
 

 

Equality Outcomes 
 
As set out in the Specific Duties, all public authorities have a legal requirement to publish equality outcomes and report on progress.  The 
equality outcomes have been developed to align the outcomes with the vision and themes set out in the Comahirles Corporate Strategy and 
Single Outcome Agreement.  The outcomes below apply to the Comhairle, the Education Authority and the Licensing Board 
 

Equality Outcome 1:  
Make the Western Isles a better place to live and work and provide opportunities to participate in the local economy. 
Meet our Equality and Diversity (E&D) statutory and regulatory duties for Age; Disability; Gender; Gender Reassignment; Pregnancy and Maternity; 
Race; Religion or Belief; and Sexual Orientation in respect of policy development and economic opportunity. 
 

 

Authority/ 
Characteristic 

What we are trying to achieve 
  

How will we know 
(Measures) 

Lead General Duty  

CNES 

 
Protected 
Characteristic: 
Age, Gender, 
Disability 

Use a community benefits 
approach to procurement, 
incorporating guarantees for 
employments and training for  
people in major contracts 
commissioned by the Comhairle 

Increase in the number of community 
benefit clauses adopted 
 
Increase number of modern 
apprenticeships included in 
Comhairle contracts  
 
Increase number of placements for 
students and graduates included in 
Comhairle contracts  
 
Increase number of work experience 
programmes included in Comhairle 
contracts  
 
Increase number of contracts where 
suppliers pay at or above the living 
wage 

Legal Services 
Procurement Leads 

Advance Opportunity 
Foster Good Relations 

 

Progress report as at April 2014: 

Increase in the number of community benefit clauses adopted: 
The data collection for these measures requires refinement and information needs to be analysed over the longer term.  It is Comhairle policy to consider the 
inclusion of a Community Benefits Clause (CBC) in every contract over the value of £25,000, however, it is recognised that it is not appropriate to have a CBC 



 

 

in all contracts over that value and each opportunity is considered on an individual basis.  The number of contracts issued with a CBC in the last 2 years is 
detailed below: 
 
2014/15    10 CBC’s incorporated into procurement contracts 
2013/14     1 CBC incorporated into procurement contracts 
 
It is positive to note the increase of CBC’s incorporated into procurement contracts between 2013/14 and 2014/15 however this requires to be monitored over 
the longer terms to measure the effectiveness against what we are trying to achieve in relation to protected characteristics.  The ability for contractors to 
provide Modern Apprenticeship’s and Student and Graduate work placements is very much dependent on the nature of the contract and market conditions 
which have been extremely challenging recently.  Caution also requires to be extended to procurement regulations to ensure clauses are not discriminatory 
(within the meaning of EU procurement law) against contractors in other member states, eg the Comhairle cannot specify that a contractor must employ a 
‘local’ apprentice although it can be specified that the contractor must advertise the opportunity locally. 
 
Increase number of modern apprenticeships included in Comhairle contracts  
At the time of writing this data is not available, the Comhaire’s Procurement Steering Group are in the process of collating this data for 2014/15 and will be 
published at a later date.  
 
Increase number of placements for students and graduates included in Comhairle contracts  
At the time of writing this data is not available, the Comhaire’s Procurement Steering Group are in the process of collating this data for 2014/15 and will be 
published at a later date.  
 
Increase number of work experience programmes included in Comhairle contracts  
At the time of writing this data is not available, the Comhaire’s Procurement Steering Group are in the process of collating this data for 2014/15 and will be 
published at a later date.  
 
 
Increase number of contracts where suppliers pay at or above the living wage 
During 2014/15 the Comhairle agreed to pay the living wage and it desirable that contractors would also pay the living wage with an aim of improving the 
standard of living for people in employment however the Comhairle cannot enforce the living wage as a contractual for tenderers’, this would be discriminatory 
in EU procurement law and anti-competitive and therefore cannot be considered in the evaluation process.  The Comhairle aims to heighten tenderers’ 
awareness that public bodies consider the living wage as an important issue. 
 
 
 
 



 

 

LB 

 
Protected 
Characteristic: 
ALL 

There is a strong and sustainable 
licensed trade with no barriers to 
protected groups  

Undertake equality profiling for 
licence applications to provide base 
line information  
 
The Board will promote greater 
accessibility to all licensed premises 
across the Comhairle through 
increased awareness during Board 
visits, visits by Licensing Standards 
Officers or other Board Officials 
(No of visits and recommendations 
made) 
 
The Board will work with other 
Community and Voluntary partners to 
increase public confidence of 
reporting and addressing negative 
impact arising from underage drink, 
anti-social behaviour and nuisance. 
 

Licensing Board Eliminate discrimination 
Advance Opportunity 
Foster Good Relations 
 
 
 

 

 

Progress report as at April 2014: 

The measures relating to this outcome are at the early stages of implementation.  Equality monitoring forms have been agreed and are being distributed in 
order to provide equality monitoring profiling data  relating to the activities of the Licensing Board.  Multi-agency meetings are being arranged in advance of 
summer licensed events to discuss these issues with Licensing Forum, Police Scotland and Alcohol & Drugs Partnership. 
 
CNES 

 
Protected 
Characteristic: 
Gender, Pregnancy & 
Maternity 

Opportunities for women to work in 
a wider variety of growth sectors 
 

Increasing number of females 
supported through Business Gateway 
initiatives and other Economic 
Development projects (eg LEADER, 

Harris Tweed ESF) 

Economic Development 
ED&CS 

Advance Opportunity 
Foster Good Relations 

 

Progress report as at April 2015: 

Increasing number of females supported through Business Gateway initiatives and other Economic Development projects (eg LEADER, Harris Tweed ESF) 
 
Business Gateway: 
The Business Gateway services offers a broad range of advice, support and financial assistance to new and developing businesses including: Advice and 



 

 

Support; Information on specific business ideas; General Business Information Factsheets; Business Planning guidance; Marketing guidance; and Financial 
assistance. 
 
