NORTH AYRSHIRE COUNCIL

30 May 2023
Cabinet
Title: Equality Mainstreaming Report 2020-22 and Outcomes
2021-2025 Mid-Term Report
Purpose: To present the Equality Mainstreaming Report 2020-22 and

Outcomes 2021-2025 Mid-Term Report (encompassing the
Education Authority) Mid-Term Report.

Recommendation: Cabinet is asked to:

a) Approve the content of Equality Mainstreaming Report

2020-22 and Outcomes 2021-2025 Mid-Term Report; and b)
Approve publishing of the report on the Council’s website
as required under the Equality Act 2010.

1.1

1.2

1.3

Executive Summary

Under the Equality Act, from April 2013, public sector organisations are required to
publish equality information once every two years and consult on and develop Equality
Outcomes once every four years. Our last main report was published in 2021 and
included updated Equality Outcomes covering the period 2021 — 2025. The report
attached at Appendix 1 is our mid-term report (2023). It includes information covering
the calendar years 2021 and 2022.

The report highlights key areas of equality work that have been mainstreamed through
Council processes and also an update on the actions supporting specific equality
outcomes. Our Education Service is also required to produce a report as per the
legislation and this has been embedded within the main report.

The Equality Act also requires the Council to produce statistics on the protected
characteristics of our employees. These have been summarised from page 19 in the
Equality Mainstreaming report with a link to more detail at the end of the report.



2.1

2.2

2.3

2.4

2.5

2.6

Background

The Equality Act 2010 (The Act) sets out a general duty for every public authority, often
referred to as the three needs, which requires organisations to:

e Eliminate unlawful discrimination, harassment and victimisation.

e Advance equality of opportunity between people who share a relevant protected
characteristic and those who do not.

e Foster good relations between people who share protected characteristics and

those who do not.

The public sector duty covers a number of ‘characteristics’, these are known as
protected characteristics and are: Age; Sex; Gender Reassignment; Pregnancy and
Maternity; Race; Religion or Belief; Sexual Orientation; Marriage and Civil
Partnerships (although this last category only applies to eliminating discrimination).

Additional ‘Specific Duties’ were added in 2012 (in Scotland) to help authorities meet
the three needs outlined in the general duty. These include:

Report on mainstreaming equality duty.
Publish equality outcomes and report progress.
Assess and review policies and practices.
Gather and use employee information.

Publish gender pay gap information.

Education bodies are listed as separate authorities within the equality legislation,
however, to support simplicity and to reflect our collaborative working approaches, the
Education Mainstreaming and Outcomes report is contained within the overall report.

The Licensing Board is also included in the list of organisations required to publish
equality reports and we have included a link to their report.

Mainstreaming Equality Key highlights

Listed below are some of the key highlights from our mainstreaming and outcomes
report:

Introduction of a British Sign Language video landing page on the Council’s external
website

The creation of a Black and Minority Ethnic (BAME), pan-Ayrshire employee forum.
New guidance on Menopause in the Workplace.

Introduction of an online Equality and Children’s Rights Impact Assessment training
module.

Gold re-accreditation of the Social Housing Charter, which includes recognition of our
inclusive approach to engaging with North Ayrshire residents.

An increase in the number of Gold accreditations from four to 10 schools for the Rights
Respecting Schools awards.



2.7

A key partner in the successful implementation of the Pan-Ayrshire Hate Crime
Awareness conference delivered in October 2022.

Improvements in our data collection for our employee statistics.

Our overall mean Gender Pay gap has reduced to 0.22% (from 1.19% in 2021).
Successful implementation and delivery of the Equal Supported Employment
programme, supporting young people with learning disabilities into work experience in
horticultural skills and qualifications.

Almost 90% of Additional Support Needs and young carers have their voice heard,
helping to realise Article 12 of the United Nations Charter on the Rights of the Child
(UNCRC) — ‘Respect for the views of the child’, in our last report in 2021, this figure was
75%.

Connected Communities successful achievement of the Silver LGBT Charter Mark.
Introduction of the See Me CV into the application process for Modern Apprenticeships.
Our Webteam are actively working to ensure our website and all documents contained
within it are accessible. This includes significant support to services such as training
and the creation of ‘How To’ guides.

