 yrs 51-60 yrs O Heterosexual
LGB Single O Partnered O Disabled

Not Disabled White Scottish White Other Brits B White Irish
Other White O Other Ethnic O Full Time OPart Time
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5.3 Disciplinary Proceedings (Section 2, Q. 3)

The vast majority of respondents (96.5%) stated that they not been the subject of an
investigation under the SPCB’s disciplinary procedure in the last twelve months.
Some four people (0.9% of all respondents) stated that they have been subjected to
such an investigation and, of these, three respondents said that disciplinary
allegatiors were made against them after the investigation. 2.6% of respondents
chose not to answer this question.

None of the four people who have been subject to an investigation under the
disciplinary procedure said that they thought that any of their personal characteristics
had affected the way in which they were treated in relation to these disciplinary
proceedings.

5.4 Access to training and development opportunities (Section 2, Q. 4)
When respondents were asked if a manager had refused to allow them to attend a

training course the last twelve months, the vast majority of respondents (@lmost 90%)

said that their manager had not, whilst 8% said that training had been refused. The
remaining 2% chose not to answer this question.
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Of those who said training had been refused, the vast majority stated that they
thought that this refusal had nothing to do with any of their personal characteristics.
However, two respondents thought that one or more of their personal characteristics
had, or might have, been a factor in the training refusal.

The audit also asked the more general question of whether staff felt that, over the
last twelve months, they had received sufficient training and development
opportunities to support them in their current role. Of those who answered this
question®®, 87.6% stated that they had received sufficient training and development
opportunities, whilst 12.4% stated that they had not. Respondents were also invited
to give further details of why they felt they had not received sufficient training. By far,
the most common reasons given by those who felt that they had not had sufficient
training were time pressures and the fact that training was not always seen as a
priority.

A small number of respondents commented that they felt there was lack of “a training

culture” in the Parliament. In a few instances, respondents stated that the reason
they did not receive the training they required was they were not able to find a

suitable or relevant course to go on (e.g. “advanced Gaelic”). In only a single case,
did a respondent feel that one of her personal characteristics (part-time status) might
have affected the training she received over the past twelve months and this again

was described as being, in part, a time issue.

Correlation Coefficients — Training and Development

We analysed the responses from those who said that they had had training requests
refused in the last twelve months against various personal characteristics (including
age, gender race, sexuality, marital status, disability and part or full-time status). We
then calculated correlation coefficients and plotted the results on the chart below.

OFull Time
OPart Time
OOther Ethnic
@EOther White
EWhite Other Brits
I mwnite irish
EWhite Scottish
ONot Disabled
oDisabled
OPartnered
mSingle
EGLB
OHeterosexual
®51-60 yrs
@41-50 yrs
M31-40 yrs
m26-30 yrs
016-25 yrs
OFemale
EMale

12 13.9% of respondents chose not to answer this question.
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From this graph, it appears that disabled staff were 17.6% more likely than average
to report such refusals. Gay, lesbian or bisexual (GLB) staff were 8.7% more likely
than average and 16-25 year-olds 5% more likely than average to report such
refusals. Women were also slightly more likely to report refusal of training requests
(0.8%) compared with men who were slightly less likely to report such refusals (-4%).

Interestingly, the graph shows that part-time staff were slightly less likely than
average to report training access refusal (-3.7%) whereas full-time staff were slightly
more likely to report training access refusal. Apart from the groups already
mentioned, for the majority of categories, that there only a very slight correlation with
training refusal.

5.5 Unacceptable behaviour: harassment and bullying (Section 2, Q.5)

The audit asked whether staff had experienced any form of harassment or bullying at
work at any time whilst at work over the past twelve months. Definitions of both
“bullying” and “harassment” were provided in this audit question in order to ensure a
degree of consistency in the responses™.

In this section, just over 3.7% of respondents stated that they had experienced some
form of harassment during the last twelve months, just under 7.9% of respondents
reported experiencing some form of bullying over this period and a further 1.6% or
respondents reported experiencing both. When a member of staff indicated in this
audit that they feltthey had experienced some form of bullying or harassment, it is
important to note that this might have originated within the respondent’s own office,
from a member of staff in a different office or outwith the parliamentary staff
organisation (for example, from a member of the public). It is also very important to
note also that, whilst the results from this question provide a general picture of
people’s experience within the organisation of bullying and harassment, they do not
relate to proven or investigated cases of such behaviour.

The audit was only intended to provide a snapshot of whether staff members were
experiencing such behaviour; it does not explore whether those staff members who
reported experiencing bullying or harassment had experienced only one instance of
such behaviour or whether this was part of any kind of pattern. This is because
these are issues which can only be properly examined through the monitoring of
actual complaints made under the SPCB’s equal opportunities policies.

The information in this section of the report is also presented in the context of the
SPCB only ever having received one formal complaint about bullying or harassment
which was subsequently taken out of the formal complaints procedure and deal with
informally on the instruction of the complainant. Furthermore, no complaints have
ever been made to an employment tribunal about the SPCB in relation to bullying,
harassment or any other matter.

3 These definitions can be found in the audit questionnaire, which is provided as an appendix to this

report Appendix B)
17



Grounds on which harassment was based

Fewer than a quarter of the respondents who said they had experienced bullying or
harassment (13 people) then went on to provide more information. In relation to the
responses from these 13 people, the range of grounds on which harassment
occurred included disability, age, race, gender, family status and sexual orientation.

The most common reason given by these 13 people was age (5 people stated this
reason, most of whom felt that the unacceptable behaviour that they experienced
was based on the fact that theywere young).