During 2013/14 and 2014/15 the Business Gateway service provided support in the following areas (broken down by gender): 
 

Performance reporting: 2013/14 2014/15  

Business Support Male Female Male Female 

Start Ups 40 12 25 15 

Enquiries - Pre Start 132 87 75 66 

Enquiries - Existing 58 44 73 42 

Specialist Support 19 17 9 7 

Sub Growth 18 7 26 8 

Workshops Attendees 112 160 93 128 

TOTALS 379 327 301 266 

 
 
The gender breakdown available identifies that during 2013/14 46.3% of the interactions where with females.  The biggest gender gap is identified in the area 
of business ‘start-ups’ with only 23% of the interactions being with females however a higher proportion, 58%, of females attended business workshops which 
is positive and may lead to more business start-ups by females in the future. 
 
During 2014/15, whilst the overall number of interactions has reduced 24.5% from 706 in 13/14 to 567 in 14/15 the % of interactions with females has remained 
at a consistent level of 46.9%.  It is positive to note that the number of business start-ups by females has increased from 23% in 2013/14 to 37.5% in 14/15 and 
the number of pre-start enquiries from females has also increase from 39.7% in 2013/14 to 46.8% in 2014/15.  More females than males continue to attend the 
workshop support which is delivered.  Whilst provided advice and support to all enquiries, it is encouraging to note that the more females are now taking 
advantage of these services which has led to an increased number of business start-ups from females.  The local economy continues to be challenging so 
these activities require to be monitored over the longer term. 
 
 
Other Economic Development Activity: 
The Comhairle has been leading on the Harris Tweed Training and Development programme since 2013.  This programme set a target of assisting 44 females 
through the programme.  As at November 2014 the programme had assisted 28 females through the programme, 63% of the target.  The programme is 
expected to achieve 100% of the target set by the close of the programme in March 2015. 
 



 

 

 
 

Equality Outcome 2:   
All services delivered by the Comhairle are accessible to all and provide improved opportunities for Western Isles residents to participate 
in public and community life. 
Meet our Equality and Diversity (E&D) statutory and regulatory duties for all protected characteristics in respect of Service Delivery. 
 

 

Authority/ 
Characteristic 

What we are trying to achieve 
  

How will we know 
(Measures) 

Lead General Duty  

CNES, EA 

 
Protected 
Characteristic: 
Disability 

All services delivered by the 
Comhairle are accessible to 
disabled people. 
 

% of buildings from which the 
Comhairle delivers services that are 
suitable for, and accessible to, 
disabled people 
 
% of public transport which is 
suitable for, and accessible to 
disabled people 
(establish initial benchmark data) 

 

Technical Services 
 
 
 
 
Technical Services 
 

 

Eliminate 
discrimination 
Advance 
Opportunity 
Foster Good 
Relations 

 

Progress Report as at March 2015:  

Accessible Buildings 
The historical Audit Scotland performance indicators had a corporate performance indicator which measure the % of public service buildings that are 
suitable for and accessible to disabled people.  Whilst this is no longer a reported performance indicator the graph below highlights the progress that was 
made in the performance of this indicator between 2009/10 to 2012/13.  Whilst there is no longer a requirement to report on this measure work continues to 
ensure that were there are opportunities to make reasonable adjustments and adaptations during planned works that this is implemented.  For new building 
such the Western Isles School project and the Museum which is part of the Lews Castle College project, careful planning is undertaken to ensure that all 
building standards requirements are fully complied with and that best practice is incorporated where ever possible.  It is acknowledged that there remain a 
number of older buildings within the Comhairle estate however due to the age of the building and associated cost of making adaptations it is not 
reasonable to proceed.  Where it is identified that access to a building would be difficult for a disabled person every effort is made to find a more suitable 
alternative, event outside the Comhairle estates. 
 
 
 
 
 
 



 

 

 
 
 
Accessible Transport 
It is a requirement of all Public Service Vehicle bus operators to comply with the Public Service Vehicles Accessibility Regulations. 
Progress made to comply with the regulations and provide accessible transport links throughout the authority area can be summarised as follows:- 
The regulations apply to vehicles of 22 seats and over (minibus services are exempt from the regulations) 
Buses & Coaches under 7.5 tonnes – 100% requirement in place from 1 Jan 2015 regardless of date of manufacture.   Three years ago the non- 
compliance was around 14 buses (over 50%), at the start of 2015 this was down to 1 bus which is now out of use.  From April 2015 this category was 
100% compliant 
• The Comhairle do not operate any buses over 7.5 tonnes 
• Coaches over 7.5 tonnes have to be (a) 100% complaint by 1 Jan 2020 (b) compliant to “Schedule 3” if manufactured between 2001 and    2004 (c) 
complaint to “Schedule 1” if manufactured after 2005 (d) can continue on service if manufactured before 2001 up to 1 Jan 2020.  
Three years ago it was estimated that 4 – 6 coaches did not comply, now all coaches comply. 
 
The Western Isles region has come under the particular scrutiny of the enforcement agency DVSA during 2013/14 and this has resulted in a very high 
compliance compared with other mainland regions of Scotland and the rest of the UK.  All this is in relation to the PSVAR regulations to comply with the 
law whilst your table below mentions “suitable for and accessible to disabled persons”.  It is acknowledged that some disabled persons may still experience 
some difficulties with minibuses and older coaches, the Comhairle continues to work with Community Transport Services to find solutions and provide 
additional assistance when required. 
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Equality Outcome 3:   
The Comhairle is recognised as an equal opportunity employer with an employee profile reflective of the authority area and offering 
training and educational opportunities to all employees. 
Meet our Equality and Diversity (E&D) statutory and regulatory duties for all protected characteristics in respect of Employment and Training 
 

 

Authority/ 
Characteristic 

What we are trying to achieve How will we know 
(Measures) 

Lead General Duty  

CNES 

 
Protected 
Characteristic: 
ALL 

The Comhairle is recognised as an 
equal opportunity employer with 
the capacity to deliver training and 
educational opportunities to all and 
has a workforce profile which is 
reflective of the community we 
serve across the protected 
characteristics and barriers to 
employment for people within 
those groups are removed. 
 
