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EXECUTIVE SUMMARY 
 
This is the first publication of the Comhairle nan Eilean Siars Mainstreaming Report 
and Equality Outcomes as required by the Public Sector Equality Duty which was 
created by the Equality Act 2010 and replaces the race, disability and gender equality 
duties. 
 
The duty came into force in April 2011 and covers age, disability, gender, gender 
reassignment, pregnancy and maternity, race, religion or belief and sexual 
orientation. The public sector equality duty is in 2 parts – the public sector equality 
duty in the Equality Act 2010 itself, which is often referred to as the ‘general duty’ and 
specific equality duties introduced by Scottish Ministers through regulations. The 
specific equality duties are not an end in themselves; they are intended to enable the 
better performance of the general equality duty. 
 
As the Comhairle is a listed public authority subject to the specific equality duties it is 
required to publish the following: 

 A mainstreaming report (which includes employee information). 

 Equality outcomes, prepared using involvement and evidence. 

 Gender pay gap information. 

 A statement on equal pay and occupational segregation in relation to gender. 
 
Full copies of this report are available at our website:  
http://www.cne-siar.gov.uk/ 
 
This document can be provided in alternative formats or languages upon request.  
You can request by email at: 
equalities@cne-siar.gov.uk or enquiries@cne-siar.gov.uk 
or by telephone: 0845 6007090 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

mailto:equalities@cne-siar.gov.uk
mailto:enquiries@cne-siar.gov.uk
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Introduction 
 
The Western Isles is made up of chain of Islands which forms part of the Hebrides 
which are separated from the Scottish mainland and the Inner Hebrides by the 
waters of the minch.  The chain of Islands is made up of Lewis, Harris, North Uist, 
Benbecula, South Uist and Barra.  Lewis is the largest and most populous of the 
Outer Hebridean islands, with over 6000 residents living in the main port of 
Stornoway alone.  Barra is the smallest and most remote of the main islands being 
only five miles across by eight miles long, with one ring road all the way round 
 
Population 
 
The Scotland’s Census 2011 data estimates that the on census day the population of 
the Outer Hebrides was 27,700. This figure demonstrates represents an increase of 
4.5% from 26,100 in 2001.  This is positive news for the authority and overall bucks 
the trend of a declining population within the authority area. 
 

Council 
area 

Population 
2001

1
  

Population 
2011

1
 

%  change 
2001 to 2011

2
 

% change 2001 to 2011
2
 in 

population: 

aged 
under 15  
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to 64 

aged 65 
and over 

Eilean 
Siar 

26,500 27,700 4.5 -7.2 4.7 13.8 

 
 
Age 
 
In 2011, the ‘median age in the Outer Hebrides was estimated to be 45 years for 
males and 47 years for females.  The breakdown below details the breakdown of the 
population by age group (Census 2011). 
 

Estimated Population of Eilean Siar by age, Census 2011
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Gender 
 
It is estimated that 13,700 (49.4%) of the Western Isles population are male and 
14,000 (50.6%) are female. 
 
 
 
 
 
Disability / Provision of Care 
 
At the time of writing up to date information from the 2011 Census was not available.  
From the 2001 census it was estimated that 20.49% of the population of the Western 
Isles had a limiting long-term illness.  Limiting long-term illness covers any long term 
illness, health problem or disability which limits daily activities or work.  Furthermore 
13.99% of people of working age have a limiting long term illness as defined above.  
The working age population was defined as 16-64 inclusive for men and 16-59 
inclusive for women. 
 
 
Ethnicity 
 
At the time of writing up to date information from the 2011 Census was not available 
The last available figures available (2001 Census) show that the distribution of ethnic 
backgrounds in the Western Isles at that time was as follows:- 
 
 

Ethnic Origin Population % WI % Scotland 

White Scottish 24093 90.91% 88.09% 

Other White British 1910 7.21% 7.38% 

White Irish 126 0.48% 0.98% 

Other White 201 0.76% 1.54% 

Indian 17 0.06% 0.30% 

Pakistani 32 0.12% 0.63% 

Bangladeshi 11 0.04% 0.04% 

Other South Asian 10 0.04% 0.12% 

Chinese 14 0.05% 0.32% 

Caribbean 8 0.03% 0.04% 

African 16 0.06% 0.10% 

Black Scottish 3 0.01% 0.02% 

Mixed 42 0.16% 0.25% 

Other 19 0.07% 0.19% 

 
 
About Comhairle nan Eilean Siar 
 
The Comhairle delivers a full range of services typical of a Scottish local authority, in 
particular the Comhairle provides the following services: 

 Education 

 Children’s and young people’s services  

 Social Services 

 Roads and Transportation 

 Housing 
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 Environmental Services 

 Planning Services 

 Regeneration 

 Leisure and Recreation 

 Corporate Services (including elections, registration of births, deaths and 
marriages] 

 
Elected Members 
 
The Comhairle has 31 elected members serving 9 wards across the authority area 
with an estimated population of 27,700.  
 
 
Legal Background 
 
The Equality Act 2010 and the General Duty 
 
The Equality Act 2010 introduced a new public sector general duty which requires 
public authorities to pay due regard to the need to eliminate unlawful discrimination, 
victimisation and harassment; advance equality of opportunity; and foster good 
relations. The single duty replaced the three previous duties relating to race, disability 
and gender equality 
 
The Equality Act 2010 applies across the protected characteristics which are detailed 
below:- 

 Age; 

 Disability; 

 Gender; 

 Gender reassignment; 

 Marriage and civil partnership; 

 Pregnancy and maternity; 

 Race; 

 Religion or belief; and  

 Sexual Orientation 
 
 
The General Duty introduced by the Equality Act 2010 
 
(1) A public authority must, in the exercise of its functions, have due regard to the 
need to:- 
(a) eliminate discrimination, harassment, victimisation and any other conduct that is 
prohibited by or under this Act; 
 
(b) advance equality of opportunity between persons who share a relevant protected 
characteristic and persons who do not share it; 
 
(c) foster good relations between persons who share a relevant protected 
characteristic and persons who do not share it. 
 
(2) A person who is not a public authority but who exercises public functions must, in 
the exercise of those functions, have due regard to the matters mentioned in 
subsection (1). 
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(3) Having due regard to the need to advance equality of opportunity between 
persons who share a relevant protected characteristic and persons who do not share 
it involves having due regard, in particular, to the need to- 
 
(a) remove or minimise disadvantages suffered by persons who share a relevant 
protected characteristic that are connected to that characteristic; 
 
(b) take steps to meet the needs of persons who share a relevant protected 
characteristic that are different from the needs of persons who do not share it; 
 
(c) encourage persons who share a relevant protected characteristic to participate in 
public life or in any other activity in which participation by such persons is 
disproportionately low. 
 
(4) The steps involved in meeting the needs of disabled persons that are different 
from the needs of persons who are not disabled include, in particular, steps to take 
account of disabled persons' disabilities. 
 
(5) Having due regard to the need to foster good relations between persons who 
share a relevant protected characteristic and persons who do not share it involves 
having due regard, in particular, to the need to:- 
(a) tackle prejudice, and 
 
(b) promote understanding. 
 
(6) Compliance with the duties in this section may involve treating some persons 
more favourably than others; but that is not to be taken as permitting conduct that 
would otherwise be prohibited by or under this Act. 
 
(7) The relevant protected characteristics are- 
age; disability; gender reassignment; pregnancy and maternity; race; religion or 
belief; sex; sexual orientation. 
 
The General Duty equips the Comhairle to: 

 Take effective action on equality matters  

 Make the right decisions first time 

 Develop better policies, practices and procedures which are evidence based 

 Be more transparent, accessible and accountable 

 Improve outcomes for all 
 
 
The Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012 
 
The Specific Duties of the Equality Act came into force on the 27 May 2012 with the 
majority of the reporting functions to be in place by 30 April 2013.  The Specific 
Duties were introduced by the Scottish Government to assist public authorities like 
the Comhairle to meet the general duty.  The specific duties are:- 
 

 Report on mainsteaming the equality duty 

 Publish equality outcomes and report on progress 

 Assess and review policies and practices 

 Gather and use employee information 

 Publish gender pay gap information 

 Publish statements on equal pay 
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 Consider award criteria and conditions in relation to public procurement 
 
 
 
 
 
 
 
 
 
 
MAINSTREAMING EQUALITIES AT COMHAIRLE NAN EILEAN SIAR 
 
The process of mainstreaming the equality duty requires the Comhairle to give due 
regard to equality and diversity in all the day to day activities which the authority is 
involved in.  This means taking equality into account of equality matters when 
conducting business as an employer, as a service provider and as a community 
partner. 
 
As one of the largest employers in the Western Isles, it is recognized that Equality 
and Diversity has a core role in the work which the Comhairle is both responsible for 
and involved in.  As an employer and a service provider the Comhairle aims to 
eliminate discrimination, harassment and victimization; advance equality of 
opportunity between people who share a relevant protected characteristic and those 
who do not; and foster good relations between people who share a protected 
characteristic and those who do not. 
 
By integrating equality considerations into our day to day work we can improve the 
way in which we conduct business as an employer and when planning and delivering 
services.  Everyone working for, or with, the Comhairle has a responsibility to 
promote equality of opportunity and build positive relationships between different 
groups.   
 
It is essential that Comhairle employees and elected members are aware of the 
general duty as set out in the Equality Act to ensure that it is considered 
appropriately in the work which is being completed. 
 
Successful advancement of the equality agenda will involve partnership working 
between the Comhairle, the Community and other partners.  Essentially this will 
involve: 
 
Elected Members 
Councillors are elected by the public to serve and represent the individuals within the 
local area.  Councillors have the opportunity to engage with the local community to 
identify the needs of constituents.  They can provide leadership direction and support 
to compliance with the Equalities Strategy and provide a scrutiny role regarding the 
decision making process. 
 
Corporate Management Team 
Corporate Management Team, chaired by the Chief Executive, consists of all 
Directors who have the responsibility for progressing equality within their individual 
portfolio. 
 
Contact Officers 
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Contact Officers are usually the Heads of Service in each Department responsible for 
progressing equalities within the service area across the portfolio. 
 
Equalities Service 
This is located within the Organisational Development Section of Human Resources 
and has responsibility for ensuring the co-ordination and mainstreaming of the 
equalities agenda within the Comhairle. 
 
 
 
 
 
 
 
Policy and Resources Committee 
Policy and Resources Committee, chaired by the Leader, has the lead responsibility 
for Equalities. The Chair ensures, through the Chief Executive, that inclusion and 
diversity is central to the Comhairle’s performance and service delivery agenda. 
 
The Community Planning Partnership 
The Community Planning Partnership is an information and consultation channel for 
all community partners to enable two way communication with minority groups within 
the Western Isles.  The Comhairle is a key stakeholder in the Outer Hebrides 
Community Planning Partnership (OHCPP) and leads on key priorities for the 
Western Isles.  Community Planning is about public sector organisations working 
together to improve and deliver better public services for the authority area. 
 
The public can also raise issues and concerns regarding equality matters through the 
OHCPP meetings which are conducted across the islands throughout the year and 
also through the Community Co-ordinators ‘Have your say days’ which are also 
conducted throughout the year. 
 