Sources of bullying or harassment

Respondents who had experienced some form of bullying or harassment over the
last twelve months were asked if the person (or people) who were responsible for this
behaviour had management authority over them. Of the 57 people who had
experienced some form of bullying or harassment, 33 people said that the person (or
people) concerned did have management authority over them, whilst 7 people said
they were at a higher grade but did not have such direct management authority. 10
staff members also reported experiencing such behaviour from people either at the
same grade as themselves or at a lower grade and 4 people reported that the
person/people responsible were not part of the staff structure (for example, they
might have been a member of the public). The remaining 3 people chose not to
specify whether the person/people concerned had management authority over them
or not.

Those who had experienced bullying or harassment were also asked whether or not
they had made a formal or informal complaint. In response to this question, just over
a quarter said they had, compared with just under 65% who said they had not made
a complaint. Of those who did not make a complaint, the main reason given was that
making a complaint would ‘rock the boat’ and might cause more harm than good.
Some also said that they thought that making a complaint might affect their
promotion prospects and several people said that they thought that making a
complaint would be futile and would resolve nothing.

Of those who did make a complaint, several stated that their complaint had led to the
problem being constructively solved. However, a few others felt that the matter had
not been resolved completely.

Trends in reporting of bullying and harassment

We then carried out a further analysis of responses to see whether any particular
groups of respondents were statistically more likely to report encountering bullying or
harassment over the twelve month period. The personal characteristics that we
looked at were gender, age, sexuality, race, disability and marital status. We
calculated correlation coefficients to look for any correlations between those who
reported experienced bullying or harassment and the groups of staff identified by
these personal characteristics.

18



The graph below shows the findings that, in this audit, disabled people were 8%
more likely than average to report bullying and harassment, women were 6% more
likely to report such behaviour and 16-25 year olds were 4.4% more likely to report
such behaviour. Gay, lesbian or bisexual staff (GLB) were also slightly more likely to
report such behaviour (0.6%).

Conversely, those who were not disabled, men and 31-40 year olds were significantly
less likely than average (around 8%) to report bullying or harassment. Older people
(51-60 year olds) were also slightly less likely to report bullying or harassment.

Not Disabled
O Disabled

O Partnered

Single
LGB

O Hetero
51-60 yrs

041-50yrs
31-40yrs

26-30yrs
016-25yrs

@ Female

Male

In relation to race, people who identified themselves as “white Scottish” were 11%
less likely than average to report bullying or harassment, whereas people who were
“white - other British” were 8.5% more likely to report such behaviour. People who
classified themselves as “other white” were also slightly more likely to report bullying
and harassment.

Both ‘white Irish” people and people of “other ethnic origins” were also shown to be
more likely to report bullying or harassment; however, we would urge caution with
these data because of the small number of people involved in each case.
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5.6 Trade union membership and activities (Section 2, Question 6)

The audit asked staff whether they thought that they had experienced any form of
discrimination or harassment due to their TU membership status or TU activities. Of
those who answered this question®, the overwhelming majority ©8.3%) said that
they had not experienced such discrimination or harassment. 1.2% (five people)
thought they had experienced such behaviour due to their TU membership or
activities and 0.5% (two people) said they felt they had experienced such behaviour
because they were not TU members.

Of the seven people reporting discrimination or harassment due to their TU
membership status (either because they were or were not a TU member), four said
that the person responsible did have management authority over them, whereas
three people said that they did not. Of the seven people concerned, three had made
a formal or informal complaint about the behaviour and four had not.

Of those complaining of discrimination against non-TU members, one respondent
went on to explain that, in their opinion, trade unions were consulted by the
Parliament on many issues, whilst members of staff who were not union members
were not consulted in the same way. One other respondent reported feeling too
pressured to join a union.

Analysis of TU membership

The structure of trade union membership and nonmembership within the
organisation was then investigated in more detail to see if there were any significant
trends in relation to its composition. We wanted to see if any groups had greater or
lesser rate of TU membership.

From each of the various groups (including gender, age, race, sexuality, partnership
status, full or part time status) we cross referenced the data against trade union
membership. The results are plotted on the graph below.

14 5.6% of respondents chose not to answer this question.
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O male B Female 0116-25 yrs 01 26-30 yrs

W 31-40yrs B41-50yrs B 51-65 yrs O Heterosexual

H | GB ® Single O Partnered O Disabled

B Not Disabled B White Scottish B White Irish B White Other Brit
B Other White B Other Ethnic O Full Time U Part Time

Across all groups, the average percentage of respondents who were members of a
trade union was 58.3%. Again, most groups were close to this average except for
young respondents (16-25 year olds) and people who identified their ethnic origin as
“other white”. Two groups had a significantly higher proportion of trade union
members — namely 41-50 year old and disabled respondents.

There were greater variations when we examined the patterns of active trade union
membership (in other words, the proportion of staff from each group who were
members of a trade union and involved in trade union activities).  For example,
whereas female respondents appeared to be more likely in general to be members of
a trade union, they were significantly less likely than men to be active trade union
members. The graph below shows some of the other trends in relation to active
trade union membership.

Caution should, however, be exercised in interpreting some of the data relating to the
smaller groups in this graph. For example, whilst some of these groups (e.g. lesbian,
gay and bisexual respondents and those who identified their ethnic origin as “white
Irish” or “other ethnic group”) were shown to contain above average percentages of
active trade union members, the size of these groups means that these data are less
reliable than others.
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O male B Female 0 16-25 yrs 0 26-30 yrs

B 31-40 yrs B41-50yrs B 51-65 yrs O Heterosexual

B GB ® Single O partnered O Disabled

B Not Disabled B White Scottish B White Irish B \White Other Brit
B Other White B Other Ethnic O Full Time O Part Time

5.7 Other forms of discrimination (Section 2, Q. 7a)

The respondents were asked whether, apart from the matters already discussed in
the audit, they believed that they had been discriminated against whilst working at

the Parliament in any other way or ways. Of those who responded to this question*®,
88.6% stated that they thought that they had not been discriminated against in some

other way or ways, whilst the remaining 11.4% stated that they thought they had.