 

The percentage of Performance 
Appraisals undertaken 
 
No of Modern Apprentice 
Placements available 
 
No of Modern Apprentice 
Placements filled by equality group 
 
No of Modern Apprentice 
Placements successfully completed 
 
Improved data collection and 
reduced under-recording for all 
employees 
 
% of disabled & BME employees 
compared with Local Authority area 
 
% of male/female employees 
compared with Local Authority area 
 
Age profile of Comhairle employees 
 
% of leavers by gender, disability 
and race 
 
% of completed applications 

Chief Executive 
 
 
Chief Executive 
S&CS 
 
Chief Executive 
S&CS 
 
Chief Executive 
S&CS 
 
Corporate 

Eliminate discrimination 
Advance Opportunity 
Foster Good Relations 

 
 
 
 
 
 
 
 
 
 
 
 



 

 

received by gender, disability and 
race 
 
% of appointed candidates by 
gender, disability and race 
 
 

Progress as at April 2015: 

The percentage of Performance Appraisals undertaken: 
During 2013/14 87% of Comhairle employees received a Performance Appraisal with their line manager and the opportunity to discuss training and 
development wants and needs.  During 2014/15 the number of performance appraisals undertaken reduced by 17% to 70% of employee’s receiving a 
performance appraisal with their line manager.  Whilst it is disappointing that the rate of performance appraisals has dropped by such an extent, 
examination of the data identifies that this reduction is largely associated with one department where the number of appraisals reduced from 904 to 545.  
This particular service has been under significant pressure as a result of staffing shortages at various levels, including senior management, which may be 
a contributing factor to this reduction. 
 

 
 
 
Equality Monitoring information is not captured regarding performance appraisals undertaken therefore it is not possible to say whether any protected 
characteristic group has been adversely affected by this. 
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No of Modern Apprentice Placements available 
No of Modern Apprentice Placements filled by equality group 
No of Modern Apprentice Placements successfully completed 
 
The Comhairle’s Modern Apprentice (MA) programmes runs on a rolling programme over 2 years which is the average time it takes to complete a MA 
placement although some technical placements (eg Mechanic) can take up to 4 years and some administration placements can be completed in 12-18 
months.  The numbers of MA’s are restricted to the number of placements available, the trend is that every second year is capacity for a higher intake due 
to the numbers who have completed placements.  100% of available placements have been filled each year 
 
The Modern Appretice programme has had a high success rate over the last three years. 
2012/13: 29% of MA were completed with the individuals achieving their certificate and securing employment. 
2013/14: 29% of MA were completed with the individuals achieving their certificate and securing employment. 
2014/15: 47% of MA were completed with the individuals achieving their certificate, and 41% securing employment. 
 
CNES: “In House” Modern Apprenticeship - Statistical Information: 

Place Numbers 
2012 - 2013 

O Outcomes  Equality Group 

Places 
Available 

Places 
Filled 

Early 
Leaver 

MA 
Completed 

Certificate 
Achieved 

Job 
Secured 

Gender Ethnic 
Origin 

Disability Start 
Age 
Group  

M 
 
F 

 
M 

 
F 

 
M 

 
F 

 
M 

 
F 

 
M 

 
F 

38 38 1 0 0 11 0 11 0 11 5 
13% 

33 
87% 

30 - WS 
8 - WOB 

None 16 - 19 

Place Numbers 
2013 - 2014 

Outcomes Equality Group 

Places 
Available 

Places 
Filled 

Early 
Leaver 

MA 
Completed 

Certificate 
Achieved 

Job 
Secured 

Gender Ethnic 
Origin 

Disability Start 
Age 
Group  

M 
 
F 

 
M 

 
F 

 
M 

 
F 

 
M 

 
F 

 
M 

 
F 

48 48 1 1 1 13 1 13 1 13 8 
17% 

40 
83% 

38 - WS 
10 - WOB 

None 16 - 19 

Place Numbers 
2014 - 2015 

Outcomes Equality Group 

Places 
Available 

Places 
Filled 

Early 
Leaver 

MA 
Completed 

Certificate 
Achieved 

Job 
Secured 

Gender Ethnic 
Origin 

Disability Start 
Age 



 

 

 
M 

 
F 

 
M 

 
F 

 
M 

 
F 

 
M 

 
F 

 
M 

 
F 

Group 

34 34 2 2 2 14 2 14 1 13 10 
29% 

24 
71% 

27 – WS 
7 - WOB 

None 16 - 19 

 
Notes: 
Place Numbers & Equality Figures include all on placement. (Carry forward from previous year + starts). 
Outcomes are for all leavers/completers. 
Ethnic Origin: White Scottish – WS, White Other British – WOB 
 
Proportionately it appears that more females are completing their placements in comparison to males however analysis of the data identifies that males 
tend to apply to the more technical placements which take longer to complete (3 to 4 years for technical placements in comparison to 1 to 2 years for 
clerical/administrative/caring placements).  This will be monitored over a longer period to identify if there are any other reasons why male MA’s are taking 
longer to complete their placements or if it is simply down to the type of placement. 
 
Each year there is a higher percentage of females undertaking the placements in comparison to males however nationally there is a higher percentage of 
males participating in placements (Skills Development Scotland, 2014) although all placements are open to both genders to apply regardless of the type of 
placement available.  This will be monitored over the longer term. 
 
None of the MA’s participating in the scheme have declared that they have a disability within the authority area and Skills Development Scotland reported 
that just 63 out of 25,691 (0.2%) of Modern Apprentice placements went to young people with a disability at a national level level.  This is an area which 
requires further exploration and working with the schools and SDS to find positive destinations for all our young people.  
 
All young people engaged with MA placements have described their ethnic origin to be White Scottish or Other White British, this is consistent with the 
population of the authority area where 91.9% of people fall within these ethnicities. 
 
Improved data collection and reduced under-recording for all employees: 
The Comhairle continues to have under-recording of employee equality monitoring information across particular protected characteristics, this ranges from 
7% for ethnicity to 51% for disability.  Under-recording is also evident in other areas of data collection for equality monitoring including training and 
recruitment.   This is a recognised problem which is being addressed through the Comhairle’s HR/Payroll system, the Resourcelink project.  Work has 
been ongoing to activate the self-service element of the system which will enable employees to log on and update their own equal opportunity and when 
the system is ‘live’ an employee communication will be issued requesting that the log on and update their details, this can be completed as and when 
required, eg when an employee’s disabled status changes.  It is anticipate that this facility will be available during  2015 with should reduce the under-
recording for the next reporting period.  Equal opportunity forms will continue to be issued at each training session and employees are encouraged  to 
complete these although they are under no obligation to do so. 