Though not included in the main report as outside of its timescales, our Council
continues to promote equality. Since January 2023 key highlights include:

Improvement from a Disability Confident Level 2 organisation to a Disability Confident
Leader.

Progression from a Carer Positive Employer — ‘Established’ to Carer Positive
‘Exemplary level'.

We have introduced our Gambling Related Harm Workplace Charter.

Equality Outcomes Overview

2.8

2.9

In 2020, as part of the review of the Equality Outcomes, public sector partners across
Ayrshire came together to develop and consult on Equality Outcomes for 2021-2025.
These partners included the three Ayrshire Councils, the three Health and Social Care
Partnerships, NHS Ayrshire and Arran, Ayrshire College, Ayrshire Valuation Joint Board
and the Community Justice Authority. The partners were able to pool resources to
support engagement around the development of equality outcomes and actions.

It was agreed that the four original overarching Equality Outcomes developed in 2016
would be carried forward to the 2021-2025 reporting cycle. In addition, following advice
from the Equality and Human Rights Commission, specific sub-outcomes were included
to sit beneath the overarching outcomes, the four outcomes are:

In Ayrshire, people experience safe and inclusive communities.

In Ayrshire, people have equal opportunity to access and shape our public services.
In Ayrshire, people have opportunities to fulfil their potential throughout life.

In Ayrshire, public bodies will be inclusive and diverse employers.

2.10 The Sub-outcomes and supporting actions can be found in the Equality Outcome section

of the main report.



3. Proposals

3.1 Cabinet is asked to: a) Approve the content of Equality Mainstreaming Report 2020-22
and Outcomes 2021-2025 Mid-Term Report; and b) Approve publishing of the report on
the Council’s website as required under the Equality Act 2010.

4. Implications/Socio-economic Duty
Financial
4.1 None

Human Resources

4.2 None
Legal

4.3 The Council has a legal obligation to publish an Equality Mainstreaming and Outcomes
report as part of the Equality Act (2010) and subsequent legislation.

Equality/Socio-economic

4.4 The report highlights key areas of work across the Council that support and promote
equality and diversity in support of the Equality Act 2010 (The Act) and subsequent
legislation.

Climate Change and Carbon

45 None

Key Priorities

4.6 Our aim is to create a North Ayrshire that is ‘fair for all. As such, equalities
mainstreaming and outcomes directly contribute to all of our priorities within our Council
Plan.

Community Wealth Building

4.7 None
5. Consultation

5.1 The Corporate Equality Group were consulted on the content of the report.
5.2 Services and partners were in engaged in supporting input into the content of the report.

Aileen Craig
Head of Service (Democratic)

For further information please contact Andrew Hale, Health Improvement and Equalities
Officer, on andrewhale@north-ayrshire.gov.uk.

Background Papers
None



Equality Mainstreaming Report 2021-22 and
Outcomes 2021 — 2025 Mid Term Report (2023)
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Fairness and tackling inequality sit at the heart of our Council Plan 2019-24. Our vision is “A
North Ayrshire that is ‘Fair for All’”. This is supported by our mission “Working together to
improve well-being, prosperity and equity in North Ayrshire”.

This mainstreaming report highlights the key strategies and areas of work that are helping to
embed equality and diversity within our services.

It shows how we are meeting the requirements of the Equality Act 2010 and subsequent amendments to this
legislation. Since 2013, all public bodies have been required to produce a report every two years covering a number
of Equality related activities, which are referred to under the Public Sector Equality Duty. This report is our Mid-Term
report for Mainstreaming and Equality Outcomes for the period 2021-2025 and covers information from January 2021
to December 2022. This includes:

e Employee statistics relating to protected characteristics.

e The Education Mainstreaming Report.

e Link to the Licensing Board Equality Mainstreaming Report.

e A progress report on the implementation of the Ayrshire Shared Equality Outcomes and actions.

This report is the mid-way point through our four-year Equality Outcome reporting cycle.

The Public Sector Equality Duty ‘specific duties’ stipulate the requirements of reporting. The key elements are,
mainstreaming the equality duty, publishing and reporting on equality outcomes and gathering and publishing
employee statistics.

