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Comhairle nan Eilean Siar 

Employee Equality Monitoring Statistics 2018 

 

This report contains Comhairle nan Eilean Siar’s employment related equality monitoring 

information for the period 1 January 2018 to 31 December 2018.  The adjustment to the 

reporting year is necessary to ensure the data is available for publishing to adhere to statutory 

deadlines.   

 

The information has been taken from a variety of sources including the HR/Payroll system 

Resourcelink, the Myjobscotland recruitment portal and internal databases used for logging 

equality data relating to training, performance appraisals and disciplinary/grievance 

procedures.  Comhairle employees are encouraged to review and update their equal 

opportunity data on an annual basis. 

 

 

Workforce Profile  

The total number of employees employed by the Comhairle has decreased from 2129 during 

2017 to 2068 during 2018.  It should be noted that there are a number of part-time employees 

who hold multiple posts however the employee has only been counted once.  These figures 

exclude supply and relief employees. 

 

Workforce Ethnic Origin Profile 

The information contained in the table below is based on 2068 Comhairle employees.  The 

ethnicity equality breakdown has been provided over four years for benchmarking purposes.  

Ethnic Origin 2015/16 2016/17 2017 2018 

White 62 56 50 44 

White - Scottish 1729 1696 1696 1690 

White - Other British 155 144 152 66 

White - Irish * * * * 

White - Polish - - - * 

White - Other White Ethnic Group - - - * 

White - Other * * * 87 

Asian - Indian * * * * 

Asian - Other * * * * 

Other - Arab (inc Scot/Brit) - * * * 

Mixed * * * * 

Other * * * * 

PNTA / Not disclosed 159 155 196 155 

Total  2123 2073 2129 2068 
Table 1: Ethnic Origin Profile 

* Information not disclosed where employee numbers are 10 or less as per EHRC guidance 
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The majority of employee’s (82%) 

describe themselves as ‘White 

Scottish’, which is consistent with 

the population of the Western Isles 

where 86.9% of people describe 

themselves as ‘White Scottish’ 

(Census, 2011).   

 

There are no significant changes 

with regard to employee ethnicity.  

When applying the BME definition 

(people who do not define themselves as being White using the 2001 Census definitions) the 

current BME workforce profile for the Comhairle would be 0.7% of employees, there is a 

marginal decrease of 0.1% from the previous year.   

 

 

Workforce Sex Profile 

Out of the 2068 Comhairle employees, 1583 employees were female and 484 employees 

were male.  Figure 2 below demonstrates the sex breakdown of Comhairle employees during 

2018. 

 

There has been little change in the sex profile of Comhairle employees for a number of years 

with over three quarters of the workforce consistently being female.  The sex profile reflects 

the fact that there are particular service 

sectors which continue to be highly 

represented by female employees’, for 

example, employment in the care and 

teaching professions (home care workers, 

elderly and residential care employees, 

admin and clerical employees, teachers, 

etc). In addition, there are a high proportion 

of female employees who work part-time to 

accommodate childcare or caring 

responsibilities.  

 

The percentage of female Comhairle employees who are in the top 2%, 5% and 10% of 

earners is detailed in table 2 below.   The percentages are all moving in a positive direction.   

 

Figure 1: Workforce ethnicity profile 

 

Figure 2: Workforce sex profile 
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The Comhairle will continue to measure the data set over the 3 percentage points.  The Job 

Evaluation pay grading model continues to be applied consistently to ensure that employees’ 

are paid for work of equal value.   

 

As at 1st March 2015/16 2016/17 2017 2018

Total number of contracted council employees (minus 0 hours employees) 1617 1629 1634 1701

Total number of contracted council employees in top 2% of earners 33 33 33 34

Total number of female council employees in top 2% of earners 7 7 7 10

Percentage of female council employees in top 2% of earners 21% 21% 21% 29%

Total number of contracted council employees in top 5% of earners 82 84 82 85

Total number of female council employees in top 5% of earners 30 33 31 39

Percentage of female council employees in top 5% of earners 37% 39% 38% 45%

Total number of contracted council employees in top 10% of earners 194 190 163 170

Total number of female council employees in top 10% of earners 98 97 77 91

Percentage of female council employees in top 10% of earners 51% 51% 47% 53%  

 

Table 2: Female employees in top 2%, 5% and 10% of earners 

 

 

Workforce Disability Profile 

In 2018 a total of 44 employees reported having a disability; this represents 2% of the 

Comhairle workforce, the same percentage as in 2017.  The disability status has not been 

disclosed for 29% of Comhairle employees, the level of non-disclosure has slightly reduced 

from 34% the previous year.  

