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Foreword  
 
As outlined in the Skills Development Scotland (SDS) Corporate Strategy 2012/15, our 
ambition is to ensure our services meet the demands of the 21st century - we strive to 
continuously improve our services, delivering to more customers, more efficiently and 
improve equality of opportunity and diversity as an employer and in our service delivery. 
 
As we strive to think and do things differently in order to deliver the services that will make 
the biggest difference to Scotland’s people and businesses, we have listened to our 
customers and partners, and are committed to acting on their feedback regarding the 
accessibility, appropriateness and effectiveness of our services. 
 
The report will show how we have built on the actions and priorities detailed in our first 
Equality Scheme 2010/13.  It re-affirms our commitment to the public sector duties of: 
eliminating unlawful discrimination; harassment and victimisation; advancing equality of 
opportunity; and fostering good relations between people who share a protected 
characteristic and those who do not.  It also details how we have placed equality at the 
centre of what we do, embedding it within our service delivery, policy and project 
development and through the continuous professional development of our employees. 
 
Our plans for Equality and Diversity are both ambitious and aspirational but we recognise 
that we cannot achieve the changes we desire without the support of our partners and 
stakeholders. 
 
Partnership working is central to achieving our mainstreaming aims.  Our Equality Advisory 
Group has been invaluable in providing expert advice and support and assisting in the 
development of our Equality Outcomes.  Our three outcomes are included in this report 
and have been developed based on evidence and consultation.  
 
We look forward to working on the actions identified and reporting on our progress.  
 
 

   

     
Damien Yeates   John F McClelland CBE 
Chief Executive   Chair 
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1.  Introduction – what we do 
 
Skills Development Scotland (SDS) is the national skills body for Scotland supporting the 
country’s people and businesses. 
 
A non-departmental public body of the Scottish Government, SDS plays a key role in 
driving the success of Scotland’s economic future through the delivery of the Scottish 
Government’s Economic and Skills Strategies. 
 
Our services are shaped by the Scottish Government’s Career Information, Advice and 
Guidance strategy and Youth Employment strategy. 
 
We help the skills and learning system to better respond to the needs of the economy and 
help individuals and businesses to benefit from learning and skills development 
opportunities.  Working in partnership at a national and local level, we 
 
 support individuals to reach their potential through developing the skills they need   to 

progress effectively in their working and learning lives 
 
 help make skills work for employers, supporting businesses of all sizes to compete 

effectively by building, developing and getting the best from their workforce 
 
 improve the skills and learning system by ensuring our combined services are aligned, 

integrated and meet the needs of our customers. 
 

For more information on SDS visit our website: www.skillsdevelopmentscotland.co.uk. 
 
We have adopted the social model of disability and use this to inform our work to promote 
equal opportunities and to tackle discrimination. 
 
The Scottish Accessible Information Forum states that “through the social model, disability 
is understood as an unequal relationship within a society in which the needs of people with 
impairments are often given little or no consideration. People with impairments are 
disabled by the fact that they are excluded from participation within the mainstream of 
society as a result of physical, organisational and attitudinal barriers. These barriers 
prevent them from gaining equal access to information, education, employment and social/ 
recreational opportunities”. 
 
 
 
 
 
 

 
 
 
 
 
 

http://www.skillsdevelopmentscotland.co.uk/


 

2.  The Equality Act 2010  
 
The Equality Act 2010 defined the general public sector duty.  Organisations like SDS 
must therefore have due regard, when carrying out their public functions; as a service 
provider, as policy makers and as employers, to the need to: 
 
 eliminate discrimination 
 advance equality of opportunity 
 foster good relations.  

 
In addition, The Equality Act (Specific Duties) (Scotland) Regulations came into force in 
May 2012. As a listed authority, SDS must also: 
 
 draft, agree and publish Equality Outcomes in relation to all protected characteristics; 

age, disability, gender, gender reassignment, pregnancy/maternity, race, religion/belief 
and sexual orientation.  These Equality Outcomes should be embedded in the business 
planning process 

 
 assess and review policies and practices through completion and publication of 

Equality Impact Assessments 
 
 produce and publish a Mainstreaming Equality report by the end of April 2013 to 

include an annual breakdown of numbers and characteristics of employees, the 
recruitment, development and retention of employees and information on how this data 
is used 

 
 publish pay gap information in relation to gender by end of April 2013 
 
 publish an Equal Pay statement by end of April 2013 
 
 in addition there is a need to review how public sector duty considerations are 

embedded in to the decision making processes within SDS. 
 

This Mainstreaming report will demonstrate how, through a wide range of initiatives, 
policies, activities, and developments to service delivery, SDS is working to embed 
equality and diversity throughout the organisation and deliver the general public sector 
duties. 
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2.1.  Our approach 
 
Our Equality Scheme 2010/2013 stated that we intended to go beyond the requirements 
set out in the Equality Act 2010 and aspire to be a leader in equality within the public 
sector.   
 
To help us achieve this aim, we established a number of equality groups internally and 
externally. These are: 
 
Equality Advisory Group  
 
This is chaired by our SDS Board equality champion. This consultative forum assists in 
setting the equality and diversity agenda, reviews and monitors activity and advises SDS 
on improvements to policies and services to best meet the needs of all customer groups. 
 
Organisations who support our Equality Advisory Group through giving their time and 
expertise include: 
 
 Stonewall Scotland 
 Capability Scotland 
 STUC 
 Close the Gap 
 BEMIS 
 Glasgow Centre for Inclusive Living 
 Glasgow Disability Alliance 
 The Scottish Throughcare and Aftercare Forum.   

 
In 2011/12 we widened the membership of the group to include The Scottish Transgender 
Alliance, Interfaith Scotland, CEMVO and the BRITE Initiative, ensuring all protected 
characteristics are represented. 
 
Equality Management Group  
 
This is made up of managers from each of the four SDS Directorates: Corporate Services, 
Service Design and Innovation, Operations, Finance and Audit, and our recognised trade 
union.  
 
The group aims to:  
 
 drive forward equality and diversity and actively champion the promotion of equality 

and diversity in our day to day business 
 keep the organisation updated on key developments and legislative changes, including 

the implications of the Equality Act 2010 
 work closely with the SDS Senior Management Team to ensure an awareness of 

equality requirements are built into service developments 
 review and develop a consistent approach to equality monitoring  
 identify effective processes to involve and engage with our customers to ensure 

equality issues are understood and appropriate solutions sought 
 identify and build on existing best practice within and beyond SDS and develop an 

appropriate process for dissemination of good practice. 
 



 

Equality Champions  
 
SDS benefits from a group of equality champions who are predominantly front line 
employees from across Scotland.  This group supports their colleagues and promotes 
equality and diversity in everything we do.  Our 20 champions include a trade union 
representative. 
 
 

 
 
 
 
They help to 
 
 disseminate information on equality issues, developments and share best practice with 

all SDS directorates 
 
 identify equality issues and challenges and collect objective data where appropriate 

across the organisation 
 
 feedback of issues and challenges to appropriate employees with responsibility for 

particular products / services  
 
 utilise existing networks with appropriate agencies and organisations who can support 

SDS efforts to address the equality issues within their Local Authority area. 
 
Updates on key activities, including the work of these groups, are reported regularly to the 
Senior Management Team and relevant Board committees.  
 
We will review the remit and membership of all of our equality groups to ensure 
their focus fully supports the requirements of the Equality Act as well as the 
embedding of best practice, and monitoring of progress and achievement. 
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3.  Achievements and progress  
 
Our Equality Scheme 2010/13 identified a number of priority areas and actions. Below are 
details of progress we have made against these,  as well as further actions we have 
planned. 
 
 3.1.  Policy and project development 
 
Equality has been embedded in both our policy and project development processes which 
ensures that any equality/diversity implications are considered at the start of the 
development process. 
 
 3.2.  Our HR policies 
 
Our range of HR policies fully support our Equality and Diversity aims and contribute to the 
culture of dignity and respect.  Relevant policies include: Dignity at Work, Work and Family 
and Flexitime. 
 
We have an Employee Assistance Programme, promote the use of mediation where 
required and provide access to trained harassment advisers if needed.  
 
3.3.  Equality and Diversity resources 
  
 We combined our Equality Toolkit and Additional Support Needs resource into one 

user friendly resource.  In addition we made this available not only to our employees 
but also to our partners and stakeholders, publishing it both on our intranet and on our 
corporate website.  

 
 We developed an Equality and Diversity section of our intranet to give our employees 

easy access to a range of resources, tools and information on all protected 
characteristics to assist them in delivering services to all customers. 

 
 We also developed an Equality and Diversity section on our corporate website where 

we publish relevant organisational information including our Equality Impact 
Assessments and any relevant research. 

 
 Working closely with our Communications colleagues we have developed an ongoing 

equality and diversity communication plan to help maintain staff interest, knowledge 
and understanding.   

 
We will review, refresh and update our equality and diversity resources to ensure 
we fully meet  the needs of both our customers and our employees. 
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3.4  Training 
 
Training has been a key component in enabling employees to understand both the 
organisations responsibilities and their own, in relation to equality legislation.  In addition 
this has supported employees to be confident in promoting equality of opportunity, and to 
challenge discrimination. 
 