About North Ayrshire

North Ayrshire is on the southwest coast of Scotland and one of 32 Local Authority areas in Scotland. It covers 885
square kilometres, encompasses the Islands of Arran and the Cumbraes and has a population of just over 134,000
people (ONS June 2021). Demographically, North Ayrshire continues to be faced with a number of challenges. 33%
of our 186 Scottish Index of Multiple Deprivation (SIMD) zones are in the bottom 15% for income, 30% are in the
bottom 15% for employment, 27% for health and 17% in the education domain. The percentage of children living in
poverty after housing costs is estimated at 24.7% for 2020/21, however this figure is heavily caveated due to how
information was gathered during the Covid-19 pandemic and may be higher (it was 27.9% in 2019/20).

It is recognised that people with certain protected characteristics as identified within the Equality Act are more likely
to experience inequality. These caninclude people with a disability, single parent families - especially where the parent
is female, and certain ethnic groups.

Accessibility and Further Information

We are constantly striving to make our Council and our reports as accessible as possible. We welcome opportunities
to discuss how this can be achieved. This report has been access checked using the ‘Assist’ accessibility checker.

Corporate Equalities is part of the Corporate Policy, Performance and Elections Team. For further information or to
discuss any aspect of the contents of this report please contact:

tin,
& co‘;m UOUJ.’;?O
' 2
The Corporate Policy, Performance and Elections Team mQ %
Tel: 01294 310000 =
Email: NorthAyrshirePerforms@north-ayrshire.gov.uk ‘jz
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Key Highlights

Mainstreaming Equality and Outcomes Key Highlights 2021-22

e Introduction of a British Sign Language video landing page on the Council’s external website.

e The creation of a Black and Minority Ethnic (BAME), pan-Ayrshire employee forum.

e New guidance on Menopause in the Workplace.

e Introduction of an online Equality and Children’s Rights Impact assessment training module.

e Gold re-accreditation of the Social Housing Charter, which includes recognition of our inclusive approach to
engaging with North Ayrshire citizens.

e Anincrease in the number of Gold accreditations from four to 10 schools for the Rights Respecting Schools
awards.

o Akey partner in the successful implementation of the Pan-Ayrshire Hate Crime Awareness conference
delivered in October 2022.

e Improvements in our data collection for our employee statistics.

e Our overall mean Gender Pay gap has reduced to 0.22% (from 1.19% in 2021).

e 514 unemployed individuals supported through the Ayrshire Growth Deal ‘Working for Healthier Economy’
programme, including supporting 51 people into employment.

e Successful implementation and delivery of the Equal Supported Employment programme, supporting young
people with learning disabilities with work experience in horticultural skills and qualifications.

e Almost 90% of Additional Support Needs and young carers have their ‘voice’ heard, helping to realise Article
12 of the UNCRC — Respect for the views of the child, an increase from 75% since our 2021 report.

e Connected Communities successful achievement of the Silver LGBT Charter Mark.

e Introduction of the See Me CV into the application process for Modern Apprenticeships.

e Our Webteam are actively working to ensure our website and all documents contained within it are
accessible. This includes significant support to services such as training and the creation of '"How To' guides.
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Context

The Equality Act

Under the Equality Act 2010, the Public Sector Equality duty, or ‘general equality duty’, requires public authorities in
the exercise of their functions to have due regard to the need to:

e Eliminate unlawful discrimination, harassment and victimisation and other conduct that is prohibited by the
Equality Act 2010.

e Advance equality of opportunity between people who share a relevant protected characteristic and those who
do not.

e Foster good relations between people who share a protected characteristic and those who do not.

These elements of the Act are also referred to as the three key needs of the Act. Additional information in relation
to equalities issues in North Ayrshire is available on our website: This includes Equality Impact Assessments and the
Equality Outcomes for 2021 — 2025.

Key Strategies

Our Council Plan ol

Our Council Plan is the main strategic plan for our Council. It is high level and has tackling sgms.
inequality at its core with our vision being “A North Ayrshire that is ‘Fair for All’”. All of our - 4
plans must align to the Council Plan, meaning tackling the causes of inequality are embedded

throughout our services.

The Community Wealth Building Strategy

The Community Wealth Building Strategy, the first of its kind in Scotland, was launched in June
2020 and is already a key driver within our Council Plan. It will ensure we use the economic
levers available to us to generate an inclusive greener economy with better jobs for more of
our residents. Click the image for more details.