15 4.4% of respondents chose not to answer this question.
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6. Audit findings: the SPCB’s performance on equality issues

6.1 Implementation of equal opportunities policies (Section 2, Q. 7b)

The audit also asked staff whether or not they felt that the SPCB was doing
everything it reasonably could to implement its equal opportunities policies. Of those
respondents who chose to answer this question'®, 78.9% stated that the SPCB was
doing everything it reasonably could to implement these policies, compared to 21.1%
who stated that it was not.

6.2 Progress over the past twelve months (Section 2, Q. 7¢c)

In the audit, employees were also asked whether or not they thought that significant
progress had been made by the SPCB in the last twelve months in relation to equal

opportunities issues.

Of those who chose to answer this question!’, 82.1% said that they thought that
significant progress had been made, compared with 17.9% who thought that it had
not. A small number of respondents further stated that, whilst progress had been
made recently, this did not amount to significant progress. Some respondents also
questioned the value of the organisation carrying out the work that it had carried out
on equal opportunities issues.

Many of the positive comments that were received welcomed the appointment of an

Equalities Manager within the organisation and pointed to the core equal
opportunities training programme as clear evidence of significant progress.

6.3 Recommending the SPCB as an employer (Section 2, Q. 7d)

When staff were asked whether they would recommend the SPCB as an employer to
others, 90.2% of those answering this question®® stated that they would, compared
with 9.8% who stated that they would not. This suggests a high level of satisfaction
amongst staff.

This question did, however, seem to confuse respondents, some of whom were
unsure whether the question was asking respondents whether they would
recommend the SPCB as an employer specifically in relation to its equal
opportunities practice or as an employer more generally.

We finally investigated whether any particular group was more or less likely to be
keen to recommend the SPCB as an employer. General satisfaction ratings were
high across all staff (with the average percentage across all groups being 86%). The

16
17
18

7.4% of all those who completed the audit questionnaires chose not to answer this question.
16.2% of all those who completed the audit questionnaires chose not to answer this question.
7.66% of respondents chose not to answer this question and 0.23% stated “don’t know”.
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majority of groups were within just a few percent of this average. The two groups
that appeared to be less likely than average to recommend the Parliament were
disabled staff and people who classified their ethnic origin as “other white”. The
groups which appeared to be more likely than average to recommend the SPCB as
an employer were gay, lesbian and bisexual staff and respondents who identified
their ethnic origin as “white Irish” or identified themselves as members of an “other
ethnic group”.

100.00%
90.00%
80.00% 7"
70.00%
60.00%
50.00%

By Group

8 Male B Female 0 16-25 yrs

W 26-30 yrs W 31-40 yrs B 41-50 yrs

B 51-60 yrs O Heterosexual B GB

B Single O Partnered O Disabled

B Not Disabled B White Scottish ® White Irish
B \White Other Brit B Other White @ Other Ethnic
O Full Time O Part Time O No Caring

O Carer - not of child O Carer - of children

Clive Sanders
Challenge ConsultancylLtd.
December 2003
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APPENDIX A

Technical data about the use of correlation coefficients

The correlation coefficient (phi) is calculated using the following formula:

¢ = AD- BC
J(A+B)(C+D)A+C)(B+D)
Where:
In Not in
group group Total
+ Characteristic A B A+B
- Characteristic C D C+D
Total A+C B+D A+B+C+D

And

A is the number of people in the group exhibiting the characteristic

B is the number of people not in the group exhibiting the characteristic

C is the number of people in the group not exhibiting the characteristic

D is the number of people not in the group not exhibiting the characteristic

The coefficient is a number between -1 and +1. A correlation of 1 indicates a direct
relationship between belonging to the group and exhibiting the characteristic (i.e. all
members of the group exhibit the characteristic and no-one not in the group does.) A
correlation of -1 indicates a perfect negative relationship between belonging to the
group and exhibiting the characteristic (i.e. none of the group exhibit the
characteristic, but everyone else does.) A correlation of 0 means that there is no
relationship between belonging to the group and exhibiting the characteristic (i.e. the
proportion of the group exhibiting the characteristic is the same as the proportion of
those not in the group exhibiting the characteristic.)

For clarity, the correlation coefficient has been expressed as a percentage value from
-100% to + 100% (i.e. f x 100 %)
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APPENDIX B
EQUAL OPPORTUNITIES STAFF AUDIT QUESTIONNAIRE

IN CONFIDENCE

Please read this before completing this form

All members of staff must complete and return this form. However, in each section of the
form, you have the option of not answering the questions in that section if you would prefer
not to. You are encouraged to answer as many of the questions as possible, as this
information will greatly assist us in implementing the SPCB’s equal opportunities policies.

The information you provide on this form will be treated as confidential and you are
not asked to provide your name. This information will be used solely for the purpose
of monitoring how effective we are in relation to equal opportunities issues. No
member of staff at the Parliament will have access to this form once you have
completed it. Even the Equalities Manager and members of staff in the Personnel
Office will not have access to these completed forms. An external organisation,
Challenge Consultancy Limited, will collate the information from the forms and
produce areport about the findings. This report will be made available to all staff.

The policies in the SPCB’s Equality Framework make it clear that all employees must be
treated fairly, with respect and without bias at all times. They also state that no job applicant
or employee will receive less favourable treatment than others because of her or his gender,
gender identity, sexual orientation, marital or family status, part-time status (unless such
treatment is objectively justified), racial group (includes colour, race, nationality, national or
ethnic origin), religion, disability (unless such treatment is objectively justified), age (subject to
the operation of a retirement age policy) or trade union membership/non
membership/activities.

