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1. Introduction 

Scottish Enterprise is Scotland’s national economic development agency and our ambition is to create more, better jobs. We do this by focusing our resource where it will drive sustainable and inclusive growth. Our website states:

‘We are here for the people of Scotland. Our job is to support businesses and industry to help create equal opportunities for all’

Funded by the Scottish Government, we work with partners to stimulate economic growth. We want Scotland to be an innovative, high wage and high productivity economy that competes in international markets and focuses on high value goods and services. 

Our 2018-19 Business Plan sets out the priorities of Scottish Enterprise for 2018/19 reflecting Scottish Government’s Programme for Government and subsequent strategic guidance. It sets out our future direction as a national economic development agency.

The plan lays out the importance of Inclusive Growth recasting it as SE’s purpose and this is likely to be strengthened in our new Strategic Framework which will be published shortly. This requires SE to have an increased focus on:

· Job quality – to increase employee wellbeing and increase productivity.
· Which places benefit from growth – to increase the difference SE is making in Scotland’s communities, and increase the capacity of the economy.
· Who benefits from growth – to open up opportunities to those people and groups who otherwise would not benefit, and increase Scotland’s talent pool.

Equal opportunities is therefore pivotal to our work. This is an exciting time for equality in Scotland with this renewed focus on Inclusive Growth. Further information on our approach and full details of our services can be found on our website.

Legal Framework

The Equality Act 2010 covers race, sex, disability, sexual orientation, religion and belief, age, gender reassignment, marriage and civil partnership and pregnancy and maternity.
We are subject to the Public Sector Equality Duty in the Act which is divided in two parts. A duty in the Equality Act 2010 itself, often referred to as the General Duty, and Specific Duties which are placed on some public authorities by Scottish Ministers. Under the General Duty public authorities must have 'due regard' to the need to eliminate unlawful discrimination, advance equality of opportunity, and foster good relations.
The Specific Duties were created by secondary legislation in the Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012. 
Scottish Enterprise is a listed organisation and as such is required to:

· Report on mainstreaming the equality duty
· Report on progress with equality outcomes
· Assess and review policies and practices
· Gather and use employee information
· Publish gender pay gap information
· Publish statements on equal pay to include gender, and in future disability and race
· Consider award criteria and conditions in relation to public procurement
· Publish in a manner that is accessible
The Socio-Economic inequality Duty is set out in Part 1 of the Equality Act 2010. This additional Duty requires a named public authority to pay due regard to narrowing inequalities of outcome, caused by socio-economic disadvantage, when making strategic decisions. The Scottish Government has enacted this, now known as the Fairer Scotland Duty, and it came in to force in April 2018. Scottish Enterprise is a listed authority for this new Duty.
2. Mainstreaming Equality

Mainstreaming is at the heart of Scottish Enterprise’s equality work.  Our objective is to: Help realise Scotland’s full economic potential by mainstreaming equal opportunities within the organisation’s policies and practices as an employer and service provider.

A key element in mainstreaming is promoting the business case for equality. Our role is to unlock potential and to encourage and support businesses and industry by highlighting the business benefits of equality and diversity. Evidence shows that these include: 
· Increased financial performance and productivity
· Access to a wider recruitment pool
· Higher staff retention and motivation
· Greater understanding of customer, workforce and stakeholder requirements
· More balanced decision making, better risk management and longer term perspective
· Enhanced employer image
· Improved creativity and innovation
· Better service delivery and customer approval
· Improved marketing and brand awareness
· Increased access to public procurement
· Reduced risk of litigation
‘Companies in the top quartile for gender diversity in their executive teams were 15% more likely to experience above-average profitability than companies in the fourth quarter. For ethic and cultural diversity the gap was 33%’.
Delivering through Diversity, McKinsey, 2018

Leadership

Any organisation which wants to ensure that equality is at the heart of its work as an employer and service provider requires commitment from its senior management. Scottish Enterprise has representatives at Board level and on our Executive Leadership Team who have responsibility for equality. We report biennially to the Board on progress against our equalities agenda. 

We are fully committed to equality from the very top of the organisation: 

“We must prioritise, analyse and focus our resources where it will drive sustainable and inclusive growth” – Steve Dunlop, CEO

Scottish Enterprise’s Board is committed to diversity of membership.  We were one of the first signatories to the Partnership for Change Initiative (achieving 50:50 gender balance by 2020) and following recent appointments, this target has been achieved.  The gender balance of our senior management group continues to be at parity. We have an external advisory group led by a senior operational director. The remit of the group has been widened recently to encompass all aspects of Inclusive Growth and continues to advise on equality specific issues such as strategic approaches and equality impact assessments as well as wider issues around areas of disadvantage. 

Awareness Raising

We continue to raise awareness of our work in equality and diversity with colleagues across the organisation. Our equality champions’ group remain pivotal in continuing to raise awareness of diversity across the organisation. Champions are given regular updates to build their own capacity and knowledge of equality developments. For example, a presentation has been delivered by Brodies LLP providing colleagues with:

· A general summary of the Equality Act 2010 and its provisions – including protected characteristics, prohibited conduct and the Public Sector Equality Duty;
· A brief overview of socio-economic disadvantage and the proposed duty to address it;
· An update on gender equality, including the steps to redress the under representation of women on public boards in Scotland; and
· An interactive session demonstrating how the relevant duties apply within SE and the requirement to undertake Equality Impact Assessments. 

Our dedicated intranet page is regularly updated to provide information and good practice which is easily accessible to all colleagues.

Engaging colleagues in Scottish Enterprise’s wider approach to Inclusive Growth has been a particular focus over the last two years. To date, our approach to build understanding and awareness has included; An Inclusive Growth awareness week, articles targeted at people managers; quarterly staff updates engaging colleagues in our approach and sharing case studies; and updating policies and procedures to reflect equality best practice.  

One of the most successful engagement tools we have used is hosting live on-line sessions.  These ‘Skype and Learn’ sessions are delivered peer to peer, building understanding and sharing good practice amongst colleagues. Sessions have been provided for our project managers, Scottish Development International, the Scottish Investment Bank and account managers including details on the workforce element of Inclusive Growth which includes our work on equal opportunities. As a result, discrete groups have been formed to build capacity within teams. An Account Managers Ambassador’s Group and Project Manager’s Champions Group have been formed with a distinct remit to promote awareness of Inclusive Growth with their teams. 

Training & support 

We have continued to enhance our people management training and development offering. The MC3 development programme ensures that our people managers understand what is expected of them, the value placed on their role and what is available to support and develop them to deliver this role. Elements include how managers can motivate, consider staff needs, and converse more effectively. Our Cares module introduces the people manager’s role in employee well-being, the impact that mental health issues can have on individuals and the role that a manager can play in managing mental health in their teams. One of our managers has said “As a people manager, I thought the discussions around mental health in the workplace and how we can support employees was really useful and impactful.” To compliment this training, Mental Health Awareness Training is now available to staff on our on-line learning platform and we offered a workshop on Mindfulness to employees.  
 
Unconscious Bias training has been successfully rolled out. We did this on a phased basis starting with people managers and this year we rolled it out to employees which was completed in January. The Equal Opportunities Champions continue to receive regular training to support them in their role.  They have also attended a one-day workshop on Deaf Awareness. We have also made available an on-line course on Deaf Awareness through our learning platform SE Academy to all employees. 
 
A mediation approach has been introduced that promotes early resolution to workplace problems. Our aim is to develop an environment where everyone is clear how they can raise and discuss areas of conflict and a supportive space where these can be resolved in a constructive and effective way. We invited employees and people managers to take part in focus groups that enabled us to capture their ideas, address any barriers and provide an opportunity to share how mediation works and supports making SE a great place to work. 

Twelve internal mediators have been trained to support individuals and teams through conflict resolution. In addition, we intend to partner with other Scottish public-sector employers through the Mediation Partnership Team.  Joining this team will allow us to bring in external expertise and provide our trained mediators with access to a network of qualified and experienced mentors as well as providing an opportunity for SE mentors to work with partners on mediation cases.
 
We recognise that we all have an important part to play in encouraging a positive, open and fair culture - a place where everyone is treated with dignity and respect, and where colleagues can speak up if they experience or see unacceptable behaviour.  We now have 12 trained Harassment Advisors who employees can discuss or raise any concerns relating to bullying or harassment in the workplace. They are volunteer members of staff trained to act as an independent and confidential source of support and advice.  

Colleagues benefit from some best practice as an employer which includes: 

Carers Accreditation and Carer Statement
 
Carer Positive is an employer accreditation scheme which recognises employers who provide a supportive working environment for employees with caring responsibilities. We have achieved the first level of accreditation - engaged. Accreditation demonstrates our support for employees with caring responsibilities and our commitment to flexible working practices.  This year, we published our carer statement of support.   We are working on a refresh of our special leave policy, including guidance for people managers/leaders. 
 
Youth 
 
We recognise the value of harnessing the talents, skills and enthusiasm of young people to contribute to our success and we deliver a range of activity across our business to help us achieve this. 

We support young people through programmes such as Career Ready and our Graduate and Apprentice programmes.  We also provide work experience opportunities for school students through our School Engagement programme, all driven by our overarching Youth Strategy. We work with our public-sector partners to share best practice and find ways to work together on our activity to support young people. We place a premium on learning and development for all staff and provide focused CPD opportunities (mentoring, coaching, and supervising) as an integral part of our youth activity. Through our Youth Strategy we have developed links with a diverse range of schools and colleges across Scotland. 
 
In recognition of our commitment and contribution in developing Scotland’s young workforce, we received the Princess Royal Excellence award.  We have also attained Gold Accreditation from Investors in Young People. 
 
In the future, our Youth Board will focus on looking at all aspects of youth engagement.  We will also be introducing a mentorship programme for our young people within SE. 
 





Year of the Young Person 

Building on this commitment to young people, and as part of planned activity in support of the Year of Young People, we hosted a highly participative, one-day Innovation Challenge event.  We engaged with a diverse group of circa 60 young people between the ages of 18 and 24 from across the country in considering and responding to a real-life economic development challenge for Scotland. The event was hosted by our Chairman, Bob Keiller. Looking forward, we will continue our efforts to reach out to young people across Scotland and consider how we can continue to engage with them in enterprise activity. 
 
Women in Leadership 
 
Our Executive Women’s Leadership Development programme is designed to supply the tools, strategies and networks to support and challenge women aiming to move up to the senior management level as the next stage in their career. For us this programme helps create a diverse and suitably qualified pipeline of talent for senior roles and support achieving diversity at a leadership level. We have continued in partnership with Edinburgh University to offer this course for 3 consecutive years now, involving a total of 15 staff members. 
 
We still actively participate in E&Y’s women’s network, with colleagues from a variety of grades attending an event to celebrate International Women’s Day in 2018. 
 
Recruitment
 
We know that by recruiting people from a range of backgrounds at all levels we will gain access to a wide variety of viewpoints, experiences and perspectives.  Our approach in this area has been two-fold; firstly, to review and implement current best practice in attracting candidates and secondly to take steps to counter potential unconscious bias during recruitment. 
 
The Working Families benchmark report provides an assessment of employer’s flexible, agile and family friendly working policy and practices. As a member of Working Families, we have the opportunity to review our practices and policies against the benchmark.  When recruiting we will include the strapline ‘happy to talk flexible working’ on our job adverts. To support this, we are developing guidance for our people managers in this area. We have also implemented measures to ensure gender neutrality in recruitment, by introducing gender balance on interview panels where possible. We have held assessment centres when recruiting Graduate and Undergraduate roles previously, and we may consider using them for future recruitment initiatives if appropriate. 
 
In 2018, we conducted a pilot when recruiting for a variety of digital roles. This pilot involved introducing ‘blind’ application forms and gender balanced interview panels. The purpose of the pilot was to remove any potential unconscious bias and to ensure a range of stakeholders were involved in the hiring decision. We are currently reviewing the feedback and outcomes from this pilot before considering next steps. 


Our colleagues continue to benefit from our focus on equal opportunities:
 
Jennifer Cullen 
Jennifer joined us as a Modern Apprentice in 2012 and is currently working as an Administrator in our Finance department.  With a Modern Apprenticeship, employees learn on the job, gain the experience they need and work towards a qualification at the same time. Jennifer has attained the SVQ Level 3 and is working towards the SVQ Level 4. In the future, she hopes to continue her education to gain a Bachelor in Business Enterprise whilst continuing to build on her work experience.

During her time with SE, Jennifer was diagnosed with a life-long auto-immune condition which requires on-going treatment. Jennifer says “This is my first professional job and my manager has been really supportive. She’s offered me flexibility to help me manage my illness and to attend hospital appointments for treatment. As well, I can flex my start and finish times when I experience symptoms. She’s really considered my needs and her support at work has meant I could continue on with my studies.”  
 
Marina Maciver 
Marina joined us in 1996 as an Administrator.  Since then her career has grown and she has held progressively more senior roles within the organisation. She is now a Team Leader within our Marketing and Engagement team. Having read a blog written by a colleague taking the Executive Women’s Leadership Development programme, she was delighted to have the opportunity to take the course. Marina says “After returning to work from two maternity leaves and with my children becoming older, there was an opportunity for me to step back and think about my career. Taking this course has increased my confidence as a leader and has made a huge difference to how I am looking at my career moving forward. The design of the course, the topics covered and the opportunity to network with so many professional women was inspirational.” 

