
 

EQUALITY MONITORING STATISTICS 2012/13 

 

The information contained in this report outlines the equality monitoring information in relation 

to employment for Comhairle nan Eilean Siar for the period 1 April 2012 to 31 March 2013. 

 

WORKFORCE PROFILE FOR 2012/13 

Breakdown by Ethnic Origin 

 

The information contained in the table below is based on all of the 2100 Comhairle employees 

during the financial year 2012/13.  The ethnicity equality breakdown has been provided for the 

two previous financial years to draw comparisons. 

 

Ethnic Origin 2012/13 2011//12 2010/11 

White 78 3.7% 84 3.75% 80 3.32% 

White Scottish 1685 80.2% 1781 79.44% 1918 79.49% 

Other White British 125 5.9% 138 6.16% 150 6.22% 

Other White 25 1.2% 24 1.07% 19 0.79% 

Mixed * * * * * * 

Uk * * * * * * 

White Irish * * 7 0.31% 10 0.41% 

Unknown 171 8.1% 192 8.56% 214 8.87% 

Indian * * * * * * 

Other 6 0.3% * * 9 0.37% 

Other Aisan * * * * * * 

African 0 0 * * * * 

Total  2100 100% 2242 100% 2413 100% 
Table 1: Ethnic Origin – Comhairle 2012/13 

* Information not disclosed where employee numbers are 5 or less as per EHRC guidance 

 

There has been an overall reduction of the contracted workforce by 142 employees (6.3%) 

from 2011/12.  The year on year reduction in the contacted workforce is consistent with the 

Comhairle’s Human Resources Strategy and Budget Savings where employees leaving 

through natural attrition where posts are not filled and a small number of redundancies and 

early retirements approved in accordance with the implementation of the Comhairle’s Human 

Resources Strategy. 



Consistent with previous years, the majority of employee’s (80.2%) describe themselves as 

‘White Scottish’.  There are no significant changes with regard to employee ethnicity, the 

Comhairle do not have any employees’ who consider them-selves to be African, Chinese, 

Caribbean or Other Black.  This breakdown remains consistent with previous years 

monitoring information and is consistent with the population breakdown of the Western Isles. 

The ethnicity breakdown of the authority population from the 2011 Census was not available 

at the time of writing. 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 0.6% of employees. 

 

Figure 1 shows the breakdown of the Comhairle’s workforce in 2011/12 by ethnicity. 
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Figure 1: Workforce profile, breakdown by ethnicity 2012/13 

 

 

Breakdown by Gender 

Out of the 2100 Comhairle employees, 1568 employees were female and 599 employees 

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

during 2012/13. 

 

 

 

 

 

 

 

 



 

Figure 2: Workforce profile, breakdown by gender 2012/13 

 

With regard to the gender profile of Comhairle employees there has been no significant 

change with 75% of the workforce being female and 25% of the workforce being male.  The 

monitoring information from the previous three years evidenced that females represented 

73% of the workforce and males by 27%. 

 

The 2012/13 figures are consistent with the information available from previous years and 

continues to reflect the fact that there are particular sectors of service provision delivered by 

the public sector which are highly represented by female employee’s, for example, 

employment in the caring profession (home care workers, elderly and residential care 

employees, admin and clerical employees, etc). In addition female employees are more likely 

to work part-time to accommodate childcare or caring responsibilities.  

 

This gender imbalance is also reflected in the number of female employee’s who are in the 

top 2% and top 5% of earners. The percentage of Comhairle employee’s who are in the top 

2% of earners that are women is was 23.6% as at 31 March 2013, this is a reduction from 

27.5% the previous year..  The percentage of Comhairle employee’s in the top 5% that are 

women was 34.9% as at 31 March 2013, this represent a slight increase in  percentage terms 

from 33.9% reported in the previous year.  It is noted that as employee numbers have 

reduced by 12%, this is in accordance with the authorities Human Resource Strategy, there 

has been a 25% reduction in the number of employees in the top 2% of earners within the 

authority and a reduction of 36% of females in the top 2% of earners.  This continues to be a 

challenging time for local authorities who are required to identify savings year on year and at 

present there is little scope to alter this trend and influence the imbalance of females in 

management posts which are identified at Grade J and above, the Comhairle will continue to 

monitor this area. The consistent application of the Job Evaluation pay grading model ensures 

that employee’s are paid equal pay for work of equal value.  