COMPLETING AND RETURNING THIS FORM

Step 1: Complete this audit form. Although this form appears to be quite long, it should
only take you around 10 minutes to complete it.

Step 2:  Send this completed form to Challenge Consultancy Limited in the large
enclosed envelope marked “Private and Confidential” (via external mail).

Step 3:  Fillin your details on the enclosed compliment slip.

Step 4:  Return the compliment slip to the Equalities Manager in the enclosed
envelope (via the Parliament’s internal mail system), in order to confirm that you
have completed and sent off the audit form.

For more information about this audit, or if you require this
form in an alternative format (for example, large print, Braille
or audio tape), please contact the Equalities Manager on

extension 86853 (RNID Typetalk calls welcome) or by email
(levi.pay @scottish.parliament.uk). More information is also

contained within the Equality Framework on SPEIR.




SECTION 1: MONITORING DATA

1. GRADE

What is your current grade?

O | prefer not to answer this question

2. HOURS

Are you currently contracted to work at the Parliament on a full-time or
part-time basis?

O Full-time
O Part-time
O | prefer not to answer this question

3. TYPEOF CONTRACT

What type of contract do you currently have with the Parliament?

O A permanent contract
O A fixed-term contract (for how many months or years? )
O | am a member of staff currently employed by an agency
l Other - Please specify
O | prefer not to answer this question
4. OFFICE

In which office do you currently work?

O | prefer not to answer this question

5. DIRECTORATE

In which directorate do you currently work?

l | prefer not to answer this question




6. GENDER IDENTITY
How would you describe your gender?
l Female
O Male
O Transgender
l Other - Please specify
O | prefer not to answer this question
7. RELATIONSHIP/MARITAL STATUS
Do you have a partner (whether married or unmarried) or are you single?
l | have a partner
l | am single
O | prefer not to answer this question
8. CARING RESPONSIBILITIES
Do you have caring responsibilities for a child or children or for anyone else
(e.qg. afamily member, afriend, a neighbour, etc)? (Please tick all that apply)
l Yes, | have caring/parental responsibilities for a child/children aged
(please state ages of child/children)
O Yes, | have caring responsibilities for someone other than children/a
child
l No, | do not have any caring responsibilities
O | prefer not to answer this question
9. SEXUAL ORIENTATION

How would you describe your sexual orientation?

0 A Heterosexual (If you have ticked ‘A’, please go to question 11)
OB GayMan

L0 C Leshian

0D Bisexual Man

OE Bisexual Woman

O F Other - Please specify
LIG | prefer not to answer this question




10.

SEXUAL ORIENTATION (continued)

If you ticked B, C, D, E or F for question 9, do you feel able to be “out” to
other people working at the Parliament?

O Yes
O No
l | prefer not to answer this question

11.

ETHNIC GROUP

What is your ethnic group? For this question, you should choose one section

from A to E and then tick the appropriate box in that section to indicate your ethnic
group. If you prefer not to answer this question, please tick the box in section F.

A. White
O Scottish
O Other British
O Irish

l Any other White background - Please specify

B. Mixed

l Any mixed background - Please specify

C. Asian, Asian Scottish or Asian British

Indian

Pakistani

Bangladeshi

Chinese

Other Asian background - Please specify

ooood

D. Black, Black Scottish or Black British

O Caribbean
O African
O Other Black background - Please specify

E. Other ethnic background

O Any other ethnic background - Please specify

F. l | prefer not to answer this question




12. RELIGION

Which of the following religions, religious denominations or bodies do you

currently belong to? If you do not belonqg to any of these, please tick “None”.

None

Church of Scotland

Roman Catholic

Other Christian - Please specify
Buddhist

Hindu

Jewish

Muslim

Sikh

Other religion - Please specify
| prefer not to answer this question

OoooOoOooOoooaa

13. RELIGION (continued)

Which of the following religions, religious denominations or bodies were
you brought up in?

None

Church of Scotland

Roman Catholic

Other Christian - Please specify
Buddhist

Hindu

Jewish

Muslim

Sikh

Other religion - Please specify
| prefer not to answer this question

OoOooOoOoooooon

14. AGE

What is your age?

Please specify age (in years)

l | prefer not to answer this question




15.

DISABILITY

The Disability Discrimination Act 1995 defines disability as “a physical or mental
impairment which has a substantial and long term adverse effect on a
person’s ability to carry out normal day-to-day activities” .

Do you consider that you have a disability?

O Yes
O No
O | prefer not to answer this question

Please note that a separate Disability Audit Form will also be circulated to all staff
in due course. This will ask you to identify any adjustments that you consider would
assist you in performing your duties if you have a disability.

In the meantime, please remember that the SPCB is committed to meeting the
needs of employees with disabilities in line with equal opportunities legislation and
good practice. You are always welcome to discuss any adjustments that you may
require with your line manager, a Personnel Officer or the Equalities Manager.

16.

TRADE UNION ACTIVITIES

Which of these questions best describes your trade union activities?

O | am a member of a trade union

l | am a member of a trade union and | get involved in trade union
activities within this workplace

O | am not a member of a trade union

l | prefer not to answer this question




SECTION 2: MONITORING QUESTIONS TO COLLECT INFORMATION
RELATING TO KEY EQUALITY INDICATORS

Please read this before answering the guestions in Section 2

Some of the questions in Section 2 of this form refer to your “personal characteristics
that fall within the scope of the SPCB’s Equality Framework”. These characteristics
are:

* your gender,

* your sexual orientation,

* your gender identity (i.e., your status if you have undergone or are planning to
undergo a sex change operation),

e your racial group (which includes your race, colour, ethnic origins, national
origins, and/or nationality),

* yourreligion,

e any disability you might have,

* your age,

* your marital status,

e your family status,

e your part-time status, and

e your trade union membership/non-membership or your trade union
activities.