Diversity and Equality Steering Group (DESG) 
DESG is made up of public authorities (CnES, Northern Constabulary, Lews Castle 
College, Scottish Health Council, NHS Western Isles) and third sector partners 
(Access Panels, Third Sector Hebrides, MS Society, Crossreach, Carers Scotland, 
etc).  DESG meets on a quarterly basis and is used to raise awareness of local 
equality issues which the public authorities need to be aware of and where 
appropriate, take action.  DESG is also used as a vehicle for consultation on equality 
related matters.  DESG is keen to expand the members of the group to include 
representatives from all protected characteristics. 
 
Comhairle nan Eilean Siar Corporate Strategy 2012-17 
Comhairle nan Eilean Siar’s Corporate Strategy sets out the corporate values, 
priorities and strategic direction of the Comhairle for the period 2012-17.  
Mainstreaming of equalities will be one of the key factor in achieving the vision and 
strategic priorities. 
 
The Comhairle’s mission statement as set out the Corporate Strategy 2012-17 is that 
“The Comhairle will work with its community and other Partners to help 

shape the Outer Hebrides as a confident community and an attractive place 

to live, work and do business.” 

 
The Comhairle’s vision as set out in the Corporate Strategy is as follows:- 
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 A confident Outer Hebrides – that has at its heart a stable economy that 
offers new growth opportunities; that has strong communications links both 
within and outwith the Hebrides and that values its Gaelic, cultural and natural 
heritage. 

 

 A confident community – that is safe, healthy, caring and protective of the 
vulnerable; with the ability to take greater action and responsibility for its own 
needs; where young people are highly valued and where the population is 
stable and moving towards growth. 

 

 A confident Comhairle – that is responsive and plans proactively for the 
future; that provides a strong representative voice for the Outer Hebrides at 
Scottish, UK and European levels; that delivers first-class educational 
facilities and delivers a set of key services that are prioritised and focused on 
to deliver more for less. 

 
The Corporate Strategy sets the direction to achieve a confident Hebridean future.  
Working alongside the community and with local partners, the Comhairle’s mission, 
through the Corporate Strategy is to help shape that confident future. 
 
The Comhairle’s Corporate Values as set out the Corporate Strategy 20012-17 are: 
 

 Working together 
To lead Partnership working to make the best use of available resources. 

 

 Good quality services 
To provide good quality and efficient services to meet the needs of the 
community. 

 

 Community leadership 
To engage positively with our community and be responsive to its needs. 

 

 Represent the Outer Hebrides 
To present a positive image of the Outer Hebrides at Scottish, UK and EU 
level. 

 

 Sustainability 
To ensure that the economic, environmental and social factors are balanced. 

 

 Equalities 
To promote fairness and equalities for all. 

 
 
The Comhairle’s strategic priorities set out in the Corporate Strategy are: 
 

 Population 
To encourage the creation of jobs, retention of population and a positive change in 
our demographic balance to increase the proportion of working age population. 
 

 Economy 
To strive to create a thriving economy with support for key sectors, greater local 
independence and autonomy, working with the support of Scottish Government, UK 
Government and the European Union. 
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 Education and Training 
To continue to provide excellent bilingual education that prepares young people for 
life. 
 

 Health and Wellbeing 
To promote healthier lifestyles and to support people to live in the community for as 
long as they can and to have a positive experience of health and social care when 
they need it. 
 

 Communities 
To strengthen social and economic development in the community of the Outer 
Hebrides. 
 
 

 Natural and Cultural Resources 
To maximise benefits from the Outer Hebrides’ natural, cultural, environmental and 
historical resources. 
 

 Services 
To provide good quality and efficient services to meet the needs of the community. 

 

The Comahirle will adopt a cross cutting approach to equalities which will consider 
and promote all equality strands throughout policy development and monitoring to 
achieve the Corporate Values set out above.  The Comhairle will demonstrate 
commitment to equality and diversity by embracing the different cultures, lifestyles 
and needs of the individuals within the communities we serve. 
  
 
 
Single Outcome Agreement (SOA) 
 
The Single Outcome Agreement 2013-2023 ‘Forward Together’ identifies that the 
vision for the Outer Hebrides is a prosperous, well-educated and healthy community 
enjoying a good quality of life and fully realising the benefits of the natural 
environment and cultural traditions. 
 
The Outer Hebrides Community Planning Partnership (OHCPP) has continued with 
seven key themes around which the SOA local outcomes were formulated.  These 
are as follows:- 
 
1. The populations of the Outer Hebrides are stable, with a better balance of age, 
gender and socio-economic groups; 
 
2. The economy of the Outer Hebrides and the economies within the Outer Hebrides 
are thriving; 
 
3. The people of the Outer Hebrides are well educated, well trained and well skilled; 
 
4. The physical and mental health and wellbeing of the people throughout the Outer 
Hebrides is improved; 
 
5. The communities of the Outer Hebrides are stronger and more able to identify, 
articulate and take action and responsibility regarding their needs and aspirations; 
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6. The people of the Outer Hebrides derive maximum benefit from the natural and 
cultural resources of the area, whilst at the same time safeguarding those resources 
to benefit future generations; and  
 
7. The services of the Outer Hebrides are of high quality, continuously improving and 
reflective of local needs 
 
 
 
 
 
 
 
 
 
 
 
Equality Outcomes 
 
As set out in the Specific Duties, all public authorities have a legal requirement to 
publish equality outcomes and report on progress.  The equality outcomes have been 
developed to align the outcomes with the vision and themes set out in the 
Comahirles Corporate Strategy and Single Outcome Agreement.  The outcomes 
below apply to the Comhairle, the Education Authority and the Licensing Board. 
 
A set of Equality Outcomes were initially published by the required date of April 2013 
however, the Comhairle were one of a number of Public Authorities to participate in 
the Equality and Human Rights Commission ‘Improving Equality Outcomes project 
2014/15 which commenced in June 2014.  This aim of this project was to support 
public authorities to produce robust equality outcomes which were clear and 
measurable and could be monitored and reported on. 
 
The Comhairle submitted a revised set out outcomes to the EHRC for consideration 
in October 2014 and received feedback regarding adjustments and developments 
made.  Further refinement was made to the Equality Outcomes and feedback 
received on these in January 2015.  It was also noted that the Equality Outcomes 
can be treated as ‘live’ documents which can refined on an ongoing basis as and 
when evidence and information becomes available that relate to the outcomes set.    
 
The revised set of outcomes are detailed below: 
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Equality Outcome 1:  
Make the Western Isles a better place to live and work and provide opportunities to participate in the local economy. 
Meet our Equality and Diversity (E&D) statutory and regulatory duties for Age; Disability; Gender; Gender Reassignment; Pregnancy and Maternity; 
Race; Religion or Belief; and Sexual Orientation in respect of policy development and economic opportunity. 
 

Authority/ 
Characteristic 

What we are trying to achieve 
  

How will we know 
(Measures) 

Lead General Duty 

CNES 

 
Protected 
Characteristic: 
Age, Gender, 
Disability 

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

Increase in the number of community 
benefit clauses adopted 
 
Increase number of modern 
apprenticeships included in 
Comhairle contracts (baseline year 
2013/14)  
 
Increase number of placements for 
students and graduates included in 
Comhairle contracts (baseline year 
2013/14) 
 
Increase number of work experience 
programmes included in Comhairle 
contracts (baseline year 2013/14) 
 
Increase number of contracts where 
suppliers pay at or above the living 
wage 
 

Legal Services 
Procurement Leads 

Advance Opportunity 
Foster Good Relations 

LB 

 
Protected 
Characteristic: 
ALL 

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

Undertake equality profiling for 
licence applications to provide base 
line information  
 

Licensing Board Eliminate discrimination 
Advance Opportunity 
Foster Good Relations 
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The Board will promote greater 
accessibility to all licensed premises 
across the Comhairle through 
increased awareness during Board 
visits, visits by Licensing Standards 
Officers or other Board Officials 
(No of visits and recommendations 
made) 
 
The Board will work with other 
Community and Voluntary partners to 
increase public confidence of 
reporting and addressing negative 
impact arising from underage drink, 
anti-social behaviour and nuisance. 
 

CNES 

 
Protected 
Characteristic: 
Gender, 
Pregnancy & 
Maternity 

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

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

Harris Tweed ESF) 

Economic Development 
ED&CS 

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

Authority/ 
Characteristic 

What we are trying to achieve 
  

How will we know 
(Measures) 

Lead General Duty 

CNES, EA 

 
Protected 
Characteristic: 
Disability 

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

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

 

Technical Services 
 
 
 
 
Technical Services 
 

 

Eliminate 
discrimination 
Advance 
Opportunity 
Foster Good 
Relations 
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Equality Outcome 3:   
The Comhairle is recognised as an equal opportunity employer with the capacity to offer training and educational opportunities to all 
employees. 
Meet our Equality and Diversity (E&D) statutory and regulatory duties for all protected characteristics in respect of Employment and Training 
 

Authority/ 
Characteristic 

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

Lead General Duty 

CNES 

 
Protected 
Characteristic: 
ALL 

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

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

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

Eliminate 
discrimination 
Advance Opportunity 
Foster Good 
Relations 
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% of completed applications received 
by gender, disability and race 
 
% of appointed candidates by gender, 
disability and race 

CNES 

 
Protected 
Characteristic: 
Gender, Age 

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

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

Chief Executive 
 
 
 
Chief Executive 

Eliminate 
discrimination 
Advance Opportunity 
Foster Good 
Relations 

CNES 

 
Protected 
Characteristic: 
ALL 

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

Number of employees who have 
completed equality and diversity 
training through induction and customer 
services training in the last three years 
 
Review of customer complaints 
received in relation to protected 
characteristics 
 
Requests for translation services by 
Language and alternative formats 

Chief Executive 
 
 
 
 
 
Chief Executive 
 
 
Chief Executive 
F&CR 
 

Eliminate 
discrimination 
Advance Opportunity 
Foster Good 
Relations 

CNES, EA, LB 

 
Protected 
Characteristic: 
ALL 

All employee have access to in-
house training opportunities 

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

Chief Executive 
 
 
Chief Executive 

Advance Opportunity 
Foster Good 
Relations 
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Equality Outcome 4:   
The Health and Wellbeing for all people living in the Outer Hebrides will be improved. 
Meet our Equality and Diversity (E&D) statutory and regulatory duties for all protected characteristics in respect of the Health and Wellbeing. 
 

Authority/ 
Characteristic 

What we are trying to achieve 
  

How will we know 
(Measures) 

Lead General Duty 

CNES 

 
Protected 
Characteristic: 
Disability, Age 

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

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

S&CS 
 
 
 
S&CS 

Advance Opportunity 
Foster Good 
Relations 

CNES, EA  

 
Protected 
Characteristic: 
Age, Disability, 
Gender 

People in the Western Isles have 
an Improved Healthy Life 
Expectancy 
 

Deliver the Physical Education 2 hour 
target in primary schools  
 
Child obesity rates at Primary 1 
 
The number of referrals through the 
GP referral scheme (to support long 
term conditions) 
 
The number of Health Interventions 
which are completed following GP 
referral. 
 