 

 

Workforce Profile - Breakdown by Gender 

Male 
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Breakdown by Disability 

In the year 2012/13, 16 employees considered themselves to have a disability, this represents 

less than 1% of the Comhairle workforce which is consistent with the information reported in 

previous years.  This information has not been declared for over 1000 of Comhairle 

employees therefore in reality the figure is likely to be higher. 
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Figure 3: Workforce profile – breakdown by disability 2011/12 

 

As noted in previous years, it is for the individual employee to determine and disclose whether 

they consider themselves to have a disability and 48% of Comhairle employees have not 

specified if they have a disability or not.  The Comhairle are in the process of upgrading the 

existing HR/Payroll system.  The new system is expected to be rolled out in August 2013.  On 

completion of this project an exercise will be completed which will request that all employees  

log on to the ‘self service’ aspect of the system and ensure that their personal and equality 

monitoring information is accurate and up to date.  This process can be repeated as often as 

the employee wishes but it is anticipated that corporately this exercise will be repeated 

annually to ensure the information is up to date and reflects the employees situation at that 

time. 

 

The Equality Act 2010 says 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 recognized 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 other 

means and the impact the condition has on their lives is minimised they do not consider 

themselves to have a disability. Conditions such as diabetes, cystic fibrosis, epilepsy, etc 

would 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 of the post as required. 

 

Breakdown by Age 

The age profile of Comhairle employees during 2012/13 is represented in the graph below.  

The largest number of employees falls within the 45-54 category (729 employees), this is in 

line with the ‘median’ age for the population of the Outer Hebrides which was estimated to be 

45 years for males and 47 years for female in 2011.  As there is no longer a statutory 

retirement age and with the impact the welfare reform is likely to bring it is anticipated that the 

number of employee in the 64+ category will increase over the next few years.  Whilst this is 

positive it also needs to be considered in the context of being able to provide opportunities for 

people who fall within the 16-24 age category. 
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RECRUITMENT 

Applications Received 

The Comhairle received 1646¹ applications for 252 posts which were advertised on the My 

Job Scotland recruitment portal throughout 2012/13, this includes 11 posts which restricted to 

existing Comhairle employees only.  These posts were also advertised on the Comhairle 

website and in local press.   

 

There has been a notable reduction in the ratio of the number of applications received per 

post in comparison to the previous year. 

 

Year No of posts 
advertised 

No of applications 
received 

Average Ratio 

2012/13 252 1646 6.5 applications per 
post 

2011/12 253 2251 8.9 applications per 
post 

2010/11 214 2423 11.3 applications 
per post 

Table 1: Ratio of applications received to posts advertised 2011/12 

 

Whilst the number of jobs advertised in 2012/13 has remained consistent with the previous 

year there has been a 27% decrease in the number of applications received.  This may be as 

a result of the type of job being advertised as there have been less full time, permanent posts 

advertised and more fixed term contract posts advertised.  The location of the authority area 

may also contribute to the reduction of applications; a number of applicants who have 

withdrawn their application during the recruitment process advised that they had not 

appreciated the remote location of the authority area when submitting their application.  It 

should also be noted that whilst the number of advertised posts remained consistent with the 

previous year, as with previous years there were a large number of posts for Relief Workers 

covering a range of jobs and part time posts offering a limited number of hours.  There were 

also a number of posts which had to be re-advertised which falsely inflates this figure of 

available posts. 