Gunjan Yadav 
Gunjan has a Bachelor of Technology in Computer Science from Uttar Pradesh Technical University in India and an MBA from the University of Glasgow. She joined us on our Graduate programme in October 2010. Since then, Gunjan has held roles in a variety of teams most recently in our Can Do Innovation team as a Specialist. Gunjan has also continued her education on and has been awarded a Diploma in International Trade with distinction. Gunjan says “My role in SE was my first professional job in economic development and my first job in Scotland.  I felt part of the team and the organisation very quickly. Since then I’ve worked in a few teams and the breadth of opportunity I’ve had so far combined with the autonomy to shape and create value-added work has been amazing. What I’ve also noticed is how respectful the culture is, it’s always focused on the best outcome and the best objective.” 

Equality Impact Assessments

Equality Impact Assessments are an important element of our mainstreaming approach and we apply this methodology to all new projects, policies and programmes as well as changes to existing ones.  We see this process not just as a legal requirement but at the heart of our mainstreaming activity, providing clear actions to help embed equality. In addition, each assessment provides a link to our equality outcomes providing further evidence to support their achievement. 

All projects presented to our Single Approval Group are further reviewed for equality issues before being approved. Our Equality Impact Assessments utilise primary and secondary data to provide information on issues affecting the particular area of work being assessed. These lead to actions fulfilling the specific duties around more active promotion to under-represented groups and fostering good relations between communities. 

We have published nine assessments over the period which cover activities in the creative industries, manufacturing, investment and Fintech. Examples include our Leadership Framework and Digital Expansion Programme. We have also taken a pro-active approach and have assessments underway for overarching functions such as ‘Events’. These have yielded important actions which will further embed our work on equality covering the protected characteristics including gender, disability and ethnic minorities.  

3. Employer outcome progress
We set out a new set of equality outcomes in our 2017 mainstreaming report. The outcome relating to us as an employer is: 
Our equal pay and occupational segregation profile for gender, ethnicity & disability improves. Our workforce profile reflects national benchmarks against all protected characteristics.
We carried out a review of colleagues’ characteristics for 2017 - 2018.  Details are in appendix 1.
We looked in-depth at gender, race and disability.  The review highlighted some interesting trends. 

· There hasn’t been much employee movement over 2017-18 due to limited recruitment. This means that the number of employees from an ethnic minority background or with a disability has remained relatively static, with a slight increase for the former. 
· 60% of promotions were awarded to females. This is reflective of our workforce composition.
· 10% of applications received were from non-white candidates and 9% of those appointed were non-white.
· 95% of staff returned to the workplace after a period of maternity leave.
We work hard to keep the equality agenda at the heart of everything we do.  This means taking steps to adopt best practice and identify where we need to change.  We introduced pay training to managers in 2018 to improve awareness of our pay policies and equal pay, which we expect should raise awareness and minimise the risk of potentially discriminatory pay practices.

We carried out an equal pay review in 2017-18 in partnership with our recognised trade unions, PCS and Unison, which found no evidence of systemic gender-based pay discrimination.  The detailed analysis was shared with our executive leadership team to ensure they understood the issues for their divisions, and to help them develop action plans.  We engaged with our wider leadership group so that they understood the findings of the equal pay review and the next steps.  We committed to further analysis, which we’ve carried out.  This did not highlight any issues.  We will continue to monitor our pay regularly and work through our equal pay actions.


SE’s EQUAL PAY STATEMENT

The following is our statement as required by legislation. In 2016, we introduced a new progression-based pay model.  This allows people to move to the top of their salary band over a defined period. We continue to review our salary bands, in line with public sector pay policy and affordability.  For example, we have reduced journey times and overlaps.

The new pay and grading structure continues to have a positive effect and our gender pay gap (the difference in pay for men and women who do the same or similar jobs) has decreased by about a third since 2013.  We have had limited recruitment over the past two years, therefore we believe much of this reduction can be attributed to the pay and grading structure. We continue to be a Living Wage Employer.

Occupational Segregation by GenderOccupational segregation is the division of men and women into different occupations.





We will continue to review our pay bands in line with public sector pay policy and affordability and this should help the gap reduce in the future.  However, the evidence suggests the main contributor to our gender pay gap is occupational segregation.  This is not unique to Scottish Enterprise.  In the UK, 17% of the pay gap can be attributed to occupational segregation by gender (EHRC 2017). Typically, in the UK there are 2 types of occupational segregation: vertical and horizontal.
Vertical segregation clusters women and men in different levels of jobs or grades, usually with more women in lower grades and more men in higher grades.
Horizontal segregation occurs when men and women are clustered in certain types of jobs.





Our analysis examines our gender profile by grade (vertical segregation) and in the divisional areas of our business and role type (horizontal segregation).




The following table shows the gender breakdown by grade:

	Role type
	Grade
	Headcount
	% of grade

	
	
	Men 
	Women
	Total
	Men 
	Women

	 
	Graduate
	
	
	
	0.0%
	0.0%

	Administrative*
	10
	10
	10
	20
	50.0%
	50.0%

	
	9
	*
	77
	*
	9.4%
	90.6%

	Professional
	8
	15
	60
	75
	20.0%
	80.0%

	
	7
	18
	50
	68
	26.5%
	73.5%

	
	6
	218
	290
	508
	42.9%
	57.1%

	Managerial
	5
	81
	72
	153
	52.9%
	47.1%

	
	4
	66
	58
	124
	53.2%
	46.8%

	Leadership
	3
	31
	27
	58
	53.4%
	46.6%

	
	2
	11
	*
	*
	68.8%
	31.3%

	ELT
	1
	*
	*
	*
	42.9%
	57.1%

	
	CEO
	
	
	*
	100.0%
	0.0%

	
	Total
	462
	653
	1115
	41.4%
	58.6%

	
	
	
	
	
	
	



· Our overall population is split 59% women and 41% men.
· Generally, we see more women than men in our administrative and professional roles, except at grade 10 where both men and women are distributed equally.
· We also tend to see more men than women in our managerial and leadership roles
· Our executive leadership team (CEO and ELT) is gender-balanced.








The following graphs compare the data in this report with our 2017 mainstreaming report.






We compared this data with the data in the 2017 mainstreaming report.

· The total gender split has not changed significantly.
· In 2017, we had 100% female graduates.  At the time of reporting we have no graduates as these women have successfully finished the graduate scheme and secured permanent promoted roles.  
· At grade 10 the proportion of women has decreased slightly from 59.4% to 50.0% and there is now gender equality at this grade.
· In grades with low numbers, a small population change may show large percentage swings.  For example, we see this in grade 1 and CEO.  
· Other than these changes, there has been no significant change in the overall distribution of women and men across the grades. We have proportionately more women than men in our administrative and professional grades, and more men than women in our managerial and leadership grades.
· Any changes in other grades (apart from graduate, grade 10 and at ELT grades which have been discussed above) are less than 3% compared to our 2017 report.
· We’ve had limited recruitment since late 2016 so more people are leaving the organisation than joining it.  
· When we look at the movement between grades, the numbers aren’t significant enough to affect our vertical segregation profile.




















We realigned our divisions in late 2018.  This means that our divisions are different compared to our 2017 report.
The new divisions are:
Business Services and Advice: brings together most of our services for growth companies and our funding operations to establish digitally-enabled models of delivery.

Chief Financial Officer: finance, legal, audit and risk management. 

Chief People Officer: facilities management, procurement and human resources. 

Transformation: our strategic functions (strategy, planning, economics and programme office), our technological capability (IT, digital and data), marketing and corporate affairs.

ELT & CEO:  our executive leadership team and our CEO.

International Economic Development: our international economic development arm, including driving exports and trade. 

Scottish Economic Development: drives economic growth across Scotland. Includes the Scottish Investment Bank.











The table and graph below show our gender profile by division:

	Division
	Headcount
	% of division

	
	Men 
	Women
	Total
	Men
	Women

	Business Service & Advice
	153
	187
	340
	45.00%
	55.00%

	CFO
	22
	47
	69
	31.88%
	68.12%

	CPO
	15
	51
	66
	22.73%
	77.27%

	ELT & CEO
	*
	*
	*
	50.00%
	50.00%

	International Economic Development
	71
	94
	165
	43.03%
	56.97%

	Scottish Economic Development
	146
	182
	328
	44.51%
	55.49%

	Transformation
	51
	88
	139
	36.69%
	63.31%

	Total
	462
	653
	1115
	41.43%
	58.57%




  



· In Chief Financial Officer, Chief People Officer and Transformation the divide is bigger than at organisational level.  These are our support areas.
· While it is not possible to make a direct comparison to the 2017 mainstreaming report due to changes in our structure, we continue to employ more women than men in support areas. 
· There are proportionately more men in our operational areas of the business (Business Services and Advice, International Economic Development and Scottish Economic Development) than there are at organisational level.  However, the difference is small – between roughly 2% and 3.6% than at organisational level.  
· We also looked at our 4 most populated roles: Account Manager, Project Manager and Specialist (all at grade 6) and Team Leader (at grade 4).  

· 34.7% of account managers are women which is less than the proportion of women in the organisation.  
· 67.1% of project managers (primarily in the operational areas) are women which is more than at organisational level.  
· The others were either in line with the organisational gender split or gender balanced.
· All the gender pay gaps in these roles were less than 3%. 

Flexible and Part Time Working

Caring obligations and lack of flexible work can leave part-time women in lower-skilled roles (IFS 2018).  Inflexible working arrangements are often the cause of occupational segregation which contributes to the gender pay gap.  A higher proportion of women take on unpaid caring responsibilities for children, the elderly or sick or disabled dependants.  Flexible and part time working allows many women to balance work with their caring responsibilities. Our Carer Positive Accreditation will support our work around this. 

We have Working Families membership and have included some actions in our action plan (Appendix 2) to further help support parents and carers.  We also want all our employees to be able to balance their working and home lives without it affecting their opportunities to progress.  We offer a range of flexible working arrangements including:
· variable and reduced hours
· flexi-time
· term time working
· partial retirement
· time off to care for dependants
· emergency leave; and 
· additional annual leave
The table below shows the gender breakdown of employees working reduced hours:
	Grade
	Headcount

	
	Men
	Women
	Total

	Grade 10
	
	*
	*

	Grade 9
	*
	20
	*

	Grade 8
	
	16
	16

	Grade 7
	
	13
	13

	Grade 6
	15
	89
	104

	Grade 5
	*
	23
	*

	Grade 4
	*
	10
	*

	Grade 3
	*
	*
	*

	Grade 2
	
	
	

	Grade 1
	
	
	

	Graduate
	
	
	

	CEO
	
	
	

	Total
	23
(20)
	181
(180)
	204
(200)



Note figures in brackets from the 2017 mainstreaming report

· There has been little movement in the number of people working part time or the gender split since 2017.
· There are still more women working part time than men.
· About 80% of our part time employees are in administration or professional grades (grades 10 to 6): about 80% of women and 70% of men.
· The remaining 20% are in managerial and leadership roles. 
In 2017 and 2018 most women returned to work after maternity leave. The number of women on maternity leave is small and therefore a small number of people choosing not to return has a big impact in terms of percentage.  Everyone returned to work at the same grade.  45% of women returning chose to reduce their working hours and this is something that our policies support.
Gender Pay GapThe gender pay gap is the difference between men’s and women’s average earnings across an organisation or the labour market. It is expressed as a percentage of men’s earnings.
In the UK, there is an overall gender pay gap of 18.1%.
As a rule, a difference of 5% or more, or any recurring differences of 3% or more merit further investigation.






The table below outlines our gender pay gap by grade:
	

Grade
	

Pay gap
	
	
	
	
	

	
	
	
	
	
	
	

	Grade 10
	3.16%
	
	 
	women earn less than 3% more than men

	Grade 9
	1.19%
	
	 
	women earn above 3% more than men

	Grade 8
	1.00%
	
	 
	women earn above 5% more than men

	Grade 7
	0.51%
	
	 
	
	
	

	Grade 6
	2.38%
	
	 
	men earn less than 3% more than women

	Grade 5
	0.82%
	
	 
	men earn above 3% more than women

	Grade 4
	1.49%
	
	 
	men earn above 5% more than women

	Grade 3
	1.18%
	
	
	
	
	

	Grade 2
	5.73%
	
	


	Grade 1
	4.02%
	
	
	
	
	

	Graduate
CEO
	
	
	


Our gender pay gap by year (mean calculation)

	
	 
	
	2013
	2015
	2017
	2019

	Overall pay gap
	13.05%
	
	18.75%
	17.58%
	14.67%
	[bookmark: _Hlk529260298]13.05%




· We’ve calculated the gender pay gap as the average (mean) difference in hourly pay.
· The gender pay gap is 13.05% which is down from 14.67% from 2017.
· 7 of our grade pay gaps have improved.
· 3 grade gaps have widened marginally, all by less than 1%.  
· Most of the pay gaps are in favour of men and generally they have longer time in grade.  Where this isn’t the case, the time in grade is broadly similar and the gap is less than 1%.
· Only one pay gap is above 5% and this is at our leadership grade 2.  The gap is in favour of men. Our analysis shows this gap is due to employee movement.  There have been more women new to grade than men, and we appoint new starts at the band minimum in line with our pay guidelines.  The small number of women in this grade affects the female hourly rate and widens the gender gap.  However, this will decrease as these new starts progress along the salary band.  When we recalculate the gap at this grade excluding the new starts, it reduces to 1%.
· There are 2 further gaps which are more than 3% (grade 1 and 10). The gaps are also due to gender with the lower paid having a shorter time in grade as we appoint new hires at the bottom of the band. So, for example, at grade 10 the gap is in favour of women. The female average time in grade is longer than men’s, and this affects the female average pay.