In 2011/12 our Board, Senior Management Team and other senior employees attended 
face to face equality and diversity training.  This built on previous face to face training for 
all our front line employees. 
 
We also re-launched our equality and diversity e-learning programme, which is mandatory 
for all new recruits. The e-learning programme has been expanded to include a module for 
people managers on managing diverse teams. 
 
We have also worked to embed appropriate equality and diversity messages in all our 
learning and development activity delivered through the SDS Academy. 
 
We will access expertise within the organisation as well as working with partners 
and stakeholders, to continually develop and enhance the knowledge, 
understanding and confidence of employees in relation to equality and diversity.  
 
3.5.  Research   
 
In our Equality Scheme 2010/2013, we committed to undertaking research to look at the 
impact of sexual orientation on career choice and progression.  This was to help us better 
understand the needs of this customer group.  In 2011, we published the report we had 
commissioned and presented the findings and recommendations to both our employees 
and a range of partners and stakeholders including presenting at the Stonewall Scotland 
Workplace Conference.  
 
In addition, we have ensured that equality is contained within the organisation’s 
commissioning guidance for research and embedded within all research activity. 
 
Working with our Research and Evaluation colleagues a literature review of employability 
and skills research related to equality and diversity has been produced to support the 
development of equality outcomes.  
 
We will maintain and update the equality research evidence resource to help keep 
our employees informed and up to date, as well as providing support for colleagues 
completing equality impact assessments.  
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3.6.  Employee engagement  
 
In 2011 we carried out our first Equal Opportunities culture survey.  This was completed by 
nearly 600 employees and provided us with a baseline for development and continuous 
improvement. 
 
The responses were, on the whole, very positive and indicated that SDS already has a 
strong culture of dignity and respect.  The results also highlighted where further action is 
required and this has informed subsequent development work.    
 
In addition, we are planning a wider employee engagement survey in 2013/14. 
 
We will issue a follow up Equal Opportunities culture survey in 2013/14 to build on 
the initial findings. 
 
 
3.7.  Work with partners and stakeholders and positive action  
 
As active members of both the Non Departmental Public Body (NDPB) Equality Forum and 
the Public Sector Employers Diversity Network we share good practice and equality and 
diversity resources with partners. 
 
Our Equality Adviser is a member of the steering group of Close the Gap which aims to 
improve awareness amongst employers and employees about equal pay, the gender pay 
gap and occupational segregation.  Close the Gap is also a member of our Equality 
Advisory Group. 
 
SDS has also joined the Glasgow Employers Diversity Network, continues to support the 
Positive About Disabled People standard, as well as maintaining Stonewall Diversity 
Champions status. 
 
We have also worked in partnership with Glasgow Centre for Inclusive Living supporting 
work placements for the disabled graduates professional careers programme. 
 
 
3.8.  SDS Business Excellence Approach 
 
SDS has developed a quality assurance framework that will be applied across the whole 
organisation to include service delivery and support services.  The framework will be 
known as the SDS Business Excellence Approach (BEA). 
 
Equality is both explicit and implicit within the framework. There are indicators such as 
Inclusion, Equality and Fairness that explicitly mention equality and others where it is 
mentioned in one of the underlying themes.  
 
SDS will self assess against the BEA and through this approach identify what is working 
well and where there are areas for improvement, driving continuous improvement 
throughout the organisation. The SDS Equality Outcomes, their associated actions and 
performance measures will be used within the self assessment process to evidence what 
the organisation is doing to promote equality and how successful our actions have been. 
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3.9.  Managing employee performance – Aspire  
 
Aspire – our framework for managing performance – is a bespoke approach unique to 
SDS and links the day to day work of employees with the high level strategic direction of 
our organisation. 
 
Our success is entirely dependent on the quality and performance of our people. It’s 
important that employees understand their role, know what is expected of them and are 
aware of the basis on which their performance will be measured. 
 
Based on the premise of a ‘golden thread’, Aspire helps employees make the connection 
between their own individual objectives and our corporate strategy, and how to utilise their 
personal strengths to achieve their goals.  
 
While there are three formal phases of the process, Aspire is about managing employee 
performance on an ongoing basis through coaching and regular, informal discussions. 
The formal phases of the Aspire process are: 
 
 Performance and Development Planning (PDP) – setting out objectives and taking 

account of  strengths, behaviours and development needs 
 
 mid-year reviews – offering a chance to reflect on progress to date 
 
 year-end reviews – a look back at performance throughout the year and confirmation of 

performance against objectives and behaviours outlined. 
 
In developing Aspire, we ensured that equality was embedded within the behaviour 
descriptions and this provides the opportunity for inclusion in the one to one discussions 
between managers and employees. 
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4.  Equality Impact Assessments 
 
Our Equality Impact Assessment process has been revised in light of the Specific Duties 
Regulations, to ensure the link to the achievement of the general equality duties is clear. 
The corresponding guidance has also been updated. 
 
Major services have been assessed notably our Careers Information, Advice and 
Guidance (CIAG) services, including face to face, online and telephone services.  All 
completed assessments are published in the Equality and Diversity section of our 
corporate website. 
 
We will continue to complete Equality Impact Assessments and publish these on 
our corporate website.  
 

 
5.  Equality Outcomes 
 
As noted previously, the Equality Act 2010 and the Specific Duties (Scotland) regulations 
require SDS to develop a set of Equality Outcomes. 
 
The outcomes need to consider relevant evidence and further the needs of all protected 
characteristics.  If not, the reasons for lack of coverage need to be explained. 
 
A short life working group, with representation from across the organisation and our 
recognised trade union, was established to consider the evidence available and to 
identify draft outcomes.  
 
An outcome template was devised to clearly illustrate the evidence considered in 
developing the outcome, as well as how the outcome supports our corporate goals and 
outcomes set out in our SDS Corporate Strategy 2012/15. 
 
Based on evidence, and taking in to account our core service offer, it was agreed that we 
should draft Equality Outcomes based on our Career Information, Advice and Guidance 
(CIAG) service, our Modern Apprenticeship programme and our employees. 
 
Each of our outcomes has a senior manager as sponsor and our Business Excellence 
Approach will ensure that actions identified in the outcomes will be built in to our 
Operating, Directorate and team workplans. 
 
As part of the outcome development process we consulted widely, including through our 
Equality Advisory Group, with our trade unions and with our customers.  We also 
conducted an all employee online consultation.  As a result our Equality Outcomes were 
amended and augmented to reflect the feedback received. 
 
Our Advisory Group commended us on the “hugely helpful and robust” approach taken in 
developing outcomes. 
 
A process to embed the Equality Outcomes and outcome measures in our planning 
cycle, has been developed and is illustrated at section 5.6 of this report. 
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5.1.  Outcome Template Guide and Definitions 
 

 
EQUALITY 
OUTCOME 

Outcomes are… 
 the changes or effects that result from an action we have 

taken  
 the changes or the difference may be for individuals or 

groups  
 Outcomes relate to changes in behaviour, norms, decision-

making, knowledge, attitudes, capacities, motivations, skills, 
conditions. 

EVIDENCE 
The evidence base supporting the choice of equality outcome e.g. 
SLDR, evidence from research. 

SDS GOAL 
Most appropriate chosen from  the SDS Corporate Strategy 
2012/15. 

SDS OUTCOMES 
Most appropriate chosen from  the SDS Corporate Strategy 
2012/15. 

ACTIONS 
Actions identified to change/improve the current situation as 
described in the evidence. 

PERFORMANCE 
INDICATORS 

The sources of performance/management information that 
demonstrate progress towards achieving our outcome measures 
e.g.  

 level of career management skills (CMS) of young disabled 
people and customers from the BME community 

 questionnaire findings  
 current level of employees reporting protected 

characteristics. 
 

OUTCOME 
MEASURE 

A measure of the changes, increase/reduction/improvements made 
through the actions taken to deliver the Equality Outcome. 
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5.2.  Equality Outcome 1 
 

EQUALITY 
OUTCOME 

 
Young disabled people and those from a BME (Black and 
Minority Ethnic) community in school, have the Career 
Management Skills (CMS) to make positive and 
sustained transitions to learning or work. 
 

EVIDENCE 

The Equality Impact Assessment (EQIA) undertaken on 
the Career Information Advice and Guidance (CIAG) 
Service Modernisation identified that young people from 
BME communities and disabled young people required 
improved CIAG support at their school transition to 
ensure they make a successful transition to employment, 
education or training.  
 
The EQIA drew on a number of key documents: 

 Career, Information Advice and Guidance in 
Scotland – A Framework for Service Redesign and 
Improvement 2011 

 ‘All things being equal? Equality and diversity in 
careers education, information advice and 
guidance by the University of Derby and the 
National Institute of Economic and Social 
Research and published by the Equality and 
Human Rights Commission in 2011 

 School Leaver Destination Return Analysis 
2010/11. 

 

PROTECTED 
CHARACTERISTICS/ 
PUBLIC SECTOR 
DUTY 

 Age 
 Race 
 Disability 

 

 Advance equality of 
opportunity 

 Challenge discrimination 
 Foster good relations 

 
RELEVANT SDS 
GOAL 

Enable people to meet their potential. 
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RELEVANT SDS 
OUTCOMES 

 
 more individuals have the skills they need to progress 

effectively in their working and learning lives 
 our services are better aligned with those of our 

partners 
 individuals have access to improved opportunities that 

support them to progress within the world of work.  
 