One of the key objectives within the strategy is to build ‘Fair Employment’ by encouraging the
creation of fair and meaningful jobs, with progression opportunities. One of the main projects
supporting this is the Equal Supported Employment programme (please see our equality outcome section). For more
information please our Community Wealth Building page.

Children’s Services Plans

Our Children’s Services Planning includes our Children’s Services Plan and Children’s Rights Report
which cover the next three years. We also include our annual Local Child Poverty Action Plan and
Report within our suite of plans.

Our Children’s Services Plan 2020-23, outlines our aims and priorities to safeguard, support and
promote the wellbeing of children and to make North Ayrshire the best place in Scotland to grow

o .ﬁ

Our Child Poverty Action Plan 2022-23 recognises the life-long impact growing  crirens rigns repon

up in poverty can have on the life chances of our children and young people. o

The Child Poverty (Scotland) Act 2017 sets out four income-based targets to
Page 3 of 37

Our Children’s Rights Report 2020-23 emphasises our commitment to
promote and protect children and young people’s rights in line with the
United Nations Convention on the Rights of the Child (UNCRC).

I —



https://www.north-ayrshire.gov.uk/council/strategies-plans-and-policies/equality-policy-and-performance.aspx
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http://northayrshire.community/wp-content/uploads/2022/07/NACChildPovertyReport22.pdf
https://www.north-ayrshire.gov.uk/Documents/nac-cwb-strategy-brochure.pdf
http://nahscp.org/wp-content/uploads/2020/11/NAC_CSP_20_23_accessable_version.pdf
http://nahscp.org/wp-content/uploads/2020/11/NAC_Child_Rights_20_23_Accessable_Version-002.pdf
https://www.north-ayrshire.gov.uk/Documents/CorporateServices/ChiefExecutive/child-poverty-report-2021-22-and-action-plan-2022-23.pdf
https://www.north-ayrshire.gov.uk/Documents/CorporateServices/ChiefExecutive/Communications/council-plan-2019.pdf

reduce child poverty in Scotland by 2030. The key drivers of child poverty have been identified as — ‘income from
employment’, ‘income from social security and benefits in kind’” and the ‘cost of living’.

Ayrshire Growth Deal

The Ayrshire Growth Deal sees approximately £251 million of funding from the Scottish and UK Governments being
invested across North, South and East Ayrshire.

The Ayrshire Growth Deal programme has a strong focus on inequality and inclusivity and through the award winning
‘Ayrshire Inclusive Growth Diagnostic’ tool has identified a number of key target groups for our employability
programmes. These groups include, females, young people and those with disabilities and long-term health
conditions. The implementation of the various projects within the Growth Deal programme should bring lasting and
long-term benefits to people in these equality groups and many others across North, South and East Ayrshire. We
have embedded actions for the Ayrshire Growth Deal within our Equality Outcomes and although these will take some

time to realise, they help to ensure a continued focus on equality

Warkingfor 2 Healthy Econrmy groups within the Ayrshire Growth Deal programmes. ‘Working for
AYRSHIRE a Healthy Economy’ is one of the key programmes within the Ayrshire
GROWTH Growth deal that has a strong focus on inequality and supporting
DEAL Woring r 0 succesil people both into and to sustain employment, with support and input
from the SALUS occupational health service. Further information is

/{L@ %@ %@@O covered within out Equality Outcome section.

Please click on the image to the left to access the AGD site or click
here.

British Sign Language Plan

Our Ayrshire Shared British Sign Language (BSL) plan 2018-2024, along with the mid-term report October 2021 can be
found in our British Sign Language Plan page on the Council’s main website. Since the plan was introduced, the

partners have been engaging with the local BSL and deaf community to support the implementation of the plan.
Partners recently attended the Ayrshire Deaf Society in Kilmarnock with plans to provide more regular visits during
2023, inviting a range of Council and NHS services to update the society on their work.

Since our last mainstreaming report published in 2021, we have continued to provide training in BSL and resources
where appropriate. Two additional smart phones were provided to the Council’s Sensory Impairment team to enhance
engagement with the local BSL community. These, along with the two phones provided in 2020, enable the team to
provide effective support services through enhanced communication methods.