Race

In the UK today, people from a minority ethnic background are under-represented at every management level in the workplace (Business in the Community 2015).  While this can sometimes reflect broader inequalities in society, employers should be aware of the causes of race inequality which may be different to the causes of gender inequality. These include recruitment, promotion, succession planning and processes that indirectly discriminate against ethnic groups. For example, this may include stereotyping or having qualifications that are not recognised by employers.

We have used the current Census categories (Scottish Census 2011) for race as they allow for consistency of benchmarking.  Given the small numbers, we have rolled up the data to help with our analysis.






The table below shows the ethnic profile of our staff:
	Grade
	Headcount

	
	White Scottish, British or Irish 
	Other white
	Black / minority ethnic
	Prefer not to respond
	Total

	Grade 10
	14
	
	
	*
	*

	Grade 9
	70
	*
	*
	10
	85

	Grade 8
	60
	*
	*
	*
	75

	Grade 7
	63
	
	*
	*
	68

	Grade 6
	434
	12
	18
	44
	508

	Grade 5
	137
	*
	*
	11
	153

	Grade 4
	109
	*
	*
	*
	124

	Grade 3
	55
	
	
	*
	*

	Grade 2
	13
	*
	
	*
	16

	Grade 1 & CEO**
	*
	
	
	*
	*

	Graduate
	
	
	
	
	

	Total
	960
	24
	32
	99
	1115

	% SE
	86.1%
	2.2%
	2.9%
	8.9%
	


** Grade 1 and CEO grades have small populations and have been merged in the above data for confidentiality.


· There is a significant number of employees who either prefer not to respond or have submitted a blank return.  This limits any meaningful analysis.
· There are small numbers in the categories ‘other white’ and ‘black/minority ethnic’ makes it difficult to carry out detailed analysis. 
· Without detailed analysis, it is difficult to draw significant conclusions.  
· There is no significant change since our 2017 report.
· 86.1% identify as “White Scottish, British and Irish”, 2.2% identify as “Other white”.
· 2.9% are black/minority which is low compared to the Scotland 2011 census where nearly 4.2% of people are black/minority.  While we have improved by 0.4% on 2017, representation of black/minority is lower than at country level, using Census figures.
· As noted in the gender section above, we have had limited recruitment since our last report so there has been limited scope to change the profile of our organisation.  To ensure that that the recruitment we have is fair, we have rolled out unconscious bias training across the organisation.
· There are no black/minority employees at leadership level (grades 3 and above).
· Most black/minority employees are at our professional grades (65.2%) which is roughly in line with our overall population (at organisational level about 60% of our employees are at this grade.)
· We would like to improve the data that we hold.  Our HR system is being upgraded this year and once this has been done we will ask all employees to submit an updated equality return.
· Our action plan will continue to address the low representation of black/minority and other white ethnic groups within our leadership grades and across the organisation.



Disability

Research consistently finds that disabled people are less likely to be in employment than non-disabled people and when employed they receive, on average, lower pay (EHRC 2017). The causes of the disability pay gap are complex, and can include lower levels of education or reduced ability to work full time (EHRC 2017). 

We are a Disability Confident Employer.  The Disability Confident scheme is run by the Department for Work and Pensions and supports employers to make the most of the talents disabled people can bring to the workplace.  As part of this, we guarantee an interview to all disabled applicants who meet the minimum criteria.  This allows us to draw from the widest possible pool of talent.

This table shows our profile by disability:

	Grade
	Headcount

	 
	Declared Disability
	No Disability Declared
	Prefer not to respond
	Total

	Grade 10
	*
	19
	
	*

	Grade 9
	*
	76
	*
	85

	Grade 8
	*
	67
	*
	75

	Grade 7
	*
	59
	*
	68

	Grade 6
	34
	425
	49
	508

	Grade 5
	10
	132
	11
	153

	Grade 4
	11
	102
	11
	124

	Grade 3
	*
	47
	*
	58

	Grade 2
	
	14
	*
	*

	Grade 1 & CEO
	*
	*
	*
	*

	Graduate
	
	
	
	

	Total
	75
	945
	95
	1115

	% SE
	6.73%
(7.02%)
	84.75%
(84.17%)
	8.52%
(8.81%)
	100%
(100%)


** Grade 1 and CEO grades have small populations and have been merged in the above data for confidentiality.

· There is a significant number of employees who either prefer not to respond or have submitted a blank return.  This limits any meaningful analysis.
· There is a small number of employees declaring a disability which makes it difficult to carry out detailed analysis. 
· Without detailed analysis, it is difficult to draw significant conclusions.  
· There is no significant change since we reported in 2017.
· The overall percentage of employees with a declared disability is low compared to the Scottish Census figure of 20%. 
· Most employees with a declared disability are in grades 6, 5 and 4, our professional and managerial grades.
· 8% of people with a declared disability work part time.  This compares with 18.3% for the organisation overall.  The numbers are too small to draw any conclusions.

Our future activity will include:

· Build on our continuing progress with our pay gap. We have clear pay guidelines and monitor pay decisions, reporting twice a year to our executive leadership team.
· [bookmark: _Hlk529354745]We understand that occupational segregation contributes to the gender pay gap and we will continue to address this in our action plan.
· If our population remains static due to limited recruitment, progress on our pay gap may slow down as employees reach the maximum of their pay band.
· We will improve the data that we hold. This will help to improve our analysis of race and disability.
· Our action plan will continue to address the low representation of black/minority and other white ethnic groups within our leadership grades and the organisation as a whole.
· Our action plan will continue to address low representation of employees with a declared disability.

4. Service provider outcome progress 
We presented two outcomes for our services in our 2017 Mainstreaming Report:
Outcome 1: Business ownership of companies who have taken up our service for the first time (meeting SE’s growth criteria) are in line with Scottish data for gender, disability, race and age.

A decision was taken to use event participation as the main information gathering point, because that’s where most people come into our services for the first time.
A specific question was added to all post-event surveys and the results indicate that, for those filling in the survey, 32% were new customers for the organisation. And, of those new customers filling in the equality question, 24% were businesses led by women, 58% by older people, 9% by those from an ethnic minority. None were led by younger people, or by those with a disability.
This survey has been in place for a limited time and the sample size is too small to form the basis for any longer-term decisions. We will therefore be looking at other ways of gathering data so that we can have a more robust platform for decision making.
[bookmark: _Hlk532990669]As reported in our last mainstreaming report we have been looking at a better way of gathering equality and diversity data, following a change in our systems, as well as the need to ensure that all data gathering is compliant with the new data regulations which came in last year. This has taken some time to put in place because it’s been difficult to ascertain when a company is accessing our services for the first time. 
Significant effort will be put in during 2019/20 to address areas which have been highlighted by the survey responses: companies being led by young people (16-25 years old), women, those from ethnic minorities and those with disabilities.
Services and initiatives supporting delivery of this outcome:
In order to tackle the issues highlighted by our surveys, we have put in place an action plan to tackle the specific areas. This plan is available on request, includes our other outcomes and, is reviewed by plan owners and SROs every two months.
As highlighted in our 2017 report we will continue to:
· Target young people through encouraging recipients of Regional Selective Assistance to develop an Invest in Youth Policy including at leadership level.
· Develop Co-operative business models working, in particular, with Women’s Enterprise Scotland.
· Extend our Business Mentoring programme which supports a significant percentage of women-led businesses.

New initiatives for 2018/19:
We will be promoting our services more proactively to organisations such as Women’s Enterprise Scotland (WES), who are working with under-represented groups. In addition, we have seconded a member of staff to work with WES to strengthen the national support for women in business, and making the links with SE even stronger.
We will be playing an active role in the Scottish Government’s initiative to have more disabled people in employment, leadership and business start-ups. This will involve upskilling our advisors to promote the benefits as a way of attracting more disabled people. Additionally, we are assisting the Government to make the enterprise support system work better for Minority Ethnic groups. This will allow us to tap into the potential of ME entrepreneurs based on research which highlights apparent barriers ME communities face when trying to start new businesses.

All our new online services are being designed to meet the Government’s digital service standard which should ensure that all customers should be able to access our services easily. We are also looking at digital assistance for those groups who may have difficulties.
Supporting activity

The following initiatives provide evidence of proactive support for this outcome.

Principally Woman 

SE’s pilot ‘Principally Women’ programme adopted a novel approach to unlocking growth in women led businesses by combining an understanding of personal life stages, opportunity and ambition with confidence building, support and training. Over the programme the cohort of nine women principals went through a programme that created personal space for self-reflection and discussion around issues blocking growth in the business. The participants expressed a variety of benefits from a ‘real light bulb moment in investing time in me, how I sell myself and the work I do’ through to increased confidence as leaders and a new strategic vision – ‘it felt fresh, person oriented, targeted at the needs of the group, it wasn’t a box ticking exercise.  They (SE) have taken a risk here and are experimenting and learning as they go. Those running it were engaged, they knew their audience and their content and kept in contact as we went along’.  Topics covered were:
· Deep dive self reflection
· Women & Leadership
· Coaching
· Family event
· Pitching
· Positive relationships
· Seal the Deal (sales)
· Creativity and team engagement
One of the unexpected highlights was the group became a safe space to talk about their challenges - vital when they had to be the face of ‘strong leadership’ to everyone around them, particularly those who might doubt their merit or who hadn’t worked with senior women before.  A “bond of trust” formed between the group making it easy to share and support business issues. ‘Please continue with this program. It is different and powerful in being in a physiological safe place to share and talk about our stories and journeys with likeminded individuals’. The important point is it is a leadership programme led by women for women and it is this which what was really valued by the participants and differentiated it from other routine leadership programmes.  The pilot completed in August 2018 and cconsideration is being given to funding a further cohort.
 
Grey Matters

Grey Matters is an initiative that looks to attract and engage with recently redundant senior executives from the Oil and Gas sector, to encourage collaboration between skilled people and inspire and catalyse new oil and gas based ventures in Scotland. It is hoped that this will help strengthen the North East and Scottish economy. The programme consists of a course, focussed on introducing the concepts of ideation and entrepreneurship, exchanging ideas that the cohort has for new businesses and building teams around those businesses. This is followed by supporting the teams with the skills that will be required to build a high growth business and includes establishing further clarity on their business idea. At the end of this teams will have a solid business plan that can be presented to an invited audience of investors, potential business partners and ecosystem support agencies. The first two cohorts of Grey Matters have created nine new companies and the latest course has just been launched.

Women in Tourism

Women In Tourism (WIT) was created in June 2015 by a small group of destination leaders who are all passionate about the Scottish tourism industry and recognise both the challenges and opportunities for women within the sector. The founding principles of WIT are to inspire, motivate, encourage and support women across the sector; while advocating for greater gender balance across leadership roles within the industry. While created in Scotland, the ambition is to deliver continued development and establish recognition as a global example of best practise, with the creation of international ‘Chapters’.  This will result in a global framework for mentoring, inspiring and developing future female tourism leaders. 

The group carried out and published Europe’s largest piece of gender focused research in to women in the sector in 2016 – this will be updated in 2019. To celebrate emerging leaders in the sector, in early 2018 WIT recruited and mentored a young Board member, Julia MacGregor, as part of the Scottish Government’s Year of Young People campaign. Julia led in the development and delivery of the organisation’s first conference in November last year, attracting 110 attendees – over 50% of whom were women under 30. The conference focused on career progression, leadership and mentoring. Much of the focus was on the changing business dynamics driven by millennial workers and how the best employers were maximising flexible working and team members with multiple jobs. A final success to round off 2018 was the groups Top 100 women in Tourism awards. Recognising women from across the UK and across the sector for their inspiration and dedication to their roles and helping ensure progress of others.



Outcome 2: Build the number of account managed companies (meeting SE’s growth criteria) led by women, ethnic minorities, young and disabled people.

SE continues to ensure that all its services and support are available to all appropriate companies.  As part of this effort we were seeking to identify those companies led by females, disabled people, young and ethnic minorities to provide a baseline. In our Business Plan, we have committed to ensuring that Inclusive Growth is an integral part of all our activity, and our services. This has been strengthened with a number of tracking measures which will support this and the outcome above. These include the number of businesses led by women as well as account managed businesses adopting responsible business practices. 
The exercise to gather the baseline information was delayed as we sought guidance that our planned approach to gather this data would be fully compliant with the new GDPR regulations which were implemented in 2018.  We now have an agreed approach which ensures we are fully compliant in this regard and will seek to report our progress and any actions needed to address under representation for the next mainstreaming report. 

Supporting Activities
Work which supports this outcome include:
Workplace Innovation Service 

Since the launch of the service in 2016, Scottish Enterprise has embedded the principles of Fair Work throughout the content of our SME management and leadership programmes, which saw 43% of participants in 17/18 being female, rising in 18/19 to 46% (as at November 2018).  56 Workplace Innovation Fund projects were approved, encouraging the implementation of good practice in relation to culture; values and diversity in the workforce.  In 2019, we will launch a new Values Based Leadership programme which amongst other things will encourage businesses to consider alternative and inclusive business models.

Business Pledge/IG Ambassadors Group 

We continue to promote the Business Pledge to our account managed companies.  Internally within SE we have an Inclusive Growth Ambassador Group which includes account managers from across Scotland. This group works with our partners, such as the Scottish Government for a complementary approach to promote the understanding and benefits of Inclusive Growth and the Business Pledge to account managed companies.  This group also takes a proactive role to promote inclusive growth among their own teams and act as a conduit with their teams sharing feedback and good news stories to continually reinforce these benefits.  The initial focus was on creating content on our intranet pages and mapping out resources to enable account managers to enhance their IG conversation with their companies. However, the emphasis has shifted and is now focused on the understanding and awareness of the benefits of the Scottish Business Pledge (i.e. understanding the detail around each elements of the Pledge so that we can share resources with their teams and update them on relevant developments). 