If you do not wishto answer a particular question in this section, please leave it blank.
However, you are encouraged to answer as many of the questions as possible as this
information will greatly assist us to implement our equal opportunities policies fully.

This questionnaire is completely confidential and the information collected will only be
used for monitoring the effectiveness of our policies. Please, therefore, remember that
when you provide information on this form about your own circumstances or your
work history, this will not be the same as raising a complaint. If you do wish to make
a complaint which is related to an equal opportunities issue, please speak to your line
manager, refer to the Equality Framework or speak to a member of staff in the Personnel
Office for advice or assistance.

CAREER PROGRESSION/INTERNAL PROMOTION

la Have you applied for career progression (i.e. an internal promotion in the
Parliament) within the last twelve months?

Yes 0O No O If ‘No’, please go to question 1le




1b

1c

1d

le

If you did apply for career progression in the last twelve months, were you
successful?

Yes 0O No O If ‘No’, please go to question 1d

If you were successful in applying for career progression within the last
twelve months, was your progression within the office where you already
worked?

Yes O No O Now please go to question 1e

If you were not successful, you are welcome to use the space below to
describe why you think you were not successful if you wish to.

Do you think that your career progression within the Parliament over the past
twelve months was, or might have been, affected by any of your “personal
characteristics that fall within the scope of the SPCB’s Equality Framework”?
(See the start of Section 2 for a list of these characteristics.)

Yes O No O

If “Yes’, you are welcome to provide more information if you wish to. If you do
provide more information, it would be helpful if you would refer to the particular
personal characteristic or characteristics that you believe were relevant (e.g. your
sex, your race, your sexual orientation, etc) and also tell us how you think that this
characteristic has affected your career progression.




2a

APPRAISAL

Please tick one of the boxes below to indicate your overall appraisal marking
in your most recent ‘end of year’ staff appraisal?

Categories for staff employed by the SPCB:

oOoooag

Box 1 — Outstanding

Box 2 — Exceeds the requirements of the job

Box 3 — Meets the requirements of the job

Box 4 — Does not meet the requirements of the job
Box 5 — Unacceptable

Cateqories for staff employed by the Scottish Executive and seconded to the

Parliament:

O Box 1 — Exceptional

O Box 2 — Effective

O Box 3 — Developing

O Box 4 — Unsatisfactory

O If you have not yet had an ‘end of year’ appraisal marking at the Parliament,

please tick here

If you are seconded to the Parliament from an organisation other than the

Scottish E xecutive, please tick one of the above boxes if it accurately

describes you most recent ‘end of year’ appraisal marking. Otherwise,

please tick here and describe your appraisal marking below:




2b

Do you consider that any of your “personal characteristics that fall within the
scope of the SPCB’s Equality Framework” affected, or might have affected,
your most recent ‘end of year’ appraisal marking?

Yes 0O No O If ‘No’, please go to question 3

If ‘Yes’, you are welcome to provide more information if you wish to. (If you
do provide more information, it would be helpful if you would refer to the particular
personal characteristic or characteristics that you think were relevant.)

3a

3b

3c

DISCIPLINARY PROCEEDINGS

Have you been the subject of an investigation under the SPCB’s disciplinary
policy during the last twelve months?

Yes 0O No O If ‘No’, please go to question 4

If your answer to 3ais ‘Yes’, were disciplinary allegations made against you
after the investigation?

Yes 0O No O If ‘No’, please go to question 3e

If your answer to 3b is ‘Yes’, were you required to attend a disciplinary
hearing to answer any allegations?

Yes 0O No O If ‘No’, please go to question 3e




3d

3e

If your answer to 3c is ‘Yes’, please specify what type of disciplinary penalty,
if any, was applied to you (e.g. written warning).

If you were the subject of an investigation, hearing or penalty under the
SPCB'’s disciplinary policy during the past twelve months, do you believe that
the way in which you were treated was affected by any of your “personal
characteristics that fall within the scope of the SPCB’s Equality Framework”?

Yes 0O No O If ‘No’, please go to question 4

If ‘“Yes’, you are welcome to provide more information if you wish to. (If you
do provide more information, it would be helpful if you would refer to the particular
personal characteristic or characteristics that you think were relevant.)

4a

ACCESS TO TRAINING AND DEVELOPMENT OPPORTUNITIES

Has your manager refused to allow you to attend a training course within the
last twelve months?

Yes O No O If ‘No’, please go to question 4c

If “Yes’, what reason was given for this refusal?




4b

4c

If your answer to 4ais ‘Yes’, do you consider that any of your “personal
characteristics that fall within the scope of the SPCB’s Equality Framework”
affected, or might have affected, this decision not to allow you to attend this
training course?

Yes 0O No O If ‘No’, please go to question 4c
If ‘Yes’, you are welcome to provide more information if you wish to. (If you

do provide more information, it would be helpful if you would refer to the particular
personal characteristic or characteristics that you think were relevant.)

Do you believe that, in general over the past twelve months, you have
received sufficient training and development opportunities to support you in
your current role?

Yes O No O

If ‘No’, you are welcome to provide more information if you wish to. (If
possible, please also describe whether or not you believe that any of the “personal
characteristics that fall within the scope of the SPCB’s Equality Framework” have
affected the training and development opportunities that you have received.)




HARRASSMENT & BULLYING

Before answering the questions in this section, you should read through these two

definitions:

HARRASSMENT: Conduct or behaviour that a person finds offensive, and which is

5a

also connected with a personal characteristic of that person.
(For example, it might relate somehow to their race, their sex,
their sexual orientation, their disability, etc.)