Healthy life expectancy measure (to 
be maintained for females and 
increased for males) 

E&CS 
 
 
OHCPP 
 
OHCPP 
 
 
 
OHCPP 
 
 
 
OHCPP 

Advance Opportunity 
Foster Good 
Relations 

CNES 

Protected 
Characteristic: 
Age, Disability 

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

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

S&CS Advance Opportunity 
Foster Good 
Relations 
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Equality Outcome 5:  
Young people in the Western Isles have the best possible life chances which are achieved through the Education system. 
Meet our Equality and Diversity (E&D) statutory and regulatory duties for in respect of the Education Authority 
 

Authority/ 
Characteristic 

What we are trying to achieve 
  

How will we know 
(Measures) 

Lead General Duty 

 EA  

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

Children have the best start in life 
and are protected 
 

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

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

Eliminate 
Discrimination 
Advance 
Opportunity 
Foster Good 
Relations 
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protected characteristic 
 
 
% of Headteachers attending ‘Getting 
it Right for Every Child’ (GIRFEC) 
training 
 
 

 
 
 
ED&CS 

 Children have improved life 
chances 
 

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

ED&CS 
 
 
 
 
ED&CS 

Eliminate 
Discrimination 
Advance 
Opportunity 
Foster Good 
Relations 

EA 

 
Protected 
Characteristic: 
Age, Disability 

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

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

ED&CS 
 
 
ED&CS 
 

Advance 
Opportunity 
Foster Good 
Relations 



 

 

How the Comhairle will deliver the Equality Outcomes:- 
 
Policy Development and Monitoring 
The Comhairle will adopt a cross cutting approach to equalities which will consider 
and promote all equality strands throughout policy development and monitoring.  
Equality Impact Assessments (“EQIA’s”) are and will continue to be routinely 
completed in relation to all new policies, procedures, practices and services.  This will 
include revisions or updates of existing policies, procedures, practices and services.  
The use of EQIA’s provides a structured way of assessing our functions (ie what we 
do) and policies (ie how we do it) and provide an opportunity to identify how they 
might impact different equality groups throughout the Western Isles.   
 
The EQIA’s will assist the Comhairle in identifying both positive and negative 
consequences that our policies and services may have on a particular group or 
section of the community and enable us identify ways to minimise any negative 
impacts which are identified. 
 
By completing EQIA’s at the earliest opportunity the Comhairle can identify who is 
affected by the policy and how; how the policy will be implemented; what consultation 
has been carried out; and is there potential for: 

 Unlawful discrimination; 

 People to be treated differently/unfairly; 

 Certain groups to be disadvantaged; and  

 Community relations to be damaged. 
This will allow recommendations to be made to minimise any potential negative 
impact that is identified. 
 
It is the responsibility of the Heads of Services within each department to ensure 
EQIA’s are carried out as appropriate. The Executive Office will ensure that all new 
policies and functions have had an EQIA completed prior to being presented to the 
relevant Comhairle Committee for approval.  The effective completion of EQIA’s 
ensures that Councillors are fully aware of any equality issues when considering a 
report.  Councillors have undertaken EQIA training to provide which enables them to 
be more aware of the impact on equality groups with regards to the decisions they 
are required to make. 
 
EQIA training is available to all employees and Councillors and guidance notes on 
the completion of EQIA’s is published on the Comhairle’s website. 
 
Completed EQIA’s are published on the Comhairle’s website, either on the Equality 
pages or along with the associated committee report which was considered. 

To ensure that we are delivering services fairly and effectively the Comhairle will 
maximise the use of information gathering and analysis techniques.  A number of 
services have already implemented the use of Social Media tools which serve to 
communicate information but also obtain feedback.  The Comhairle have also launch 
E-Sgìre which is a Communities website described as a hub for community 
information and opinion across the Western Isles.  
 
 
Service Delivery 
The Comhairle will continue to take steps to remove barriers which stop or make it 
unreasonably difficult for people to access the services delivered by the Comhairle.  
This may be physical barriers which prevent disabled people from accessing our 
services due to poor access to buildings or inadequate equipments/systems in places 
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to supports them or it may emotional barriers which prevent Gay people exercising 
their right to have a civil partnership. 
 
The Comhairle will continue to  
provide access to information in alternative formats and languages on request and 
continue to have a SLA in place with language line to ensure support is available for 
ethnic minority groups as and when it is required.  Whilst these is a relatively small 
ethnic minority population resident in the Western Isles we remain focused on 
ensuring there is equal access to all services delivered by the Comhairle. 
 
The Comhairle will also make available Equality and Diversity training to all 
employees to ensure they are equipped with the skills and knowledge to provide an 
equal and fair service to all residents throughout the Western Isles. 
 
 
Communication, Consultation and Involvement 
Communication, consultation and involvement is at the heart of equality legislation.  It 
is essential that service design and delivery and policy and procedure design and 
delivery reflects this.  This is essential both internally for Comhairle employees and 
externally in the community 
 
This is an area which the authority has made significant improvements in recent 
years and months and the authority is making use of a wide range of tools and 
resources that are available (surveys, questionnaires, social media, meetings, etc).  It 
is recognised that this is an area that requires further improvements to meet the 
needs of the whole community and is a key focus for service delivery areas in 
particular.   
 
In order for communication, consultation and involvement to be effective it is 
recommended that the National Standards for Community Engagement are followed, 
the ten standards are: 

1. INVOLVEMENT: we will identify and involve the people and 
organisations who have an interest in the focus of the engagement 

2. SUPPORT: we will identify and overcome any barriers to involvement 

3. PLANNING: we will gather evidence of the needs and available 
resources and use this evidence to agree the purpose, scope and 
timescale of the engagement and the actions to be taken 

4. METHODS: we will agree and use methods of engagement that are fit 
for purpose 

5. WORKING TOGETHER: we will agree and use clear procedures that 
enable the participants to work with one another effectively and 
efficiently 

6. SHARING INFORMATION: we will ensure that necessary information is 
communicated between the participants 

7. WORKING WITH OTHERS: we will work effectively with others with an 
interest in the engagement 

8. IMPROVEMENT: we will develop actively the skills, knowledge and 
confidence of all the participants 
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9. FEEDBACK: we will feed back the results of the engagement to the 
wider community and agencies affected 

10. MONITORING AND EVALUATION: we will monitor and evaluate 
whether the engagement achieves its purposes and meets the national 
standards for community engagement 

 
The Scottish Government Guidance which has been published titled the ‘Principles of 
Inclusive Communication’ identifies that inclusive communication will enable people 
with communication support needs to: 

 Gain full access to services 

 Understand what service providers are telling them so that the advice, 
guidance and information provided by the services makes sense to them 

 Be understood by services providers so that service providers provide better 
quality, more effective services first time 

 Have a more positive experience of services and be less likely to challenge 
service providers 

 Maintain the motivation to take up and stick with services that make positive 
changes to their lives 

 
 
The population of the authority area is relatively small and spread throughout a chain 
of small islands.  The Comhairle will consider the best way in which to consult and 
engage with individuals and communities taking into account the subject matter, the 
profile of the community and the availability of effective technology (including the 
availability of broadband). 
 
In December 2012 the Comhairle approved a new communication strategy, the aim 
of which is to promote a better understanding of the Comhairle’s role in the 
community it serves and its contribution to the residents of the Western Isles. 
 
Benefits for internal and external stakeholders have been identified as follows:- 

 Comhairle’s services will be better known and understood by the public and 
other stakeholders.  

 Comhairle’s achievements will be better known by the public and other 
stakeholders  

 Comhairle’s aims and aspirations will be better known by the public and other 
stakeholders.  

 Comhairle’s stakeholders will know more about the organisation and will have 
the opportunity to contribute views and ideas and contribute to the decision 
making process.  

 Comhairle employees will know more about the organisation and will have the 
opportunity to give views and ideas and contribute to the decision making 
process  

 Comhairle can raise awareness of and explain decisions and policies, justify 
actions and respond to criticism. 

 
 
The key objectives of the strategy are: 

 

 Identify and distribute timely, accurate and relevant information about the 
Comhairle’s services, policies and strategic aims through the most 
appropriate channels for the audience.  
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 Maximise proactive, positive media coverage of the Comhairle’s work, 
policies and achievements and to deal with reactive media relations in a 
professional manner.  

 Ensure the Comhairle’s communications – spoken, written and electronic 
are clear, consistent and effective.  

 Develop Comhairle’s website in a bilingual format where appropriate as a 
key channel of communication.  

 Inform and empower all staff and Members to act as ambassadors for the 
Comhairle.   

 Ensure, by clear and consistent corporate branding, that the Comhairle is 
recognised and respected as a corporate body.  

 Ensure communications are a fundamental part of corporate thinking, 
including the adequate allocation of resources.  

 Work with partners, community organisations and stakeholders to 
publicise joint initiatives.  

 Ensure public understanding and participation in local government and to 
demonstrate process is increased and maintained.  

 Ensure that the plan for Comhairle communications in any emergency is 
effective.  

 
From meetings held with representatives of local Access Panels the main area of 
concern continues to be around communication.  Whilst it is acknowledged that 
communication between the Comhairle and disabled individuals and groups has 
improved since the introduction of the first Disability Equality Scheme there is a lot 
more work to be done.   
 
In addition staff training also remains a high priority for service users – not just in 
general terms about equality and diversity matters but the authority also needs to 
ensure that the right people are trained to use the right equipment which has been 
purchased to make the lives of disabled people easier and enable them to participate 
in public life. 
 
 
Accessibility of documents and information 
The Comhairle aims to be and open as transparent as possible and use the 
Comhairle’s website as a tool to publish as much information as possible.  The 
Comhairle recognises that not all individuals will have access to a computer or 
effective broadband to obtain access to information therefore all information can be 
made available in alternative formats on request. 
 
The Comhairle has a very small ethnic population and most individuals can 
communicate effectively in English, however, the Comhairle recognises some 
individuals may choose to receive information in their preferred language, particularly 
if it is regarding sensitive or complex information.  On request, the Comhairle will 
provide information in alternative languages to English and Gaelic.  Information can 
also be provided in large print or braille to assist individuals with sight impairments. 
 
The Comhairle have a contract with Language Line, a company which offers 
interpretation services on a 24/7 basis in 150 languages through fully qualified 
interpreters. 
 
The Comhairle have also invested in induction loops in the Council Chamber and 
have portable induction loops which can be used in other meeting rooms or council 
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offices or external premises to help facilitate effective meetings.  The induction loops 
provide assistance to individuals with hearing impairments who use hearing aids. 
 
The Comhairle will also seek the advice and professional opinions from staff and 
volunteers at the Western Isles Sensory Centre who offer a wide range of services to 
assist individuals with sight or hearing impairments. 
 
 
 
 
 
Procurement 
The Comhairle aims to ensure as far as is practical that suppliers and contractors 
engaged by the authority adhere to best practice regarding equality and diversity 
matters.  The Comhairle recognises the way in which procurement can support the 
achievement of organisational corporate and social responsibilities.  The Comhairle 
has approved the use of community benefit clauses where appropriate within 
contracts.  Suppliers may be asked to confirm and evidence their compliance as part 
of the evaluation and selection process. 
 
 
Employment and Training 
The Comhairle will continue to monitor and publish information gathered in 
employment.  Currently information is gathered and published in respect of ethnicity, 
gender and disability in the following areas:- 
 
 

 Workforce profile   

 Applications for Employment 

 New Starts    

 Promotion 

 Training    

 Leavers 

 Disciplinary    

 Grievance 
   
The annual employment equality report is used to draw comparisons within the local 
community and to ensure that there are equal opportunities for all employees.  The 
information collated checks that equality groups are not adversely affected or 
discriminated against as a result of our policies or practices.  The Comhairle will 
broaden monitoring and reporting of information where appropriate to take account of 
the new protected characteristics.. 
 
The Comhairle has appropriate policies and procedures in place to support and 
empower employees to take appropriate action when necessary where they feel they 
are being discriminated against.  The Comhairle has also adopted new practices 
such as a mediation service to assist employees in resolving workplace difficulties at  
the earliest possible opportunity.   Our policies and practices continue to be reviewed 
on a regular basis to ensure equality of opportunity to all employees. 
 