 

 

% of disabled & BME employees compared with Local Authority area: 
 

Year 

Disability Black Minority Ethnic (BME) 

CNES CNES authority 
area 

Scotland CNES CNES 
authority area 

Scotland 

2014/15 1% 
* 20.6% as at 
Census 2011 

* 19.7% as at 
Census 2011 

0.6% 
0.9% as at 

Census 2011 
4% as at 

Census 2011 
2013/14 1% 0.73% 

2012/13 1% 0.6% 

 
Only 1% of Comhairle employee’s consider themselves to have a disability however it is acknowledged that a significant number of employees, 51%, have 
not disclosed this data so there is a possibility that this figure will be marginally higher.  The census data takes into account ‘long-term health problems or 
disability’ and also makes the distinction between ‘limited a little’ and ‘limited a lot’ thus it is difficult to make any direct comparison, suffice to say that the 
number of employee’s disclosing their disabled status is minimal.  The Comhairle continues to be positive about employing disabled people by 
guaranteeing an interview for those who meet the minimum requirements of the post specification and making reasonable adjustments for those in our 
employment.  When the self-service element of the Resourcelink project is rolled out it is anticipated that the level of under-reporting will be reduced 
therefore providing a more accurate picture regarding the number of disabled people employed by the authority. 
 
Again, the number of employees’ who define themselves as being BME is extremely low however it is comparable with the population of the authority area, 
particular when considered in line with those who are of working age. 
 
% of male/female employees compared with Local Authority area 
As at the Census 2011, the gender profile of the authority area was 49.4% male and 50.6% female and is broadly in line with the Scottish gender profile 
which is 48.5% male and 51.5% female.  The gender profile of contracted employees is currently 77% female and 23% male however it is recognised that 
there are particular large areas of work where females are predominantly employed, eg, Home Care workers, Care Home Workers, Primary Teachers, etc. 
although males are not precluded from undertaking these roles there is little evidence of interest from males in applying for these roles through the 
recruitment process. 
 
Age profile of Comhairle employees 
The age profile of employees has not changed significantly in any particular age group over the last 2 years as detailed in the chart below with the highest 
proportion of employees falling within the 45-54 age brackets.  Comparing this data with the age profile of residents within the authority area, the median 
age for females is 47 which falls within this age bracket and the median age for males is 44 which is upper age of the age bracket below this.  The number 
of employees age 16-24 has reduced by 3 however these figures do not take into account the number of modern apprentice placements which are offered 
and completed each year and the number of student placements that are offered each summer to provide experience and development opportunities for 
young people.  The number of employees within the 65+ age bracket has reduced by 5 when comparing the 2 years.  These trends will continue to be 
monitored. 



 

 

 

 
 
 
% of leavers by gender, disability and race 
 
Gender: 
The number of contracted employee’s leaving Comhairle employment in the last 2 years is has remained at a consistent level with 162 employees leaving 
in 2014/15 and 168 employees leaving in 2013/14.  A significantly higher number of leavers are female employees, 67.3% in 14/15 and 72.6% in 2013/14 
however this is consistent with the gender profile of the Comhairle where 77% of contracted employees were female during 2014/15.  Whilst there are a 
number of reasons why an employee may leave employment both involuntary and voluntary the top 3 reasons for leaving in 2014/15 were 1. Resignation; 
2. Retirement Age; and 3. End of Contract.  The top 3 reasons were the same in 2013/14.   
 
Disability: 
The % of employees leaving who have disclosed that they have a disability is extremely low, again this is direct proportion with the number of contracted 
employees who have disclosed that they have a disability.  The reason for leaving was cross referenced to determine if there was a link between 
employees who left employment following ill health retirement and those who had a disability but there does not appear to be a direct link however this 
may be as a result of under-reporting which we hope to resolve with the self-service element of Resourcelink project. 
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Ethnicity: 
The % of leavers by ethnicity identifies that the majority of leavers describe themselves as ‘White Scottish’, ‘White Other British’ or ‘White’, this is 
consistent with the ethnic profile of the Comhairle and the authority area.  Very few or none of our employees who identify with a minority ethnic group left 
Comhairle employment during this period unless they were amongst employees who did not disclose their ethnic origin. 
 

 
In addition, it is Comhairle practice to offer all employees leaving Comhairle employment to participate in an exit interview with their line manager, or 
another manager within the Department if this is not appropriate, in order to identify any actions or recommendations, this includes any actions to assist 
with or protect the employment of people with protected characteristics.  At present the % of exit interviews completed is low (less than 10%) therefore this 
is a missed opportunity to obtain first hand data from employees and determine if there are any areas within Comhairle employment practices which 
require addressing to support employees with a protected characteristic.  Directors of all departments have been asked to remind their managers of this 
practice and the need to return the exit interview to Human Resources for analysis.  



 

 

 
% of completed applications received by gender, disability and race (external) 
 
Gender: 
The gender split of applicants for posts is relative to the gender profile of Comahirle employees’.  More females than males continue to apply for jobs within 
the Comhairle, this is largely down to the type of jobs routinely advertised throughout the year which seem to attract more females than males, eg 
employment in the caring professions (Home Care, elderly and residential care homes, admin and clerical posts and to large extent primary teaching 
posts).  Whilst these posts are available to both male and female applicants they are deemed to be more attractive to females as they are often part time 
hours enabling females to undertake work whilst managing caring commitments (for children or elderly dependents).  There is an extremely low number of 
posts which are advertised specifying a gender requirement (as a Genuine Occupational Reason), 1 or 2 per year and this usually involves the intimate 
care of client so this should have no bearing on the gender split of applicants. 
 

 
 

Disability: 
The vast majority of job applicants do not consider themselves to have a disability (over 80%).  The number of applicants who disclosed they they have a 
disability has dropped from 5.4% in 2013/14 to 4% 2014/15 and a higher % of applicants have not disclosed that they have a disability (14.4% in 2014/15 
compared to 12.2% in 2013/14.  The Comhairle press job adverts include the ‘two tick’ symbol ‘positive about disabled people’ encouraging applications 
from disabled people and guaranteeing an interview for those applicants who meet the minimum criteria for the post as detailed in the job specification.  
The use of the symbol via the ‘Myjobscotland’ website needs to be explored to further to ensure that all applicants are aware of the Comhairle’s support of 
recruiting disabled people.  