We have been actively advising on the Government’s current review of the Business Pledge. This has been informed by the Account Manager’s six monthly review on the number of companies signing up to the pledge and making progress with each of the elements. Latest analysis from February 2018 shows that the Invest in Youth commitment has risen by 11% and the Diversity in Workforce and Leadership element has risen by 16%. This element still remains the least popular and is likely to be addressed by the Government’s review.

Removing barriers to women advancing in companies will also help this outcome. The recent announcement in the Scottish Government’s Programme for Government, to ensure transparency in gender pay gap reporting in our Regional Selective Assistance and other large job-related grants, will help focus greater attention on factors which will help address the pay gap, including support for more women to progress in to more senior positions.

Company examples of our work which support both our outcomes by encouraging disadvantaged people into the workforce include:

Barclays
Barclays has announced plans to develop a new campus at Buchanan Wharf, Glasgow, which will provide a state-of-the-art workplace for the bank’s functions, technology and operations teams.
With cutting-edge technology and design, this world class working environment will help the bank deliver outstanding services to customers and clients by fostering innovation and collaboration. The campus will play a pivotal role in the execution of Barclays’ long-term strategic priorities and will be one of a small number of key global sites.
Barclays has agreed to purchase the campus development from Drum Property Group Ltd and is currently working with them to finalise the design of the new facility as part of the wider Buchanan Wharf development. It is expected that, once completed, the campus will be able to accommodate up to 2,500 additional roles, doubling Barclays’ current workforce in Scotland and making the bank one of Glasgow’s biggest commercial employers.
The funding grant provided by Scottish Enterprise states that at least 42 per cent of the new jobs will be high value, and at least 341 will be for disadvantaged workers or those who have a disability.
First Minister of Scotland, Nicola Sturgeon said, “This is a project that will be transformational for Glasgow, creating up to 2,500 new jobs in the heart of the city. 

“The new campus will strengthen Glasgow’s financial services sector and shows Scotland continues to be a highly attractive location for inward investment. 

“I am particularly pleased that as part of this investment, Barclays has committed to employing local people who often face barriers into work, including those with disabilities and young people.”
Previse/Auticon

Scotland’s Fintech sector has attracted nearly £37 million investment over the last 10 years with an emerging ‘ecosystem’ which brings start-ups, large firms, universities and the public sector together.   Previse, a leading Fintech company, based in London have recently opened two offices in Scotland – Glasgow and Edinburgh - demonstrating Scotland’s credentials as a location for inward investment.  Previse secured an £800,000 Scottish Enterprise grant to set up a new development centre to create 37 new data science jobs. As part of this commitment to create a hub of data science and innovation in Scotland, the company recently partnered with social enterprise Auticon UK, an IT consultancy.  All Auticon consultants are on the autism spectrum and the company works to increase opportunities in tech jobs for autistic adults.  Previse has expanded rapidly in the last few months, with staff numbers growing continually. Due to the nature of their innovative business, Previse has managed to attract new talent to Glasgow, offering high value careers. Long term, it is passionate about developing Glasgow as a talent hub for FinTech.  As well as employing Auticon consultants, Previse has provided opportunities for young people among its team of data scientists.  

E & O Laboratories Ltd 
Four years ago E&O Laboratories Ltd was a successful woman led small business, based at a converted farm in central Scotland.  Today, with the help of an RSA grant, the company has opened a new production facility in Cumbernauld, increasing its employees from 70 to over 100, and is looking to double in size over the next 3 years.

Virginia Lucey, is the Managing Director and owner of the business which she founded in 1989 from a family partnership “Equine and Ovine Blood Products”. The company has diversified to be the UK’s largest privately owned, manufacturer of Ready-to-use Culture Media. It also manufactures an extensive range of Dehydrated Culture Media and related Antibiotic Supplements along with donor Animal Blood and Serum. 
Virginia says, “It’s highly unusual for a successful IVD (In Vitro Diagnostic) manufacturer such as ours to be based on a farm, along a single track road in rural Scotland, but that’s where we established and grew the business. We have always enjoyed being quirky and different. It is one of the reasons why we have been successful. We’ve achieved an incredible amount already, and the recent developments will enable further growth into new markets.”
The new facility at Westfield in Cumbernauld is designed for high volume production and creates capacity for the business to grow. “We certainly couldn’t have taken on this project without the RSA grant. We purchased the building when prices were low, as the country was just beginning to recover from recession. Support from Scottish Enterprise was essential to help us with the cost of the fit-out. It has enabled us to create a state-of-the-art production environment with clean rooms, sterilisation equipment, and extensive cold storage and logistics facilities.”
The company headquarters continue to be at the farm at Burnhouse. “The fact that we now have manufacturing capabilities in two locations is crucial for our growth, as many of the contracts we supply demand high levels of disaster recovery planning. Having back-up manufacturing capabilities allow us to compete for contracts that we were previously excluded from.”
“With manufacturing capacity in place, the next stages are to focus on growing our sales and marketing, expanding our business here in the UK and our export markets across the globe.”

Lazyday Foods 
Sally Beattie and Emer Bustard set up Lazyday Foods because they were passionate about seeing gluten-free and dairy-free cakes on the market. And they wanted them to be made from high quality natural ingredients.

The thirteen year journey started in their home kitchens where they created “free from” products to sell at farmers’ markets. Today they employ 73 people and have contracts with many of the UK’s major supermarkets. The company is now based in modern premises at Harthill, North Lanarkshire.

With a third of the workforce under 30, the team at Lazyday Foods has youth and energy on its side, but this hasn’t happened by accident. Sally and Emer focus not only on their passion for their products, but also on their desire to create a workplace where they would choose to spend time themselves.

Emer says, “Right from the start we have employed young people and have seen the passion and commitment that they bring. We’re also delighted that many of them have stayed with us. For example, our production manager, Anna, is 26. She joined us in her teens and has worked her way up to that role.”

When Lazyday was looking to scale up the manufacturing and explore new product ranges the company applied for an RSA grant. Sally explains, “We have always had a clear ambition to grow the business and the grant helped us make the leap to secure much larger premises, increase our production capacity and more than double our staff. 

The grant also supported the company to develop and implement their youth programme. A key aspect of their approach is a mentoring scheme. Emer comments, “Linking a young employee with someone more experienced benefits everyone.  The older employees enjoy sharing their experience and the younger team members bring enthusiasm and openness to change.

“We definitely benefit from having a great cross-section of people working here. We are committed to diversity and equality and see the results in the positive atmosphere in the workplace. Our youth programme – and the youth policy that support it – is just an aspect of that.”

[bookmark: __DdeLink__4757_2091081370]Julia Brown HR Manager, joined the company a year ago. She says, “It was clear to me immediately that there was something different about the business. The inclusive attitude permeates every area – it’s a core value, not just something people pay lip-service to.”

Sally concludes, “There has been huge growth in the “free from” sector since we launched and this has helped us, but so has a strong work ethic and the belief that we can do it. As mums with young children it has meant a lot of hard work, but that is a positive value to share with our families. Our children are proud of what we’ve achieved and excited when they see the products in the shops or at the school cafe.”

5. Procurement  

Scottish Enterprise considers equality throughout its tender processes and complies with all legislation. We ask suppliers to provide details of any equality policies and systems that they have in place that will be used when delivering the contract. Guidance from the Procurement Reform (Scotland) Act 2014 ensures our focus is on equality. Our Procurement Strategy has been informed by this Act and since April 2016 has been published alongside our current regulated contracts register and our forward procurement plan. This advises suppliers when Scottish Enterprise contracts will be procured and assist them in bidding for the work. 

In line with these regulations, our policy is to advertise tender opportunities with a value of £50K or greater, ex. VAT, on the Public Contracts Scotland portal. This provides greater transparency in our procurement processes and allows suppliers to identify sub-contracting opportunities. In addition to this, our tender strategies are designed to promote SME participation wherever possible. Our terms and conditions have been simplified and share risks with our suppliers in a more equitable manner, as well as being easier to understand. We contract with supported businesses (defined as employing mainly disabled or disadvantaged people), where appropriate, and encourage the procurement of fairly and ethically traded goods and services where relevant. 

Community benefits are a key area of the Procurement Reform (Scotland) Act 2014 and the Procurement (Scotland) Regulations 2015. Scottish Enterprise continues to promote the use of Community Benefit Clauses within procurement exercises where relevant and proportionate to the contract, and ensure such clauses are considered within all contracts over £50K in value. Since the implementation of these regulations we have revised our procurement processes to encourage suppliers to consider how they can contribute to improving social, economic and environmental wellbeing elements where relevant in delivering the contract. These contributions are extremely varied, and can range from training opportunities such as apprenticeships to promoting careers to school children from disadvantaged areas.

We are committed to promoting the use of the Real Living Wage and we work to ensure no inappropriate use of zero hours contracts within our contracts. We have strengthened our Equality Impact Assessment approach by including this in all our procurement processes. 

We have also embedded the Scottish Government Sustainability Test into the strategy stage for all procurements over £50k, ex. VAT, which further considers equalities, community benefits and fair work practices. We have improved the monitoring information that we collect to include information on contracts awarded to women led organisations along with making a declaration in respect to Real Living Wage, zero hour contracts and whether they are Scottish Business Pledge accredited.   








	
6. Scottish Enterprise Board Diversity
The Equality Act (Specific Duties) (Scotland) Amendment Regulations 2016 came into force on 18 March 2016.  This requires us as a listed authority to provide information on:

· the number of men and women who have been members of the Board during the period covered by the report, and
· sign-posting the action we propose to take in the future to promote greater diversity of Board membership

The gender breakdown of our board during the period covered by this report is as follows:

	Time Period
	Total number Board members (Excluding CEO)
	Number of males
	Number of females

	From April 2017 until October 2017 

	8
	5
	3

	From November 2017 to February 2018
	8
	5
	3

	From March 2018 to September 2018
	7
	5
	2

	From October 2018 until December 2018

	10
	6
	4

	January 2019
	9
	5
	4


 

In 2017, we reported that our board had reached parity. We consider a balanced board where males or females reach 5.  Exact balance cannot be achieved when there are nine members which was the case at the time and presently. 

The Board had reduced parity during the previous two years, however it is now back in balance following recent recruitments. This achievement was supported by senior level commitment during the appointments process, and to ensure this work continues we have convened a working group to focus on this. The group welcomes The Gender Representation on Public Boards (Scotland) Act 2018 and look forward to receiving guidance on the new requirements to have a balanced Board by the end of 2022 when the legislation comes in to force in Spring 2019. Actions around recruitment, training, mentoring and having gender friendly board operation are already underway in response to implementing this new legislation.

7. Fairer Scotland Duty and Human Rights
The Duty asks listed public authorities and agencies, including Scottish Enterprise, to do more to tackle inequalities caused by socio-economic disadvantage. This is in the context of a greater focus on wellbeing and inclusive growth in the Scottish Government’s purpose. The Duty aims to make sure strategic decisions are carefully assessed. Strategic decisions are usually made at board level and include, for example, an economic development strategy, or an annual budget setting out key investment choices. Put more simply SE must demonstrate how it aims to tackle disadvantage in the delivery of its business plan.

We have now finalised our procedures and guidance with a working group and upskilled equality champions. The requirements is included in our project lifecycle which guides project development and we have raised awareness of the needs with relevant teams. The methodology has been applied to approvals developed from January onwards. Assessments are included in board papers allowing them to be published externally once reviewed by the Board. We will share our experience with a National Coordinator appointed by the Government and the Equality & Human Rights Commission. Any learning from other public bodies could also help refine our approach.
On Human Rights, we are responding to Ministers’ guidance on carrying out human rights due diligence on large FDI projects. We are using an OECD framework on due diligence which will cover assessing:


· The sector for sensitivity.
· The geography the enquiry is coming from and its record on human rights.
· Products and supply chains.
· Individuals and the enterprise for human rights issues.

This has resulted in a checklist for colleagues to carry out effective due diligence and we are working with Highlands & Islands Enterprise and the Scottish Government to raise awareness of this process and provide training to colleagues. 

Regarding our overall approach, we continue to work with the Scottish Government on a ‘Human rights and business action plan’ in collaboration with HIE and the Scottish Human Rights Commission. The first stage, a national baseline assessment of the understanding and activity around business and human rights is now complete. The action plan (subject to Ministers’ approvals) will likely focus on:

· Providing awareness of human rights and business for clients and colleagues.
· Developing resources (web and training) on how business can address human rights when operating or sourcing from overseas.
· Developing one to one support for companies with specific human rights enquires.

8. Conclusion

We have been encouraged by how much equality has been mainstreamed over the past two years, a process which has been helped by the strong focus on Inclusive Growth as a driver for sustainable economic growth. Many colleagues have been actively involved in driving equality and diversity in their day jobs which is a primary objective of mainstreaming. We are particularly pleased with:

· Continued reduction with our gender pay gap.
· Our Board has re-achieved gender parity.
· On-going progress with the number of Account Managed companies complying with the elements of the Scottish Business Pledge.
· Pro-active initiatives such as Principally Women and Women in Tourism which have contributed to our outcomes.

Much has been achieved during this period and we are committed to building further on our achievements as we develop our equality activities in future years. This will be enhanced by legislation such as the Fairer Scotland Duty which brings even greater focus to our work.

We will continue to make sure that our work with companies, sectors and partner agencies not only complies with legislation but goes further to embrace the economic benefits that the approach can bring. This will focus on actions around our outcomes and associated measurable achievements for our colleagues and the businesses and communities we work with.