ACTIONS 

 
 Embed Equal Opportunities training (including cultural 

and disability awareness) through its inclusion as an 
element of staff core competency training. 
 

 Deliver capacity and capability building sessions to 
help partner organisations develop their 
understanding of CMS and how to use the resources 
available including My World of Work, to develop 
career management skills of disabled young people 
and young people from BME communities that they 
support.  

 
 Ensure the ongoing development of our integrated 

CIAG service delivery model (web via My World of 
Work, Contact Centre, face to face services and 
through partners) provides improved access for young 
disabled people and those from BME communities to 
the resources to build their career management skills.  
 

 Ensure equality of access to CIAG services by;  
-  the implementation of the My World of Work                
   accessibility action plan to address areas identified  
   for improvement 
-  marketing of CIAG services that reflect the needs of  
   young disabled people and those from a BME  
   community. 

 
 Ensure the ongoing development of the content of My 

World of Work reflects the CIAG needs and 
aspirations of young disabled people and young 
people from BME communities. 
 

 Develop a dedicated resource on My World of Work to 
enable partner organisations and parents to support 
young people build their career management skills. 

 
 Ensure partnership agreements with schools and 

other agencies include arrangements that recognise 
and put in place the support required for young 
disabled people and those from BME communities to 
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make successful transitions to learning or work. 
 

 Ensure the customer insight programme involves 
young disabled people and those from a BME 
community in the development of new products and 
services.  

 

PERFORMANCE 
INDICATORS 

 
In relation to young disabled people and young people 
from the BME community 
 percentage of customers from these groups 

engaging with SDS Career Management Skills 
sessions 

 the number of capacity building sessions with 
partner organisations supporting the transitions of 
young people from the target groups 

 number of partners registering on My World of Work 
 the level of positive destinations for these groups 

within the School Leaver Destination Return (SLDR) 

OUTCOME 
MEASURES 

 
In relation to young disabled people and young people 
from the BME community 
 increased level of career management skills across 

customer groups by race and disability (baseline to 
be established during 2013/14) 

 increased participation levels in post school 
opportunities.  
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5.3.  Equality Outcome 2 
 

EQUALITY 
OUTCOME 

 
Improved participation in the SDS Modern Apprenticeship 
Programme (MA) by those from Black and Minority Ethnic 
(BME) communities and disabled people together with an 
improved gender balanced occupational participation across 
MA frameworks.  
 

EVIDENCE 

 
 Equality monitoring data of MA participants included 

within the Modern Apprenticeship Group (MAG) report 
(MAG report shows starts, leavers, achievement by 
framework by level by age by gender) 

 
 The extensive literature review of published research on 

under representation in apprenticeships and on gender 
segregation forms a key element of the Equality Impact 
Assessment (EqIA) of the National Training 
Programmes (NTPs). 

 
 The findings from focus groups of potential participants 

from under represented groups also cited in the NTP 
EqIA (above) 

 
 Findings from Equal Opportunities questionnaire with 

training providers  
 
 Feedback from SDS Equality Champions and partners 

 
Monitoring data over the last 3 years shows continuing low 
participation rates in the National Training Programmes by 
individuals in the BME group, disabled people and women. 
The data also shows the MA programme is characterised by 
gender segregation, mirroring the gender segregation of the 
wider labour market which results from, amongst other things, 
the socialisation of young people from birth into the norms, 
values and culture of UK society including gendered 
delineation of roles, behaviour and occupations. 
 

PROTECTED 
CHARACTERISTIC
S/ 
PUBLIC SECTOR 
DUTY 

 
 Gender 
 Race 
 Disability 

 
 

 Advance equality of 
opportunity 

 Challenge discrimination 
 Foster good relations 

SDS GOAL Enable people to meet their potential 

http://www.skillsdevelopmentscotland.co.uk/media/1018976/mag%20quarter%204%202011-12%2016-19%20year%20olds.pdf
http://www.skillsdevelopmentscotland.co.uk/our-story/equality-and-diversity/national-training-programmes.aspx
http://www.skillsdevelopmentscotland.co.uk/our-story/equality-and-diversity/national-training-programmes.aspx
http://www.skillsdevelopmentscotland.co.uk/our-story/equality-and-diversity/national-training-programmes.aspx
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SDS OUTCOMES 

 
 Individuals have access to improved opportunities that 

support them to progress within the world of work. 
 
 More individuals have the skills they need to progress 

effectively in their working and learning lives.   
 

ACTIONS 

 
Continue to implement and revise the Action Plan of the 
Equality Impact Assessment of the National Training 
Programmes.  The action plan has specific measures grouped 
into 3 categories, some examples of actions are noted below:  
 

1.  Marketing & Communication  
Develop a targeted marketing strategy to raise awareness 
amongst under represented groups by utilising local media 
including community channels. 
 
2.  Capacity Building 
Collect and disseminate best practice to training providers, 
e.g. issue a monitoring sheet to encourage all providers 
and their associated employers to monitor applications by 
protected characteristics. Utilise the Skills Investment 
Adviser network and workshops to disseminate best 
practice. 
 
3.  Partnership Working 
Raise awareness amongst BME-led employers of under 
representation issues by working with partners to deliver 
an engagement event and follow up activity. 
With key partners such as BEMIS, STUC, CEMVO, Close 
the Gap, Local Authorities, develop joint initiatives to raise 
awareness with under represented groups and employers 
and also develop joint actions to address barriers to under 
representation and to support apprentices entering MA 
programme. 
 

We will also 
 
 develop and disseminate to SDS advisers local Labour 

Market Intelligence which highlights local MA opportunities 
and incorporates information around under representation 
and gender segregation enabling advisers to help young 
people identify opportunities and encourage applications 
from a more diverse range of people to the programme 
and across the frameworks 

 
 utilise information from local Labour Market Intelligence 

and from MA providers to enable My World of Work to 
encourage applications from a more diverse range of 
people 
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 liaise with colleagues developing input to Curriculum for 
Excellence and other career education materials to ensure 
gender stereotyping is addressed, including an 
acknowledgment of the need for a paradigm shift in 
perceptions of male and female roles.  

 

PERFORMANCE 
INDICATOR 

 
 Increase in the number of starts from the under 

represented groups on the MA programme  
 
 Greater awareness of the MA programme by customers 

from under represented groups 
 
 Increase in targeted marketing utilising appropriate 

communication channels 
 

OUTCOME 
MEASURES 

 
 The level of participation in the MA programme by 

individuals from BME groups is more proportionate to their 
incidence in the Scottish population. (Especially focussing 
on 16-20 age range) 

 
 The level of participation in the MA programme by 

disabled people is more proportionate to their incidence in 
the Scottish population. 

 
 Continued improvement in the participation of young 

women in the MA programme. 
 
 Improved gender balanced occupational participation 

across MA frameworks. (This measure is predicated on 
Curriculum for Excellence and career education provision 
from pre-school to end of compulsory schooling 
contributing to the achievement of a paradigm shift in 
perceptions of male and female roles. This shift in values 
and culture will take many years) 
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5.4.  Equality Outcome 3 
 

EQUALITY 
OUTCOME 

SDS is recognised both internally and externally as 
demonstrating a culture of dignity and respect. 

EVIDENCE 

 Current level of information on employee profile by 
protected characteristic 

 Culture Survey 2011 which identified knowledge 
gaps  

PROTECTED 
CHARACTERISTICS/ 
PUBLIC SECTOR 
DUTY 

 Age 
 Race 
 Gender 
 Disability 
 Sexual orientation 
 Transgender 
 Religion / belief 
 Pregnancy/maternity 
 

 Advance equality of 
opportunity 

 Challenge 
discrimination 

 Foster good relations 

SDS GOAL Achieving organisational excellence 

SDS OUTCOMES 

 
 Our services are effective and make use of our 

resources 
 
 We have a strong reputation with customers and 

partners 
 

ACTIONS 

  
 Develop a communications plan, targeted at staff 

to raise awareness of why information on protected 
characteristics is requested, how it is used and to 
encourage colleagues to provide it. 

 
 Review HR policies in line with the policy planner, 

ensuring they fully reflect the needs of all equality 
groups. 

 
 Enhance Equality & Diversity section of the intranet 

to address the gaps in knowledge and 
understanding identified in the Culture Survey. 

 
 Actively pursue opportunities to highlight positive 

equality and diversity messages through internal 
communication channels.  
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 Integrate equality and diversity into staff 
development activity and promote the individuals 
responsibility for promoting dignity and respect. 

 
 Undertake a further Culture Survey in 2012/13. 
 
 Explore the opportunity for early conflict resolution 

through mediation. 
 
 Ensure as part of the on-going engagement with 

our trade unions, that equality and diversity is 
included as a regular agenda item at JCNC 
meetings. 

 
 Monitoring of Harassment Adviser referrals. 