 

 

Breakdown by Ethnic Origin 

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

applicants who describe themselves as ‘White Scottish’ (1479 applications).  White Scottish 

applicants represent 65% of all applications received, remains consistent with previous years.   

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 would be 

3%.  The table below provides a breakdown of applications by Ethnicity. 

 



¹ This figure is in reference to completed applications which were considered through the recruitment process.  The 

information obtained via MyJobScotland also details incomplete/unsubmitted applications and application which have 
been withdrawn at some stage in the process. 

Ethnicity 
 

No of Applications % of Applications 

Asian- Pakistani (Inc.Scottish/British) 6 0.36% 

African- (Inc.Scottish/British) * * 

African- Other 12 0.73% 

Asian- Indian (Inc.Scottish/British) 16 0.97% 

Asian- Other (Inc.Scottish/British) 8 0.49% 

Black (Inc.Scottish/British) 5 0.30% 

Other- Arab (Inc.Scottish/British) * * 

Other, please specify 15 0.91% 

Prefer not to answer 18 1.09% 

Unknown 94 5.71% 

White- Eastern European  14 0.85% 

White - Polish 10 0.61% 

White- Gypsy/Traveller * * 

White- Irish 31 1.88% 

White- Other British 269 16.34% 

White- Other white ethnic group 45 2.73% 

White- Scottish 1097 66.65% 

Total 1646 100% 
Table 2: Number of Applications – breakdown by ethnicity 2011/12 

* Information not disclosed where employee numbers are 5 or less as per EHRC guidance. 

 

Breakdown by Gender 

Of the 1646 applications for employment received by the Comhairle during 2012/13, 981 were 

from females, this represents 60% of all applications received.  577 applications were 

received from males representing 35% of all applications and 5% of applicants did not 

disclose this information or preferred to not answer.  These figures remain consistent with 

previous years and also reflect the workforce profile of the Comhairle where there are 

significantly more females employed in comparison to males.   
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Figure 4: Applications received – Breakdown by Gender 

 

Breakdown by Disability 

Of the 1646 applications for employment received in 2012/13, 14 applicants (0.9%) 

considered themselves to have a disability.  In percentage terms this is shows a marginal 

decrease from 1.8% reported the previous year.  Consistent with previous years the majority 

of applicants  have chosen not to disclose whether they have disability.  In percentage terms 

the number of applicants choosing not to disclose this information has increased from 73.6% 

to 87.6%. 
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Figure 5: Applications received – breakdown by disability 2012/13 

 

 

APPOINTED CANDIDATES 

Of the 1646 applications received, 273 candidates were successful at interview and appointed 

to a post within the Comhairle; that is to day that 17% of all applicants were appointed to a 



post, this is consistent with appointments made in the previous year. The number of 

appointed candidates is higher than the number of advertised posts largely due to multiple 

appointments to the same advertised post e.g. seeking a pool of relief workers in a particular 

area or home care workers in a particular area.   

 

Breakdown by Ethnicity 

The table below indicates the ethnicity declared by the appointed candidates. 

Ethnicity 
 

No of Applications 

Black (Inc.Scottish/British) * 

Unknown 32 

White – Eastern European * 

White- Gypsy/Traveller * 

White- Other British 37 

White- Scottish 200 

Total 273 
Table 4: Appointed candidates – breakdown by ethnicity 

* Information not disclosed where employee numbers are 5 or less as per EHRC guidance. 