 

 

 
Ethnicity: 
Whilst the majority of Comhairle vacancies are advertised in both the local and national press and nationally on the Myjobscotland website, given the 
remote location of the authority the majority of applications are from candidates who are already resident throughout the Islands.  Over 60% of applicants 
consider themselves to be White Scottish and15.4% in 2014/15 and 12.9% in 2013/14 describing themselves as White – Other British.  This is consistent 
with the ethnic profile of the authority area from the Census 2011 where 86.9% of residents are White Scottish and 10.5% of residents are White – Other 
British.  It is positive to see a number of applications being received from Black Minority Ethnic groups however the numbers are so small they are unlikely 
to change the workforce profile in any significant way.   
 
Other economic factors are also affecting the opportunity to change the demographics of the workforce to any great extent.  Over the past 3 to 5 years 
there has been a constant need to identify savings, this has involved organisational restructures, job re-design, recruitment freezes, ring-fenced 
recruitment exercises.  This practice is expected to continue and in terms of workforce planning a much greater portion of Comhairle vacancies are 
advertised internally in the first instance, as such posts a filled by existing employees thus the opportunity to diversify the workforce is somewhat limited. 
 
There is also the aspect of non-reporting which ranges from 10% to 17% across these 3 protected characteristics, the Comhairle to will consider what 
steps can be taken to encourage all applicants to complete all parts of the equal opportunities form however it is acknowledged that these steps are limited 
and applicants are under no obligation to complete this. 
 
  

 
 



 

 

% of appointed candidates by gender, disability and race (external) 
 
Gender: 
The number of females appointed to posts has increased from 63.4% in 2013/14 to 68.9% in 2014/15, this is reflective of the slight increase of the female 
workforce to 77%.  For the reasons identified earlier, this is likely to be the result of regular recruitment to posts home care, residential homes, schools and 
nurseries, administration and clerical posts, etc.  Whilst it is not an occupational requirement for these posts to be held by females it is predominantly 
females who apply as the posts tend to part-time which fit with their lifestyle and existing commitments.  Moving forward consideration will be given 
whether steps can be taken to attract males into these posts and if this is necessary in order to work towards a gender profile of employees which is closer 
to a 70%/30% split.  The number of male appointed to points reduced from 18% in 2013/14 to 14.4% in 2014/15 and the number of appointees whose did 
not disclose their gender ranged between 16.7% and 18%. 
 
Disability:  
The number of appointed candidates disclosing that they had a disability reduced from 3.7% in 2013/14 to 2.4% in 2014/15.  Given that the actual number 
of contracted disabled employees has not changed from 2013/14 to 2014/15 implies that is existing employees who changed posts rather than new 
employees entering into Comhairle employment.  Again, as with the other protected characteristics, there is an element of non-disclosure which ranges 
between 18% and 20%.   
 

 
 



 

 

Ethnicity: 
Consistent with the application stage, the majority of appointment candidates described themselves as White Scottish (65.2% in 2014/15 and 55% in 
2013/14) and Other – White British (10.2% in 2014/15 and 2013/14).  The non-disclosure rate reduced in this factor from 28.5% in 2013/14 to 17.7% in 
2014/15. 
 

 
 
Generally the workforce profile is reflective of the community which the Comhairle serves with exception of the gender profile where more females than 
males are employed yet the gender profile of the area is closer to a 50/50 split.  It is however recognised that there are other industries in the authority 
area which are predominately occupied by males and whilst we can explore appropriate measures to attract males into occupations that are pre-
dominantly occupied by females, at present there are no barriers to recruiting males or female to the vast majority of Comhairle posts. 
 
 
CNES 

 
Protected 
Characteristic: 
Gender, Age 

All employees receive equal pay 
for work of equal value regardless 
of any protected characteristic. 

The % of highest paid 2% and 5% of 
earners among Comhairle 
employees that are female 
 
Review and publication of Equal Pay 
audits completed. 
 

Chief Executive 
 
 
 
Chief Executive 

Eliminate discrimination 
Advance Opportunity 
Foster Good Relations 

 
 
 
 

Progress report as at April 2015: 



 

 

The % of highest paid 2% and 5% of earners among Comhairle employees that are female: 
The Comhairle’s performance in the Improvement Service SPI over the last 3 financial years is detailed in the table below.  It is acknowledged that the 
number of employee’s in the top 2% of earners is no longer a reported measure however for internal data this has continued to be measured.  The 
performance in the top 5% of earners has improved from the previous year which is positive to note and the Comhairle would look to maintain this position 
whilst it is difficult to create opportunities when there is limited movement at senior levels.  A local performance indicator measuring the number of females 
in the top 10% of earners has been introduced which identifies that the gender balance at this level is much more equal with 49.38% of females falling 
within the top 10%.  In addition to this, consistent application of the Single Status job evaluation process ensures that work of equal value receives equal 
pay and the Comhairle have implemented the Living Wage which has been back dated to April 2014, this will positively impact on a large number of 
employees who hold posts at  grade A and B who are predominantly female. 
 

As at 31st March 2015 2014/15 2013/14 2012/13 

Total number of contracted council employees (minus teachers and 0 
hours employees) 1603 1507 1638 

Total number of contracted council employees in top 2% of earners 34 36 38 

Total number of female council employees in top 2% of earners 7 8 9 

Percentage of female council employees in top 2% of earners 20.59% 22.22% 23.68% 

Total number of contracted council employees in top 5% of earners 80 80 86 

Total number of female council employees in top 5% of earners 29 26 30 

Percentage of female council employees in top 5% of earners 36.25% 32.50% 34.88% 

Total number of contracted council employees in top 10% of earners 160 
Not 

Measured 
Not 

Measured Total number of female council employees in top 10% of earners 79 

 
49.38% 

 
Review and publication of Equal Pay audits completed. 
The equal pay audit will be published in due course – the initial results suggest that there has been no change in the Gender pay gap. 
 