 

PERFORMANCE 
INDICATOR 

 
 Increase the percentage of employees reporting 

information on protected characteristics 
 
 Increase in the percentage of employees who view 

SDS as a supportive employer across all equality 
groups and specifically in relation to religion/belief, 
transgender and sexual orientation 

 
 Percentage of employees participating in equality 

and diversity learning and development 
opportunities 

 
 Maintaining the Positive about Disabled People 

standard and Stonewall Diversity Champion status 
 

OUTCOME 
MEASURES 

 
 Employees recognise SDS as an equal 

opportunities employer  
 
 Partners and stakeholders recognise SDS as an 

equal opportunities organisation  

 
 



 

5.5.  SDS Corporate Strategy outcomes and outcome measures 2012/15 
 

 
SDS Outcomes (Outcomes mapped 
against Scottish Government National 
Outcomes) 

Associated Outcome measures 

1 
More individuals with the skills they need to 
progress effectively in their working and 
learning lives 

2 
Individuals have access to improved 
opportunities that support them to progress 
within the world of work 

 Increased level of career management skills across customer groups 
 The percentage of individuals taking action in relation to education, employment or 

training, following engagement with SDS 
 The level of individual participation in our programmes and services 
 The percentage of individuals moving into positive destinations 
 The percentage of individuals sustaining positive destinations 

3 
Employers are more involved in developing 
the skills of their workforce 

4 
The supply of skills responds more to the 
needs of employers 

 Qualification achievement rates across our programmes 
 Percentage of employers reporting that individuals taking part in our employability 

programmes are work-ready 
 Level of employer participation in our programmes and services 
 Alignment of partner responses to employer skills needs(qualitative and perception 

indicators) 
5  Our customers find it easy to use our services

6 
Our services are better aligned with those of 
our partners 

 Percentage of customers reporting ease of access to our services 
 Evidence of services being better aligned (supported by qualitative and perception 

indicators) 

7 
We have a strong positive reputation with our 
customers and partners 

8 
Our services are effective and make use of 
our resources 

 Level of customer and partner satisfaction 
 Effective use of resources 

o percentage of efficiency savings 
o 30% reduction in our carbon footprint 
o Percentage reduction in cost to serve 
o Percentage of teams with improvement plans in place 

 Number of training opportunities created through company benefit clauses 
 Level of employee satisfaction and engagement 
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Operating Plan 2012/13 

Operating Plan 2013/14 

 

Equality Outcomes (included) 

Operating Plan 2014/15 

 

Key equality activities  

Directorate 
Workplans 

Sets out our strategy for a three-year period and 
determines what we are seeking to achieve 

Sets out a summary of our key activities for 
the year 

SDS Equality Outcomes 
published by 30 April 
2013 

Directorate 
Scorecards 

Corporate Strategy 2012/15 

Report on progress made to 
achieve equality outcomes 
not later than 30 April 2015 

Directorate 
Scorecards 

 

Performance 
against 
equality 
outcomes 
reported 

 

Directorate 
Workplans 

Actions that 
contribute to 
the delivery 
of equality 
outcomes 
included in 
Directorate 
Workplans  

 

Directorate 
Scorecards 

 

Performance 
against 
equality 
outcomes 
reported 

Directorate 
Workplans 

 

Actions that 
contribute to the 
delivery of 
equality 
outcomes 
included in 
Directorate 
Workplans  

 
5.6.  Equality outcomes, planning and reporting within SDS 

Manage the 
progress and 
performance of the 
actions and 
measures agreed in 
the directorate 
workplans. 

Set out directorate 
activities in more 
detail and these are 
again structured 
around the delivery 
of our strategic 
goals. 
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6.  Employee information  
 
6.1.  Current workforce (as at March 2013) 
 
Age 
 
Age range Total Percentage 
16 - 24 9 0.8%
25 - 34 187 15.8%
35 - 49 549 46.4%
50 + 437 37.0%
Total 1182 100.0%

 
Disability 
 
Disability Total Percentage 
No response  15 1.3%
No 1118 94.6%
Yes 49 4.1%
Total 1182 100.0%

 
Gender 
 

Gender Total Percentage

Female 885 74.9%

Male 297 25.1%

Total 1182 100.0%
 
Race 
 
Ethnicity Total Percentage 
African * *
Asian Indian * *
Asian Scottish British * *
Black African * *
Black other * *
Mixed Ethnicity * *
No response  38 3.2%
Other Ethnicity * *
Prefer not to say 76 6.4%
White British 315 26.6%
White English * *
White Irish * *
White other * *
White Scottish 719 60.8%
Total 1182 100.0%
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Religion / Belief 
 
Religion / Belief Total Percentage
Buddhist * *
Catholic 194 16.4%
Christian 23 1.9%
Christian other 39 3.3%
Church of Scotland 279 23.6%
Hindu * *
Jewish * *
Muslim * *
No response  49 4.1%
None 377 31.9%
Other belief 17 1.4%
Prefer not to say 182 15.4%
Protestant 13 1.1%
Total 1182 100.0%

 
Sexual orientation 
 
Sexual orientation Total Percentage 
No response 48 4.1%
Prefer not to say 190 16.1%
Heterosexual / Straight 928 78.5%
Lesbian / Gay / Bisexual 16 1.3%
Total 1182 100.0%

 
Transgender 
 

Transgender Total Percentage 

No response  823 69.6%

No 359 30.4%

Total 1182 100.0%
 
 
6.2.  Recruitment (for financial year 2012/13) 
 
Age 
 
Age range Total Percentage 
16 - 24 * *
25 - 34 24 42.1%
35 - 49 23 40.4%
50 + * *
Total 57 100.0%

 
 



 

25 

Disability 
 
Disability Total Percentage 
No response  * *
No 55 96.5%
Yes * *
Total 57 100.0%

 
Gender 
 
Gender Total Percentage 
Female 37 64.9%
Male 20 35.1%
Total 57 100.0%

 
Race 
 
Ethnicity Total Percentage 
Mixed ethnicity * *
No response  * *
White British 38 66.7%
White other * *
White Scottish 12 21.1%
Total 57 100.0%

 
Religion / Belief 
 
Religion / Belief Total Percentage 
Buddhist * *
Catholic 15 26.3%
Christian * *
Christian other * *
Church of Scotland 10 17.5%
No response  * *
None 15 26.3%
Other belief * *
Prefer not to say * *
Total 57 100.0%

 
Sexual orientation 
 
Sexual orientation Total Percentage
No response  * *
Heterosexual / Straight 49 85.9%
Lesbian / Gay / Bisexual * *
Prefer not to say * *
Total 57 100.0%
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Transgender 
 
Transgender Total Percentage
No 26 45.6%
No response  29 50.9%
Prefer not to say * *
Total 57 100.0%

 
 
6.3.  Leavers (for financial year 2012/13) 
 
Age 
 

Age range Total Percentage 
16 - 24 * *

25 - 34 * *

35 - 49 * *

50 + * *

Total 28 100.0%
 
Disability 
 

Disability Total Percentage 

No 28 100.0%

Total 28 100.0%

 
Gender 
 
Gender Total Percentage
Female 21 75.0%
Male * *
Total 28 100.0%

 
Race 
 
Ethnicity Total Percentage 
Asian Indian * *
No response  * *
Prefer not to say * *
White British * *
White English * *
White Scottish 14 50.0%
White Welsh * *
Grand Total 28 100.0%
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Religion / Belief 
 
Religion / Belief Total Percentage 
Catholic * *
Christian Other * *
Church of Scotland * *
No response  * *
None * *
Prefer not to say * *
Total 28 100.0%

 
Sexual orientation 
 
Sexual orientation Total Percentage
No response  * *
Heterosexual / Straight 18 64.3%
Lesbian / Gay / Bisexual * *
Prefer not to say * *
Total 28 100.0%
 
Transgender 
 
Transgender Total Percentage 
No 21 75.0%
No response  * *
Prefer not to say * *
Total 28 100.0%

 
6.4.  Staff development (for financial year 2012/13) 
 
Age 
 

Age range Total Percentage 
16 - 24 * *

25 - 34 147 15%

35 - 49 451 46%

50 + 377 38.5%

Total 980 100.0%
 
Disability 
 
Disabled Total Percentage

No 923 94.2%

Yes 44 4.5%
No response 
provided 

13 1.3%

Total 980 100.0%
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Gender 
 

Gender Total Percentage

Female 749 76.4%

Male 231 23.6%

Total 980 100.0%
 
 
Race 
 
Ethnicity Total Percentage
African  * *
Asian Indian * *
Asian Scottish or British * *
Black Other * *
Black African * *
Mixed Ethnicity * *
Other Ethnicity * *
Prefer not say 70 7.1%
White British 237 24.2%
White English * *
White Irish * *
White Other * *
White Scottish 620 63.3%
No response provided 24 2.4%
Total 980 100.0%

 
Religion / Belief 
 
Belief Total Percentage
Buddhist * *
Catholic  156 15.9%
Christian  22 2.2%
Church of Scotland 240 24.5%
Hindu  * *
Jewish  * *
Muslim  * *
None  308 31.4%
Other Christian 33 3.4%
Other 17 1.7%
Prefer not to say 159 16.2%
Protestant 13 1.3%
No response 
provided 

24 2.4%

Total 980 100.0%
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Sexual orientation 
 
Sexual orientation Total Percentage 
Heterosexual / Straight 767 78.3%
Lesbian / Gay / Bisexual 15 1.5%
No reponse provided 24 2.4%
Prefer not to respond 174 17.8%
Total 980 100.0%
 
Transgender 
 

Transgender Total Percentage

No   849 86.6%

Prefer not to say 89 9.1%

No response provided 42 4.3%

Total 980 100.0%

 
 
6.5.  Part time  / Full time (as at March 2013) 
 

 Total Percentage 

Part time 287 24.3%

Full time 895 75.7%

Total 1182 100.0%

 
* indicates figures of less than 10 in line with EHRC guidance to avoid a situation where 
individuals are identifiable.. 
 