 

It is anticipated that the actual 

percentage of employees with a 

disability is likely to be higher 

when 9.8% of the authority 

population were limited a lot by a 

long term health condition or 

disability and 10.8% of the 

authority population were limited a 

little by a long term health 

condition (Census 2011).   Figure 

3 provides the disability profile of 

the Comhairle’s workforce. 

 

                     Figure 3: Workforce disability profile 

 

The Equality Act 2010 states that a disabled person is someone who has “a physical or 

mental impairment” which “has a substantial and long-term adverse effect on the ability to 

carry out normal day-to-day activities”. It is recognised that there are individuals employed by 

the authority who suffer from illnesses or conditions that fall within this definition but as they 

are able to manage and control the condition through the administration of medication or 
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other means the impact the condition has on their lives is minimised and they do not consider 

themselves to have a disability. Conditions such as diabetes and epilepsy may come under 

this category.  

 

The Comhairle continue to guarantee a job interview for applicants who have declared that 

they have a disability and meet the essential requirements of the post. Reasonable 

adjustments continue to be made for employees with disabilities in the workplace to ensure 

they are able to carry out the duties required of the post.  

 

 

Workforce Age Profile 

The age profile of Comhairle 

employees for 2018 is represented 

in figure 4a and includes 

comparator data from the two 

previous years.  In 2017 the 

largest number of employees fell 

within the 45-54 age category, this 

year there has been a shift and the 

largest number of employees now 

fall within the 55 to 64 (622 

employees). 

 

With the removal of the statutory retirement age there was the expectation that the number of 

employees in the age 65+ category would increase.  The 2011 Census estimated the 

‘median’ age for the population of the Outer Hebrides to be 45 years for males and 47 years 

for female.  Figure 4b shows the comparison between the age of males and females across 

the workforce. 

 

 

 

Figure 4b: Workforce age and sex profile 

Figure 4a: Workforce age profile 
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Workforce Religion Profile 

The level of non-disclosure has reduced from 71 % in 2017 down to 49% in 2018.  The 

Church of Scotland accounts for 23%, an increase from 19% the previous year and Roman 

Catholic accounts for 7% of employees’ religious beliefs.  7.5% of employees confirmed 

holding no religious beliefs.  Employees also report a number of religions including being 

Buddhist, Jewish, Muslim and Hindu, the specific numbers are not reported as they are less 

than 10. 

 

Figure 5: Workforce Religion profile 

 

 

Workforce Sexual Orientation Profile 

The level of non-disclosure for this protected characteristic has reduced from 63.8% in 2017 

to 56% in 2018.  43% of employees declared that they were heterosexual which represents 

an increase of 10.8%.  A further 1.6% did not wish to answer the question. The remaining 

0.6% of employees declared they were either lesbian, gay or bisexual (LGB), this is against 

the Scottish average of 1.8% in 2015. 

 

 

Figure 6: Workforce sexual orientation profile 
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Workforce Transgender Profile 

Transgender data was first collated in 2015/16 and now serves as the benchmark measure.  

The level of non-disclosure for this protected characteristic has continued to reduce from 72% 

in 2017 65% in 2018.  35% of employees do not identify as transgender. 

 

 

Figure 7: Workforce transgender profile 
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Equality Profile of Councillors 

The Comhairle has 31 elected members serving 9 wards across the authority area with an 

estimated population of 27,700.  No Councillor disclosed that they had a disability.  In total 25 

Councillors, 80.5% have not disclosed their ethnicity. 

 

It is noted that in 2017, for the first time in over 10 years, all elected Councillors were and 

continue to be male.  The Comhairle continues to review options to secure female 

representation on panels considering employment matters and scrutiny around policy, 

strategy and service decisions.  Figure 8 summarises the sex profile of Councillors and figure 

9 details their current age profile. 

 

 

Figure 8 : Sex profile of elected members 

 

 

Figure 9: Councillor Profile – breakdown by Age 
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Equality Profile of Recruitment Applications 

During 2018 the Comhairle advertised 389 posts through the My Job Scotland recruitment 

portal and received a total of 1926 applications for the posts advertised.   

 

Year 
No of posts 
advertised 

No of applications 
received 

Average Ratio 

2018 389 1926 5.0 applications per post 

2017 380 2269 6.0 applications per post 

2016/17 286 1569 5.5 applications per post 

2015/16 266 1723 6.5 applications per post 

Table 3: Ratio of applications received to posts advertised  

 

A significant proportion of advertised posts are part-time, temporary and relief posts with 

limited hours to meet the needs of the service.  The Comhairle continues to have difficulty in 

recruiting to Professional, Senior Management level posts in some sectors which may result 

in posts being advertised on several occasions before an appointment is made thereby falsely 

increasing the actual number of posts being recruited to.  