CNES 

 
Protected 
Characteristic: 
ALL 

The Comhairle has knowledgeable 
and understanding employees who 
are available to respond 
confidently and appropriately to all 
colleagues and citizens to support 

Number of employees who have 
completed equality and diversity 
training through induction and 
customer services training in the last 
three years 

Chief Executive 
 
 
 
 

Eliminate discrimination 
Advance Opportunity 
Foster Good Relations 

 



 

 

the communities they serve  
Review of formal complaints 
received in relation to protected 
characteristics 
 
Requests for translation services by 
Language and alternative formats 
 

 
Chief Executive 
 
 
 
F&CR 
 

Progress as at April 2015: 

Number of employees who have completed equality and diversity training through induction and customer services training in the last three 
years 
Equality and Diversity training is delivered as part of the Comhairle’s Induction training for all new employee’s, it is included in the Customer Service 
training for all front line employee’s and it is covered in Equality Impact Assessment training which is aimed at more senior staff who have responsibility for 
delivering policies and procedures, delivery of services, operation and control of budgets, decision makers, etc. 
The number of employees undertaking some form of Equality and Diversity training is detailed below: 
 

Year No of employees 

2012/13 104 

2013/14 84 

2014/15 109 

 
This data will be monitored further in future years and cross referenced with the number of new starts each year.  It is recognised that not all new starts 
have the opportunity to undertake the corporate induction training, in particular part time workers working limited hours (eg 1 or 2 hours per week) or those 
who do not have a fixed work base (eg home care workers).  Management within these affected service areas have adopted an alternative induction 
process, this needs to be examined to ensure that basic equality information is shared and understood. 
 
 
Review of formal complaints received in relation to protected characteristics 
A review of formal complaints received over the past 2 years has been undertaken.  Only one complaint received was in relation to equalities or protected 
characteristics.  The Complaint was investigated in accordance with the complaints procedure and the complaint was not upheld.  The Complainant 
progressed to the SPSO, a further investigation by the SPSO found that that the Complaint should not be upheld.  Although the complaint was not upheld 
it did provide the opportunity to check areas where knowledge and performance regarding equality matters could be improved, an area highlighted was the 
Equality and Human Rights training provided to members.  On the back of this complaint a further members seminar with regard to equality matters, 
particularly in relation to decision making, has been completed during 2014/15. 
 



 

 

 
 
 
Requests for translation services by Language and alternative formats  
The Comhairle has a contract in place with Language Line who provide an interpretation service by telephone in over 170 languages, they also provide a 
service to translate documents in these languages for those who require  who require it.  There are trained Customer Service staff in place within all 
Comhairle Customer Service Access points.  The availability of the service is published at each Customer Service premises. 

 During 2013/14 there were no requests for assistance which required use of this service 

 During 2014/15 there were three requests for assistance which made use of this service 
Whilst the uptake of the service is relatively low, the provision of the service does enable Comhairle employees assist citizens in communicating their 
needs and getting to the root of the matter in a timely manner therefore supporting all citizens within the authority area. 
 
 
CNES, EA, LB 

 
Protected 
Characteristic: 
ALL 

All employee have access to in-
house training opportunities 

% of Performance Appraisals 
undertaken 
 
% of training undertaken by gender, 
disability and race 

Chief Executive 
 
 
Chief Executive 

Advance Opportunity 
Foster Good Relations 

 

Progress as at April 2015: 

% of Performance Appraisals undertaken 
In an ideal world every employee would have the opportunity to sit down with their line manager at least once per year to discuss performance and agree 
outcomes and targets for the following year.  Inevitably, for a variety of reasons that does not always happen (sickness absence of employees’ and 
managers, conflicting business pressures, etc).  A corporate key performance indicator was set to achieve a target of 80% for the number of appraisal 
undertaken and this target is set to increase to 85% in 2015/16 and to 90% in 2016/17.  During 2011/12 and 2012/13 82% of performance appraisals were 
undertaken, this figure rose to 87% in 2013/14 comfortably achieving the target set.  However, the results from 2014/15 have highlighted a notable 
reduction in the number of appraisals which has been reported as 70%.  It has been identified that reduction in appraisals completed is largely associated 
with one department.  Whilst equality monitoring information is not recorded with regard to the performance appraisals undertaken therefore it is not 
possible to identify if any protected characteristic group has been disadvantage more than any other.  The Department has made a commitment to 
undertake the outstanding appraisals as early as possible. 
 
 



 

 

 
 
% of training undertaken by gender, disability and race 

 
The percentage of females accessing internal training is consistently higher than the number of males accessing training, this is however reflective of the 
gender profile of the authority.  It is positive to note that the percentage of participants choosing not to disclose this equal opportunity information has 
decreased substantially over the 3 year period. 
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appraisal 
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2014/15 75 19 6

2013/14 63 20 17

2012/13 74 15 22

%
 

% of training undertaken by 
gender 



 

 

 
The percentage of training participants who consider themselves to have a disability varies year on year from on 2.5% in 2012/13, to 6.3% in 2013/14.  It is 
likely that there will always be a variation in this measure as  it may be the same employee has accessed a number of training courses within the same 
training year which inflates the figure for that period.  All training is undertaken in accessible rooms within accessible venues so there should be no barriers 
to a disabled person attending a training session.  Technology has also been used to conduct training sessions making them more accessible to all who 
wish to participate. 
 
 
 

 
 
Analysis of the training undertaken by ethnicity identifies that the vast majority of participants describe themselves as White Scottish (ranging from 75.6% 
in 2013/14 to 83.7% in 2014/15) and Other White British (ranging from 6% in 2012/13 to 9.3% in 2013/14).  This is in proportion with the workforce profile 
within the Comhairle and there is evidence to support that employee’s from other ethnic origins are receiving training and there is no evidence to suggest 
that they are not permitted to access training or discriminated against. 
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Equality Outcome 4:   
The Health and Wellbeing for all people living in the Outer Hebrides will be improved. 
Meet our Equality and Diversity (E&D) statutory and regulatory duties for all protected characteristics in respect of the Health and Wellbeing. 
 

 

Authority/ 
Characteristic 

What we are trying to achieve 
  

How will we know 
(Measures) 

Lead General Duty  

CNES 

 
Protected Characteristic: 
Disability, Age 

Through integrated planning, 
service delivery and more 
responsive diagnostic and support 
services people are able to live 
independently in their own homes. 
 

% of people who have physical 
disabilities with intensive care needs 
receiving 10+ hours care at home 
 
% of people with learning disabilities 
supported in their own tenancies 
 

S&CS 
 
 
 
S&CS 

Advance Opportunity 
Foster Good Relations 

 
 
 

Progress as at April 2015: 

% of people who have physical disabilities with intensive care needs receiving 10+ hours care at home 
The data held relating to this measure is not held in a reportable format at present.  This measure will be updated when the data becomes available. 
 