 

 

Breakdown by Gender 

66% of appointed candidates were female and 23% of appointed candidates were male.  This 

reflects the gender balance within the Comhairle as previously covered.  11% of applicants 

did not declare their gender. 
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Figure 6: Appointed Applicants – Breakdown by Gender 

 

Breakdown by Disability 

Less than 5 of the appointed candidates considered themselves to have a disability.  This 

remains consistent with workforce profile of the Comhairle.  The vast majority of candidates, 

88%, chose not to disclose whether they had a disability, this is an increase from 74.8% from 

the previous year which is disappointing to note.  The table below provides a breakdown of 

appointed candidates by disability. 
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Figure 7: Appointed Applicants – Breakdown by Disability 

 

 

INTERNAL VACANCIES 

Following the introduction of the online ‘My Job Scotland’ recruitment portal information 

regarding internal applications is captured manually within the Human Resources Support 

and Recruitment section.  During the financial year 2012/13 52 posts were advertised 

internally.  Internal applications are used for a variety of reasons, for example when an 

employee has been identified as being in detriment following the implementation of Single 

Status, where there is a risk of redundancy within a section or for budgetary purposes as a 

means of identifying savings.   

Of the 52 posts advertised internally:- 

 10 posts did not have any equality monitoring information available 

 4 posts received no applications 

 No appointment was made to 2 posts 

 A further 3 posts are waiting for appointments to be made (at the time of writing) 

 

Of the 33 posts which appointments were made to, the equality monitoring information is 

detailed below:-  

 

Ethnicity No of Employees 

White Scottish 17 

Other White * 

Other White British * 

Unknown 12 

Table 5 – Internal Vacancies, Ethnicity breakdown 

 

 

 

 



Gender No of Employees 

Female 19 

Male 5 

Not stated 9 

Table 6 – Internal Vacancies, Gender breakdown 

 

No internal candidates appointed to a post declared that they had a disability. 

 

LEAVERS 

A total of 146 contracted employee’s left the Comhairle’s employment during 2012/13 (this 

figures includes Probationer Teachers and employees who were TUPE’d to another 

organisation following the award of the schools maintenance contract).   The ethnic 

monitoring breakdown of leavers for this period is detailed below:- 

Ethnicity Nos % 

White Scottish 110 75% 

Other White British 13 9% 

White * * 

Other White * * 

White Irish * * 

Other White * * 

African * * 

Unknown 15 10% 

Total 146 100% 

Table 7 - Leavers – Breakdown by Ethnicity 

* Information not disclosed where employee numbers are 5 or less as per EHRC guidance. 

 

The gender breakdown of employee’s who left contracted employment during 2012/13 is 

detailed below:- 

 

Gender Nos % 

Female 95 65% 

Male 51 35% 

Total 146 100% 

Table 8 – Leavers – Breakdown by Gender 

This is in proportion with the workforce profile of the Comhairle during 2012/13. 

 

Of the employee’s who left contracted employment during 2012/13, one employee considered 

themselves to have a disability. 

 



Both involuntary and voluntary leavers make up the total number of contracted employee’s 

who have left Comhairle employment during 2012/13.  

Involuntary leavers include employee’s who have left employment for the following reasons:- 

 End of Contract 

 Normal retirement 

 Ill Health Retirement 

 Redundancy 

 Dismissal 

 

 

Voluntary leavers include employee’s who have left employment for the following reasons:- 

 Resignation 

 Early Retirement 

 Promotion 

 Voluntary Severance 

 

 
PERFORMANCE ASSESSMENT 
 

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

as a result of the Council’s staff performance assessment procedures i.e. the Comhairle’s 

Performance Appraisal and Development process.  82% of employees received a 

Performance Appraisal during 2012/13, this is the same percentage of employees who 

received an appraisal in 2011/12.  Equality Monitoring information is not held with regard to 

the Performance Appraisals conducted. 

 

 

DISCIPLINARY AND GRIEVANCE PROCEEDINGS 

The number of disciplinary action undertaken is very low (0.5% of workforce), during the 

period April 2011 to March 2012, 11 employees had disciplinary action taken against them.  