Two six-week introductory programmes in BSL were provided across our Council with one of the courses specifically
focused on staff within educational settings. These sessions focused on the basics of learning BSL and will be followed
up in 2023 with more in-depth sessions.

In addition to our BSL landing page, we have also created some short videos in BSL on how to access Council Services,
the videos include — Bin Collection Day, School Term Dates, Pay Your Council Tax, Find a Recycling Centre and Contact
Us. The videos were produced based on the key searches or ‘hits’ on our Council’s main website and will be used to
further engage with the BSL community on future topics of interest. The videos can be found here.
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Mainstreaming the Equality Duty

This section focuses on mainstreaming equality within the Council, highlighting information
on a range of processes, including equality impact assessments, training, Human Resource
policies and procedures as well as our equality groups.

Equality and Children’s Rights Impact Assessments

The Equality Impact Assessment (EQIA) process continues to be a key tool that helps our services consider equality
and diversity related issues within their service planning and activities. This process helps to raise awareness of and
eliminate potential discrimination. It also highlights and advances equality of opportunity by making stronger links
between equality groups and issues.

Our impact assessment process contains several areas:

Protected Characteristics

The impact on any of the nine protected characteristics of age, sex, race, disability, sexual orientation,
religion and belief, gender reassignment, pregnancy and maternity and marriage and civil partnership.

Children’s Rights and Human Rights

The Children and Young People (Scotland) Act 2014 (Duties of public authorities in relation to

the UNCRC) requires public authorities (including all local authorities and health boards) to report on
the steps they have taken to secure or further implement the requirements of the United Nations
Convention on the Rights of the Child (UNCRC). As a result, Children Rights were added as an
integral part of the Equality Impact Assessment process during 2018 and aligned to the eight
indicators from the Getting It Right For Every Child (GIRFEC) programme.

Fairer Scotland Duty

This Duty, introduced in 2018, places a legal requirement on certain public organisations to consider
the socio-economic impact of their policies, procedures and proposals on inequalities of outcome. It
is part of the Equality Act. Equality and socio-economic processes are built into our Committee
reporting procedure.

Island Proofing

Section 8 of the Islands (Scotland) Act 2018 requires relevant public authorities (which includes local
authorities) to carry out impact assessments on island communities when creating a strategy, policy
or a service.

We engage with our communities around impact assessments as well as accessing information on the Scottish
Government Equality Evidence Finder. This tool makes it easier for people to locate and access equalities information
and provides a wealth of data and other evidence with accompanying commentary, background papers and links to
further information. Summaries of our full Equality and Children’s Rights Impact Assessments are published on our
Equality Policy and Performance page. During 2023 we will be carrying out a full review of the Equality and Children’s
Rights Impact Assessment tool.

Page 5 of 37


https://www.gov.scot/collections/equality-evidence/
https://www.gov.scot/collections/equality-evidence/
https://www.north-ayrshire.gov.uk/council/strategies-plans-and-policies/equality-policy-and-performance.aspx

Mainstreaming the Equality Duty

Equality Groups
Corporate Equality Group

Our Corporate Equality Group includes Elected Members from each of the main political parties in the Council as
well as representatives from all our services. This group meets quarterly to consider a range of equality and
diversity related issues, including Equality Mainstreaming and Equality Outcomes and actions. Our Council is
also well represented on the Ayrshire Equality Partnership, which consists of a range of our public sector partners
including the NHS, South and East Ayrshire Councils, North, South and East Health and Social Care Partnerships,
Ayrshire College, Police Scotland, Scottish Fire and Rescue Service, Ayrshire Valuation Joint Board and Community
Justice Ayrshire.

Employee Disability Forum

Established in 2019 to consider employee disability related issues in the organisation, the forum includes employees
who have a particular interest in disability issues, whether direct experience of a disability or whose role relates to
this area. Representatives attend from Human Resources, Trade Unions, the Supported Employment Team
and the Sensory Impairment Team. Some of the groups’ key successes include: Providing a safe space for
employees to raise issues relating to disability at work, supporting and providing input into HR related
policies and procedures, including workplace disability guide, the See Me CV initiative (see HR update
below), Disability Confident Employer, raising the profile of ICT related issues and seeking enhancements to
the fire evacuation procedure following the return to the physical workspace post COVID 19 pandemic.