We will continue to work towards our employee profile reflecting that of the Scottish 
population.  
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7.  Equal pay policy statement 
 
Skills Development Scotland is an equal opportunities employer and is committed to 
ensuring that all employees are treated equally irrespective of: 
 
 age 
 disability 
 gender reassignment 
 marriage and civil partnership 
 pregnancy and maternity 
 race 
 religion or belief 
 sex 
 sexual orientation 
 
SDS recognises that all employees should receive equal pay for doing equal work or work 
of equal value, in line with the Equality Act 2010.  We are committed to continue to work 
with our recognised trade unions to take action to promote and implement equal pay.  SDS 
is also committed to operating a pay and reward system which is transparent, based on 
objective criteria and free from bias and we will continue to work towards reducing any 
equal pay gap. 
 
To support the commitments under this policy, SDS will 

 

 review existing and future pay practices for all employees to ensure that they are 
objective and comply with best equal pay practice 

 carry out regular monitoring of the impact of these practices  
 inform employees of how these practices work and how their pay is arrived at 
 inform, consult and where appropriate negotiate with our recognised trade unions on 

progress against these actions. 
 

Through this action, Skills Development Scotland will work to avoid unfair discrimination in 
its pay and reward system and reward fairly the skills, experience and potential of all 
employees. 

 

8.  Pay gap information (as at March 2013)  
 
SDS commissioned independent equal pay consultant Sue Hastings1 to complete an equal 
pay audit in relation to gender and a summary is detailed below.  The audit involved 
  
 an analysis of the application of the pay structure and identification of any Equal Pay gap both 

across all SDS pay grades, as well as the overall pay gap figure as defined by the Equality 
and Human Rights Commission (EHRC) 

 the identification of reasons for any ongoing pay gap since the 2010 Equality Impact 
Assessment of the pay and grading structure 

 recommendations and actions to address any pay gap anomalies 
 recommendations on presentation of this and any additional information as required by the 

Equality Act 2010 and Specific Regulation in the SDS Equality Mainstreaming Report 
 recommend a process for SDS to monitor equal pay on an annual basis. 
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The following analysis of employment by gender and grade informed the interpretation of 
pay data: 
 
Table 1:  Gender distribution of employees  
 

Grade  Nos. % of gender % of grade 

 F M Total F M F M 

SDSMA 1 0 1 0.1 0.0 100.0 -

SDSSu  1 0 1 0.1 0.0 100.0 -

SDS1 3 0 3 0.3 0.0 100.0 -

SDS2 20 3 23 2.3 1.0  87.0 13.0

SDS3 182 17 199 20.7 5.7 91.5  8.5

SDS4 521 172 693 59.1 57.7 75.2 24.8

SDS5 107 54 161 12.1 18.1 66.5 33.5

SDS6 32 34 66 3.6 11.4 48.5 51.5

SDS7 14 13 27 1.6 4.4 51.9 48.1

SDS8 0 4 4 0.0 1.3 - 100.0

CEO 0 1 1 0 0.3 - 100.0

Total 881 298 1179 99.9 99.9 74.7 25.3

Percentage 74.7 25.3 100  

   
It can be seen from table 1 that almost exactly three quarters (74.7%) of SDS employees 
are female, while one quarter (25.3) are male. The most heavily populated grade by a 
considerable margin is SDS4, where female and males are found in almost exactly the 
same proportions as in the workforce as a whole.  However, females are found 
disproportionately in the grades below SDS4 and men are found disproportionately in the 
grades above SDS4. 
 



 

Table 2:  Gender pay gaps by grade  
 

 

 

Grade  Nos. F pay as % of 
M 
 

Pay Gap 

 F M  
SDSMA 
 

1 0 - - 

SDSSu 
 

1 0 - - 

SDS1 
 

3 0 - - 

SDS2 
 

20 3 103.2   +3.2% 

SDS3  
 

182 17 101.9   +1.9% 

SDS4 
 

521 172 98.7   -1.3% 

SDS5 
 

107 54 101.0   +1.0% 

SDS6 
 

32 34 101.6   +1.6% 

SDS7 
 

14 13 97.2   -2.8% 

SDS8 
 

0 4 - - 

CEO 
 

0 1 - - 

Total 
 

881 298 85.4 14.6% 

Note:  Average FTE (full time equivalent) pay calculated for females and males separately 
in each SDS grade and overall, then the female average is taken as a percentage of male 
average for each grade and overall.  The pay gap is the figure in the previous column 
taken from 100. (+) means pay gap is in favour of females; (-) means pay gap is in favour 
of males. 
 
EHRC advice on equal pay reviews is that gender grade pay gaps of 5% or more should 
be considered significant and the reasons for the differences investigated.  A pattern of 
pay gaps of 3% or more in favour of one gender or the other should also be investigated 
as potentially indicative of underlying systemic pay discrimination. 
 
It can be seen from table 2 that there are no SDS gender grade pay gaps which meet the 
EHRC criteria for significance. There is one gap of 3% or more, in SDS2, in favour of 
women, but it is not part of a pattern, as there are gaps in favour of both men and women 
in the grades occupied by both. There are, in fact, more grade pay gaps in favour of 
women than there are in favour of men. 
 
Gender grade pay gaps are a measure of whether or not an organisation pays equal pay 
for work of equal value, on the assumption that each grade broadly represents work of 
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equal value.  As SDS grades are based on a relatively recent job evaluation exercise, this 
is likely to be a reasonable assumption.  
 
Table 2 also shows that overall SDS female employees earn 85.4% of men, which means 
there is an overall gender pay gap of 14.6%.  As there is no evidence of pay discrimination 
within grades, this means that all or almost all of this overall pay gap is attributable to the 
distribution of men and women across the grading structure. 
 
Compared to the 2010 data, gender grade pay gaps have narrowed as pay protection has 
ended and employees have moved up the relevant pay scales through incremental 
progression. 
 
The overall gender pay gap in 2010 was 15.7% including pay protection arrangements 
associated with the introduction of the SDS pay and grading structure and 15.5% 
excluding this protection.  The overall gender pay gap has thus narrowed by around 1% as 
the result of changes to the workforce since 2010.  This is clearly a step in the right 
direction. 
 
Recommendations and actions 
 
In relation to the gender distribution across grades, there is no ‘quick fix’ solution. 
We will take the following action: 
 
 review of recruitment, training, promotion and redundancy policies to ensure that they are not 

indirectly discriminatory in any way and that they include regular gender monitoring of those 
affected by the policy 

 
 conduct a cohort analysis of recent and future groups of recruits to identify any obstacles to 

progression through the grade structure 
 
 active encouragement and facilitation for employees in lower grades wishing to be 

considered for promotion to higher grade jobs. 
 
1 Sue Hastings was a member of the team originally commissioned by the Equal 
Opprtunities Commission (EOC) to develop and test a user friendly equal pay review 
model, and subsequently by the Equality and Human Rights Commission (EHRC) to 
update it and extend it to other diversity strands as well as gender. It is now published on 
the EHRC website.  Sue has assisted organisations in both the private and public sectors 
to carry out equal pay reviews using the equal pay review model. 
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9.  Procurement  
 
In order to adhere to the Equality Act 2010 and the Scottish Government Procurement 
Policy, we ensure that equality is embedded as a mandatory requirement in all of our 
Procurement Pre-Qualification Questionnaires, determining the capability and track record 
of providers. 
 
SDS is able to access National and Sectoral contracts for generic goods and common 
services which have been procured by the Scottish Government. These contracts also 
include compliance with the Equality Act as a mandatory requirement.  SDS considers the 
requirements of the Equality Act as part of the selection process of our suppliers. 
 
We will ensure compliance with the Scottish Government Scottish Procurement 
Policy Note 8/2012. 
 

 
10.  Summary of recommendations, actions and Equality 
Outcomes 
 
 We will review the remit and membership of all of our equality groups to ensure 

their focus fully supports the requirements of the Equality Act as well as the 
embedding of best practice and monitoring of progress and achievement. 

 
 We will review, refresh and update our equality and diversity resources to ensure 

we fully meet the needs of both our customers and our employees. 
 
 We will access the expertise within the organisation as well as working with 

partners and stakeholders, to continually develop and enhance the knowledge, 
understanding and confidence of employees in relation to equality and diversity.  

 
 We will maintain and update the equality research evidence resource to help 

keep our employees informed and up to date, as well as providing support for 
colleagues completing equality impact assessments.  

 
 We will issue a follow up Equal Opportunities Culture Survey in 2013/14 to build 

on the initial findings. 
 
 We will continue to complete Equality Impact Assessments and publish these on 

our corporate website. 
 