Only one employee is identified as belonging to a minority ethnic group, this represents 9% of 

the total disciplinaries undertaken which would indicate that minority groups are not adversely 

affected.  In addition it is clear from the results that that females are not adversely affected in 

comparison to males with action taken against 4 males and 7 females, with females 

representing 75% of the workforce this is proportionate.  The ethnicity and gender breakdown 

is detailed below, no employees who declared they had a disability were involved in any 

disciplinary action: 

 

Ethnicity  Number 

White Scottish 11 



Other BME  1 

Table 9 – Disciplinaries – Breakdown by Ethnicity 

 

Gender  Number 

Female 7 

Male 4 

Table 10 – Discipinaries – Breakdown by Gender 

 

The number of grievances submitted is also very low, 4 grievances were submitted in 2012/13 

representing 0.2% of the workforce.  All employees who submitted grievances considered 

themselves to be White Scottish and they were all submitted by female employees. 

 

No employees involved in disciplinary or grievance procedures declared that they had a 

disability. 

 

Complaints which were submitted by employees and considered in accordance with the 

Comhairle’s Respect at Work Policy have also been considered.  The purpose of the Respect 

at Work policy is create a safe working environment where all employees are treated with 

dignity and respect; and where complaints of harassment are dealt with quickly, positively, 

effectively and confidentially.  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 were 9 complaints formally processed through the Respect at Work policy in 2012/13, 3 

of the complaints were from the same employee.  All employees were female, white Scottish 

and did not declare a disability. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



TRAINING 

 

The Comhairle provides training opportunities for employee’s internally to assist them with 

personal development and up-skilling for the requirements of their post.  There are 3 

categories of training available to employee’s:- 

Health and Safety – this covers CALM training measures, manual handling, etc. 

IT – Microsoft applications and tailor made systems training. 

General Training – induction, policies and procedures, legislation, new initiatives, etc. 

Training is available to all Comhairle employee’s subject to approval from the line manager.  

There are no recorded instances of an internal training request being declined.  The 

Comhairle do not hold equal opportunities information regarding employees who may have 

attended external training. 

 

An Equal Opportunities Form is given to all staff who receive training, however completion of 

this form is voluntary. Equality monitoring information is now captured centrally by the Human 

Resources section for the three training areas.  The dates that the training was conducted 

have not been recorded since this system was implemented so the equal monitoring 

information held covers an eighteen month period (approximately).  It should also be noted 

that an employee may have attended more than one training session and therefore would 

have completed the Equal Opportunities record on more than one occasion. 

 

The Equal Opportunity breakdown of employee’s who undertook training is as follows:- 

Breakdown by Ethnic Origin 

Ethnic Origin Employees receiving training 

White Scottish 1578 

Other White British 114 

Other White Ethnic Group 28 

Irish 6 

Eastern European 13 

Indian, Indian Scottish or Indian British * 

Other * 

Prefer not to answer 158 

Total 1908 

Table 11 – Training breakdown by Ethnicity 

* Information not disclosed where employee numbers are 5 or less as per EHRC guidance. 

The majority (83%) of employee’s attending a training session described themselves as 

‘White Scottish’, this reflects the employee profile of the Comhairle. 

 

 

 



 

Breakdown by Gender 

The gender split of those employee’s attending a training session is 74% female, 15% male 

and 11% of employees did not complete this part of the form.  Again, this gender split is in 

proportion with the employee profile of the Comhairle. 

 

Gender Total 

Female 1421 

Male 281 

Prefer not to answer 206 

Table 12 – Training breakdown  

Breakdown by Disability 

48 (2.5%) employees who attended a training session considered themselves to have a 

disability.  This figure is higher than the overall number of employees who disclosed that they 

had a disability.  This may be due to the same employee with a disability attending a number 

of courses which has inflated this figure.  Also, the status of an employee may have changed 

over a period of time and this has not been reported to the Comhairle, for example, when an 

employee first completed a Equal Opportunities form when gaining employment they may not 

have had a disability however over a period of time this status may have changed and if they 

have not moved posts this information would not be captured.   

 

The Comhairle are currently engaged in a new project to update the HR/Payroll system which 

will have a self service capability built into it.  This will enable employee to change amend 

their Equal Opportunities profile as their circumstances change. 

 

 