 

The difficultly in recruiting to these posts may be down to the remote location of the authority 

and the difficulty of providing a comparable remuneration package which can be offered by 

larger authorities however it is noted that other authorities are also experiencing difficulty in 

recruiting to posts in specialist areas.   

 

 

Recruitment Applications Ethnic Origin Profile 

Consistent with previous years, the majority of applications received continue to be from 

applicants who describe themselves as ‘White Scottish’ (1242 applications).  White Scottish 

applicants represent 65% of all applications received. Application were received from a range 

of individuals identified with ethnicities including Asian, African, Caribbean or Black and Arab, 

the numbers cannot be disclosed as they amount to less than 10 within each ethnicity.   

 

When applying the BME definition (people who do not define themselves as being White 

using the 2001 Census definitions) the applications received from BME candidates continues 

to be 2% as it was in the previous year.  The level of non-disclosure for applications received 

was 6.2%.  Figure 10 provides a breakdown of applications by Ethnicity over the past 3 years. 
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Figure 10: Applications ethnicity profile 

* Information not disclosed where employee numbers are less than 10 as per EHRC guidance. 

 

 

Recruitment Applications Sex Profile 

Of the 1952 applications for employment received by the Comhairle during 2018, 67% were 

from females, which is comparable to the previous year at 65%.  Males represent 28% of 

applicants.  The level of non-disclosure has marginally increased from 3% to 5%.  The sex 

profile of applications is broadly in line with the sex profile of the Comhairle employees. 

 

 

Figure 11: Applications Sex Profile 
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Recruitment Applications Disability Profile 

Of the 1926 applications for employment received in 2018, 219 applicants (11%) considered 

themselves to have a disability.  This is an increase of 5% from the previous year.  The vast 

majority of applicants, 83%, did not consider themselves to have a disability.  

 

 

Figure 12: Applications Disability Profile 

 

Recruitment Applications Religion Profile 

The percentage of applicants selecting ‘prefer not to answer’ has increased from 9.8% in 

2017 to 14.8% in 2018.  The percentage of applicants declaring their religion as Church of 

Scotland has marginally decreased to 25.9%, other Christian increased by 2% to 17%.  The 

percentage of applications from Roman Catholics was 8.5%.  There has been a marginal 

increase in the percentage of applicants declaring that they do not have a religion moving 

from 27.7% to 30% in 2018.   

 

 

Figure 13: Applications Religion profile 
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Recruitment Applications Sexual Orientation Profile 

The percentage of applicants declaring that they are heterosexual was 88%.  The percentage 

of applicants ‘preferring not to answer’ or not disclosing this information was 9%.  Less than 

1% of applicants declared that they were homosexual and 1.6% declared they were bi-sexual. 

 

 

   Figure 14: Applications sexual orientation profile 

 

 

Recruitment Applications Transgender Profile 

In 2018 92% of applicants confirmed that they were not transgender, a further 7.2% of 

applicants did not disclose this information.  The number of applicants declaring that they 

identified as transgender is less than 10 so actual numbers have not been published. 

 

 

Figure 15: Applications transgender profile 
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Appointed Candidates 

Of the 19926 applications received, 312 candidates were appointed to a post within the 

Comhairle; that is equivalent of 16% of all applicants being appointed to a post.  It should be 

noted that multiple appointments can be made to the same advertised post e.g. seeking a 

pool of home care workers or relief workers in a particular area.   

 

Appointed Candidates Ethnicity Profile 

Figure 16 indicates the ethnicity declared by the appointed candidates.  The percentage of 

appointed candidates identifying as White Scottish was 75%.  The percentage of 

appointments that did not disclose or ‘preferred not to answer’ rose from approximately 2.5% 

in 2017 to 4% in 2018.   

 

Figure 16: Appointed candidates ethnicity profile 

 

 

Appointed Candidates Sex Profile 

Of the candidates appointed 79% disclosed their sex as female and 18% as male with only 

3% of candidates did not disclose this information. The sex profile of appointed candidates is 

in proportion with the overall employee profile of the Comhairle.  

 

 

Figure 17: Appointed candidates sex profile 
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Appointed Candidates Disability Profile 

Of the appointed candidates, 4% disclosed that they had a disability.  The majority of 

candidates, 92%, disclosed that they did not have a disability. 