The Comhairle will continue to apply the job evaluation process to new posts which 
are established to ensure all employees receive equal pay for work of equal value 
and a process has been adopted to re-evaluate posts where the responsibilities 
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associated with the post have developed and changed over time.  This approach will 
ensure that equal pay gap is minimised at every opportunity. 
 
The percentage of earners that are women in the top 2% and top 5% of earners 
within the Comhairle has improved on an annual basis and has remained constant in 
the last 2 available financial years as can be evidenced below.   
 

Year 06/07 07/08 08/09 09/10 10/11 11/12 12/13 

Top 2% 20.0% 19.7% 22.5% 25.6% 27.7% 27.5% 23.7% 

Top 5% 23.6% 24.7% 31.5% 33% 34% 33.9% 34.9% 

 
 
 
The Comhairle will ensure that all employee’s have fair and equal access to all 
training opportunities.  The Comhairle will make reasonable adjustments to ensure 
that all employee’s who are recognised or identified within a ‘protected characteristic’ 
can fully participate in all training opportunities to ensure they obtain the necessary 
skills and experience to carry out the full requirements of their job and to equip them 
to develop and progress within the organisation. 
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Education 
 
The Comhairle’s Education Authority is committed to the principle that the 
experience of being included, valued and respected is the right of every child 
and young person and their parents.  This is most likely to be achieved when 
diversity is recognised, valued, respected and regarded positively, and where 
planning takes place with equality and diversity in mind. 
 
The Education Authority recognises that ‘inclusion and participation are essential to 
human dignity and the enjoyment and exercise of human rights’ and holds to the 
belief that all children and young people are educable and are the responsibility of 
the Education service. 
 
It recognises that all children and young people are entitled to the “presumption of 
mainstream” as the starting point in planning for appropriate provision and seeks to 
enhance the capacity of mainstream to meet the needs of all children and young 
people.  Where exceptions become necessary the authority seeks to secure robust 
connections between the mainstream and any additional or specialist provisions. 
 
The authority is committed to the following principle: 
 
“taking into account issues of diversity and equality and ensuring that outcomes do 
not discriminate against children, young people and their families. This includes not 
discriminating on grounds of race, disability, gender, sexual orientation, language, 
religion or belief and age”  
(Supporting children’s learning: code of practice (2005) 
 
The authority also recognises the existence of other discriminatory factors such as 
ability, poverty, remoteness, mental health and seeks to ensure that these do not 
militate against the achievement of equal outcomes. 
 
It strives to ensure that wherever possible provision should be in a mainstream 
school, while recognising that appropriate support, advice and resources may be 
necessary to achieve this. However, it also acknowledges that parents and young 
people are entitled to express a preference for where that education should take 
place. 
 
In furthering this goal the Department of Education will: 
 
● ensure that pursuit of the experience of inclusion for ALL underpins all local 

developments; 
 
● encourage and develop shared local responsibility and commitment to 

educating and providing for all the children and young people in their local 
area; 

 
● work with schools to develop inclusive cultures, policies and practices 
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● monitor progress towards enhanced inclusive practice. 
 
The authority believes that inclusive practice will lead to the development of contexts 
for learning, well being and development where the individual needs and 
circumstances of every child and young person are understood and addressed 
positively. It is committed, therefore, to ensuring that a range of flexible responses 
should be available to meet such needs and to take account of their diversity. 
 
Furthermore, the authority holds to the principle of collective responsibility and 
believes that inclusion is an issue for all staff rather than the exclusive responsibility 
of a particular service or group of individuals. 
 
 
The Comhairle’s Education Authority values diversity and the uniqueness of 
the individual. It is committed to creating children's services and educational 
opportunities that are fair and equitable regardless of disability, race, gender,  
social background, religion and belief/culture, age, sexual orientation or 
additional support needs.  It also recognises the needs of all parts of the 
communities we serve and seeks to build upon their strengths. 
 
Equalities related legislation, including the Education (Disability and Pupils’ 
Educational Records) Act (2003) the Education (Additional Support for Learning) Act 
(2004), and the Equality Act (2006) require a commitment to this principle.  The latter 
places duties on all public bodies to be proactive in promoting good relationships and 
addressing all forms of discrimination, harassment and bullying.  
 
The Department of Education recognises the need to work in a way that ensures 
more equal outcomes for all. It is committed to enhancing the capacity of its 
educational establishments and services to address all forms of discrimination and 
remove barriers to participation and achievement. For all children and young people 
it will continue to seek to secure this by enabling choice and ensuring access to a full 
range of appropriate curriculum and learning opportunities within the local 
community.  
 
To achieve this, the authority and its establishments and services will:  
 

 Develop Equalities policies, schemes and procedures in line with national 
legislation and guidance on Equality issues 

 

 Provide equalities training for all staff to enhance the knowledge and 
awareness of personnel within the Education service 

 

 Establish as part of the Social Inclusion agenda, effective partnership working 
with other Comhairle departments, voluntary sector organisations and 
community groups 

 

 Consider all protected characteristics and regularly monitor and review 
policies in relation to protected characteristics in order to assess impact and 
effectiveness of the policies and ensure that the Education Authority is 
discharging its  duties and enhancing provision and practice within the terms 
of equalities legislation. 

 

 Set up procedures for monitoring and reporting and addressing discriminatory 
practice, harassment and bullying and the promotion of positive relationships  
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within the Education community and provide support as necessary; 
 

 Undertake equalities related monitoring and data gathering and carry out data 
analysis in relation to , for example, attainment , exclusions; course choices, 
representation on councils and working groups etc 

 

 Provide targeted support as necessary to minority groups and potentially 
marginalised pupils with additional support needs. 

 
 
The authority seeks to develop systems, services and provision which accord with 
the concept of additional support needs.  It recognises that ‘additional support needs’ 
refers to any child or young person who, for whatever reason, requires additional 
support for learning.  It also recognises that additional support needs can arise from 
any factor which inhibits a child or young person’s capacity to benefit from learning or 
education, whether these factors relate to the learning environment or to social, 
emotional, cognitive, linguistic, ability, health or family and care dimensions.   Some 
additional needs will be long term while others may be short term. It is the way in 
which these factors impact on the child’s learning and participation that informs the 
level and type of support necessary.  The authority has in place a continuum of 
assessment and a system of staged intervention based on the principles and it will 
work with partners in Health, Social Work and other appropriate agencies to ensure 
early identification, effective intervention and well managed transitions in respect of 
those children and young people who may require support. 
 
The Education & Children’s Services Department, in partnership with others, will 
work within the authority’s overall policy framework and the Learning Community 
model of service delivery in order to meet the requirements of the additional support 
for learning legislation.  This will be achieved through: 

 an ongoing programme of awareness raising and training for ALL staff in 
relation to the four principles of this policy; 

 appropriate curriculum planning and differentiation; 

 effective identification, assessment and audit procedures; 

 a system of staged intervention; 

 the authority’s additional support needs referral system; 

 enhanced planning including Co-ordinated Support Plans, Individualised 
Educational Programmes and systems of personal learning planning as 
required by the needs of the child or young person; 

 seeking and taking account of the views of the child or young person and their 
parents; 

 a planned system of review for all children requiring additional support; 

 developing, in consultation with parents, policies and procedures that guide 
them through the process; 

 partnerships and agreements with other agencies; 

 enhanced information sharing systems and protocols across children’s 
services; 

 the publication of policies and arrangements for identifying and addressing 
additional support needs; 

 providing independent mediation services for all parents of children with 
additional support needs; 

 working with others at least one year before the child or young person leaves 
school to prepare adequate post-school provisions. 
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The authority accepts that there is now increasing evidence to demonstrate that 
effective teaching and learning can ‘minimise’ the numbers of those at risk of 
exclusion through under-achievement. It is committed to fostering educational 
resilience which is defined as the ‘heightened likelihood of educational success 
despite vulnerabilities and adversities brought about by environmental conditions’.     
 
Educational resilience can be fostered through interventions that enhance children’s 
learning, develop their talents and competences, and protect and buffer them against 
environmental adversities. The authority recognises that if education is to promote 
attainment, achievement and the experience of inclusion, then it must ensure that it 
focuses its resources on learning and teaching where they make the greatest impact.  
This is achieved through the operation of a staged system of support. 
 
The Department of Education & Children’s Services seeks to exploit all the 
opportunities afforded through the Curriculum for Excellence to ensure flexible 
responses, including personalisation and choice for all children and young people, in 
order to ensure positive outcomes for all. 
 
Though the development of ‘A Curriculum for Excellence’ the Education Authority will 
continue to develop and implement learning and teaching practices which 
accommodate the learning approaches of all young people.  This will include the 
partnership working with College to provide non-sterotypical apprenticeships and 
vocational training for young people.   
 
The information detailed below provides an equality profile of pupils attending 
schools within the Education Authority’s area.  The information was taken from the 
School Census which was completed on 20 September 2012. 
 
Gender and Ethnicity Breakdown in Schools 
 

Ethnicity Male Female Total 

White – UK 1673 1665 3338 

Black – African 0 * * 

Asian – Indian * * * 

Asian – Pakistani 0 * * 

Asian - Bangladeshi * * * 

Asian – Chinese * 0 * 

White – Other 18 33 51 

Not Disclosed 25 28 53 

Mixed 19 13 32 

Asian – Other * 7 * 

Other * * * 

Total 1746 1755 3501 
* Information not disclosed where numbers are 5 or less as per EHRC guidelines 
 

There has been a 5% reduction in the school roll for the authority area in comparison 
the figures provided in the 2009 School Census. 
 
 
Disability Breakdown in Schools 
 
Below is a summary of Pupil disability as at 20th September 2012. 
 

Category 2009 2012 
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Total Total 

Assessed Disabled / Declared Disabled 23 22 

Assessed Disabled / Not Declared Disabled 31 29 

Not Assessed Disabled / Declared Disabled * 7 

Not Assessed Disabled / Not Declared Disabled  3619 3443 

Totals 3674 3501 

 
From Scottish Government ScotXed Pupil and School Census Guidance Notes: 
Declared Disabled – the pupil or parent has declared that the pupil is disabled, 
irrespective of whether the declaration has been confirmed by a professional 
assessment. 
 
Assessed Disabled – the pupil has been assessed as disabled by a qualified 
professional irrespective of whether the pupil or parent has declared them as 
disabled.  The school acknowledges that the pupil has a disability. 
 
 
 
 
Breakdown of Gender by Stage 
 

Stage Male Female Total 

P1 145 127 272 

P2 145 146 291 

P3 124 135 259 

P4 132 113 245 

P5 131 140 271 

P6 125 156 281 

P7 117 120 237 

S1 145 139 284 

S2 153 133 286 

S3 142 160 302 

S4 148 136 284 

S5 144 137 281 

S6 95 113 208 

Total 1746 1755 3501 
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The Licensing Board 
 
Licensing Statutory Provisions 
 
The Licensing (Scotland) Act 2005 
The Gambling Act 2005 
 
 
The Licensing Objectives 
 
The regimes under the Licensing (Scotland) Act 2005 and the Gaming Act 2005 set 
out broad aims which the Board must and will support in all its functions, which are: 
 
The Licensing (Scotland) Act 2005 
 
Preventing crime and disorder 
Securing public safety 
Preventing public nuisance 
Protecting and improving public health 
Protecting children from harm 
 
 
The Gambling Act 2005 
 
Preventing gambling from being a source of crime or disorder, being associated with 
crime or disorder or being used to support crime 
 
Ensuring that gambling is conducted in a fair and open way 
 
Protecting children and other vulnerable persons from being harmed or exploited by 
gambling 
 
 
Constitution 
 
The Board is constituted in terms of the Licensing (Scotland) Act 2005.  The Board is 
entrusted with the administration of liquor licensing and with certain other statutory 
duties. 
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The Board is comprised of 10 elected members of the Comhairle, elected at the first 
Comhairle Meeting after each ordinary Council election.  A Licensing Board must 
consist of at least 5 members. 
 