 We will continue to work towards our employee profile reflecting that of the 

Scottish population. 
 
 We will ensure compliance with the Scottish Government Scottish Procurement 

Policy Note 8/2012. 
 
 
 
 
 



 

Equality Outcome 1 
 
Young disabled people and those from a Black and Minority Ethnic (BME) community in 
school, have the Career Management Skills (CMS) to make positive and sustained 
transitions to learning or work. 
 

 
 
 
Actions 
 
 Embed Equal Opportunities training (including cultural and disability awareness) 

through its inclusion as an element of staff core competency training. 
 

 Deliver capacity and capability building sessions to help partner organisations develop 
their understanding of CMS and how to use the resources available including My World 
of Work, to develop career management skills of disabled young people and young 
people from BME communities that they support.  

 
 Ensure the ongoing development of our integrated CIAG service delivery model (web 

via My World of Work, Contact Centre, face to face services and through partners) 
provides improved access for young disabled people and those from BME communities 
to the resources to build their career management skills.  
 

 Ensure equality of access to CIAG services by;  
- the implementation of the My World of Work                                                        

accessibility action plan to address areas identified for improvement. 
- marketing of CIAG services that reflect the needs of young disabled people and 

those from a BME community. 
 
 Ensure the ongoing development of the content of My World of Work reflects the CIAG 

needs and aspirations of young disabled people and young people from BME 
communities 
 

 Develop a dedicated resource on My World of Work to enable partner organisations 
and parents to support young people build their career management skills. 

 
 Ensure partnership agreements with schools and other agencies include arrangements 

that recognise and put in place the support required for young disabled people and 
those from BME communities to make successful transitions to learning or work. 
 

 Ensure the customer insight programme involves young disabled people and those 
from a BME community in the development of new products and services.  
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Equality Outcome 2 
 
Improved participation in the SDS Modern Apprenticeship Programme (MA) by those from 
Black and Minority Ethnic (BME) communities and disabled people, together with an 
improved gender balanced occupational participation across MA frameworks. 
 
Actions 
Continue to implement and revise the Action Plan of the Equality Impact Assessment of 
the National Training Programmes.  The action plan has specific measures grouped into 3 
categories, some examples of actions are noted below:  
 

1.  Marketing & Communication.  
Develop a targeted marketing strategy to raise awareness amongst under represented 
groups by utilising local media including community channels. 
 
2.  Capacity Building. 
Collect and disseminate best practice to training providers, e.g. issue a monitoring 
sheet to encourage all providers and their associated employers to monitor applications 
by protected characteristics. Utilise the Skills Investment Adviser network and 
workshops to disseminate best practice. 
 
3.  Partnership Working. 
Raise awareness amongst BME-led employers of under representation issues by 
working with partners to deliver an engagement event and follow up activity. 
With key partners such as BEMIS, STUC, CEMVO, Close the Gap, Local Authorities, 
develop joint initiatives to raise awareness with under represented groups and 
employers and also develop joint actions to address barriers to under representation 
and to support apprentices entering MA programme. 
 

We will also: 
 
 develop and disseminate to SDS advisers local Labour Market Intelligence which 

highlights local MA opportunities and incorporates information around under 
representation and gender segregation enabling advisers to help young people identify 
opportunities and encourage applications from a more diverse range of people to the 
programme and across the frameworks 

 utilise information from local Labour Market Intelligence and from MA providers to 
enable My World of Work to encourage applications from a more diverse range of 
people 

 liaise with colleagues developing input to Curriculum for Excellence and other career 
education materials to ensure gender stereotyping is addressed, including an 
acknowledgment of the need for a paradigm shift in perceptions of male and female 
roles.  
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Equality Outcome 3 
 
SDS is recognised both internally and externally as demonstrating a culture of dignity and 
respect. 
 
 
Actions 
 
 Develop a communications plan, targeted at staff to raise awareness of why 

information on protected characteristics is requested, how it is used and to encourage 
colleagues to provide it. 

 
 Review HR policies in line with the policy planner, ensuring they fully reflect the 

needs of all equality groups. 
 
 Enhance Equality & Diversity section of the intranet to address the gaps in knowledge 

and understanding identified in the Culture Survey. 
 
 Actively pursue opportunities to highlight positive equality and diversity messages 

through internal communication channels.  
 
 Integrate equality and diversity into staff development activity and promote the 

individuals responsibility for promoting dignity and respect. 
 
 Undertake a further Culture Survey in 2012/13. 
 
 Explore the opportunity for early conflict resolution through mediation. 
 
 Ensure as part of the on-going engagement with our trade unions, that equality and 

diversity is included as a regular agenda item at JCNC meetings. 
 
 Monitoring of Harassment Adviser referrals. 
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Appendix 1:  Equality Outcomes – literature review and review 
of evidence 
 
1. Gender 
 
The central issue dominating debates on gender and educational attainment is 
differences in attainment levels achieved by boys and girls in Scotland. 
 
Boys are more likely than girls to encounter difficulties (for instance learning or 
behavioural difficulties) at school; boys are also significantly more likely than girls to be 
excluded from school.  
 
Macpherson and Bond (2009) argue that the picture is not all about girls doing well and 
boys doing badly, rather boys are found to do well in some ways within school systems 
such as dominating in classroom settings while girls can be disadvantaged by, for 
example, by their movement into courses that lead to qualifications that are not as 
economically valued as the subjects taken by boys.  
 
McQuaid and Bond (2004) in a study on career aspirations of girls and boys in 
secondary schools, found that 13-16 year old girls reported preferring English (47 per 
cent girls, 29 per cent boys) and Art and Design (40 per cent girls, 25 per cent boys), 
while boys preferred PE/Games (41 per cent boys, 24 per cent girls) and ICT (36 per 
cent boys, 22 per cent girls).  They also found a strong influence of family and friends on 
young people’s career choices, based on traditional ideas of the labour market and 
gender roles (McQuaid and Bond, 2004).  
 
In Scotland, of all working-age adults, women are more likely than men to be educated to 
degree level or above (27% of women compared to 21% of men). Women are also 
slightly more likely than men to be currently studying (5% compared to 4%). A higher 
proportion of men than women have no qualifications (19% and 15% respectively) 
(Scottish Government, 2011a) 
 
2. Gender reassignment 
 
 There was very little information to be found on gender reassignment in relation to 

employment and learning 
 The lack of official data and research makes it very difficult to have information on the 

inequalities facing this group.   

 
There is currently no official estimate of the trans population in either Scotland or the UK.  
In addition .no major Government or administrative surveys collect data on trans people. 
Mitchell and Howarth (2009) outline that the number of trans people in the UK to be 
between around 65,000 and around 300,000.   

 
Although there is a lack of official data relating to the transgender community a number of 
recent surveys and reports have highlighted some of the inequalities this group faces 
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For example, a recent survey of transgender people living in Scotland (Scottish 
Transgender Alliance, 2008) indicated 

 a high unemployment rate among survey respondents with 37% (26/71) receiving 
Incapacity Benefit/Jobseekers Allowance/Income Support (IB/JSA/IS) 

 self employment was found to be high with 20% (14/71) of respondents stating they 
were self employed 

 there was also found to be a high disability rate with 37% (26/71) stating that they were 
disabled (most frequently mental health and mobility) 

 55% (39/71) of the survey respondents had a HND/Degree or Postgraduate Degree 
 only 30% (21/71) of respondents have a gross annual income of over £20,000 and 

48% (34/71) of respondents have a gross annual income of under £10,001 
 the survey result indicated high incidences of transphobic harassment - 53% (31/59) of 

the survey respondents who have been known to be transgender by some of their work 
colleagues stated that they have experienced transphobic discrimination or harassment 
at work  

 15% (11/71) of the survey respondents indicated that their employer failed to protect 
their privacy relating to their transgender background or identity and as a result was 
responsible for causing them to suffer transphobic workplace discrimination and 
harassment 

 8% (6/71) of the survey respondents stated that they had been sacked at least once 
due to their transgender background or identity. In addition, 13% (9/71) stated that they 
had quit their job at least once due to fear of possible future discrimination or 
harassment. 

At the UK level, Mitchell and Howarth (2009) highlight that trans people continue to suffer 
restricted opportunities, discrimination and harassment at work; are found in jobs that are 
below their skills and educational capacity and appear more likely to work in lower-paid 
and insecure employment in the public sector, or to be self-employed.  They also highlight 
that some of the evidence in relation to this group is contradictory with some evidence 
suggesting that trans people may occupy advantageous economic positions while other 
evidence suggests the opposite. Other evidence indicates transitioning at work to be one 
of the most significant triggers for discrimination of transgender people (EHRC, 2011).   