 

 

Figure 18: Appointed Candidates Disability profile 

 

 

Appointed Candidates Religion Profile 

Of the appointed candidates, 27% disclosed their religion as Church of Scotland compared to 

39.6% the previous year.  17% of appointed candidates disclosed their religion as Roman 

Catholic compared with 10.3% the previous year.  Those not identifying with any religion 

decreased from 23.4% to 20%.  The percentage of candidates selecting ‘prefer to not answer’ 

or not disclosing increased to 13%.  

 

 

Figure 19: Appointed candidates religion profile 

 

 



 

14 

 

Appointed Candidates Sexual Orientation Profile 

The majority of appointed candidates identified as heterosexual, 88.5%.  The percentage of 

appointed candidates not disclosing this information or selecting ‘prefer not to answer’ 

increased slightly from 5.5% in 2017 to 9.9% in 2018.   

 

Appointed Candidates Transgender Profile 

In 2018 93% of applicants confirmed that they were not with 7% of applicants not disclosing 

this information.   
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LEAVERS 

A total of 174 contracted employees’ left the Comhairle’s employment during 2018, this figure 

includes Probationer Teachers who are employed on a fixed term basis. 

 

Leavers Ethnicity Profile 

 The highest percentage of leavers are defined as ‘White Scottish at 74.1%, with a non-

disclosure rate of 11.5%. 

 

Leavers Sex Profile 

Of the 174 employees who left Comhairle employment, 67% were female and 33% were 

male.  This sex profile is in proportion with the overall sex profile of Comhairle employees.   

 

Leavers Disability Profile 

Of the employees who left contracted employment 68% did not consider themselves to have 

a disability.  A further 29% of leavers did not disclose this information and the number who did 

disclose a disability was less than 10. 

 

Leavers Religion Profile 

The religious status was not disclosed for 56% of leavers.  20% identified themselves as 

Church of Scotland, 8% other Christian and 18 declared having no religion.  The numbers 

identified for other religions/beliefs are less than 10 for each religion so the data has not been 

reported. 

 

Leavers Sexual Orientation Profile 

The level of disclosure has improved with 42% identified that they were heterosexual. 57% 

did not disclose their sexual orientation.   

 

Leavers Transgender Profile 

The figures for Transgender identification have also improved with 36% of leavers reporting 

they do not identifying as transgender.  64% of leavers did not disclose this information. 

 

Leavers Age Profile 

The highest proportion of leavers, 27%, fell within the age 55-64 category, a further 20% 

within the over 65 category.  This remains an age range where traditionally people look to 

retire.  Proportionately less employees left Comhairle employment in each of the other age 

categories. 
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Performance Assessment 

The Comhairle does not operate a policy where an employee may suffer detriment or benefit 

(e.g. Performance Related Pay) as a result of the Council’s staff performance assessment 

procedures i.e. the Comhairle’s Performance Appraisal and Development process.  Equality 

monitoring information is not recorded with regard to the Performance Appraisals conducted. 

 

 

Disciplinary, Grievance and Respect at Work Proceedings 

The number of instances where disciplinary action is required to be taken and a disciplinary 

sanction issued is extremely low.  During 2018, 15 employees were disciplined internally 

through the Disciplinary Procedure; this is equivalent to 0.7% of the workforce. 

 

Disciplinary Sex Profile 

67% of employees issued with a disciplinary sanction were female and 33% male. 

 

Disciplinary Age Profile 

The age profile of disciplinaries varied this year with 17% falling within the 16-34 bracket, 50% 

within the 35-55 bracket and 33% across the remaining brackets 55-64 and over 65. 

  

Disciplinary Disability Profile 

No employees who were disciplined disclosed that they had a disability. 

 

Disciplinary Ethnicity Profile 

58% of employees subject to disciplinary sanctions described themselves as ‘White-Scottish’ 

which is slightly below the workforce profile which sits at 80%. 

 

Disciplinary Religion Profile 

Only 20% of employees disclosed their religion/belief therefore the numbers across each 

profile are too low to disclose any information. 

 

Disciplinary Sexual Orientation Profile 

40% of employees disclosed their sexual orientation as heterosexual. 

 

Disciplinary Transgender Profile 

No employees identified themselves as transgender. 

 

Grievance 

There were 2 grievances formally processed through the Grievance policy during 2018.  The 

numbers are too low to disclose any information concerning ‘protected characteristics’ 

however they were dealt with appropriately in accordance with the procedure and 

recommendations were made where applicable. 
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Respect at Work 

There is an opportunity for complaints to be resolved at an early stage informally under this 

policy.  Where this has not been possible a formal approach is adopted. 