Black and Minority EthnicEmployee Forum

Following recommendations from the Scottish Government’s report on Race Equality, Employment and Skills:
Making Progress Report, our Council adopted some of these recommendations and actions into our Equality
Outcomes. The three Ayrshire local authorities have created a Pan Ayrshire Black and Minority Ethnic Employee
Forum. The group first met in June 2022, with 12 participants. They will explore issues and support mechanisms
for employees from a BAME background.

Human Resources

Menopause inthe Workplace

Our Council has an in-house HR Guide: ‘Menopause in the Workplace’ to support employees and raise awareness
about the menopause. Menopause sessions for employees were delivered to provide further awareness and an
understanding of menopause, how it may impact their work and explore appropriate coping strategies. In addition,
further resources from The International Menopause Society were shared during World Menopause Day providing
further information on specific menopause symptoms.
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Mainstreaming the Equality Duty

Carer'sLeave Scheme

Our Carer’s Leave Scheme continues to be available to all employees and complements other provisions currently in
place. As part of the scheme, our Council aims to provide employees with support by giving a range of options,
including a period of Carer’s Leave of up to 12 weeks. To continuously review our supports and whether these are
effective, every 18 months a Carer’s Leave Survey is issued to all employees to evaluate their experience and help
identify improvements where possible.

Equality Related Training

Our Council provides a range of Equality and Diversity related training, most of which is delivered via online
platforms. Our figures show an increase in completions of our generic equality training following the update
and re-release of this module during 2021 (see tables below). This course forms part of the mandatory suite of
courses as we continue to promote awareness. As all employees can now access our ilearn learning online
learning suite we will carry out further promotion with our manual employees in 2023.

In the latter part of 2022, we introduced a new online learning module called ‘Equality and Children’s
Rights Impact Assessment’. This module is aimed at employees who might have to carry out an Equality
Impact Assessment and provides an overview of how to do this, along with a short guide on using the online
assessment tool. 18 employees have completed this course so far.

In addition, we continue to provide a range of training modules, including British Sign Language, Deaf Awareness
and Deafblind Awareness.

In the early part of 2022, partners from the Ayrshire Equality Partnership, including the Council commissioned the
Coalition for Ethnic Minority Voluntary Organisations (CEMVO) to deliver a Cultural and Race Awareness
training session for the partners. We will continue to explore training opportunities with a view to increasing
the range of equality related training available to employees.

Table Number of E-learning Completions 2021

Course Number of Participants

Equalities E-Learning 902

Deaf Awareness E-Learning 15
Deafblind Awareness E-Learning 13
British Sign Language 51

Table Number of E-Learning Completions 2022

Course Number of Participants

Equalities E-Learning 625
Deaf Awareness E-Learning 24
Deafblind Awareness E-Learning 16
British Sign Language 38
Equality and Children’s Rights
: 18
Impact Assessment E-Learning
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Mainstreaming the Equality Duty

Accessibility Audit

Each year our Property Management and Investment Team undertakes an audit of our publicly accessible buildings to
assess their level of accessibility. The percentage of buildings that meet the criteria for accessibility can change due
to upgrades in existing buildings and size of

our overall estate. oo . .
Building Accessibility Categories
The figures for 2021 and 2022 remain the

same as 2020. This is largely due to little or Grade A - Fully compliant properties.
no change in publicly accessible buildings

. . Grade B - Reasonably compliant properties that currently provide
during the pandemic years.

ease of access to all users in terms of the services offered.

Grade C - Non-compliant with a degree of work required to meet
the standard, with high priority issues noted and actioned as soon
as possible.

e A Grade properties = 3.14%
e B Grade properties =70.45%
e C Grade properties = 26.14%

Engagement with our Communities

Our Connected Communities and Housing Services teams have a pivotal role in engaging and supporting various
Community groups across North Ayrshire. More information can be found in the Equalities Outcomes section on the
work being done to support the LGBT+ community across Ayrshire and within North Ayrshire as well as supporting for
our refugee community.

We support and engage with tenants across North Ayrshire including direct support for the Gypsy/Travellers
community and Violence Against Women as part of the Community Safety strategy. We support the 16 days of
Action campaign each November to encourage men to denounce all forms of violence against women.