Board meetings are held in public but deliberations can be made in private.  All 
decisions taken by the Board must be made in public. 
 
All revenue received by the Board from licence application fees must be transferred 
to the Comhairle.  The Comhairle is charged with the responsibility for providing 
accommodation for meetings of the Board and all necessary expenses in respect of 
the proceedings of the Board. 
 
Our meetings are held in venues that are fully accessible to everyone. 
 
 
 
 
Work of the Board 
 

 Accept and process to grant, vary, transfer, review or refuse all applications 
for liquor licensing premises. 

 

 Accept and process to grant, vary, review or refuse all applications for 
personal licences. 

 

 Accept and process to grant, vary or refuse all applications for occasional 
extensions and occasional licences. 

 

 Accept and process to grant, vary, transfer, review or refuse all applications 
for gaming premises licences. 

 

 Accept and process to grant, vary, transfer, review or refuse all applications 
for automatic entitlement to gaming machines and gaming machine permits 
for licensed premises and registered clubs. 

 

 Accept and process to grant, vary, review or refuse registrations for the 
promotion of Small Societies’ Lotteries. 

 

 Hear certain complaints against licence holders for example, if they are 
breaking the licence conditions. 

 

 Consult on and adopt policies in relation to the Board’s licensing functions. 
 

 Provide general support and guidance to the trade and the community on the 
above. 

 
The Board has to formulate a number of policies to ensure consistency and fairness 
in the operation of its licensing functions.  The Board also has a Scheme of 
Delegation to allow the Clerk to grant some routine requests without the need for 
formal hearings. 
 
 
Licensing Forum 
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The Licensing Forum (‘the Forum’) is the medium through which the Board can 
engage with representatives of all parts of the community and ensure community 
views are taken into account in the development of Board policies and guidelines. 
 
The Licensing (Scotland) Act 2005 lays down statutory groups that must be 
represented within the Forum, these being: 
 
Holders of premises licences and personal licences 
The Chief Constable for the area 
Persons having functions related to health, education and social work 
Young persons 
Persons resident within the Forums area 
Licensing Standards Officer 
 
 
 
 
 
 
Premises Licences, Staff and Training 
 
There are currently 101 premises licences issued by the Board, which includes 6 
clubs.  Licensed premises, excluding clubs, must have a premises manager.  Fifty 
premises managers are male and 45 are female. 
 
The Board comprises of 10 members, at present there are only two female members 
on the Board.  
 
The work of the Board is carried out by the Clerk to the Board, the Licensing 
Standards Officer/Paralegal and Licensing Assistant. 
 
Members and staff will attend, seminars and briefing on Equalities run by Comhairle 
nan Eilean Siar. 
 
 
Equality Policy 
 
The Board has adopted the Comhairle’s Equality Policy to enable it to assist us in 
mainstreaming equalities into the licensing process.  It will act as a tool giving us due 
regard to our equalities duties, both in setting licensing policy and procedures and, in 
determining licensing applications.  We have now included the following mission 
statement in our Equality Policy: 
 
‘Our mission is to serve the licensing needs of the Western Isles as quickly and 
efficiently as possible, striking a balance between the business needs of our 
customers and the interests of the community as a whole, in order to protect the 
public and further the licensing objectives set out under the Licensing (Scotland) Act 
2005 and the Gambling Act 2005’. 
 
To achieve our mission: 
 
We will reach out to all parts of our society and genuinely reflect their interests in 
determining policy. 
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We will have open and honest exchanges of information in customer-friendly settings 
and make decisions in a fair and reasoned manner based around agreed and 
published policies. 
 
We will promote fairness in all we do, thereby ensuring that equality considerations 
are central to the administration of the licensing system. 
 
We will work in partnership with a wide range of other public bodies, including the 
Comhairle and its various services, statutory consultees, licence holders and the 
public to achieve our objective.  They too should work towards eliminating any 
unlawful discrimination and protect equality of opportunity and good relations 
between persons from all sections of society. 
 
We will strive to reflect the interests of people from all sections of the society we 
serve. 
 
 
 
 
 
 
Translation and Interpretation Services 
 
We will use interpreters at Licensing Hearings where it is known that the applicant for 
a licence does not have English as a first language. 
 
We will also provide policy documents and procedures in alternative formats on 
request. 
 
 
Equality Impact Assessments 
 
To ensure consistency across the Western Isles we have adopted the EQIA toolkit 
developed by Comhairle nan Eilean Siar.  We will use this toolkit to assess licensing 
policies and procedures as necessary. 
 
 
Equality Outcomes 
 
As set out in the Specific Duties, all public authorities have a legal requirement to 
publish equality outcomes and report on progress.  The equality outcomes have been 
developed to align the outcomes with the vision and themes set out in the 
Comhairles Corporate Strategy and Single Outcome Agreement.   
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Equal Pay Policy Statement 
 
The Comhairle is committed to the principle of equal pay for all its employees.  The 
Comhairle aims to eliminate any sex bias in its pay systems and conditions of 
service. The Comhairle understands that equal pay between men and women is a 
legal right under both domestic and European law. 
 
It is in the interest of the Comhairle to ensure that it has fair and just pay systems. It 
is important that employees have confidence in the process of eliminating sex bias 
and the Comhairle is committed to achieving this through consultation with 
employees and the recognised Trades Unions. 
 
The Comhairle believes that in eliminating sex bias in our pay systems, it is sending 
out a positive message to our employees and customers. It makes good business 
sense to have a fair, transparent reward system and it also helps the Comhairle to 
control costs. The Comhairle recognises that avoiding unfair discrimination will 
improve morale and enhance efficiency. 
 
The Comhairle’s objectives are to eliminate any unfair, unjust or unlawful practices 
that impact on pay and to take appropriate remedial action if necessary. 
 
In particular, the Comhairle will: 

 Carry out pay audits for all employee groups to ensure that pay arrangements 
are fair, just and lawful. 

 Monitor pay statistics annually. 

 Plan and implement required action in partnership with Trades Union 
representatives. 

 Provide training and guidance for those involved in determining pay. 

 Inform employees of the method of determining pay levels. 
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 Respond to grievances on equal pay as a priority. 

 Review progress every three years. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Equal Pay Gap and Occupational Segregation 
 
Introduction 
 
Comhairle nan Eilean Siar supports the principle of equal pay for work of equal value 
and believes that our pay systems should be based on objective criteria.  The 
Comhairle aims to eliminate any gender bias in its pay systems and conditions of 
service and understands that equal pay between men and women is a legal right 
under both domestic and European Law. 

 
The Equality Act 2010 sets out specific requirements of named public authorities, 
including the Comhairle, to publish information on gender pay gaps through an equal 
pay audit. 
 
Context 
 
Research indicates that organisations that take a positive approach to diversity and 
that have HR systems underpinned by equality measures deliver a better product 
and service.  Any organisation that is known for putting equality and diversity 
measures into practice is more likely to project a positive public image within the 
wider community. 

 
The law gives a woman the right to be paid the same as a man (and vice-versa) for: 

 Like work – Two employees doing the same or very similar roles. 

 Work rated as equivalent - Different jobs which have been given the same 
rating as the result of an analytical job evaluation scheme. 
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 Work of equal value – Different jobs that the employee claims require a similar 
level of skill and ability.  For example, a female domestic assistant comparing 
her work to that of painters in the same organisation. 

 
As part of Single Status Agreement, the Comhairle implemented the results of the 
SJC Job Evaluation Scheme in July 2008 (backdated to April 2007).  The outcome of 
the job evaluation process led to a new pay and grading structure being developed 
by the Comhairle.  Terms and conditions were also standardised to achieve more 
flexible working practices.  All jobs have now been incorporated into this structure 
with the exception of Chief Officers and Teachers. 

 
Prior to the implementation of Single Status, an Equality Impact Assessment was 
undertaken of the proposed pay and grading structure.  The independent HR 
Consultant who undertook this review endorsed the pay and grading structure as 
both technically robust and non-discriminatory. 

 
Subsequent to the implementation of Single Status the organisation has also 
successfully migrated the group of employees covered by arrangements for Craft 
Operatives onto the new pay and grading structure with effect from November 2012.  
Terms and conditions of service for this group of employees were also migrated onto 
SJC arrangements at this point. 
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What is an Equal Pay Audit? 

An equal pay audit is regarded as the most effective means of establishing whether 
an organisation is in fact providing equal pay.  The equal pay audit model 
recommended by the Equality and Human Rights Commission includes the following 
five steps: 

1. Deciding the scope of the audit and identifying the data required. 
2. Identifying where employees in protected groups are doing equal work. 
3. Collecting and comparing pay data to identify any significant equal pay gaps. 
4. Establishing the causes of any significant pay gaps and deciding whether 

these are free from discrimination. 
5. Developing an equal pay action plan and continuing to audit and monitor pay. 

This audit has been undertaken based on these five key principles. 
 
Methodology 
 
Scope 
For practical reasons few organisations are able to carry out a pay audit of the whole 
workforce on a wide range of protected groups at the first attempt. It is for this reason 
that the scope of this audit has been limited to gender only.  It is intended that the 
scope of future audits could be expanded.  Other pay gaps which could be analysed 
include differences on the grounds of ethnicity, working pattern, age or disability. 
 
Pay data 
The pay data analysed is based on an extract from the Comhairle’s Payroll System 
dated February 2013.  It includes Local Government Employees (including former 
craft employees), Teachers and Chief Officers.  Casual employees and Supply 
Teachers have not been included.  The pay data has been cross referenced with job 
evaluation data held to ensure that all employees are aligned to the correct grade for 
their post in terms of its job evaluation score. (Job evaluation data is available for 
Local Government Employees only as Chief Officers and Teachers were not included 
in the Single Status Agreement). 
 
Analysis 
The combined data was uploaded to specialist software (Equal Pay Reviewer) and 
this assisted in analysing the data. 
 
The following pay gap reports were conducted: 

 All staff, gender 

 Local Government Employees/Chief Officers, gender 

 Local Government Employees/Chief Officers, gender, grade 

 Teachers, gender 

 Occupational Segregation 
 
These analytical reports form the Equal Pay Audit for 2013 and are summarised in 
this document.   A gender pay gap analysis compares average pay between women 
and men.  For the purpose of this audit averages have been calculated using mean 
values.  The reports indicate percentage value of any pay gaps.   
 