APPENDIX 1 – EMPLOYMENT STATISTICS

Gender

	
	2014
	2015
	2016
	2017
	2018

	Female
	659
	708
	695
	670
	653

	Male
	495
	506
	491
	475
	462

	Total
	1154
	1214
	1186
	1145
	1115



	 
	2014
	2015
	2016
	2017
	2018
	Census 2011

	Female
	57.1%
	58.3%
	58.6%
	58.5%
	58.6%
	51.6%

	Male
	42.9%
	41.7%
	41.4%
	41.5%
	41.4%
	48.4%








Disability

	
	2014
	2015
	2016
	2017
	2018

	Disabled
	91
	88
	83
	77
	75

	Not Disabled
	954
	1017
	998
	970
	945

	Prefer No to Respond
	109
	109
	105
	98
	95

	Total
	1154
	1214
	1186
	1145
	1115




	
	2014
	2015
	2016
	2017
	2018

	Disabled
	7.9%
	7.2%
	7.0%
	6.7%
	6.7%

	Not Disabled
	82.7%
	83.8%
	84.1%
	84.7%
	84.8%

	Prefer No to Respond
	9.4%
	9.0%
	8.9%
	8.6%
	8.5%







Day to Day Limitations

	
	2014
	2015
	2016
	2017
	2018

	Day-to-day activities limited a lot
	0
	0
	0
	0
	0

	Day-to-day activities limited a little
	40
	40
	38
	35
	33

	Day-to-day activities not limited
	1023
	969
	919
	884
	847

	Prefer not to respond
	91
	205
	229
	226
	235

	Total
	1154
	1214
	1186
	1145
	1115





	 
	2014
	2015
	2016
	2017
	2018
	Census 2011

	Day-to-day activities limited a lot
	0.0%
	0.0%
	0.0%
	0.0%
	0.0%
	9.68%

	Day-to-day activities limited a little
	3.5%
	3.3%
	3.2%
	3.1%
	3.0%
	10.07%

	Day-to-day activities not limited
	88.6%
	79.8%
	77.5%
	77.2%
	76.0%
	80.26%

	Prefer not to respond
	7.9%
	16.9%
	19.3%
	19.7%
	21.1%
	0.00%









Ethnic Origin

	
	2014
	2015
	2016
	2017
	2018

	White (Inc White Other & White - Scottish, British or Irish)
	1039
	1079
	1050
	1013
	984

	Any other Mixed or Multiple ethnic groups
	*
	*
	*
	*
	*

	Asian, Asian Scottish or Asian British
	15
	16
	16
	17
	18

	African, African Scottish or African British
	*
	*
	*
	*
	*

	Prefer not to respond
	84
	105
	106
	100
	99

	Caribbean or Black
	*
	0
	0
	*
	*

	Other Ethnic Group
	*
	*
	*
	*
	*

	Total
	1154
	1214
	1186
	1145
	1115



	 
	2014
	2015
	2016
	2017
	2018
	Census 2011

	White (Inc White Other & White - Scottish, British or Irish)
	90.0%
	88.9%
	88.5%
	88.5%
	88.3%
	95.8%

	Any other Mixed or Multiple ethnic groups
	0.2%
	0.2%
	0.3%
	0.3%
	0.3%
	0.4%

	Asian, Asian Scottish or Asian British
	1.3%
	1.3%
	1.3%
	1.5%
	1.6%
	2.8%

	African, African Scottish or African British
	0.5%
	0.5%
	0.5%
	0.5%
	0.4%
	0.6%

	Prefer not to respond
	7.3%
	8.6%
	8.9%
	8.7%
	8.9%
	0.0%

	Caribbean or Black
	0.1%
	0.0%
	0.0%
	0.1%
	0.1%
	0.1%

	Other Ethnic Group
	0.6%
	0.4%
	0.4%
	0.4%
	0.4%
	0.3%



















Age

	
	2014
	2015
	2016
	2017
	2018

	16-19
	16
	*
	*
	*
	*

	20-24
	34
	45
	34
	23
	18

	25-29
	64
	67
	71
	55
	39

	30-44
	419
	443
	415
	397
	373

	45-59
	541
	568
	575
	575
	579

	60-64
	67
	71
	69
	70
	77

	65 +
	13
	14
	18
	23
	25

	Total
	1154
	1214
	1186
	1145
	1115




	 
	2014
	
2015
	
2016
	2017
	2018
	Census 2011

	16-19
	1.4%
	0.5%
	0.3%
	0.2%
	0.4%
	6.1%

	20-24
	2.9%
	3.7%
	2.9%
	2.0%
	1.6%
	8.3%

	25-29
	5.5%
	5.5%
	6.0%
	4.8%
	3.5%
	7.9%

	30-44
	36.3%
	36.5%
	35.0%
	34.7%
	33.5%
	24.1%

	45-59
	46.9%
	46.8%
	48.5%
	50.2%
	51.9%
	25.5%

	60-64
	5.8%
	5.8%
	5.8%
	6.1%
	6.9%
	7.7%

	65 +
	1.1%
	1.2%
	1.5%
	2.0%
	2.2%
	20.3%





















Religion and Belief

	
	2014
	2015
	2016
	2017
	2018

	Church of Scotland
	298
	307
	300
	285
	280

	Roman Catholic
	184
	193
	190
	184
	173

	Other Christian
	59
	60
	52
	51
	46

	Buddhist
	*
	*
	*
	*
	*

	Hindu
	*
	*
	*
	*
	*

	Jewish
	*
	*
	*
	*
	*

	Muslim
	*
	*
	*
	*
	*

	Sikh
	*
	*
	*
	*
	*

	Other Religion
	11
	11
	11
	11
	12

	No Religion
	401
	419
	413
	403
	394

	Prefer not to respond
	183
	206
	203
	194
	193

	Total
	1154
	1214
	1186
	1145
	1115




	 
	2014
	2015
	2016
	2017
	2018
	Census 2011

	Church of Scotland
	25.8%
	25.3%
	25.3%
	24.9%
	25.1%
	32.12%

	Roman Catholic
	15.9%
	15.9%
	16.0%
	16.1%
	15.5%
	15.58%

	Other Christian
	5.1%
	4.9%
	4.4%
	4.5%
	4.1%
	5.14%

	Buddhist
	0.3%
	0.3%
	0.3%
	0.3%
	0.3%
	2.04%

	Hindu
	0.2%
	0.2%
	0.2%
	0.2%
	0.2%
	0.33%

	Jewish
	0.1%
	0.1%
	0.1%
	0.1%
	0.1%
	0.12%

	Muslim
	0.7%
	0.7%
	0.6%
	0.7%
	0.7%
	1.54%

	Sikh
	0.3%
	0.2%
	0.3%
	0.3%
	0.3%
	0.18%

	Other Religion
	1.0%
	0.9%
	0.9%
	1.0%
	1.1%
	0.27%

	No Religion
	34.7%
	34.5%
	34.8%
	35.2%
	35.3%
	36.59%

	Prefer not to respond
	15.9%
	17.0%
	17.1%
	16.9%
	17.3%
	6.87%












Sexual Orientation

	
	2014
	2015
	2016
	2017
	2018

	Bi-Sexual, Gay, Lesbian or Other
	15
	16
	14
	14
	14

	Heterosexual
	1002
	1037
	1013
	980
	953

	Prefer Not to Respond
	137
	161
	159
	151
	148

	Total
	1154
	1214
	1186
	1145
	1115




	 
	2014
	2015
	2016
	2017
	2018
	Stonewall

	Bi-Sexual, Gay, Lesbian or Other
	1.3%
	1.3%
	1.2%
	1.2%
	1.3%
	6.0%

	Heterosexual
	86.8%
	85.4%
	85.4%
	85.6%
	85.5%
	94.0%

	Prefer No to Respond
	11.9%
	13.3%
	13.4%
	13.2%
	13.3%
	0.0%








Transgender

	
	2014
	2015
	2016
	2017
	2018

	Same Gender as assigned at birth
	1050
	1015
	961
	922
	883

	Prefer not to respond
	104
	199
	225
	223
	232

	Total
	1154
	1214
	1186
	1145
	1115



No Census Data Available

	
	2014
	2015
	2016
	2017
	2018

	Same Gender as assigned at birth
	91.0%
	83.6%
	81.0%
	80.5%
	79.2%

	Prefer not to respond
	9.0%
	16.4%
	19.0%
	19.5%
	20.8%

	Total
	100.0%
	100.0%
	100.0%
	100.0%
	100.0%








Marital and Civil Partnership

	
	2014
	2015
	2016
	2017
	2018

	Single (never married or never registered a same-sex civil partnership)
	363
	386
	382
	344
	334

	Married
	736
	777
	754
	754
	735

	In a registered same-sex civil partnership*
	0
	0
	0
	0
	0

	Other / Divorced
	46
	44
	43
	41
	39

	Widowed or surviving partner from a same-sex civil partnership
	*
	*
	*
	*
	*

	Total
	1154
	1214
	1186
	1145
	1115


* note - we currently have no option for this to be selected in snowdrop thus the figure being 0, all staff this would affect are recorded as Married


	 
	2014
	2015
	2016
	
2017
	2018
	Census 2011

	Single (never married or never registered a same-sex civil partnership)
	31.5%
	31.8%
	32.2%
	30.0%
	30.0%
	35.8%

	Married
	63.8%
	64.0%
	63.6%
	65.9%
	65.9%
	44.9%

	In a registered same-sex civil partnership*
	0.0%
	0.0%
	0.0%
	0.0%
	0.0%
	0.2%

	Other / Divorced
	4.0%
	3.6%
	3.6%
	3.6%
	3.5%
	11.4%

	Widowed or surviving partner from a same-sex civil partnership
	0.8%
	0.6%
	0.6%
	0.5%
	0.6%
	7.7%

















Maternity

	
	2013
	2014
	2015
	2016
	2017
	2018

	On maternity leave
	24
	26
	24
	25
	41
	39

	Returned to work
	17
	22
	18
	25
	39
	17

	Did not return 
	0
	0
	0
	0
	*
	*

	Still on leave
	 
	 
	 
	 
	 
	21

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	No Census Data Available
	
	
	
	
	
	

	Data correct as at time of reports run each year

	
	
	
	
	
	






	Recruitment Applicants and Shortlisted - Based on number of applications per post. 

	(applicants may have applied for more than one job)
	
	

	01.01.2017 - 31.12.2017
	
	
	
	



	
	
	
	
	
	

	Disability
	Application
	Shortlisted
	

	Not Disabled
	300
	93%
	142%
	95%
	

	Disabled
	*
	*
	0
	0%
	

	Prefer not to respond
	20
	6%
	*
	*
	

	Total
	323
	100%
	149
	100%
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	Sex
	Application
	Shortlisted
	

	Female
	128
	40%
	57
	38%
	

	Male
	173
	54%
	82
	55%
	

	Prefer not to respond
	22
	7%
	10
	7%
	

	Total
	323
	100%
	149
	100%
	

	
	
	
	
	
	

	





	
	
	
	
	

	
	
	
	
	
	

	Gender reassignment
	Application
	Shortlisted
	

	Same Gender as assigned at birth
	299
	93%
	140
	94%
	

	Prefer not to respond
	24
	7%
	*
	*
	

	Total
	323
	100%
	149
	100%
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	Sexual Orientation
	Application
	Shortlisted
	

	Bi-Sexual / Gay or Lesbian / Other
	12
	4%
	*
	*
	

	Heterosexual
	267
	83%
	127
	85%
	

	Prefer not to respond
	44
	14%
	17
	11%
	

	Total
	323
	100%
	149
	100%
	

	
	
	
	
	
	

	














	
	
	
	
	

	
	
	
	
	
	

	Religion and belief
	Application
	Shortlisted
	

	No Religion
	126
	39%
	68
	46%
	

	Church of Scotland
	51
	16%
	24
	16%
	

	Roman Catholic
	33
	10%
	15
	10%
	

	Other Christian
	41
	13%
	15
	10%
	

	Buddhist
	*
	*
	*
	*
	

	Hindu
	*
	*
	*
	*
	

	Jewish
	0
	0%
	0
	0%
	

	Muslim
	*
	*
	*
	*
	

	Sikh
	*
	*
	0
	0%
	

	Other Religion
	*
	*
	*
	*
	

	Prefer not to respond
	55
	17%
	18
	12%
	

	Total
	323
	100%
	149
	100%
	

	
	
	
	
	
	

	

















	
	
	
	
	

	
	
	
	
	
	

	Age
	Application
	Shortlisted
	

	16 - 19
	*
	*
	0
	0%
	

	20 -24
	11
	3%
	*
	*
	

	25 - 29
	50
	15%
	16
	11%
	

	30 - 44
	147
	46%
	71
	48%
	

	45 - 59
	79
	24%
	38
	26%
	

	60- 64
	11
	3%
	*
	*
	

	65+
	24
	7%
	12
	8%
	

	Prefer not to respond
	0
	0%
	0
	0%
	

	Total
	323
	100%
	149
	100%
	

	
	
	
	
	
	

	

















	
	
	
	
	

	
	
	
	
	
	

	Race
	Application
	Shortlisted
	

	White - Scottish, British or Irish
	236
	73%
	123
	83%
	

	Other White
	20
	6%
	*
	*
	

	Any other Mixed or Multiple ethnic groups
	*
	*
	*
	*
	

	Asian, Asian Scottish or Asian British
	15
	5%
	*
	*
	

	African, African Scottish or African British
	14
	4%
	*
	*
	

	Arab, Arab Scottish or Arab British
	0
	0%
	0
	0%
	

	Black or Caribbean, Black or Caribbean Scottish, Black or Caribbean British 
	*
	*
	*
	*
	

	Other Ethnic Group
	*
	*
	0
	0%
	

	Prefer not to respond
	28
	9%
	10
	7%
	

	Total
	323
	100%
	149
	100%
	

	
	
	
	
	
	

	





	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	



	Recruitment Applicants and Shortlisted - Based on number of applications per post. 