We work to the outcomes specified in the Scottish Social Housing Charter. The Charter sets out the standards and
outcomes that all social landlords should aim to achieve when performing their housing activities. It has a specific
equalities outcome and highlights that social landlords should perform all aspects of their housing services so that
every tenant and other customers have their individual needs recognised, are treated fairly with respect and receive
fair access to housing/housing services. This outcome describes what all social landlords, by complying with
equalities legislation, should achieve for all tenants and other customers regardless of age, disability, gender
reassignment, marriage and civil partnership, race, religion or belief, sex, or sexual orientation. It includes landlords’
responsibility for finding ways of understanding the rights and needs of different customers whilst delivering services
that recognise and meet these needs.

Putting our residents at the heart of our service delivery resulted in our 2022 ‘Gold Reaccreditation’ for embracing
the Social Housing Charter commitment. In addition, ‘Gold Reaccreditation’ was awarded for our approach to
resident involvement and scrutiny in early 2022. External accreditations recognise our commitment to placing our
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residents at the heart of our organisation, ensuring they are influencing decisions and scrutinising our service areas.
Part of the process for both reaccreditations acknowledges that we have an inclusive approach to engaging tenants
and overcomes barriers by offering a range of opportunities for everyone to get involved.

We are working to increase representation from Tenant and Resident Associations from across all communities in
North Ayrshire. We continue to apply innovative ways to maximise involvement opportunities. An example of this
work was engagement with the Deaf community through the purchase of additional portable hearing loops,
improved links with British Sign Language (BSL) Interpreters and training for staff teams throughout Housing
Services. Our Tenants newsletter is also available in formats suitable for visually or hearing-impaired customers.

The Tenant Participation Strategy 2017-2022, highlighted engagement with a range of underrepresented groups.
The Tenant Participation team has developed links with our other services and has already engaged with some or all
of these groups.

Since October 2019, all social housing landlords have had a requirement to prepare and deliver an Annual Assurance
Statement in accordance with Scottish Housing Regulator guidance. The statement provides assurance and evidence
that we are meeting all legal obligations associated with housing/homelessness services, equality and human rights,

tenant and resident safety.

In addition, the statement safeguards and promotes the interests of tenants and other customers. The North
Ayrshire Network is our strategic tenant group that considers the content of our statement and approves it prior to
publication.

Procurement

Our Procurement Strategy has ‘Tackling Inequality and Poverty in North Ayrshire’ as one of its key aims and has 10
specific actions to support this including encouraging fair work practices and payment of the real living wage in all
relevant contracts. Equality is also included in procurement contract terms and ‘Fair Work Practices’ are scored or
included for all procurements, as is the Modern Slavery Code of Conduct.

Equality considerations are embedded into our Conditions of Contract documents:

“The Supplier undertakes that it has and shall comply with all statutory requirements in respect of
ensuring equal opportunity in employment and has not and shall not unlawfully discriminate either
directly or indirectly on such grounds as race, colour, ethnic or national origin, disability, gender, sex
or sexual orientation, religion or belief, or age.”

The ‘Modern Day Slavery Code of Conduct’ covers several key themes including forced or involuntary labour, humane
treatment, workplace equality, contracts of employment and Freedom of movement. More information can be found
on our website.
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Case Study — Equality in Procurement - Provision of a Supported Living Service
(Supported Accommodation)

North Ayrshire Council’s Health and Social Care Partnership were seeking to procure a Supported Accommodation
Service for adults aged 18 — 65 years with a Learning Disability, Physical or Sensory Disability, or Mental Health
difficulty. The Supported Accommodation Service provides vulnerable people with access to on-site 24/7 personal
and social care support, community health and housing support services.

At contract strategy stage it was identified that equality was a key area which the service team wished bidders to
cover within their tender submissions. In order to ensure equality considerations were met, the following scored
technical question was included:

“Outline your organisational approach to equality and delivery of a service which embodies section 149 of
the Equality Act 2010 (the Act).

Provide an example which demonstrates how you will approach this to meet the requirements of the NAC
specification.”

The contract was split into two lots and evidence around equality was provided:

Lot 1

Service provider detailed their organisational approach to diversity, equality and inclusion. They further confirmed
that service designs and support strategies are individually tailored to reflect an individual’s requirements to ensure
these areas are addressed and managed accordingly.