A pay gap does not indicate that men and women are being paid differently for equal 
work, but may indicate that, for example, there are more women in lower-paid roles 
and more men in higher-paid roles, which affects the average pay for each gender. 

http://www.equalityhumanrights.com/advice-and-guidance/tools-equal-pay/toolkit-step-1-deciding-the-scope/
http://www.equalityhumanrights.com/advice-and-guidance/tools-equal-pay/toolkit-step-2-protected-groups-and-equal-work/
http://www.equalityhumanrights.com/advice-and-guidance/tools-equal-pay/toolkit-step-3-collecting-pay-data/
http://www.equalityhumanrights.com/advice-and-guidance/tools-equal-pay/toolkit-step-4-causes-of-pay-gaps/
http://www.equalityhumanrights.com/advice-and-guidance/tools-equal-pay/toolkit-step-4-causes-of-pay-gaps/
http://www.equalityhumanrights.com/advice-and-guidance/tools-equal-pay/toolkit-step-5-developing-an-action-plan/
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Organisational Distribution. 

 
The pie chart below (Graph 1) illustrates the current gender breakdown in the 
organisation.  77% of employees are female and 23% are male. 
 
Graph 1 

Organisation distribution by gender

Female

Male

 
 
The Pie Chart below (Graph 2) illustrates the number of full time and part time 
employees.  58% of employees are part time and 42% are full time (this data 
excludes teachers and is for local government employees only). 
 
Graph 2 

 
 

Organisation distribution by work pattern 

Full Time 
Part Time 
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Graph 3 illustrates the gender distribution of employees by grade.  The greatest 
number of female employees fall within Grades B to E (76% of all females employed) 
and the greatest number of male employees fall within Grades D to G (63% of all 
males employed). 
Graph 3 

 
Gender Pay Gap 

 
Overall Pay Gap - All Employee Groups 
 
Table 1 - Summary of pay gap across all employees groups 
 
 

All 
Employees 

 All Local 
Government 

 All 
Teachers 

 

Total Employees 2170  1771  399  
Male 502  414  88  
Female 1668  1357  311  
       
Average Male 
hourly rate 

14.02  12.65  20.84  

Average Female 
hourly rate 

11.55  9.98  19.38  

       

Paygap 17.5%  21%  7%  

 
a) There is an overall pay gap of 17.5% between the average hourly earnings of 

men and women across the all jobs in the Comhairle.   
b) There is a pay gap of 21% between the average hourly earnings of men and 

women across local government employees. 
c) There is a pay gap of 7% between the average hourly earnings of men and 

women across teaching employees. 
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Pay Gap by Grade  
 
Table 2 - Local Government Employees by Grade - All 

Grade 

All Males 
  
  

All Females 
  
  

 Pay Gap 
  

  Count 
Avg Basic 
Pay 

Avg Basic 
Hourly Rate Count 

Avg Basic 
Pay 

Avg Basic 
Hourly Rate 

Difference 
(£) 

Pay Gap 
(%) 

GRADE A 10 13478.8 6.99 76 13328.39 6.91 0.08 1.12 

GRADE B 12 14364.67 7.45 155 14676.46 7.61 -0.16 -2.17 

GRADE C 32 15642.28 8.11 354 16002.95 8.3 -0.19 -2.31 

GRADE D 95 17668.79 9.16 237 17562.7 9.1 0.05 0.6 

GRADE E 70 19990.8 10.36 281 20378.41 10.56 -0.2 -1.94 

GRADE F 54 23324.85 12.09 88 23193.14 12.02 0.07 0.56 

GRADE G 41 26926.44 13.96 60 26897.87 13.94 0.01 0.11 

GRADE H 15 30183.6 15.65 31 30190.65 15.65 0 -0.02 

GRADE I 30 33475.4 17.35 46 33074.74 17.14 0.21 1.2 

GRADE J 27 36860.63 19.11 19 36750.26 19.05 0.06 0.3 

GRADE K 14 41612 21.57 5 41241.6 21.38 0.19 0.89 

GRADE L 2 46185 23.94 0         

GRADE M 7 51258 26.57 5 50810.4 26.34 0.23 0.87 

CO2 4 78154 40.51 0         

CX Rep 1 55557 28.8 0         

  414 24404.12 12.65 1357 19242.65 9.97 2.68 21.15 

 

Table 2 shows the pay gap in each grade for all local government employees.  The 
important point to note here is the insignificant pay gap within each grade.  It shows 
that pay gap of 21% between men and women is due to there being a larger 
proportion of female workers within the lower grades rather than differences in pay 
between men and women within each grade.   

 
Table 3 - Local Government Employees by Grade – Full Time 

 

Grade FT Males FT Females Pay Gap 

  Count 
Avg Basic 
Pay 

Avg Basic 
Hourly 
Rate Count 

Avg Basic 
Pay 

Avg Basic 
Hourly 
Rate 

Difference 
(£) 

Pay Gap 
(%) 

GRADE A 1 13639 7.07 1 12655 6.56 0.51 7.21 

GRADE B 3 14913 7.73 17 14835.82 7.69 0.04 0.52 

GRADE C 14 15720.07 8.15 69 16117.7 8.35 -0.21 -2.53 

GRADE D 79 17689.34 9.17 51 17620.73 9.13 0.04 0.39 

GRADE E 61 20098.95 10.42 96 20489.66 10.62 -0.2 -1.94 

GRADE F 50 23381.26 12.12 31 23332.55 12.09 0.03 0.21 

GRADE G 37 26956.65 13.97 47 26820.38 13.9 0.07 0.51 

GRADE H 13 30143.85 15.63 22 30324.55 15.72 -0.09 -0.6 

GRADE I 29 33564.03 17.4 35 33104.94 17.16 0.24 1.37 
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GRADE J 27 36860.63 19.11 18 36707.33 19.03 0.08 0.42 

GRADE K 14 41612 21.57 5 41241.6 21.38 0.19 0.89 

GRADE L 2 46185 23.94 0         

GRADE M 7 51258 26.57 5 50810.4 26.34 0.23 0.87 

CO2 4 78154 40.51 0         

CX Rep 1 55557 28.8 0         

  342 25821.03 13.38 397 23106.6 11.98 1.41 10.51 

 
Table 3 shows the pay gap in each grade for full time local government employees 
only.  When you look at full time employees in isolation the number of male and 
female employees is more equal (46% male and 54% female).  There is also less of 
a pay gap overall at 10.5%.  The table shows that females are under represented in 
Grades J to Chief Officers and there are greater numbers of full time female 
employees in the lower grades. 
 
Table 4 - Local Government Employees by Grade – Part Time 
 

Grade 

PT Males 
  
  

PT Females 
  
  

 Pay Gap 
  

  Count 
Avg Basic 
Pay 

Avg Basic 
Hourly 
Rate Count 

Avg 
Basic Pay 

Avg Basic 
Hourly 
Rate 

Difference 
(£) 

Pay Gap 
(%) 

GRADE A 9 13461 6.98 75 13337.37 6.91 0.06 0.92 

GRADE B 9 14181.89 7.35 138 14656.83 7.6 -0.25 -3.35 

GRADE C 18 15581.78 8.08 285 15975.17 8.28 -0.2 -2.52 

GRADE D 16 17567.31 9.11 186 17546.79 9.1 0.01 0.12 

GRADE E 9 19257.78 9.98 185 20320.69 10.53 -0.55 -5.52 

GRADE F 4 22619.75 11.73 57 23117.32 11.98 -0.26 -2.2 

GRADE G 4 26647 13.81 13 27178 14.09 -0.28 -1.99 

GRADE H 2 30442 15.78 9 29863.33 15.48 0.3 1.9 

GRADE I 1 30905 16.02 11 32978.64 17.09 -1.07 -6.71 

GRADE J 0     1 37523 19.45     

GRADE K 0     0         

GRADE L 0     0         

GRADE M 0     0         

CO2 0     0         

CX Rep 0     0         

  72 17673.76 9.16 960 17644.75 9.15 0.02 0.16 

 
Table 4 shows the pay gap in each grade for part time local government employees 
only.  There are significantly more part time female employees than part time male 
employees but less of a pay gap between the two groups at a pay gap of 0.16% in 
favour of men.   There are very few part time employees at the higher end of the pay 
scale and most are concentrated between Grades A to E.  This is the same for both 
men and women and that is why there is virtually no pay gap. 

 
Findings – (Pay Gap by Grade) 

 
In the assessment of equal pay risk, the Equalities and Human Rights Commission 
(EHRC) advise that any gender pay gap within a defined ‘equal pay workset’ of 
greater than 5% is of concern and action be taken to address this gap.  A pay gap of 
3% - 5% is cautionary and the reasons for this should be investigated.  You can see 
from the tables above that there is only one instance where the pay gap is over 5% in 



- 45 - 
Updated 24/06/15 
Updated 15/10/13 
Updated 21/11/13 

favour of males (Table 3 – Grade A).  This is not significant as it is comparing only 
one male employee and one female employee.  The female employee is currently at 
the bottom point of the grade and the pay gap will be reduced when she receives the 
next increment.  

 
Longer serving employees have moved through the incremental scale of the 
respective salary grade to the top of the scale.  There are three salary points within 
each grade.  New appointees are appointed to the first point of the salary scale for 
the respective position and annual increments are awarded.  This policy is 
consistently applied across all Local Government positions. 
 
The Comhairle’s policy on pay protection for local government employees who have 
been redeployed to a lower graded post or facing a reduction in earnings due to a 
restructuring type exercise is to afford 6 months full pay protection. 

 
The Comhairle’s grading structure is therefore robust in terms of equal pay as there 
are no significant equal pay disparities within the grades. 
 
Pay Gap – Teachers 
 
Table 5 – Pay Gap for Teachers 
 
Male Female Difference in 

salary 
Pay Gap 

Total  Average Salary Total  Average Salary 

88  £37,942 (22%) 311 (78%) £35,289 £2,653 7% 

 
Overall figures have been provided for teachers.  Teachers are out with the job 
evaluation scheme and therefore more details have not been provided. 

 
Table 5 shows that the average salary for male teachers is higher than female 
teachers and there is a pay gap of 7% in favour of men.  This is because, 
proportionally, there are more male teachers in promoted teaching posts. 

 
Salary scales for teachers and associated professionals are determined nationally.  
In relation to promoted teaching employees, the appropriate salary placing is 
determined using the national Job-Sizing Toolkit.  The Toolkit considers a range of 
factors related to a school and the remit of the post in order to determine the 
appropriate salary placing. 