	(applicants may have applied for more than one job)
	
	

	01.01.2018 - 31.10.2018
	
	
	
	



	
	
	
	
	
	

	Disability
	Application
	Shortlisted
	

	Not Disabled
	634
	92%
	317
	92%
	

	Disabled
	15
	2%
	*
	*
	

	Prefer not to respond
	39
	6%
	17
	5%
	

	Total
	688
	100%
	343
	100%
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	Sex
	Application
	Shortlisted
	

	Female
	383
	56%
	207
	60%
	

	Male
	261
	38%
	111
	32%
	

	Prefer not to respond
	44
	6%
	25
	7%
	

	Total
	688
	100%
	343
	100%
	

	
	
	
	
	
	

	





	
	
	
	
	

	
	
	
	
	
	

	Gender reassignment
	Application
	Shortlisted
	

	Same Gender as assigned at birth
	650
	94%
	325
	95%
	

	Prefer not to respond
	38
	6%
	18
	5%
	

	Total
	688
	100%
	343
	100%
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	Sexual Orientation
	Application
	Shortlisted
	

	Bi-Sexual / Gay or Lesbian / Other
	18
	3%
	*
	*
	

	Heterosexual
	584
	85%
	288
	84%
	

	Prefer not to respond
	86
	13%
	46
	13%
	

	Total
	688
	100%
	343
	100%
	

	
	















	
	
	
	

	
	
	
	
	
	

	Religion and belief
	Application
	Shortlisted
	

	No Religion
	297
	43%
	145
	42%
	

	Church of Scotland
	95
	14%
	47
	14%
	

	Roman Catholic
	106
	15%
	55
	16%
	

	Other Christian
	55
	8%
	27
	8%
	

	Buddhist
	*
	*
	*
	*
	

	Hindu
	*
	*
	*
	*
	

	Jewish
	0
	0%
	0
	0%
	

	Muslim
	*
	*
	*
	*
	

	Sikh
	*
	*
	*
	*
	

	Other Religion
	*
	*
	*
	*
	

	Prefer not to respond
	104
	15%
	58
	17%
	

	Total
	688
	100%
	343
	100%
	

	
	
	
	
	
	

	

















	
	
	
	
	

	Age
	Application
	Shortlisted
	

	16 - 19
	*
	*
	0
	0%
	

	20 -24
	43
	6%
	19
	6%
	

	25 - 29
	111
	16%
	54
	16%
	

	30 - 44
	248
	36%
	125
	36%
	

	45 - 59
	213
	31%
	111
	32%
	

	60- 64
	29
	4%
	14
	4%
	

	65+
	40
	6%
	20
	6%
	

	Prefer not to respond
	0
	0%
	0
	0%
	

	Total
	688
	100%
	343
	100%
	

	
	
	
	
	
	

	


















	
	
	
	
	

	
	
	
	
	
	

	Race
	Application
	Shortlisted
	

	White - Scottish, British or Irish
	546
	79%
	284
	83%
	

	Other White
	26
	4%
	13
	4%
	

	Any other Mixed or Multiple ethnic groups
	*
	*
	*
	*
	

	Asian, Asian Scottish or Asian British
	44
	6%
	16
	5%
	

	African, African Scottish or African British
	*
	*
	*
	*
	

	Arab, Arab Scottish or Arab British
	0
	0%
	0
	0%
	

	Black or Caribbean, Black or Caribbean Scottish, Black or Caribbean British 
	*
	*
	*
	*
	

	Other Ethnic Group
	*
	*
	0
	0%
	

	Prefer not to respond
	51
	7%
	25
	7%
	

	Total
	688
	100%
	343
	100%
	

	
	
	
	
	
	

	
	
	
	
	
	

	





	
	
	
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	
	
	

	
	
	

	
	
	
	
	
	




	
New Starts

	01.01.2017 - 31.12.2017



	
	
	
	

	Disability
	New Starts
	

	Not Disabled
	22
	100%
	

	Disabled
	0
	0%
	

	Prefer not to respond
	0
	0%
	

	Total
	22
	100%
	

	
	
	
	

	
	
	
	

	
	
	
	

	Sex
	New Starts
	

	Female
	13
	59%
	

	Male
	*
	*
	

	Total
	22
	100%
	

	
	
	
	

	
	
	
	




	

	
	
	

	
	
	
	

	Gender reassignment
	New Starts
	

	Same Gender as assigned at birth
	*
	*
	

	Prefer not to respond
	21
	95%
	

	Total
	22
	100%
	

	
	
	
	

	
	
	
	

	
	
	
	

	Sexual Orientation
	New Starts
	

	Bi-Sexual / Gay or Lesbian / Other
	*
	*
	

	Heterosexual
	13
	59%
	

	Prefer not to respond
	*
	*
	

	Total
	22
	100%
	

	
	
	
	

	
	
	
	

	
	
	
	













	Religion and belief
	New Starts
	

	No Religion
	*
	*
	

	Church of Scotland
	*
	*
	

	Roman Catholic
	*
	*
	

	Other Christian
	*
	*
	

	Buddhist
	0
	0%
	

	Hindu
	0
	0%
	

	Jewish
	0
	0%
	

	Muslim
	*
	*
	

	Sikh
	0
	0%
	

	Other Religion
	0
	0%
	

	Prefer not to respond
	*
	*
	

	Total
	22
	100%
	

	
	
	
	




	
	
	
	

	
	
	
	

	Age
	New Starts
	

	16 - 19
	*
	*
	

	20 -24
	0
	0%
	

	25 - 29
	*
	*
	

	30 - 44
	12
	55%
	

	45 - 59
	*
	*
	

	60- 64
	0
	0%
	

	65+
	0
	0%
	

	Prefer not to respond
	0
	0%
	

	Total
	22
	100%
	

	
	
	
	

	
	
	
	




	
	
	
	

	Race
	New Starts
	

	White - Scottish, British or Irish
	11
	50%
	

	Other White
	*
	*
	

	Any other Mixed or Multiple ethnic groups
	0
	0%
	

	Asian, Asian Scottish or Asian British
	*
	*
	

	African, African Scottish or African British
	*
	*
	

	Arab, Arab Scottish or Arab British
	0
	0%
	

	Black or Caribbean, Black or Caribbean Scottish, Black or Caribbean British 
	0
	0%
	

	Other Ethnic Group
	*
	*
	

	Prefer not to respond
	*
	*
	

	Total
	22
	100%
	

	
	
	
	

	
	
	
	

	






	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	

	
	
	

	
	
	
	

	
	
	
	

	New Starts

	01.01.2018 - 31.10.2018



	
	
	
	

	Disability
	New Starts
	

	Not Disabled
	24
	100%
	

	Disabled
	0
	0%
	

	Prefer not to respond
	0
	0%
	

	Total
	24
	100%
	

	
	
	
	

	
	
	
	

	
	
	
	

	Sex
	New Starts
	

	Female
	*
	*
	

	Male
	16
	67%
	

	Total
	24
	100%
	

	
	
	
	

	



	
	
	

	Gender reassignment
	New Starts
	

	Same Gender as assigned at birth
	*
	*
	

	Prefer not to respond
	23
	96%
	

	Total
	24
	100%
	

	
	
	
	

	
	
	
	

	
	
	
	

	Sexual Orientation
	New Starts
	

	Bi-Sexual / Gay or Lesbian / Other
	*
	*
	

	Heterosexual
	16
	67%
	

	Prefer not to respond
	*
	*
	

	Total
	24
	100%
	

	
	
	
	

	

	
	
	

	
	
	
	

	Religion and belief
	New Starts
	

	No Religion
	10
	42%
	

	Church of Scotland
	*
	*
	

	Roman Catholic
	*
	*
	

	Other Christian
	*
	*
	

	Buddhist
	0
	0%
	

	Hindu
	0
	0%
	

	Jewish
	0
	0%
	

	Muslim
	0
	0%
	

	Sikh
	0
	0%
	

	Other Religion
	*
	*
	

	Prefer not to respond
	*
	*
	

	Total
	24
	100%
	

	
	
	
	

	


	
	
	

	
	
	
	

	Age
	New Starts
	

	16 - 19
	*
	*
	

	20 -24
	*
	*
	

	25 - 29
	*
	*
	

	30 - 44
	13
	54%
	

	45 - 59
	*
	*
	

	60- 64
	0
	0%
	

	65+
	0
	0%
	

	Prefer not to respond
	0
	0%
	

	Total
	24
	100%
	

	
	
	
	




	

	
	
	

	
	
	
	

	Race
	New Starts
	

	White - Scottish, British or Irish
	14
	58%
	

	Other White
	*
	*
	

	Any other Mixed or Multiple ethnic groups
	0
	0%
	

	Asian, Asian Scottish or Asian British
	*
	*
	

	African, African Scottish or African British
	0
	0%
	

	Arab, Arab Scottish or Arab British
	0
	0%
	

	Black or Caribbean, Black or Caribbean Scottish, Black or Caribbean British 
	0
	0%
	

	Other Ethnic Group
	0
	0%
	

	Prefer not to respond
	*
	*
	

	Total
	24
	100%
	

	
	
	
	

	






	
	
	

	
	
	
	

	
	
	
	

	

	
	
	

	
	
	
	




	Promotions
	

	01.01.2017 - 31.12.2017



	Disability
	
	
	
	
	
	Sex
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Not Disabled
	Disabled
	Prefer not to respond
	Total
	
	
	Female
	Men
	Total
	
	
	

	Total
	33
	*
	*
	37
	
	Total
	18
	19
	37
	
	
	

	%
	89%
	*
	*
	100%
	
	%
	49%
	51%
	100%
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	Gender reassignment
	
	
	
	
	
	Sexual Orientation
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Same Gender as assigned at birth
	Prefer not to respond
	Total
	
	
	
	Bi-Sexual / Gay or Lesbian / Other
	Heterosexual
	Prefer not to respond
	Total
	
	

	Total
	33
	*
	37
	
	
	Total
	*
	35
	0
	37
	
	

	%
	89%
	*
	100%
	
	
	%
	*
	95%
	0%
	100%
	
	

	









	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	
Religion and belief
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	
	No Religion
	Church of Scotland
	Roman Catholic
	Other Christian
	Buddhist
	Hindu
	Jewish
	Muslim
	Sikh
	Other Religion
	Prefer not to respond
	Total

	Total
	16
	12
	*
	*
	0
	0
	0
	0
	0
	*
	*
	37

	%
	43%
	32%
	*
	*
	0%
	0%
	0%
	0%
	0%
	*
	*
	100%

	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	Age
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	
	16-19
	20 - 24
	25 -29 
	30 - 44
	45 - 59
	60 - 64
	65 and over
	Total
	
	
	
	

	Total
	0
	*
	*
	13
	17
	*
	0
	37
	
	
	
	

	%
	0%
	*
	*
	35%
	46%
	*
	0%
	100%
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	Race
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	
	White Scottish, British or Irish 
	Other White
	Any Other Mixed or Multiple ethnic groups
	Asian, Asian Scottish or Asian British
	African, African Scottish or African British
	Arab, Arab Scottish or Arab British
	Black or Caribbean
	Other Ethnic Group
	Prefer not to respond
	Total
	
	

	Total
	35
	*
	0
	*
	0
	0
	0
	0
	0
	37
	
	

	%
	95%
	*
	0%
	*
	0%
	0%
	0%
	0%
	0%
	100%
	
	



	
Promotions
	

	01.01.2018 - 31.10.2018



	Disability
	
	
	
	
	
	Sex
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Not Disabled
	Disabled
	Prefer not to respond
	Total
	
	
	Female
	Men
	Total
	
	
	

	Total
	39
	*
	0
	42
	
	Total
	29
	13
	42
	
	
	

	%
	93%
	*
	0%
	100%
	
	%
	69%
	31%
	100%
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	Gender reassignment
	
	
	
	
	
	Sexual Orientation
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Same Gender as assigned at birth
	Prefer not to respond
	Total
	
	
	
	Bi-Sexual / Gay or Lesbian / Other
	Heterosexual
	Prefer not to respond
	Total
	
	

	Total
	29
	13
	42
	
	
	Total
	*
	34
	*
	42
	
	

	%
	69%
	31%
	100%
	
	
	%
	*
	81%
	*
	100%
	
	

	




	



	
	
	
	
	
	
	
	
	
	
	




	
	
	
	
	
	
	
	
	
	
	
	
	

	

Religion and belief
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	
	No Religion
	Church of Scotland
	Roman Catholic
	Other Christian
	Buddhist
	Hindu
	Jewish
	Muslim
	Sikh
	Other Religion
	Prefer not to respond
	Total

	Total
	15
	*
	*
	*
	*
	0
	0
	0
	0
	*
	10
	42

	%
	36%
	*
	*
	*
	*
	0%
	0%
	0%
	0%
	*
	24%
	100%

	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	Age
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	
	16-19
	20 - 24
	25 -29 
	30 - 44
	45 - 59
	60 - 64
	65 and over
	Total
	
	
	
	

	Total
	0
	*
	*
	21
	13
	0
	0
	42
	
	
	
	

	%
	0%
	*
	*
	50%
	31%
	0%
	0%
	100%
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	Race
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	
	White Scottish, British or Irish 
	Other White
	Any Other Mixed or Multiple ethnic groups
	Asian, Asian Scottish or Asian British
	African, African Scottish or African British
	Arab, Arab Scottish or Arab British
	Black or Caribbean
	Other Ethnic Group
	Prefer not to respond
	Total
	
	

	Total
	36
	*
	0
	*
	0
	0
	0
	0
	*
	42
	
	

	%
	86%
	*
	0%
	*
	0%
	0%
	0%
	0%
	*
	100%
	
	





	Leavers between 01.01.17 - 31.12.17
	
	
	
	
	
	

	excludes short term temporary staff leavers in Work Placement, Undergraduate Placement and Intern Placements.
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	Leavers between 01.01.18 - 31.10.18
	
	
	
	
	
	
	

	excludes short term temporary staff leavers in Work Placement, Undergraduate Placement and 
Intern Placements.
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Training between 01.01.17 - 31.12.17
	
	
	
	
	
	

	Completed training only -  employees may have been on multiple courses and are counted for each course 
completed



[image: ]








[image: ]













	Training between 01.01.18 - 31.10.18
	
	
	
	
	
	

	Completed training only -  employees may have been on multiple courses and are counted for each 
course completed
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Discipline and Grievance 
01.01.17 - 31.10.18

For confidentiality purposes we are unable to publish Discipline and Grievance figures as there are less than 10 cases raised within this period.