 

There was 1 complaint formally processed through the Respect at Work policy during 2018.  

The numbers are too low to disclose any information concerning ‘protected characteristics’ 

however they were investigated appropriately in accordance with the procedure and 

recommendations were made where applicable. 

 

 

 



 

18 

 

Training 

The Comhairle provides training opportunities for employees internally to assist them with 

essential skills to undertake the duties of post, for professional career development and up-

skilling to meet the requirements of the post.   

 

During 2018 a total of 570 employees attended internal training. This includes training in 

relation to induction to the organisation, policies and procedures, legislation, new initiatives, 

information security, CALM training measures and manual handling. 

 

Digital platforms are now being used more regularly to support a more flexible approach to 

training.  Using Learnpro 902 web based training programs were undertaken by employees 

across a range of topics including data protection, fire safety and food hygiene. 

 

An Equal Opportunities Form is given to all staff in receipt of internal training; however 

completion of this form is voluntary. Equality monitoring information is recorded centrally by 

the Human Resources section.  The data held for 2018 identifies that 919 employees returned 

equal opportunities data following attendance at an internal training course.  

 

The Comhairle do not hold equal opportunities information for employees who have attended 

external training or online training.  It should be noted that individual employees’ may have 

attended multiple training sessions to meet the needs of the post; as such the same equal 

opportunities data may have been captured more than once.   

 

 

Training Ethnic Origin Profile 

The majority, 80%, of employee’s attending a training session described themselves as 

‘White Scottish’; this is reflective of the employee profile of the Comhairles.  A total of 9% did 

not disclose their Ethnic Origin.  A range of ethnicities were identified including Asian, Irish 

and Polish but the numbers cannot be disclosed a they amount to less than 10 within each 

ethnicity, they have therefor been grouped under “other” in table 4. 

  

Ethnic Origin 2018 2017 2016/17 

White - Scottish 80% 83% 86% 

Other White British 6% 6% 6% 

Other white ethnic group 1% 1% 2% 

Not disclosed/PNTA 9% 7% 6% 

Other 4% 3% * 
Table 4: Training ethnicity Profile 

* Information not disclosed where employee numbers are 10 or less as per EHRC guidance. 
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Training Sex Profile 

The sex profile of employees attending 

training sessions was 77% female, 

14% male and 9% of employees chose 

not to disclose their sex.   

 

Training Disability Profile 

As in 2017 2% employees who 

attended a training session considered 

themselves to have a disability.  

Approximately 10% of participants did 

not disclose this information. 

 

Training Age Profile 

The age profile of employees attending training during 2017 is portrayed in the figure 21.  

Employees’ in the 45-54 category undertook the most training; this is in proportion will the age 

profile of Comhairle employees. 

 

 

 

Figure 21: Training Age Profile 

 

 

Training Religion Profile 

42.7% of employees who attended training identified their religion as Church of Scotland.  

‘Other Christians’ represent 19.8% of employees attending training with a further 8.1% of 

employees identifying as Roman Catholic.  14% of employees did not disclose or preferred 

not to answer the question of their religion.   

 

 

 

Figure 20: Training sex profile 
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Training Sexual Orientation Profile 

79.5% of employees attending training described themselves as heterosexual and 5% of 

employees chose not to disclose this information.  The number of employees identifying as 

lesbian, gay, bisexual or other is too small to provide a detailed breakdown.   

 

Training Transgender Profile 

22.6% of employees attending training did not identify as transgender.  The remaining 77.4% 

of employees chose not to respond or disclose this information. 

 

 

Improving the Workforce Disclosure Rate 

The Comhairle have a self-service facility in place called ‘MyView’ which is linked to the 

authority’s HR/Payroll system.  All employees with access to the internet can log onto MyView 

from work or home to update their Equal Opportunity data as and when required.  Employees 

are being reminded of this provision on an annual basis.  Paper forms have been provided for 

all employees who do not have access to the internet.  This process will continue with the aim 

of reducing the levels of non-disclosure across all protected characteristic groups. 

 

Level of non-disclosure of Equality Monitoring of Protected Characteristics 

 

2015/16 2016/17 2017 2018 

Disability 45.0% 38.4% 34% 29% 

Ethnicity 7.5% 7.4% 9% 8% 

Religion 79.9% 68.2% 71% 49% 

Sexual Orientation 90.2% 75.1% 63.8% 56% 

Transgender 92.1% 81.1% 72% 65% 

Table 5: Level of non-disclosure 