% of people with learning disabilities supported in their own tenancies 
The data held relating to this measure is not held in a reportable format at present.  This measure will be updated when the data becomes available. 
 
 
CNES, EA  

 
Protected Characteristic: 
Age, Disability, Gender 

People in the Western Isles have 
an Improved Healthy Life 
Expectancy 
 

Deliver the Physical Education 2 hour 
target in primary schools  
 
Child obesity rates at Primary 1 
 
The number of referrals through the 
GP referral scheme (to support long 
term conditions) 
 
The number of Health Interventions 
which are completed following GP 
referral. 
 

E&CS 
 
 
OHCPP 
 
OHCPP 
 
 
 
OHCPP 
 
 
 

Advance Opportunity 
Foster Good Relations 

 



 

 

Healthy life expectancy measure (to 
be maintained for females and 
increased for males) 
 

OHCPP 

Progress as at April 2015: 

Deliver the Physical Education 2 hour target in primary schools 
All Primary schools in the authority area are achieving the target set to deliver 2 hours of Physical Education each week.  The PE Lead Officer has been working 
with schools and teachers across the authority area on national initiatives including ‘Path to Play (outdoor learning) and Positive Coaching Scotland (Sport 
Scotland).  Funding has been agreed with Education Scotland and Sport Scotland to extend the PE Lead Officer post until summer 2016 
 
Child obesity rates at Primary 1 
Improving the health and wellbeing for all people living in the Western Isles starts with our young people, this requires education programmes for young people 
and their families.  The Scottish Government is estimated to have invested as much as £200 million between 2008 and 2011 in activities which directly and 
indirectly contribute to tackling obesity.  This investment included Scottish Enhanced Services for childhood obesity services in the Western Isles.  The target 
is to reduce the level of Childhood obesity in Primary, an aim would to be to achieve the Scottish average figure in 2012/13 which was 9.3%.  This measure 
needs to be viewed over a longer period of time to assess the impact that the initiatives and investment has made in this indicator. 
 

 
 



 

 

 
 
The number of referrals through the GP referral scheme (to support long term conditions) 
Data is being collated through our Health Partners through the Outer Hebrides Community Planning Partnership and will be updated in due course. 
 
The number of Health Interventions which are completed following GP referral. 
Data is being collated through our Health Partners through the Outer Hebrides Community Planning Partnership and will be updated in due course. 
 
Healthy life expectancy measure (to be maintained for females and increased for males) 
According to data published by the National Records of Scotland, whilst there are a growing number of people living more than a century (2012 = 800; 2002 = 
520), Scottish males and females have the lowest life expectancy at birth within the UK. Male life expectancy is 2.2 years lower than the UK average and female 
life expectancy is 1.9 years lower.  Further to this, Scottish males and females can expect to live shorter lives (by 2.5 years and 2.1 years respectively) than in 
England, where male and female life expectancy is the highest in the UK.  There remains a gap in the life expectancy of males and females. 
 
This measure is in place to assess the impact that a range of health interventions introduced through the Outer Hebrides Community Planning Partnership 
(OHCPP) will affect the life expectancy at birth for males and female.  The Single Outcome Agreement – Measuring Success 2013/14 set the target for female 
life expectancy at the Scottish average of 80.80 and the target for the male life expectancy at the Scottish average of 76.4. 
 
The data collated has been populated into the line graphs below.  As the graphs depict, the life expectancy for females has dropped below the Scottish average 
and the life expectancy for males has improved over the period measured bringing it very close the Scottish average.  This measure is required to be viewed 
over a longer period of time to allow time for the health interventions to be developed and embedded in order to assess the longer term impact. 
 
 



 

 

 
 
 
CNES 

Protected Characteristic: 
Age, Disability 

More older people are able to live 
independently in their own homes 

% of people aged 65+ with intensive 
needs receiving care at home 
 

S&CS Advance Opportunity 
Foster Good Relations 

 

Progress as at April 2015: 

The number of older people (aged 65+) with intensive care needs who receive personal care 
to enable them to stay within their own homes has remained at a consistent level for the 
past three years (2014/15 data is still to be reported).  Whilst the performance in this 
measure is above the Scottish average which is reported to be 18.3 and the Comhairle has 
been able to remain above this average for the duration of this period, the target is to 
increase this figure. 
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Equality Outcome 5:  
Young people in the Western Isles have the best possible life chances which are achieved through the Education system. 
Meet our Equality and Diversity (E&D) statutory and regulatory duties for in respect of the Education Authority 
 

 

Authority/ 
Characteristic 

What we are trying to achieve 
  

How will we know 
(Measures) 

Lead General Duty  

 EA  

 
Protected 
Characteristic: 
Age, Gender, 
Disability, Race, 
Sexual 
Orientation 

Children have the best start in life 
and are protected 
 
 

% of all children who have reached all 
their expected developmental 
milestones at the time the child starts 
primary school age 
 
Increased level of achievement in 
numeracy and literacy for all pupils in 
Western Isles schools evidenced 
through SQA examinations, PiE/PiM 
and teacher assessments 
 
Improve attainment and achievement 
gaps between boys and girls 
evidenced through SQA 
examinations, PiE/PiM and teacher 
assessments 
 
% of ‘looked after children’ attaining 
mean or better scores in Progress in 
English (PiE) and Progress in Maths 
(PiM) assessments 
 
Decrease the number of exclusions 
resulting from bullying relating to a 
protected characteristic 
 
% of Headteachers attending ‘Getting 

ED&CS 
 
 
 
 
ED&CS 
 
 
 
 
 
ED&CS 
 
 
 
 
 
ED&CS 
 
 
 
 
ED&CS 
 
 
 
 

Eliminate Discrimination 
Advance Opportunity 
Foster Good Relations 

 



 

 

it Right for Every Child’ (GIRFEC) 
training 

ED&CS 

Progress as at April 2015: 

% of all children who have reached all their expected developmental milestones at the time the child starts primary school age 
The percentage of children who are meeting their developmental milestones is now assessed every June, this commenced in June 2013.  The results for 
the first 2 years are as follows:- 

Year % of all children who have reached 
all their expected developmental 
milestones at the time the child 
starts primary school age 
 

June 2013 93% 

June 2014 94.6% 

 
Whilst this is a relatively new measure it is positive to see strong results which have already improved from the first year of the measure.  The testing for 
June 2015 has been completed but the data has not yet been analysed to determine if improvements have continued.  The Early Years’ service continues 
to work with all nurseries throughout the authority to provide advice and support as and when required to ensure that early intervention opportunities are 
maximised to the benefit of the child. 
 