	


APPENDIX 2 – EQUAL PAY ACTION PLAN 
[bookmark: _Hlk507668666]EQUALITY MAINSTREAMING ACTION PLAN

We are committed to addressing the key themes we’ve identified in our analysis.  We have drawn up an action plan by protected characteristic, detailing the action with a proposed timescale.  At the time of writing, we continue to have limited recruitment. This may limit changes to our occupational segregation profile and our gender pay gap for the immediate future.  We plan to review the action plan and progress every 6 months, and we will update the plan as needed.

	Protected characteristic
	Action
	Timescale	
	What we expect this action to address

	













Gender
 
	Raise awareness of Working Families membership and business benefits of flexible working.  
· Include case studies/role models – men and women at senior grades.
· Monitor to track any impact of women into senior roles and on gender pay gap.

Following our benchmarking against Working Family Scottish Award winning companies’ submissions, we will review our guidance for short term flexible working arrangements.

Use “happy to talk flexible working” in our recruitment advertisements and provide guidance to people managers

	Review progress 6 monthly.  






2019




2019	
	· Aim to improve vertical occupational segregation.  
· Improve representation of part time employees in managerial and leadership grades. 
· Continue to reduce our gender pay gap.  Our aim from the 2017 report was to reduce the gap by 2% by 2020.  We have already reduced by 1.62%, and we will continue to work towards a 2% reduction by 2020.

Note: any change in population profile and gender pay gap will depend on number of available vacancies/ongoing recruitment.

	
	Continue women into leadership programme of events.  Raise awareness of successes, providing positive role models.

	Ongoing
	Continue our work to attract more women into leadership and improve gender occupational segregation.

	
	Focus on improvements to our salary bands in future pay remits, subject to pay policy and affordability. 
We will measure the impact of pay remit proposals on overall gender pay gap and grade by grade gaps. 
	Ongoing
	Aim to reduce pay gap

	
	
	
	

	









Gender, race, disability 



	Review of resourcing policy and approach:
· New recruitment tool – improved data for monitoring by protected characteristic.  Produce 6-monthly reports for review. New HR system should be implemented in 2019.  

· Introduce ‘name-blind’ applications. We’ve piloted this approach and will roll out after the new HR system is implemented in 2019.

· Soft skills training for recruiting managers to be given at the same time as training in the new HR system.

· Target vacancy advertising to improve attraction of BME candidates/candidates with a disability.  Continue to review during 2019, but could be affected by limited recruitment. 

· Continue to target and develop links to schools and students from diverse areas and backgrounds as part of our outreach programmes.
	
· Recruitment tool – 2019




· Name blind applications – 2019




· Recruitment training for managers – 2019.



· Target adverts – review during 2019





· Ongoing
	
· Addressing occupational segregation, particularly gender/race and potentially impact on gender pay gap (noted above).


· Reduce risk of unconscious bias.



· Training for managers – to make them familiar with our new approach and the impact of unconscious bias on decision making.  Reduce the risk of potentially discriminatory decisions/behaviour.  

· Candidate attraction - improve the profile of our employee population so that it is more reflective of Scottish society particularly for race.  


· Candidate attraction (as above).

	
	Provide 6-monthly pay reports to ELT – track by protected characteristics.







	Ongoing – 6 monthly reports
	We will monitor pay decisions by protected characteristic which will help us identify any potentially discriminatory pay practices.


	All but particularly disability and race
	Refresh employee equalities data with supporting communications to encourage people to fill it in once the new HR system is implemented.
	2019
	If we had fewer ‘nil’ or ‘prefer not to say’ returns we might be able to provide more detailed analysis for race and disability.  This would help us identify and address any issues better than we can with our current data.


	

All

	Review training available to employees across our different platforms.  Promote relevant training particularly around race and disability.
	2019
	Improve awareness of equality issues and ensure employees feel more supported.

	
All
	Review equality reporting after new HR system is implemented.

	2019
	Identify issues, trends and progress against plan.  Review action plan as needed.

	
All

	Work towards next level of accreditation for Carer Positive.


	2019


	Support employees with caring responsibilities to balance work and caring.  Aim to improve occupational segregation profile.





[bookmark: _Hlk529277861]







Women in grades: 2017 and 2019 mainstreaming reports

2017	Graduate	10	9	8	7	6	5	4	3	2	1	CEO	1	0.59399999999999997	0.88900000000000001	0.77100000000000002	0.73599999999999999	0.55700000000000005	0.45600000000000002	0.45	0.49099999999999999	0.33300000000000002	0.42899999999999999	1	2019	Graduate	10	9	8	7	6	5	4	3	2	1	CEO	0	0.5	0.90588235294117647	0.8	0.73529411764705888	0.57086614173228345	0.47058823529411764	0.46774193548387094	0.46551724137931033	0.3125	0.5714285714285714	0	



Men in grades: 2017 and 2019 mainstreaming reports

2017	Graduate	10	9	8	7	6	5	4	3	2	1	CEO	0	0.40600000000000003	0.111	0.22900000000000001	0.26400000000000001	0.443	0.54400000000000004	0.55000000000000004	0.50900000000000001	0.66700000000000004	0.57099999999999995	0	2019	Graduate	10	9	8	7	6	5	4	3	2	1	CEO	0	0.5	9.4117647058823528E-2	0.2	0.26470588235294118	0.42913385826771655	0.52941176470588236	0.532258064516129	0.53448275862068961	0.6875	0.42857142857142855	1	



Gender Breakdown by Division
Men 	Business Ser 	&	 Advice	CFO	CPO	ELT 	&	 CEO	Int Econ Dev	Scot Econ Dev	Transformation	0.45	0.3188405797101449	0.22727272727272727	0.5	0.4303030303030303	0.4451219512195122	0.36690647482014388	Women	Business Ser 	&	 Advice	CFO	CPO	ELT 	&	 CEO	Int Econ Dev	Scot Econ Dev	Transformation	0.55000000000000004	0.6811594202898551	0.77272727272727271	0.5	0.5696969696969697	0.55487804878048785	0.63309352517985606	