 
In addition to this the salary conservation for teaching staff is now capped at three 
years, rather than lifetime conservation as was the case previously.  The Comhairle 
now has relatively few teachers with a conserved salary and this is likely to diminish 
over the next couple of years. 
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9 Occupational segregation 
 
Table 6 – Pay Gap: Male and Female Occupations 

Job Title 
All 
Males     

All 
Females         

  Count 

Avg 
Basic 
Pay 

Avg 
Basic 
Hourly 
Rate Count 

Avg 
Basic 
Pay 

Avg Basic 
Hourly 
Rate 

Difference 
(£) 

Pay 
Gap 
(%) 

DINING SUPERVISOR  3 13105 6.79 11 13403.91 6.95 -0.15 -2.28 

CLEANER 8 14165.86 7.34 95 14285.71 7.41 -0.06 -0.85 

KITCHEN ASSISTANT 1 14257 7.39 47 14679.81 7.61 -0.22 -2.97 

DOMESTIC 0     101 15608.38 8.09     

LEISURE & 
RECREATION 
ATTENDANT 7 15638.43 8.11 16 15855.81 8.22 -0.11 -1.39 

CLERICAL 
ASSISTANT 2 15125 7.84 37 15988.41 8.29 -0.45 -5.71 

CLASSROOM 
ASSISTANT 0     13 16193 8.39     

SCHOOL ASSISTANT 0     34 16247.97 8.42     

BUS DRIVER 17 17129.88 8.88 4 15472.25 8.02 0.86 9.68 

AUXILIARY 5 18134.4 9.4 130 17261.48 8.95 0.45 4.81 

SPECIAL CARER 2 17806 9.23 11 17388.73 9.01 0.22 2.34 

JANITOR 10 17678.7 9.16 2 17169.5 8.9 0.26 2.88 

HOME CARE 
WORKERS 0     302 17594.46 9.12     

PLANT OPERATIVE 12 17699.92 9.17 0         

CLEANSING 
LABOURER 17 17806 9.23 0         

COOK 3 19735.33 10.23 27 19438.93 10.08 0.15 1.5 

DAY CARE OFFICER 4 20396.25 10.57 11 20161.73 10.45 0.12 1.15 

NURSERY KEY 
WORKERS 0     29 20370.14 10.56     

SOCIAL CARE 
WORKER 4 20111.75 10.43 111 20496.19 10.62 -0.2 -1.91 

CLEANSING DRIVER 12 20598.75 10.68 0         

NURSERY KEY 
WORKER 0     43 21558.84 11.18     

SENIOR SOCIAL 
CARE WORKER 0     20 27028.1 14.01     

SOCIAL WORKER 3 32809 17.01 15 32996.87 17.1 -0.1 -0.57 

 
Table 6 above shows generic jobs which have large male and female populations.  
male jobs have been highlighted in blue and female jobs are highlighted in pink.  The 
table reflects the broader occupational segregation across the local government 
sector.  There is strong gender based segregation noted in traditional ‘female’ roles 
of caring, catering and clerical, and for ‘male’ roles such as drivers, cleansing 
labourers and Janitor’s. 

 
The Comhairle has applied an analytical job evaluation scheme, which is agreed 
nationally, to assess the relatives ‘worth’ of all local government jobs.  There is no 
evidence that the pay and grading structure contains any gender bias.  Therefore it is 
not considered that the dominance of females in certain grades is a result of direct or 
indirect discriminatory practices but rather is due to gender typical job choices. 
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Furthermore given the rigour and scrutiny surrounding recruitment practices with the 
Comhairle there is no evidence of any discriminatory practices to perpetuate these 
traditional gender choices. 
 
Tackling occupational segregation is, however, a significant challenge given the 
complexity of the issue with external factors such as gender stereotyping from birth; 
career choices through school/vocational education; availability of child care etc. all 
having an impact as well as employment factors such as opportunities for flexible 
working. 

 
Pay Gap – Pre/Post Single Status 

 
 Analysis shows that the overall pay gap between men and women is declining.  We 

have examined historical pay data for local government employees and this is 
summarised in Table 7 below. 
 
Table 7 – Pay Gap: Pre/Post Single Status 

  Average Salary 

Pay Gap   Male Female 

Pre SS (2007) £21,099 £15,248 27.7% 

Implementation (2008) £21,735 £16,655 23.3% 

Present (2013) £24,404 £19,242 21.15% 

 
 The pay gap has fallen by over 6% since the implementation of Single Status. 

 
 Comparisons with the UK Workforce headline pay gaps. 

 
Table 8 – Comparison with UK pay gaps. 
Pay Gap UK Workforce Comhairle nan Eilean Siar 

Full Time Employees 14.9%
1
 10.51% 

All Employees 18.6%
2
 17.5% 

 
 Table 8 shows that the Comhairle’s pay gap falls below the national average for both 

‘All Employees’ and ‘Full-Time Employees’.   

                                                 
1
 Office for National Statistics (figure quotes as the mean hourly pay figure for 2011), Accessed June 2012. 

2
 Office for National Statistics (figure quotes as the mean hourly pay figure for 2011), Accessed June 2012. 
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 Findings 
1. In common with other Councils, the Comhairle has a predominance of female 

employees in lower grade occupations with the local government employee 
group which pulls the average hourly rate down significantly hence the wider 
overall pay gap.  

2. As there are no female chief officers again this contributes to the overall pay 
gap.   

3. The overall gaps are a result of occupational segregation and not equal pay 
and not equal pay for work rated as equivalent; work of equal value or equal 
pay for work that is the same or broadly similar. 

4. The Comhairle’s grading structure is robust in terms of equal pay as there are 
no significant equal pay disparities within the grades. 

5. The implementation of Single Status has narrowed the Comhairle’e pay gap 
between men and women by over 6%. 

 
 Actions required 

 
 Areas that we will monitor and work to strengthen include: 

 Continue to adopt a robust and consistent approach to the grading of new 
posts and the consideration of re-grading requests.  The Comhairle continues 
to adopt a robust and systematic approach to the grading of new posts and 
re-grading requests using the Job Evaluation Scheme provided as part of the 
Single Status agreement. 

 Broaden of the scope of any future audit to include any other protected 
characteristics if the information is available. 

 Consider actions to reduce occupational segregation when recruiting to jobs 
where there is an historical imbalance, for example wording job 
advertisements to reflect the Comhairle’s desire to attract applications from 
the under-represented gender. 

 Research indicates that flexible working is one approach that can assist with 
reducing occupational segregation.  Existing flexible working policies and 
procedures will be kept under review to ensure that they continue to meet the 
Comhairle and employees’ needs. 

 
As at October 2013. 
 
The Equal Pay Gap and Equal Pay Audit for 2015 is expected to be published in July 
2015. 
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EQUALITY MONITORING STATISTICS 2014/15 

 

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 2014 to 31 March 2015. 

 

WORKFORCE PROFILE FOR 2014/15 

Breakdown by Ethnic Origin 

 

The information contained in the table below is based on all of the 2136 Comhairle employees 

during the financial year 2013/14.  The ethnicity equality breakdown has been provided for the 

three previous financial years to draw comparisons. 

 

Ethnic Origin 2014/15 2013/14 2012/13 2011//12 

White 68 3.18% 77 3.5% 78 3.7% 84 3.75% 

White 
Scottish 

1744 81.65% 1766 81.2% 1685 80.2% 1781 79.44% 

Other White 
British 

150 7% 131 6% 125 5.9% 138 6.16% 

Other White 0 0% 22 1% 25 1.2% 24 1.07% 

Mixed * * * * * * * * 

White Irish * * * * * * 7 0.31% 

Unknown 157 7.35% 157 7.2% 171 8.1% 192 8.56% 

Indian * * * * * * * * 

Other 7 0.33% 6 0.3% 6 0.3% * * 

Other Asian * * * * * * * * 

African 0 0 0 0 0 0 * * 

Pakistani * * * *     

Total  2136 100% 2174 100% 2100 100% 2242 100% 

Table 1: Ethnic Origin – Comhairle 2014/15 

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

 

There is a slight decrease of the contracted workforce by 38 employees (1.75%) from 

2013/14.  Consistent with previous years, the majority of employee’s (81.65%) describe 

themselves as ‘White Scottish’, proportionately there has been a marginal increase in this 

group year on year.  There are no significant changes with regard to employee ethnicity, as 

with previous years the Comhairle do not have any employee’s who consider themselves 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 where 86.9% of people are White Scottish and 10.5% are White Other British 

(Census, 2011). When applying the BME definition (people who do not define themselves as 
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being White using the 2001 Census definitions) the current BME workforce profile for the 

Comhairle would be 0.6% of employees, there is a marginal decrease from the previous year. 

 

Figure 1 shows the breakdown of the Comhairle’s workforce profile in 2014/15 by ethnicity. 

 
 Figure 1: Workforce profile, breakdown by ethnicity 2014/15 

 

 

Breakdown by Gender 

Out of the 2136 Comhairle employees, 1644 employees were female and 492 employees 

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

during 2014/15 

 

 

Figure 2: Workforce profile, breakdown by gender 2014/15 

 

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

change with 77% of the workforce being female and 23% of the workforce being male.  The 

2014/15 figures are consistent with the information available from previous years, with a slight 

increase of 1% of female employees in this period.  The gender demographics reflect the fact 
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that there are particular service sectors which continue to be highly represented by female 

employees’, 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 were 20.59% as at 31 March 2015.  In 2013/14 the figure was 

marginally higher at 22.22%..  The percentage of Comhairle employee’s in the top 5% that 

are women was 36.25% as at 31 March 2015, this represents an increase in percentage 

terms from 32.5% at 31 March 2013.  For the first time the Comhairle also looked at the 

percentage of employee’s in the top 10% of earners that are women, this data presents a far 

more equal gender balance with 49.38% of earners being women.  The Comhairle will 

continue to measure the data set over the 3 percentage points although there is only a 

requirement to measure the top 5% of earners that women as a requirement of the 

improvement service indicators.  The consistent challenge and application of the Job 

Evaluation pay grading model ensures that employees’ are paid equal pay for work of equal 

value.  

 

 

Breakdown by Disability 

In the year 2014/15, 17 employees considered themselves to have a disability; this represents 

less than 1% of the Comhairle workforce.  The actual number of employees has not changed 

from the previous year and the % remains consistent with the information reported in previous 

years.  This information has not been declared for 1088 of Comhairle employees and it is 

anticipated that in reality the figure is likely to be higher. 
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Figure 3: Workforce profile – breakdown by disability 2013/14 

 

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

they consider themselves to have a disability and more than half, 51%, of Comhairle 

employees have not disclosed if they have a disability or not.  It was anticipated that the 

upgrades to the Comhairle’s HR/Payroll system would have been implemented to activate the 

self-service activity.  A number of delays have prevented this service ‘going live’ but it is 

anticipated that the service will be able during 2015.  This will provide the opportunity for an 

exercise to be undertaken and request that all employee’s log in and update their Equal 

Opportunities’ data in order that it reflects the current status.  

 

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

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

epilepsy, etc 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 of the post as required. 

 

Breakdown by Age 

The age profile of Comhairle employees during 2014/15 is represented in the graph below.  

Consistent with previous years with the largest number of employees falling within the 45-54 

category (727 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.  

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

employees in the age 65+ category would increase, there has been increase in this category 

from 46 employees in 2012/13 to 67 in 2013/14 and to 72 in 2014/15.  The number of 

employees in the age 16-24 category has marginally increased from 75 employees in 2013/14 

to 78 employees in 2014/15.  It is worth noting that the Comhairle also provide a number of 

modern apprentices and employability fund placements with the Comhairle however they are 

not contracted employees and therefore they are not included in the employee profile 

breakdown, during 2014/15 the Comhairle had 34 young people under the age of 24 on such 

placements.  
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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.  The gender, ethnicity and age profile of Councillors’ is 

detailed below.  No Councillor disclosed that they had a disability.  The next Local Authority 

elections are scheduled to take place in May 2017; as such there has been no change to the 

equality monitoring data previously reported for Councillors’. 

 

Gender 

Gender 
Profile 

Elected in 
2011 

% Elected in 
2007 

% 

Male  28 90% 26 84 

Female 3 10% 5 16 
 

 

Ethnicity 
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Ethnicity Profile of Councillors

0

2

4

6

8

10

12

14

16

18

White White Scottish Unknown

Ethnicity

N
o

 o
f 

C
o

u
n

c
il

lo
rs

 

 

Age 

Age Profile of Councillors
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RECRUITMENT 

Applications Received 

During 2014/15 the Comhairle advertised 293 posts through the My Job Scotland recruitment 

portal.  The Comhairle received a total of 1878 applications for the posts advertised. It should 

be noted that at the time of writing a portion of these posts remain open with no appointments 

made as the recruitment process has not concluded.  There has been a decrease in the 

average ratio of applications received per post of approximately one application per post in 

comparison to the previous year. 