 
3. Disability 
 
Key points 
 
 disabled people have much lower employment rates and are more likely to be 

economically inactive than non-disabled people 
 disabled people are more likely to receive lower incomes and more likely to be in 

poverty than non-disabled people (Scottish Government, 2011a) 
 welfare reform and changes to benefit entitlement are likely to have a 

disproportionate impact on people with disabilities  
 there are a number of different definitions of disability from self defined disability to 

the definition used under the Disability Discrimination Act 
 across Britain, disabled adults are three times as likely as others to have no 

qualifications (EHRC, 2011) 
 far fewer disabled people in the GB working age population have obtained a degree 

level qualification compared with non-disabled people. 
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Internal evidence 
 
 Monitoring data for the National Training Programme has shown continuing low 

participation rates by those with disabilities.  
 The proportion of young people with disabilities entering NTPs is very low across all 

LEC areas, again the school leaver destination return compiled by SDS each Autumn 
shows young people in this group remain in education until age 18 making them 
ineligible for programmes  

 
External evidence 
 
Employment 
 
In Scotland, as in the rest of the UK, the employment rates of people with disabilities lag 
behind the rest of the working age population.  Figures based on the Apr - Jun 2011 
Labour Force Survey (LFS), show that there were 761,000 disabled people in Scotland, 
aged 16 - 64 (23% of the population aged 16 - 64) and just over half of these people, 
54.5%, were active in the labour market, compared to just over 84.5% for those without a 
disability (Scottish Government, 2011a). 
 
Evidence suggests that there has been improvement in the employment rates of people 
with disabilities alongside a decline in the proportion of people claiming Incapacity 
Benefit (IB)/Employment Support Allowance (ESA) (Riddell et al, 2010). For example in 
Scotland over the two year period to Apr - Jun 2011, there has been a general shift out 
of inactivity into either unemployment or employment for those with disabilities (Scottish 
Government, 2011a).  This might reflect changes to benefits entitlements rather than an 
improvement in the employment prospects of people with disabilities.  
 
In relation to gender the evidence suggests that in Scotland women with disabilities have 
faired slightly better in the labour market over the last two years (to Apr - Jun 2011) than 
their male counterparts, with their inactivity rate down 5.0 percentage points, and their 
employment rate up 3.9 percentage points, while men with disabilities, have seen a 3.5 
percentage points increase in their employment rate and a decrease of 3.5 percentage 
points in their inactivity rate (Scottish Government, 2011a). 
 
At the UK level, the evidence suggests that, as of mid-2010 at least, the recession had 
not been associated with deterioration in employment rates among disabled people, 
although unemployment rates have risen among both disabled and non-disabled people 
(Stafford and Duffy, 2009).  However, evidence from previous recessions has shown that 
disabled people have tended to experience an increase in, and longer duration of, 
unemployment during an economic downturn (Stafford and Duffy, 2009). 
 
Hogarth et al. (2009) state that there are a number of factors which make people with 
disabilities more vulnerable in an economic downturn: they tend to be concentrated in 
low skilled and low wage jobs which are vulnerable in a downturn; disabled workers tend 
to be older (older people have been significantly affected in previous recessions); 
employers tend to regard disabled workers as being less productive; and additionally 
people with disabilities have a significant employment presence in the public sector and 
any jobs cuts are likely to have an impact. 
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One of the key issues in relation to gathering evidence on people with disabilities is that 
many may be reluctant to disclose their disability, particularly to employers. For example 
Edward et al, (2008) highlighted that many employers suspected that their statistics of 
disabled staff were too low, because of reluctance to disclose an impairment, particularly 
mental health difficulties.  However, by contrast, Fuller et al. (2009) found students who 
were willing to disclose their disability while at university in order to receive additional 
support, but chose not to disclose to a subsequent employer. 
 
One of issues to consider when understanding the impact that disability can have is that 
it can vary depending on the nature of the disability.  For example, those with mental 
health conditions have very low levels of employment - only 13 per cent of people with 
mental illness are in employment (Riddell et al 2010 – from LFS data). In addition, 
disability should not been seen as a static condition but as Macpherson and Bond (2009) 
argue disability should be viewed as something that affects people differently at different 
times.  
 
Education 
 
Using data published by the Scottish Government on the destinations of disabled school 
leavers, Riddell et al (2010) show that in the period 2008/9, compared with their 
nondisabled peers, a lower proportion of disabled school leavers move into higher 
education and employment, while a much higher proportion move into further education. 
They note that some of these students will be taking special rather than mainstream 
programmes with a focus on developing social and life skills rather than vocational 
qualifications. 
 
There are strong associations between gender and types of difficulty, figures for 2006 
showing the eighty per cent of children with social, emotional and behavioural difficulties 
are boys, whereas only slightly more boys than girls are identified as having visual or 
hearing impairments (Riddell, 2010).   
 
In Scotland, the term ‘additional support needs’ includes pupils who have additional 
difficulties in learning for any reason, including learning difficulties, disabilities and wider 
social factors such as poverty or being looked after by the local authority.  In Scotland, 
the achievements of those with ASN are markedly lower than those without support 
needs - in Scotland, over 80 per cent of non-ASN pupils achieve five or more 
qualifications at Standard Grade/Intermediate 2, compared with 30 per cent of those with 
ASN (Riddell, 2010). 
 
At 31st March 2009 there were 15,288 children looked after by local authorities in 
Scotland. The number has increased every year since 2001 and is at its highest since 
1983.   Looked after children generally have greater support needs and worse outcomes 
across a wide range of areas; their educational outcomes are significantly poorer than 
those of their peers and as a result their longer term social and economic prospects are 
affected (Cundy and Duffy, 2010). Disrupted schooling is also a major issue for this 
group. Children looked after at home may be especially vulnerable in terms of 
educational needs and outcomes. 
 
Hutchinson et al (2011) highlight that research with disabled people and young people 
with special educational needs (SEN) suggests they are not receiving the advice  they 
feel they need in order to pursue career options, and more generally to help with 
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transitions from education to employment and adult life. They also note that 
discouragement and disappointment is reported as high among disabled young people.  
 
Statistics on disabled students in higher education are collated on a UK-wide basis by 
the Higher Education Statistics Agency (HESA), which records all students who disclose 
a disability on their UCAS form (about eight per cent of first degree full-time students) 
and those who are in receipt of DSA (around 4.5 per cent of full-time first degree 
students). More than 60 per cent of graduates move into a graduate level occupation, 
and there is little difference between disabled and non-disabled graduates.  However, 
evidence shows that there are discrepancies with regard to outcomes and the type of 
disability – for example graduates with dyslexia are most likely to be in full-time 
employment (52.9 per cent) compared with 37.5 per cent of graduates with mental health 
difficulties (Riddel et al, 2010). 
 
 
4. Race 
 
Key issues 
 
 people from minority ethnic groups in Scotland continue to be underrepresented in 

the workforce 
 there is a lack of detailed data/evidence in relation to race in Scotland 
 UK studies on ethnicity and labour market participation highlight diversity in economic 

activity rates not just based on ethnicity, but also between women and men from 
different ethnic groups. 

 
Internal 
 
 monitoring data for the National Training Programme has shown continuing low 

participation rates by individuals in the BME group 
 there is under representation of young people from ethnic minorities in all 

programmes with substantial under representation on GRfW.  
 
External 
 
Evidence from Pupils in Scotland (Scottish Government,2009) indicates that of those 
pupils whose ethnic background was declared (in 98 per cent of cases), 92.5 per cent 
were White-UK; 2.4% White-other; Asian-Pakistani 1.5% and Mixed 1%. 
 
One of the key issues in relation to understanding outcomes in relation to race in 
Scotland is the lack of adequate and detailed evidence and data.  For example, 
Macpherson and Bond (2009) highlighted that there is limited information on the extent 
to which ethnic minority school pupils are encountering bullying, harassment and 
discrimination in the school environment.  
 
It should be noted that broad analyses that compare employment of ethnic minority 
groups with that of the white population very often conceal wide variations within ethnic 
minority groups, with Chinese and Indian groups usually faring better than other groups 
(e.g. in terms of employment or education). 
 
At the UK level, Hutchinson et al (2011) identified a number issues (from wider UK 
research) in relation to race, these included high aspirations among young people from 
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ethnic minorities in relation to education and careers, particularly among girls from Asian 
families; low expectations for some girls from ethnic minority backgrounds, particularly 
from Pakistani and Bangladeshi families; underachievement of White working-class girls; 
a belief among some girls from ethnic minority backgrounds that they cannot apply for 
certain jobs because of their ethnicity, faith or gender; ethnic minority young people are 
more influenced by family and community expectations than other young people towards 
academic, professional learning and careers and away from vocational courses.  Many 
ethnic minority young people were found to have higher aspirations than White 
teenagers, with higher than average aspirations to stay on found among Black African 
(98 per cent), Indian (97 per cent), Bangladeshi (97 per cent), Pakistani (96 per cent) 
and Black Caribbean (95 per cent) young people (Hutchison et al, 2011).  
 
Evidence shows that female economic activity rates are lower than men from the same 
ethnic group across all ethnic groups, with particularly low rates of economic activity and 
employment for Pakistani (31.0 per cent) and Bangladeshi (27.9 per cent) women. Rates 
of employment are also significantly lower for Pakistani and Bangladeshi women than for 
other ethnic minority women (Clark and Drinkwater, 2005 cited in Macpherson and Bond, 
2009). 
 
Research carried out by Netto et al (2011) on poverty and ethnicity in Scotland 
concluded that whilst all minority ethnic groups in Scotland appeared disadvantaged on 
one or more poverty indicators, poverty rates varied depending on people’s specific 
ethnicity, with Pakistani and Bangladeshi households experiencing higher rates of 
poverty than other groups. 
 