BULLYING: Inappropriate, malicious and unwelcome behaviour that is

designed to cause embarrassment, fear, humiliation or distress
to aperson or to agroup of people. Bullying is normally
characterised by the emergence of a pattern of behaviour, but a
single incident, if serious enough, can amount to bullying
behaviour. (Bullying is not usually linked to a personal characteristic
of a person, e.g. their race, sex, sexual orientation, disability, etc. If
the behaviour is linked to a personal characteristic, then it would
normally be classified as “Harassment” rather than “Bullying”.)

Do you believe that you have suffered either of the following types of
unacceptable behaviour whilst working at the Parliament during the last
twelve months? (Please tick all that apply)

O Harassment (see above for a definition)
O Bullying (see above for a definition)

If you have not ticked either of these two boxes, please go to question 6.

If you have ticked either of the above boxes, you are welcome to provide
more information about the treatment you experienced if you wish to. If you
have ticked ‘Harassment’, it would also be helpful if you tell us which of your
personal characteristics (e.g. your race, your sexual orientation, etc) you believe
were linked to this behaviour.




5b

5c

If you ticked either of the two boxes in question 5a, did the person or people
who behaved towards you in this way have management authority over you?

O

O
O
O

Yes, they had management authority over me

No, they were in a higher grade than me within the organisation but they did
not have management authority over me

No, they were at the same grade as me, or at a lower grade than me, within
the organisation

No, they were not part of the staff structure (e.g., they were an MSP, a
member of staff employed by an MSP, a member of the public, etc). In this
case, without naming the individual(s), please specify what their role is:

If you ticked either of the two boxes in question 5a, did you make an informal
or formal complaint about this treatment?

Yes

O No O

Whether you ticked ‘Yes’ or ‘No’ to this question, you are welcome to provide
more information about this if you wish to. For example, if you did not make a
complaint, why was this? Is there more that we could do to enable staff to
challenge this type of unacceptable behaviour? If you did make a complaint, was
your complaint handled properly and sensitively?




6a

TRADE UNION MEMBERSHIP AND ACTIVITIES

Do you consider that, whilst working at the Parliament during the past twelve
months, you have suffered discrimination or harassment because of any of
the following characteristics:

. Because you were a trade union member

. Because you were atrade union member and involved in trade union
activities, or

. Because you were not atrade union member?

Yes 0O No O If ‘No’, please go to question 7

If ‘Yes’, you are welcome to provide more information about this if you wish
to. In particular, it would be helpful if you would tell us about the nature of this
discrimination or harassment.




6b

6c

6d

If your answer to 6ais ‘Yes’, please confirm the reason for which you believe
you were treated in this way? (Please tick one box as appropriate)

O Because you were a member of a trade union

O Because you were a trade union member and involved in trade union
activities

O Because you were not a member of a trade union

If your answer to 6ais ‘Yes’, was it someone who had management authority
over you who acted in this manner?

Yes O No O

If your answer to 6ais ‘Yes’, did you make a formal or informal complaint
about the behaviour?

Yes O No O

If ‘No’, you are welcome to provide more information about this if you wish to.
For example, if you did not make a complaint, why was this? Is there more that we
could do to enable staff to challenge this type of unacceptable behaviour?

7a

GENERAL REVIEW

Apart from matters that you have already discussed on this form so far, do
you believe that you have been discriminated against whilst working at the
Parliamentin any other way or ways?

Yes 0O No O If ‘No’, please go to question 7b




7b

7cC

If ‘Yes’, you are welcome to provide more information about this if you wish
to.

Do you believe that the SPCB is doing all that it reasonably can do as an
employer to implement its equal opportunities policies?

Yes O No O

If ‘No’, what other sorts of things could, or should, we do?

Do you believe that significant progress has been made over the last twelve
months in relation to implementing the SPCB’s equal opportunities policies?

Yes O No O

Whether you have answered ‘Yes’ or ‘No’, you are welcome to provide some
comments (positive or negative) about our progress on equal opportunities
Issues.




7d

7e

Would you recommend the SPCB as an employer to other people?
Yes 0O No O

If ‘No’, you are welcome to provide more information about why you would
not recommend the SPCB as an employer if you wish to.

Please use the space below to provide any other comments or ideas which
would assist us in implementing the SPCB’s equal opportunities policies?
Please bear in mind that it would be helpful for us to know if you think we are
getting things right in any particular respect, as well as knowing how you think we
can improve on our performance.




Thank you very much for completing this form. Your co-operation is very much
appreciated.

Please return this completed form to Challenge Consultancy Limited in the large postage-
paid envelope marked “Private and Confidential”. If this envelope is not enclosed, please
send this form, by external post, to:

Challenge Consultancy Limited (EOAF)
11 Oxford House

49a Oxford Road

London

N4 3EY

After you have sent this form to Challenge Consultancy Limited, please complete the
compliment slip that is also enclosed with this form and return this slip to me (at Room
413, St Andrew Square building) to confirm that you have returned the audit form.

Thanks again for your help.

Levi Pay
Equalitie} Manager




APPENDIX C

Action plan to respond to the findings of
the SPCB 2003 Equal Opportunities Staff Audit

INTRODUCTION

Equal opportunities policies are only as effective as the monitoring procedures
which are put in place to support them. As well as being aware of this reality, the
SPCB is also mindful of its legal obligations, particularly under the Race Relations
Act 1976 (as amended) to monitor aspects of its employment practices and publish
the results.

The Equal Opportunities Staff Audit was approved by the SPCB as a key part of
the implementation of its equal opportunities policies. The audit is essentially a
detailed staff survey of our staff on equality issues which we intend to carry out
every two years. This will enable us to monitor our progress in implementing our
equal opportunities policies and complying with equal opportunities legislation in
our role as an employer.