 

Year No of posts 
advertised 

No of applications 
received 

Average Ratio 

2014/15 293 
 

1878 6.4 applications per 
post 
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2013/14 
 

239 1739 7.3 applications per 
post 

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 2013/14 

 

The number of jobs advertised in 2014/15 is the highest it has been than is has been in the 

last 5 financial years however a number of posts have been re-advertised as no appointment 

was made following the initial recruitment process, also there has been a higher number of 

student placements advertised within 2014/15 in comparison to previous years.  Consistent 

with previous years, there has been less full-time, permanent jobs advertised and more part-

time, fixed term and relief posts advertised which cover a range of posts offering limited 

hours. The authority continues to have difficulty in recruiting to Professional, Senior 

Management level posts in some sectors; this 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.     

 

Breakdown by Ethnic Origin 

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

applicants who describe themselves as ‘White Scottish’ (1144 applications).  White Scottish 

applicants represent 61% of all applications received, this 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%, this figure is exactly the same as the previous year.  The table below provides a 

breakdown of applications by Ethnicity. 

 

 
 
 

Ethnicity 
 

No of Applications % of Applications 

Any Mixed or Multiple 8 0.4% 

Asian- Pakistani (Inc.Scottish/British) 9 0.5% 

African- (Inc.Scottish/British) 5 0.3% 

African- Other 6 0.3% 

Asian- Indian (Inc.Scottish/British) 8 0.4% 

Asian – Chinese (Inc. Scottish/British) * * 

Asian – Bangladeshi (Inc. 
Scottish/British) 0 

0 

Asian- Other (Inc.Scottish/British) 17 0.9% 

Black (Inc.Scottish/British) * * 

Other- Arab (Inc.Scottish/British)   

Other, please specify 23 1.2% 

Prefer not to answer/blank 114 6% 

Unknown 143 7.6% 
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White- Eastern European  12 0.6% 

White - Polish 10 0.5% 

White- Gypsy/Traveller 0  

White- Irish 15 0.8% 

White- Other British 290 15.4% 

White- Other white ethnic group 70 3.7% 

White- Scottish 1144 60.9% 

Total 1878 100% 
Table 2: Number of Applications – breakdown by ethnicity 2014/15 

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

 

Breakdown by Gender 

Of the 1878 applications for employment received by the Comhairle during 2014/15, 1130 

were from females, this represents 60.2% of all applications received, this is consistent with 

the previous year.  505 applications were received from males representing 26.9% of all 

applications; this has reduced from 30% when compared with 2013/14.  242, (12.9%) of all 

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.   

 

Figure 4: Applications received – Breakdown by Gender 

 

Breakdown by Disability 

Of the 1878 applications for employment received in 2014/15, 76 applicants (4%) considered 

themselves to have a disability.  In percentage terms this is shows a positive increase from 

0.9% reported in the previous year.  Consistent with previous years the majority of applicants, 

1531, have disclosed that they do not have a disability (82%) and 271 applicants (14%) have 

either selected ‘prefer not to answer’ or not completed the questions implying the same thing.   
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Figure 5: Applications received – breakdown by disability 2012/13 

 

 

APPOINTED CANDIDATES 

Of the 1878 applications received, 293 candidates were successful at interview and appointed 

to a post within the Comhairle; that is to day that 15.6% of all applicants were appointed to a 

post, this represents a decrease from 18.5% in the previous year however is should be noted 

the recruitment process has not closed for a small number of posts advertised.  At the time of 

reporting, the number of appointed candidates is the same as the number of advertised posts, 

this is purely a coincidence and is likely to change as the recruitment process concluded for 

the remaining posts advertised in the 2014/15 period and it is acknowledged that multiple 

appointments are made 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 
 

Appointed Candidates % of Appointed 
Candidates 

Any Mixed or Multiple * * 

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

Prefer not to answer/blank 19 6.7% 

unknown 35 12.4% 

White- Eastern European  * * 

White - Polish * * 

White- Irish * * 

White- Other British 30 10.6% 

White- Other white ethnic group 7 2.4% 

White- Scottish 191 67.5% 

Total 293 100% 
Table 4: Appointed candidates – breakdown by ethnicity 

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

69% of appointed candidates were female; this has increased from 63% in the previous year. 

14% of appointed candidates were male, this has decreased from 18% in the previous year.  

This reflects the gender balance within the Comhairle as previously covered.  17% of 

applicants did not declare their gender. 

 

Figure 6: Appointed Applicants – Breakdown by Gender 

 

 

Breakdown by Disability 

Seven of the appointed candidates considered themselves to have a disability, this represents 

2.3% of appointed candidates and has reduced from 3% from the previous year.   The vast 

majority of candidates, 78.9%, disclosed that they did not have a disability whilst 18.8% chose 

not to disclose whether or not they had a disability.  This represents a further reduction of 

candidates who choose not to declare their disability status which is positive to note. 

79%

2% 19%

Appointments: breakdown by 
disability

No Yes Prefer not to answer

 



- 59 - 
Updated 24/06/15 
Updated 15/10/13 
Updated 21/11/13 

Figure 7: Appointed Applicants – Breakdown by Disability 

 

 

INTERNAL VACANCIES 

In addition to the data provided above there were 81 posts advertised internally with 176 

applications received and appointments made to 64 of these posts.  Where the post could not 

be recruited to internally the post would have then progressed to external advert.  Some posts 

were ring-fenced to particular employees who were at risk of redundancy or to particular 

sections or Departments within the authority.  The equality breakdown of internal applications 

and appointments is detailed below: 

 

Ethnicity: 

Ethnicity 
 

Applications Appointments 

Naturalised Scot/North American * 0 

Prefer not to answer/blank 12  

unknown 22 6 

White - American * * 

White - English *  

White - German * * 

White- Other * * 

White- Other British 10 4 

White- Scottish 127 51 

Total 176 64 

 

 

 

Gender: 

 

Figure 8: Internal applications received and appointments made by gender 
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Disability: 

 

Figure 9: Internal applications received and appointments made by disability 

 

 

 

 

LEAVERS 

A total of 162 contracted employees’ left the Comhairle’s employment during 2014/15 (this 

figure includes Probationer Teachers who are employed on a fixed term basis and variable 

hours Home Care Workers who have no guaranteed hours).    

 

Breakdown by Ethnicity 

The ethnicity breakdown of leavers for this period is detailed below:- 

Ethnicity Nos % 

White Scottish 109 67% 

Other White British 18 11% 

White 7 4% 

Other White * * 

Mixed * * 

UK * * 
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Unknown 
 

40 24% 

Total 168 100% 

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

 

 

 

 

Breakdown by Gender 

The gender breakdown of employee’s who left contracted employment during 2014/15 is 

detailed below:- 

 

Gender Nos % 

Female 109 67% 

Male 53 33% 

Total 162 100% 

 

In terms of the workforce gender balance, proportionated more males left Comhairle 

employment during this period. 

 

Breakdown by Gender: 

Of the employee’s who left contracted employment during 2014/15, only one employee 

considered themselves to have a disability. 

 

Breakdown by Age: 

The highest proportions of leavers, 34%, fall within the age 55-64 category.  This ties in with 

the reasons for leaving detailed below where 31% of employees’ left Comhairle employment 

after reaching retirement age or taking early retirement as there is scope to retire and access 

pension benefits from as young as age 55 in some cases.  The lowest numbers of leavers fall 

within the age 16-24 age category and the majority of these employees, 83% left following the 

end of a fixed term contract, eg Probationer Teachers. 
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Reason for Leaving: 

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

who have left Comhairle employment during 2013/14. Involuntary leavers include employee’s 

who have left employment for the following reasons:- 

Leaving reason Employees 

VOLSEV 1 

RESIGN 64 

RETELY 19 

EOC 27 

RETAGE 34 

REDUND 11 

Reason not 
recorded 

6 

Total 162 

 

 
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.  70% of 

employees received a Performance Appraisal during 2014/15; this represents a decrease of 

17% from 87% in the number of appraisals undertaken from the previous year. This reduction 

is largely associated with one Department.  Equality monitoring information is not recorded 

with regard to the Performance Appraisals conducted. 

 

 

DISCIPLINARY AND GRIEVANCE PROCEEDINGS 
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The number of instances where disciplinary is required to be taken and a disciplinary sanction 

issued is extremely low (0.2% of workforce).  During the period April 2014 to March 2015, 4 

employees where issued within a disciplinary sanction.  Only one employee is identified as 

belonging to a minority ethnic group, this represents 25% of the total disciplinaries undertaken 

which indicates that minority groups are not adversely affected over any other group.  In 

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

to males with action taken against 2 males and 2 females, with females representing 77% of 

the workforce the number of disciplinary action taken is low by comparison.  50% of those 

disciplined fall within the age category of 55-64.  No employees who declared they had a 

disability were involved in any disciplinary action: 

 

Ethnicity  Number 

White Scottish 3 

Other White British 2 

Other BME 1 

 

Gender  Number 

Female 2 

Male 2 

 

Age Number 

35-44 1 

45-54 1 

55-64 2 

 

 

The number of grievances submitted is also extremely low although there has been an 

increase to 8 in 2014/15 from 3 in 2013/14, approximately 0.4% of workforce submitted a 

grievance during 2014/15. 62.5% of employees who submitted grievances considered 

themselves to be White Scottish, there were no grievances submitted by employees of a 

minority ethnic group.  75% of the grievances submitted were from female employees, this is 

in proportion with the gender breakdown of the workforce.  62.5% of employees fall within the 

45-54 age category which again is the largest proportion of Comhairle 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 to 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 
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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 2014/15  

The employee did not belong to a minority ethnic group and did not disclose any disability or 

other equality monitoring information that would suggest that they were discriminated agaist 

on account of any protected characteristic.   

 

 

TRAINING 

 

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

personal and career development and up-skilling to meet the requirements of the post.  There 

are 2 categories of training available to employee’s:- 

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

Safety training accounted for 53% of training undertaken. 

General & IT training – induction, policies and procedures, legislation, new initiatives, 

information security and Microsoft applications, etc. General and IT training accounted for 

47% of training undertaken. 

 

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 which is sourced and approved by the relevant Department. 

 

An Equal Opportunities Form is given to all staff in receipt of training, however completion of 

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

Resources section for the three training areas.  The equality monitoring information detailed 

below covers the period of April 2014 to March 2015. 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 386 

Other White British 37 

White Irish * 
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Mixed or Multiple * 

Eastern European * 

Indian * 

Prefer not to answer 30 

Total 461 

* 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 employees’ attending a training session is 75% female, 19% male 

and 6% of employees chose not to disclose their gender.  Again, this gender split is in 

proportion with the employee profile of the Comhairle. 

 

 

 

Gender Total 

Female 346 

Male 88 

Prefer not to answer 27 

 

Breakdown by Disability 

16 (3.5%) 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.     

 

Breakdown by Age 

The age profile of employees who attending training during 2013/14 is detailed below: 

 

Age No of Employees 

16-24 65 

25-34 83 

35-44 75 

45-54 119 

55-64 85 

65+ 7 

Not disclosed 27 
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The Comhairle are nearing completion of a project to improve the authorities HR/Payroll 

system which will have a self-service element built into it enabling employees to log in from 

work or home to update their personal details including their equality monitoring information 

as their circumstances change.  Following completion of the project an exercise will be 

completed to request all employees to log onto the system and update their details to ensure 

has up to date information. 

 