Evidence from the UK (Hills et al, 2010) shows that Pakistani, Black African and Black 
Caribbean boys have results at age 16 well below the median in England; Traveller and 
Gypsy children fall further behind by 16;  White British pupils with GCSE results around 
or below the national median are less likely to go on to higher education than those from 
minority ethnic groups;  nearly all minority ethnic groups are less likely to be in paid work 
than White British men and women; and women from most ethno-religious backgrounds 
have hourly pay between a quarter and a third less than a White British Christian man 
(Hills et al, 2010). 
 
Scottish Gypsy/Travellers 
 
No Census level data are collected on the number of Scottish Gypsy/Travellers in 
Scotland, making it difficult to assess the size and profile of this ethnic group.  The 2011 
Population Census provides the category for ‘Gypsy/Traveller’ in the ethnicity question, 
which might fill the gap in estimating the population of Gypsy/Travellers in Scotland.  At 
present, the best available national source of data on the Scottish Gypsy/Traveller 
population is the twice-yearly count. The counts take place in January and July to take 
account of potentially different movement patterns of communities in summer and winter 
months. 
 
According to the Count, in 2009, there were 684 Gypsy/Traveller households living on 
Council/Registered Social Landlord Sites (RSL) sites, private sites and unauthorised 
encampments in Scotland.  However, it has been argued that this count underestimates 
the number of Gypsy/Travellers, in particular that the count excludes those living in 
permanent houses and those living on private sites. In addition, the EHRC (2009) 
indicated that underestimation of Gypsy/Traveller population may be a result of 
Gypsy/Travellers unwillingness to self-identify themselves to services.  
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Education has been identified as one of the instruments of readdressing exclusion of 
Gypsy/Travellers communities in society.  Despite some progress and good practice in 
improving access to education services, Gypsy/ Traveller children remain the most 
disadvantaged group in the Scottish education system. This can be a result of several 
barriers faced by Gypsy/Traveller communities in accessing education services including  
harassment, verbal and even physical abuse in secondary schools, which has been a 
main factor for parents not sending their children to schools; lack of recognition and 
acknowledgement of Gypsy/Travelling culture which can  have an impact on the  
provision of education services; and a lack of engagement of Gypsy/Travellers 
communities which leads to confusion and miscommunication between schools and 
Gypsy/Travellers community (BEMIS, 2011).  
 
Similarly, Hutchinson et al (2011) identified a number issues (from wider UK research) in 
relation to Gypsy, Roma, Travellers (GRT); young people from GRT communities have 
low aspirations for education; for some children and young people travelling makes it 
difficult to sustain progress and to gain qualifications; they display high rates of exclusion 
from school and low attendance; by the age of 11 some Traveller children have 
permanently dropped out of school; limited or negative experiences of GRT parents in 
education have been found to be an important factor in their children’s 
underachievement; GRT pupils and families place more value on vocational skills than 
academic achievement;  GRT families have a strong influence on GRT young people’s 
choices;  and a lack of recognition of GRT culture in schools.   
 
Refugees/Asylum seekers 
 
The Scottish Refugee Council estimates there are currently approximately 10,000 
refugees and asylum seekers living in Scotland, mainly in Glasgow (Source: Scottish 
Government Website: http://www.scotland.gov.uk/Topics/People/Equality/Refugees-
asylum).  
 
Hutchinson et al (2011) identified a number issues (from wider UK research) in relation 
to asylum seekers and refugees which included: language barriers, effects of disrupted 
or limited education, distress, social exclusion, having parents who are not permitted to 
work; frequent moves within the UK; and the need for career plans to take account of the 
possibility of asylum being refused. 
 
Migrant workers 
 
In recent decades Scotland has moved from being a net-exporter of migrant to a net 
importer of migrants - in 2010/11 the net migration gain was 27,000, the highest since 
these estimates started in 1951 and over the last eight years, there have been net gains 
of at least 19,000 per year (GROS, 2012). 
 
The Scottish Migrant Network (2010) highlighted a number of issues that affect the 
employability of migrants: difficulties in carrying out disclosure checks because many 
countries do not have similar document or because of having asylum seeker status; lack 
of work experience; language barriers; cultural barriers; childcare; transferability of 
qualification; and provision of ESOL classes. 
 
 
 

http://www.scotland.gov.uk/Topics/People/Equality/Refugees-asylum
http://www.scotland.gov.uk/Topics/People/Equality/Refugees-asylum
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5. Sexual orientation 
 
Key issues 
 Lack of data in relation to Sexual Orientation and employment and learning in 

Scotland 
 Homophobic bullying is widespread in British secondary schools (EHRC, 2011) 
 For LGB young people, bullying and harassment at school can impact on future 

career and educational outcomes 
 LGB adults are around twice as likely to report experiencing unfair treatment, 

discrimination, bullying or harassment at work than other employees (EHRC, 2011) 
 
Internal 
 
Research was carried out by Office of Public Management on behalf of SDS  into the 
impact of sexual orientation on career management skills and career progression for 
individuals who identify as lesbian, gay or bisexual (LGB) in Scotland. This research 
showed that, in the majority of cases, sexual orientation does have an impact on the 
decision making process for a lesbian, gay or bi-sexual person progressing along their 
career pathway. However this impact varies considerably depending on the individual, 
the point at which decisions are made, and on a range of internal and external factors.  
Key findings included: 
 
 being LGB was not thought to have direct impact on career choices but might impact 

in more indirect ways 
 negative experiences at school or home such as through bullying or experiences of 

homophobia can impact on self confidence, academic performance and career 
choices (for example the choice of arts subjects over sciences) 

 experiences of Higher and Further Education tend to be more positive  
 evidence of avoidance of sectors perceived to be more homophobic 
 double discrimination with sexual orientation and gender for females 
 
External 
 
LGB people are estimated to make up around 5% of the population of Scotland, which is 
approximately 250,000 people. One of the key issues in relation to sexual orientation is 
the lack of data on this area – there lacks a reliable baseline of how many gay men, 
lesbians and bisexual people there are.  
 
Evidence in relation to sexual orientation and education and employment is mixed.  For 
instance, drawing on data from the Labour Force Survey, Hills et al (2010) state that 
although people reporting living in a same sex couple have higher qualifications, 
employment rates and earnings than others, these differences appear to reflect who is 
most likely to have the self-confidence to live in and report their status in this way.  
 
A 2012 survey carried out on behalf of Stonewall on Scottish attitudes to lesbian, gay, 
bisexual and transgender people identifies that there is still a lot of prejudice towards 
these groups (Stonewall, 2012).  In relation education the survey showed that almost 
three in five (58 per cent) people in Scotland aged 18 - 29 say there was homophobic 
and transphobic bullying in their school and ninety four per cent of people think 
homophobic and transphobic bullying in schools should be tackled.  In the workplace, the 
survey indicated that in the last five years 6 per cent of people have witnessed verbal 
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homophobic or transphobic bullying at work. Two in five (41 per cent) people think 
employers should be responsible for tackling public prejudice against lesbian, gay, 
bisexual and transgender people. Furthermore, it was found that people perceive sport, 
religion and school as the fields where lesbian, gay, bisexual and transgender people 
would still be most likely to hide their sexual orientation. 
 
The 2012 Stonewall survey is an indication of the widespread incidence of homophobic 
and transphobic bullying in schools.  Other research in this area has highlighted the 
impacts of such bullying in schools.  A small-scale survey on the experiences of Scottish 
teenagers of homophobic bullying (Johnson, 2005, cited in Macpherson and Bond, 2009) 
found a marked effect on student’s health and educational performance, with over a 
quarter of students performing worse at school. Stonewall’s (2007) contribution to the 
Equalities Review suggested that a longer-term implication of homophobic bullying in 
schools was that it impacted on the mental wellbeing of gay and lesbian adults.  
 
 
6. Religion or Belief 
 
Key issues: 
 
 Lack of data on Religion or Belief in Scotland 
 
Macpherson and Bond (2009) argue that Sectarian bullying or discrimination within the 
educational context is one theme that research may in future explore. Further, they 
argue that the debate around denominational schools raises important questions about 
the role of school, the potential value of a religious focused education and the potential 
educational achievements that may arise from within denominational or non-
denominational education. Importantly, they state that at present, there is a dearth of 
information on these issues from which to draw reliable evidence for discussion. 
 
Although there is no extensive evidence, it has been shown that there is some difference 
in employment outcome by religious group (Macpherson and Bond, 2009). For example, 
when compared with Sikhs and Hindus, Muslims are more likely to be disadvantaged as 
they have lower rates of labour market participation, the highest male unemployment 
rate, larger families, higher proportions in social housing, the highest incidence of 
overcrowding, and are more likely to live in deprived communities (Beckford et al.,2006).  
Evidence presented in the EHRC triennial review for the UK (EHRC, 2011) indicated that 
Muslim people have the lowest rate of employment of any religious group with only 47% 
of Muslim men and 24% of Muslim women in employment. 
 
At the UK level Hutchison et al (2011) argue that there may be a need to engage Muslim 
girls and their families, schools and community in careers information and guidance to 
understand their aspirations and concerns about the career/faith interface. 
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