Female	2014	2015	2016	2017	2018	Census 2011	0.57105719237435004	0.58319604612850084	0.58600337268128166	0.58515283842794763	0.5856502242152466	0.51570000000000005	Male	2014	2015	2016	2017	2018	Census 2011	0.4289428076256499	0.41680395387149916	0.41399662731871839	0.41484716157205243	0.41434977578475335	0.48430000000000001	Disabled	2014	2015	2016	2017	2018	7.8856152512998268E-2	7.248764415156507E-2	6.9983136593591899E-2	6.724890829694323E-2	6.726457399103139E-2	Not Disabled	2014	2015	2016	2017	2018	0.82668977469670712	0.83772652388797364	0.84148397976391232	0.84716157205240172	0.84753363228699552	Prefer No to Respond	2014	2015	2016	2017	2018	9.4454072790294621E-2	8.978583196046129E-2	8.8532883642495785E-2	8.5589519650655019E-2	8.520179372197309E-2	2014	Day-to-day activities limited a lot	Day-to-day activities limited a little	Day-to-day activities not limited	Prefer not to respond / Non response	0	3.4662045060658578E-2	0.88648180242634311	7.8856152512998268E-2	2015	Day-to-day activities limited a lot	Day-to-day activities limited a little	Day-to-day activities not limited	Prefer not to respond / Non response	0	3.2948929159802305E-2	0.79818780889621088	0.16886326194398682	2016	Day-to-day activities limited a lot	Day-to-day activities limited a little	Day-to-day activities not limited	Prefer not to respond / Non response	0	3.2040472175379427E-2	0.77487352445193924	0.19308600337268128	2017	Day-to-day activities limited a lot	Day-to-day activities limited a little	Day-to-day activities not limited	Prefer not to respond / Non response	0	3.0567685589519649E-2	0.77205240174672485	0.19737991266375546	2018	Day-to-day activities limited a lot	Day-to-day activities limited a little	Day-to-day activities not limited	Prefer not to respond / Non response	0	2.9596412556053813E-2	0.7596412556053812	0.21076233183856502	Census 2011 	Day-to-day activities limited a lot	Day-to-day activities limited a little	Day-to-day activities not limited	Prefer not to respond / Non response	9.6799999999999997E-2	0.1007	0.80259999999999998	0	2014	White (Inc White Other 	&	 White - Scottish, Brittish or Irish)	Any other Mixed or Multiple ethnic groups	Asian, Asian Scottish or Asian British	African, African Scottish or African British	Prefer not to respond	Caribbean or Black	Other Ethnic Group	0.90034662045060654	1.7331022530329288E-3	1.2998266897746967E-2	5.1993067590987872E-3	7.2790294627383012E-2	8.6655112651646442E-4	6.0658578856152513E-3	2015	White (Inc White Other 	&	 White - Scottish, Brittish or Irish)	Any other Mixed or Multiple ethnic groups	Asian, Asian Scottish or Asian British	African, African Scottish or African British	Prefer not to respond	Caribbean or Black	Other Ethnic Group	0.88879736408566723	2.4711696869851728E-3	1.3179571663920923E-2	4.9423393739703456E-3	8.6490939044481061E-2	0	4.1186161449752881E-3	2016	White (Inc White Other 	&	 White - Scottish, Brittish or Irish)	Any other Mixed or Multiple ethnic groups	Asian, Asian Scottish or Asian British	African, African Scottish or African British	Prefer not to respond	Caribbean or Black	Other Ethnic Group	0.88532883642495785	2.5295109612141651E-3	1.3490725126475547E-2	5.0590219224283303E-3	8.9376053962900506E-2	0	4.2158516020236085E-3	2017	White (Inc White Other 	&	 White - Scottish, Brittish or Irish)	Any other Mixed or Multiple ethnic groups	Asian, Asian Scottish or Asian British	African, African Scottish or African British	Prefer not to respond	Caribbean or Black	Other Ethnic Group	0.88471615720524022	2.6200873362445414E-3	1.4847161572052401E-2	5.2401746724890829E-3	8.7336244541484712E-2	8.7336244541484718E-4	4.3668122270742356E-3	2018	White (Inc White Other 	&	 White - Scottish, Brittish or Irish)	Any other Mixed or Multiple ethnic groups	Asian, Asian Scottish or Asian British	African, African Scottish or African British	Prefer not to respond	Caribbean or Black	Other Ethnic Group	0.88251121076233185	2.6905829596412557E-3	1.6143497757847534E-2	4.4843049327354259E-3	8.8789237668161436E-2	8.9686098654708521E-4	4.4843049327354259E-3	Census 2011	White (Inc White Other 	&	 White - Scottish, Brittish or Irish)	Any other Mixed or Multiple ethnic groups	Asian, Asian Scottish or Asian British	African, African Scottish or African British	Prefer not to respond	Caribbean or Black	Other Ethnic Group	0.95789999999999997	3.8E-3	2.81E-2	6.0000000000000001E-3	0	1.2999999999999999E-3	2.8999999999999998E-3	2014	16-19	20-24	25-29	30-44	45-59	60-64	65 +	1.3864818024263431E-2	2.9462738301559793E-2	5.5459272097053723E-2	0.3630849220103986	0.46880415944540726	5.8058925476603122E-2	1.1265164644714038E-2	2015	16-19	20-24	25-29	30-44	45-59	60-64	65 +	4.9423393739703456E-3	3.7067545304777592E-2	5.5189456342668863E-2	0.36490939044481052	0.46787479406919275	5.8484349258649093E-2	1.1532125205930808E-2	2016	16-19	20-24	25-29	30-44	45-59	60-64	65 +	3.3726812816188868E-3	2.866779089376054E-2	5.9865092748735242E-2	0.34991568296795955	0.484822934232715	5.81787521079258E-2	1.5177065767284991E-2	2017	16-19	20-24	25-29	30-44	45-59	60-64	65 +	1.7467248908296944E-3	2.0087336244541485E-2	4.8034934497816595E-2	0.34672489082969432	0.50218340611353707	6.1135371179039298E-2	2.0087336244541485E-2	2018	16-19	20-24	25-29	30-44	45-59	60-64	65 +	3.5874439461883408E-3	1.6143497757847534E-2	3.4977578475336321E-2	0.33452914798206279	0.5192825112107623	6.9058295964125563E-2	2.2421524663677129E-2	Census 2011	16-19	20-24	25-29	30-44	45-59	60-64	65 +	6.0999999999999999E-2	8.3000000000000004E-2	7.9000000000000001E-2	0.24099999999999999	0.255	7.6999999999999999E-2	0.20300000000000001	2011	16-19	20-24	25-29	30-44	45-59	60-64	65 +	0	1.6635859519408502E-2	6.9316081330868765E-2	0.44824399260628467	0.42606284658040666	3.8817005545286505E-2	0	2012	16-19	20-24	25-29	30-44	45-59	60-64	65 +	1.7304189435336976E-2	2.3679417122040074E-2	6.1930783242258654E-2	0.3888888888888889	0.45173041894353372	5.0091074681238613E-2	0	2013	16-19	20-24	25-29	30-44	45-59	60-64	65 +	1.3227513227513227E-2	2.4691358024691357E-2	5.9082892416225746E-2	0.38183421516754851	0.455026455026455	5.9082892416225746E-2	0	2014	Church of Scotland	Roman Catholic	Other Christian	Buddhist	Hindu	Jewish	Muslim	Sikh	Other Religion	No Religion	Prefer not to respond	0.2582322357019064	0.15944540727902945	5.1126516464471403E-2	3.4662045060658577E-3	1.7331022530329288E-3	8.6655112651646442E-4	6.9324090121317154E-3	2.5996533795493936E-3	9.5320623916811086E-3	0.34748700173310226	0.15857885615251299	2015	Church of Scotland	Roman Catholic	Other Christian	Buddhist	Hindu	Jewish	Muslim	Sikh	Other Religion	No Religion	Prefer not to respond	0.25288303130148271	0.15897858319604613	4.9423393739703461E-2	3.2948929159802307E-3	1.6474464579901153E-3	8.2372322899505767E-4	6.5897858319604614E-3	2.4711696869851728E-3	9.0609555189456337E-3	0.34514003294892914	0.16968698517298189	2016	Church of Scotland	Roman Catholic	Other Christian	Buddhist	Hindu	Jewish	Muslim	Sikh	Other Religion	No Religion	Prefer not to respond	0.25295109612141653	0.16020236087689713	4.3844856661045532E-2	3.3726812816188868E-3	1.6863406408094434E-3	8.4317032040472171E-4	5.902192242833052E-3	2.5295109612141651E-3	9.2748735244519397E-3	0.34822934232715008	0.17116357504215851	2017	Church of Scotland	Roman Catholic	Other Christian	Buddhist	Hindu	Jewish	Muslim	Sikh	Other Religion	No Religion	Prefer not to respond	0.24890829694323144	0.16069868995633188	4.4541484716157202E-2	2.6200873362445414E-3	1.7467248908296944E-3	8.7336244541484718E-4	6.9868995633187774E-3	2.6200873362445414E-3	9.6069868995633193E-3	0.35196506550218343	0.16943231441048034	2018	Church of Scotland	Roman Catholic	Other Christian	Buddhist	Hindu	Jewish	Muslim	Sikh	Other Religion	No Religion	Prefer not to respond	0.25112107623318386	0.15515695067264573	4.1255605381165919E-2	2.6905829596412557E-3	1.7937219730941704E-3	8.9686098654708521E-4	7.1748878923766817E-3	2.6905829596412557E-3	1.0762331838565023E-2	0.35336322869955156	0.17309417040358743	Census 2011	Church of Scotland	Roman Catholic	Other Christian	Buddhist	Hindu	Jewish	Muslim	Sikh	Other Religion	No Religion	Prefer not to respond	0.32119999999999999	0.15579999999999999	5.1400000000000001E-2	2.0400000000000001E-2	3.3E-3	1.1999999999999999E-3	1.54E-2	1.8E-3	2.7000000000000001E-3	0.3659	6.8699999999999997E-2	2012	Church of Scotland	Roman Catholic	Other Christian	Buddhist	Hindu	Jewish	Muslim	Sikh	Other Religion	No Religion	Prefer not to respond	0.2650273224043716	0.14845173041894352	5.0091074681238613E-2	0	0	0	0	0	2.2768670309653915E-2	0.30145719489981787	0.21220400728597449	2013	Church of Scotland	Roman Catholic	Other Christian	Buddhist	Hindu	Jewish	Muslim	Sikh	Other Religion	No Religion	Prefer not to respond	0.26807760141093473	0.15432098765432098	5.9082892416225746E-2	0	0	0	0	0	9.700176366843033E-3	0.3306878306878307	0.16402116402116401	Bi-Sexual, Gay, Lesbian or Other	2014	2015	2016	2017	2018	Stonewall	1.2998266897746967E-2	1.3179571663920923E-2	1.1804384485666104E-2	1.222707423580786E-2	1.2556053811659192E-2	0.06	Hetrosexual	2014	2015	2016	2017	2018	Stonewall	0.8682842287694974	0.85420098846787484	0.85413153456998314	0.85589519650655022	0.85470852017937216	0.94	Prefer not to respond / Non Response	2014	2015	2016	2017	2018	Stonewall	0.11871750433275563	0.13261943986820429	0.13406408094435077	0.13187772925764193	0.13273542600896862	0	2014	Same Gender as assigned at birth	Prefer not to respond / Non Response	0.90987868284228768	9.0121317157712308E-2	2015	Same Gender as assigned at birth	Prefer not to respond / Non Response	0.83607907742998355	0.16392092257001648	2016	Same Gender as assigned at birth	Prefer not to respond / Non Response	0.8102866779089376	0.1897133220910624	2017	Same Gender as assigned at birth	Prefer not to respond / Non Response	0.8052401746724891	0.1947598253275109	2018	Same Gender as assigned at birth	Prefer not to respond / Non Response	0.79192825112107623	0.20807174887892377	2014	Single (never married or never registered a same-sex civil partnership)	Married	In a registered same-sex civil partnership	Other / Divorced	Widowed or surviving partner from a same-sex civil partnership	0.31455805892547661	0.6377816291161178	0	3.9861351819757362E-2	7.7989601386481804E-3	2015	Single (never married or never registered a same-sex civil partnership)	Married	In a registered same-sex civil partnership	Other / Divorced	Widowed or surviving partner from a same-sex civil partnership	0.31795716639209226	0.64003294892915985	0	3.6243822075782535E-2	5.7660626029654039E-3	2016	Single (never married or never registered a same-sex civil partnership)	Married	In a registered same-sex civil partnership	Other / Divorced	Widowed or surviving partner from a same-sex civil partnership	0.32209106239460372	0.63575042158516015	0	3.6256323777403038E-2	5.902192242833052E-3	2017	Single (never married or never registered a same-sex civil partnership)	Married	In a registered same-sex civil partnership	Other / Divorced	Widowed or surviving partner from a same-sex civil partnership	0.30043668122270745	0.65851528384279479	0	3.5807860262008731E-2	5.2401746724890829E-3	2018	Single (never married or never registered a same-sex civil partnership)	Married	In a registered same-sex civil partnership	Other / Divorced	Widowed or surviving partner from a same-sex civil partnership	0.29955156950672646	0.65919282511210764	0	3.4977578475336321E-2	6.2780269058295961E-3	Census 2011	Single (never married or never registered a same-sex civil partnership)	Married	In a registered same-sex civil partnership	Other / Divorced	Widowed or surviving partner from a same-sex civil partnership	0.3579	0.4486	1.6999999999999999E-3	0.1144	7.7399999999999997E-2	2012	Single (never married or never registered a same-sex civil partnership)	Married	In a registered same-sex civil partnership	Other / Divorced	Widowed or surviving partner from a same-sex civil partnership	0.21766848816029144	0.59471766848816032	0	0.17304189435336975	1.2750455373406194E-2	2013	Single (never married or never registered a same-sex civil partnership)	Married	In a registered same-sex civil partnership	Other / Divorced	Widowed or surviving partner from a same-sex civil partnership	0.31216931216931215	0.63492063492063489	0	4.2328042328042326E-2	8.8183421516754845E-3	image1.png
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Total

Total * 54 17 72

% * 75% 24% 100%


image3.emf
Religion and belief

No Religion

Church of 

Scotland

Roman Catholic

Other 

Christian

Buddist Hindu Jewish Muslim Sikh

Other 

Religion

Prefer not 

to respond

Total

Total 19 17 13 * * 0 0 0 0 0 17 72

% 26% 24% 18% * * 0% 0% 0% 0% 0% 24% 100%

Age

16 - 19 20 - 24 25 - 29 30 - 44 45 - 59 60 - 64 65 and over Total

Total * * * 19 21 10 * 72

% * * * 26% 29% 14% * 100%

Race

White Scottish, 

British or Irish 

Other 

White

Any other Mixed 

or Multiple 

ethnic groups

Asian, Asian 

Scottish or 

Asian British

African, African 

Scottish or 

African British

Arab, Arab 

Scottish or 

Arab Brittish

Black or 

Caribbean

Other 

Ethnic 

Group

Prefer 

not to 

respond

Total

Total 54 * 0 0 0 0 0 0 15 72

% 75% * 0% 0% 0% 0% 0% 0% 21% 100%
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Disability Sex

Disabled

Not 

Disabled

Prefer not to 

respond

Total Female Male Total

Total * 34 * 44 Total 20 24 44

% * 77% * 38% % 45% 55% 100%

Gender 

reassignment

Same Gender as 

assigned at birth

Prefer not 

to respond

Total

Total 32 12 44

% 73% 27% 100%

Sexual Orientation

Bi-Sexual / Gay or 

Lesbian / Other

Heterosexu

al

Prefer not to 

respond

Total

Total 0 35 * 44

% 0% 80% * 100%


image5.emf
Religion and belief

No Religion

Church of 

Scotland

Roman Catholic

Other 

Christian

Buddist Hindu Jewish Muslim Sikh

Other 

Religion

Prefer not 

to respond

Total

Total 16 * * * 0 0 0 0 0 0 * 44

% 36% * * * 0% 0% 0% 0% 0% 0% * 100%

Age

16 - 19 20 - 24 25 - 29 30 - 44 45 - 59 60 - 64 65 and over Total

Total * * * 13 10 * 44

% 0% * * * 30% 23% * 100%

Race

White Scottish, 

British or Irish 

Other 

White

Any other Mixed 

or Multiple 

ethnic groups

Asian, Asian 

Scottish or 

Asian British

African, African 

Scottish or 

African British

Arab, Arab 

Scottish or 

Arab Brittish

Black or 

Caribbean

Other 

Ethnic 

Group

Prefer not 

to respond

Total

Total 34 * 0 0 * 0 0 0 * 44

% 77% * 0% 0% * 0% 0% 0% * 100%
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Disability Sex

Disabled Not Disabled

Prefer not to 

respond

Total Female Male Total

Total 99 1189 107 1395 Total 824 571 1395

% 7% 85% 8% 100% % 59% 41% 100%

Transgender

Same Gender as 

assigned at birth

Prefer not to respond Total

Total 1122 273 1395

% 80% 20% 100%

Sexual Orientation

Bi-Sexual / Gay 

or Lesbian / Other

Heterosexual

Prefer not to 

respond

Total

Total 20 1195 180 1395

% 1% 86% 13% 100%


image7.emf
Religion and belief

No Religion Church of Scotland Roman Catholic Other Christian Buddhist Hindu Jewish Muslim Sikh Other Religion

Prefer not to 

respond

Total

Total 471 337 239 73 * * * 10 0 10 244 1395

% 34% 24% 17% 5% * * * 1% 0% 1% 17% 100%

Age

16 - 19 20 - 24 25 - 29 30 - 44 45 - 59 60 - 64 65 and over Total

Total * 34 57 501 719 71 11 1395

% * 2% 4% 36% 52% 5% 1% 100%

Race

White Scottish, 

British or Irish 

Other White

Any other Mixed 

or Multiple ethnic 

groups

Asian, Asian 

Scottish or 

Asian British

African, African 

Scottish or African 

British

Arab, Arab 

Scottish or Arab 

British

Black or Caribbean Other Ethnic Group

Prefer not to 

respond

Total

Total 1209 37 0 17 * 0 * * 119 1395

% 87% 3% 0% 1% * 0% * * 9% 100%


image8.emf
Disability Sex

Disabled

Not 

Disabled

Prefer not 

to respond

Total Female Male Total

Total 31 349 28 408 Total 238 170 408

% 8% 86% 7% 100% % 58% 42% 100%

Transgender

Same Gender as 

assigned at birth

Prefer not 

to respond

Total

Total 328 80 408

% 80% 20% 100%

Sexual Orientation

Bi-Sexual / Gay or 

Lesbian / Other

Heterosexu

al

Prefer not 

to respond

Total

Total * 360 40 408

% * 88% 10% 100%


image9.emf
Religion and belief

No Religion

Church of 

Scotland

Roman 

Catholic

Other Christian Buddhist Hindu Jewish Muslim Sikh Other Religion

Prefer not to 

respond

Total

Total 145 102 63 16 * * 0 * 0 * 65 408

% 36% 25% 15% 4% * * 0% * 0% * 16% 100%

Age

16 - 19 20 - 24 25 - 29 30 - 44 45 - 59 60 - 64 65 and over Total

Total 0 * 10 161 212 20 * 408

% 0% * 2% 39% 52% 5% * 100%

Race

White Scottish, 

British or Irish 

Other 

White

Any other 

Mixed or 

Multiple 

ethnic 

groups

Asian, Asian 

Scottish or Asian 

British

African, African 

Scottish or African 

British

Arab, Arab 

Scottish or Arab 

British

Black or CaribbeanOther Ethnic Group

Prefer not to 

respond

Total

Total 355 15 0 14 0 0 0 0 24 408

% 87% 4% 0% 3% 0% 0% 0% 0% 6% 100%