The first audit was held in 2003 and a report on the findings was produced by
Challenge Consultancy Limited at the end of that year. Many of the key findings
from this report have already been published earlier this year in the SPCB Equal
Opportunities Report 2003. Having now published the full report, we also wanted
to publish this action plan which sets our how we are responding — and, in some
cases, will respond — to the findings of the audit.

The audit report contains a great deal of very encouraging and positive information
about our organisation. For example:

90% of respondents said that they would recommend the SPCB as an
employer,

88% of respondents stated that they received sufficient training to
support them,

Over 90% of staff said that they had not been refused permission to
attend a training course in the last twelve months, with part-time staff
even less likely than full-time staff to report such a refusal, and

82% of respondents stated that they thought that significant progress
had been made in the last 12 months in relation to equal opportunities
issues.

However, there are some potential areas of concern, which are set out in this
action plan along with details about how we will respond effectively to each of
these.



AUDIT FINDING:

Older respondents in the audit (aged 41-60) were slightly less likely to have
applied for career progression over the past twelve months.

SPCB RESPONSE:

On discovering this finding, we compared the results of this section of the audit
with other findings in the report and were pleased to note that this finding does not
appear to be part of a larger pattern of disadvantage amongst older members of
staff in this organisation.

However, in order to ensure that we are responding effectively to this finding, we
will:

Use the Dignity at Work training which will be rolled out to all staff as an
opportunity to highlight issues of age discrimination (see below),

Take full account of the findings of this audit in our forthcoming review of our
retrement policy to ensure that older workers receive the same
encouragement to apply for promotions within the organisation as other
members of staff,

Ensure that we monitor this issue closely in future audits, and
Consider running some further workshops for staff and MSPs to raise

awareness of the recent and forthcoming legislation prohibiting religious,
sexual orientation and age discrimination (as noted above) .

AUDIT FINDING:

When the ethnic composition of the workforce (as revealed in the audit) is
compared with Census data for Scotland, there appears to be an over-
representation of “White — Other British” respondents and a slight under-
representation of staff from a visible ethnic minority background.

SPCB RESPONSE:

Whilst we might not expect these results to match exactly the Census data for the
whole of Scotland, we are disappointed to note these findings from the audit. This
is certainly an area that we will monitor closely in future years to ensure that we
are attracting as diverse a range of job applicants as possible. There are also a
range of specific actions which we will take in the shorter term in order to respond
to this finding:

We will have a presence at relevant events (e.g. recruitment fairs aimed at
ethnic minority groups), subject to the availability of Personnel staff, to
ensure that we are constantly striving to attract a diverse range of job



applicants. We are already planning to have a presence at an ethnic
minority recruitment fair in June 2004.

We will continue to advertise posts widely and circulate information about
vacancies to a network of local racial equality agencies, and

We will consider opportunities for placing advertisements in targeted

publications which tell people how to find out about job opportunities at the
Parliament.

The ongoing work of the Participation Services Office of the Parliament is also vital
in encouraging greater engagement between the Parliament and members of
ethnic minority communities. Further work is already planned to produce and
expand the range of publications we produce in ethnic minority languages when
we move to Holyrood, which will be very helpful in this respect.

AUDIT FINDING:

A small number of lesbian, gay or bisexual respondents in the audit stated
that they did not feel able to be “out” at work.

SPCB RESPONSE:

Whilst it is very difficult to know from the results of this audit the reasons for this
response from a small number of staff members, we realise that it is clearly
possible that factors outside work may influence whether or not someone feels
able to be "out" at work.

However, in order to act as a best practice employer and take full account of our
responsibilities under the Employment Equality (Sexual Orientation) Regulations
2003, which prohibit workplace discrimination on grounds of sexual orientation, we
are proposing to respond to this finding by:

Circulating a leaflet which has been produced by the DTI to our staff
outlining the implications of the recent legislation prohibiting sexual
orientation discrimination,

Building sexual orientation issues into the half-day Dignity at Work training
course which is going to be rolled out to all SPCB staff (see below), and

Considering running some further workshops for staff and MSPs to raise
awareness of the recent and forthcoming legislation prohibiting religious,
sexual orientation and age discrimination.



AUDIT FINDING:

The audit suggests that there is a slight under-representation of disabled
staff in the SPCB's workforce.

SPCB RESPONSE:
Since the audit was carried outin autumn 2003, the SPCB has already:

Made a series of changes to our recruitment practices which have
succeeded in attracting more job applications from disabled people,

Changed our job application form to make clear our commitments to make
adjustments for disabled job applicants and staff,

Been awarded the “disability symbol” by JobcentrePlus in recognition of our
work in this area,

Delivered an internal “Disability Awareness Week” to raise awareness
across our organisation about disability equality issues, and

Delivered a range of projects aimed at increasing engagement with the
Parliament amongst disabled people (e.g. a British Sign Language video
about the Parliament, etc.)

It is therefore suggested that this audit finding does not require a further response
at this stage although this area will be closely monitored in future audits to ensure
that this issue is being addressed.

AUDIT FINDING:

Internal career progression is dominated by progression within - rather than
between — offices.

SPCB RESPONSE:

Whilst this finding might not, in itself, be an indication of a negative equal
opportunities issue, this might make it slightly more difficult for the SPCB to
address any under-representations which exist within our workforce.

A review of the use of temporary promotions was recently carried our within one of
our directorates (the Directorate of Clerking and Reporting). This review will be
used to inform management about the organisation’s processes for internal
recruitment and stimulate further consideration of these issues. Further action
points are likely to emerge from this more detailed discussion. This matter will also
be picked up in our planned review of recruitment procedures.