Increased level of achievement in numeracy and literacy for all pupils in Western Isles schools evidenced through SQA examinations, PiE/PiM 
and teacher assessments 
2014/15: 
The Education authority had set a target of 60% of pupils attaining mean or better scores in PiE and PiM assessments which was achieved in both 
measures as detailed in the table below.  The Education Authority will continue to work to achieve consistency in the performance at each stage assessed 
to ensure our children are well equipped to take advantage of future opportunities that are available to them. 
 

 % of pupils attaining mean or better 
score in PiM assessments (target 60%)  

% of pupils attaining mean or better 
score in PiE assessments (target 60%) 

Stage 
No of 
pupils 

Achieved 
mean or 
better 

% 
No of 
pupils 

Achieved 
mean or 
better 

% 

Primary 3 193 84 43% 191 118 62% 

Primary 7 277 202 73% 279 150 54% 

Secondary 2 272 226 83% 274 195 71% 

Cumulative 742 512 69% 744 463 62% 



 

 

 
 
Improve attainment and achievement gaps between boys and girls evidenced through SQA examinations, PiE/PiM and teacher assessments 
Data relating to this measure will not be available until August 2015 and will be updated at that point. 
 
 
% of ‘looked after children’ attaining mean or better scores in Progress in English (PiE) and Progress in Maths (PiM) assessments 
Progress in English (PiE) assessments: 
The Education Authority had set a target of 40% to be achieved  and cumulatively achieve 43% which is positive however the breakdown of the measures 
identified below highlights that the none of the ’looked after children’ at the secondary level (S2) achieved the mean or better in the PiE assessments.  This 
will be a key focus for the Education Authority which will continue to be measured over the next 2 years.  
2014/15 
P3 – 1/1 = 100% 
P7 – 2/3 = 66.6% 
S2 – 0/3  = 0% 
 
Progress in Maths (PiM) assessments: 
The Education Authority has set a target of 40% to be achieved and cumulatively achieved 22%. The data set relates to ‘looked after children’ (P3 – 3; P7 
– 3; S2 – 3) scoring 97 or above in the test.  None of the pupils in P3 achieved the score of 97 or above, one pupil at P7 and one pupil at S2 did achieve 
the score of 97 or above).  The Education Authority will focus on supporting young people through a range of actions to 
 
Decrease the number of exclusions resulting from bullying relating to a protected characteristic 
The percentage of exclusions within Comhairle schools has remained relatively low and consistently below the Scottish Average as per the table below: 
 

%  Exclusion absence 

Year Comhairle % National % 

2012/13 0.03% Not published 

2011/12 0.02% * 

2010/11 0.05% 0.1% 

2009/10 0.06% 0.1% 

2008/09 0.07% 0.1% 

 
Whilst it is positive to note that the % of exclusions has been consistently in decline (slight increase noted om 2012/13)  based on the available data from 
the last 5 years, the reasons for exclusion have all been recorded as either “reason unknown” or “other known reason” as the reason for the exclusion 
does not fit any of the set categories.  Whilst it may be that there has not been any exclusions resulting from bullying relating to a protected characteristics, 



 

 

the recording of data will be reviewed to ensure there are no underlying equality or discriminatory matters that require further investigation and action. 
 
 
% of Head teachers attending ‘Getting it Right for Every Child’ (GIRFEC) training 
95% of Head teachers have now attended GIRFEC training.  Work will continue in 2015/16 to ensure the last remaining Headteachers undertake the 
training in early course. 
 

 Children have improved life 
chances 
 

The number of young people leaving 
school moving into positive and 
sustained destinations 
 
 
% of children with ASN who have their 
co-ordinated support plans completed 
and reviewed within statutory 
timescales. 
 

ED&CS 
 
 
 
ED&CS 
 
 
 
 
ED&CS 

Eliminate Discrimination 
Advance Opportunity 
Foster Good Relations 

 

Progress as at April 2015: 

The number of young people leaving school moving into positive and sustained destinations 
This Improvement Service measure identifies the proportion of pupils leaving school and entering further/higher education programmes, employment , 
training or voluntary work.  It is considered to be a valuable way of measuring how well schools prepare young people for life beyond school.  It provides 
an overall measure of a wide range of post-school destinations (higher or further education, employment, training or voluntary work).  The information is 
collected by Skills Development Scotland about nine months after a young person leaves school. The Education authority have improved performance in 
this measure year on year from 2009/10 to 2013/14 (14/15 data not yet published) are amongst the highest performing authorities in this measure.  The 
aim of the authority is to maintain this level of performance. 
 



 

 

 
 
% of children with ASN who have their co-ordinated support plans completed and reviewed within statutory timescales. 
Analysis of the co-ordinate support plans completes Quarter 4 of 2014/15 identfied that 100% of the support plans had been reviewed within the statutory 
timescales.  Historical data has been requested to track performance and progress over a longer period of time to ensure the services provided to children 
with additional support needs are consistently of a high standard. 
 
 
EA 

 
Protected 
Characteristic: 
Age, Disability 

More people in education, training 
and research to equip them for 
employment in the Western Isles 
 

Increase the range of vocational 
courses available in schools 
 
Working in partnership with the 
University of the Highlands and 
Island, increase the number of 
vocational courses available in the 
authority area. 
 

ED&CS 
 
 
ED&CS 
S&CS 

Advance Opportunity 
Foster Good Relations 

 

Progress as at April 2015: 

Increase the range of vocational courses available in schools 
All presenting centres have made significant progress in extending the range of vocational choices available, consistent with economic priorities thus 



 

 

ensuring that almost all young people leave school to positive and sustained destinations. 
 
Working in partnership with the University of the Highlands and Island (UHI), increase the number of vocational courses available in the 
authority area. 
Significant work is being done at school, community and authority level with UHI in relation to training, vocational educational opportunities, school 
partnerships and strategic planning.  A NIB partnership funding application to the Scottish Government is being supported by the CnES with UHI in terms 
of teacher training course delivery.  The Head of Education and Resources has initiated a meeting with the Lews Castle College Principle who will form 
part of the presenting Headteacher Management Group for curriculum re-design. 
 

 