AUDIT FINDING:

3.7% of respondents in the audit reported experiencing some form of
harassment whilst at work over the past 12 months, 7.9% of respondents
reported experiencing some form of bullying over the same period, and 1.6%
reported experiencing both.

SPCB RESPONSE:

We recognise that these findings only represents a snapshot of people's
experiences within the organisation and do not, for example, relate to proven, or
even reported, instances of bullying or harassment. The audit also does not detalil
the specific source of the bullying or harassmentin each case.

This finding does, however, demand a serious and dedicated response from the
SPCB. We have already, therefore, started implementing a major project in
response b this finding from the audit. In particular, a range of measures to
promote greater awareness of the SPCB’s Dignity at Work (Anti-Bullying,
Harassment and Victimisation) Policy are currently being implemented, including:

Identifying and training a network of Dignity at Work Contacts, who will be
available to act as a source of advice and support for any member of staff
experiencing bullying or harassment whilst a work.

Identifying and training a group of Investigating Officers to investigate any
formal complaints received under the Dignity at Work Policy,

Providing a half-day training course to all staff on dignity at work issues,
Carrying our further detailed monitoring once the network of dignity at work
contacts is established to establish whether or not complaints are
concentrated in particular parts of the organisation, and

Monitor bullying and harassment closely in future staff audits.

The initial stages of this project have already been implemented. The full project
will be implemented by the end of 2004.

AUDIT FINDING:

There are some variations in relation to the distribution of different appraisal
markings.



SPCB RESPONSE:

Since the audit was carried out, the SPCB has already carried out a major review
of its performance management system. The new system, based on behavioural
competencies as well as work objectives/targets, has been designed with equal
opportunities issues firmly in mind.

In order to ensure, however, that this finding from the audit does not reflect any
problems within the new system, a detailed analysis will be carried out of the
results from the 2003/4 round of the new performance management system to
investigate any trends which might exist. Further action points may arise from this
analysis.

AUDIT FINDING:

Some patterns emerged from the audit relating to the distribution of trade
union membership.

SPCB RESPONSE:

The information collected on trade union membership will be provided to the Trade
Union Side. The TUS is most likely to be responsible for taking forward any
actions relating to these findings, although they would be invited to discuss any
concerns with management.



If you would like more information about anything contained within this report,
please contact the Scottish Parliament’s Equalities Manager:

Levi Pay

Equalities Manager

The Scottish Parliament
Edinburgh

EH99 1SP

Telephone: 0131 348 6853

(Calls via RNID Typetalk are welcome)
Email: levi.pay@scottish.parliament.uk
Fax: 0131 348 6834



Contacting the Scottish Parliament

(=1 Address Public Information Service,

The Scottish Parliament,
Edinburgh EH99 1SP

@  Telephone 0845278 1999

Textphone 08452700152 Calls to any other telephone numbers in the
Parliament are also welcome via the RNID Typetalk service.

@ Email sp.info@scottish.parliament.uk
Website www.scottish.parliament.uk
Fax 0131 348 5601

For information in languages other than English or in alternative formats (for example, in
Braille, large print, audio tape or various computer formats), please contact us at the
above address or send your enquiry by fax or email. We welcome written
correspondence in any language.

Airson fiosrachaidh ann an cananan eile seach Beurla no ann an cruth eile (m.e. ann am
Braille, ann an clo mor, air teip fhuaim no ann an cruth eadar-dhealaichte coimpiutair),
sgriobhaibh thugainn dhan seoladh os cionn no cuiribh fios thugainn le facs no post-D.
Tha sinn a’ cur failte air sgriobhaidhean ann an canan sam bith.

ﬂ_E.I_Lu}ILJJud_LIJA_U_L,A_Hn}__LﬁJjL)JJL\léJ_I _u: 'Pl;llj_bﬂ_'lhcjj:_u_rllu.__‘l;‘_jjﬁ.ﬂ:_l.l

5_=|_._.F]J._.I_"?.¢_-‘.h1 _,-Ii.:.dﬁ_l.;n.LlJu___)_ﬁ___lld i_LhaJHJIJ._H_j_"_h_J._L)_;lu.__E.L jln-’}J_i_LII_I'Jj
a sl g SN G 5k e Ll A L ) Jls ) 5l eSke Msl_,l O giadl gl g e
Ln_._l_“F"nq_...J_..._x-_Elﬁ.Li_LJ 'Icl_..ﬁ_.aé_}_l_....J J._I\A'_.'._I_I__'l’}_.JII

vidrigdt 3 feg= Jd gl A1 2@9d U (BT0ds =2, 998, I3 gudl, Hea T8
gl fapH € afuBeg F gu) fea Aeadt BEl, fagur a9d AE Quad U3 3 fgs
MU UE fdie @9 A 8 H& I'dt grl wHl sl U3d @ Hidindt gl feg Hm®
Jil

A S E B, o e s B Cilin: 530, RS Sy ol 15 P e
% l-'tw i'J'-"",;'-.‘;"f'-'L_‘A F il o AL B, B I||f B B R eh P Al ). FeAr Dy 4 FH AT fa]
1|r I | II 1‘|| o

BOAG TTN I (F SAE WY ASE TS SN (I 40 ( (TN 4, (@G80, (D] T, 153
FIALS Tet FEEaT ey Fauaes) Sua @, 7l Fi9 SHAtad amm s s BfF Fyw
T SAAE ARG FAAD TS SRS S0 TG A I Tl | W] (7
S s TS FTs T |

2 L8 T e (s siy r&_. Pl Tt by ,_.\_,v)wfw,u WU IS

|.
- )/
-,_,"._./l M-,;Kn.-rt n>u~uh u i) |f-uré£u L_}'

i

v .-J ﬁ}'vzrfr‘rt‘v ﬁu{xq——é-a