In addition, they operate a mandatory training course on Equality and Diversity which supports education and
highlights best practice.

Lot 2

Service provider referenced a number of organisational policies which address the key aspects requested within the
tender:

¢ Involvement of the people we support policy.
e Connecting People and Communities policy.
e Supporting people with their personal identity and relationships.

Detail was provided on their organisational approach to diversity, equality and inclusion and how this is engrained
into all aspects of staff training.

The inclusion of this question ensured that the tenderer’s proposed service delivery met the three key needs of the
Equality Duty.
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Licensing Board Overview

North Ayrshire Council Licensing Board is responsible for making decisions on applications that allow people to sell
alcohol from premises or allow gambling. They also deal with complaints regarding licensed premises and those who
hold licences. The Board is made up of Elected Members and is supported by a Clerk (solicitor) and other employees
of our Council.

Under the Equality Act, Licensing Boards have the same obligations as other public sector organisations to report on
Equality Mainstreaming and to develop Equality Outcomes. Please follow the link below to the North Ayrshire
Licensing Board Equality Mainstreaming and Outcomes report.
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Education Authority Report

The Communities and Education Directorate’s vision is to create a society where everyone has the same life chances
to grow, prosper and have fulfilling and healthy lives.

Education in North Ayrshire recognises and celebrates its role in the delivery of positive outcomes for all children and
young people. We undertake positive interventions to support equalities education for the benefit of our children and
young people and for our employees across our educational establishments.

Our Education Service is responsible for the education of 18,061 pupils across our authority’s primary, secondary and
additional support needs schools. A further 2,251 children attend early learning and childcare settings.

e  45% of our Children and young people live in postcodes in the most deprived areas of Scotland according to
SIMD.

e 24% of our Children and young people are living in relative poverty, according to UK government statistics.

e 6,000 of our Children and young people are registered for school footwear and clothing grants.

Education in North Ayrshire is delivered through:

e 48 primary schools.

e 8 secondary schools.

1 through school (Garnock Campus).

1 specialist campus for children and young people with additional support needs.
5 Council-managed early learning and childcare centres.

16 centres where early learning and childcare is provided in partnership.

e There are 41 Council-managed early learning and childcare settings.

Children Attending Early Years Settings

e |n2021-1,567 pupils recorded as attending an Early Year setting.
e In 2022 — 1,545 pupils recorded attending an Early Year setting, of which about 1,106 were in local authority
Early Years settings and 411 in private and voluntary Early Year settings.

We are focussed on the Council Plan outcome that North Ayrshire’s children and young people have the best start in
life. Our Directorate’s priorities clearly show how equality and diversity sit at the very heart of our work: embedded
in educational provision; in professional learning; and in the promotion of positive relationships.

National Improvement Framework priorities for 2021-22 were:

e Improvement in attainment, particularly in literacy and numeracy.

Improvement in children and young people's health and wellbeing.

Closing the attainment gap between the most and least disadvantaged children and young people.

e Improvement in employability skills and sustained, positive school-leaver destinations for all young people.

The National Improvement Framework priorities are embedded within our Education priorities:

1. We will create the conditions for our children and young people to access the
highest quality learning experiences from ages 3-18 years.

2. We will support our children and young people to become successful learners,
confident individuals, effective contributors and responsible citizens.

3. We will offer opportunities to our young people and their families to play a
more active role in school life and encourage more participation in learning.

4. We will work with all young people to build their resilience, supporting their
mental health and physical wellbeing.
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Our schools use the Curriculum for Excellence framework to create, devise and deliver education suited to the local
context for all learners in their communities. Effective planning tracking, monitoring and moderation of assessments
are essential to ensure the progress of all learners.

The framework provides a coherent, flexible and enriched curriculum for all children and young people from 3-18
years. Children and young people are at the center of learning provision to become:

Successful Confident Responsible Effective

learners individuals citizens contributors

Getting it Right for Every Child

Our understanding of Getting It Right for Every Child (GIRFEC) continues to be a focus within all aspects for our
practice and professional learning. The principles underpin all the processes within our Council in support of children
and young people.

Through GIRFEC, we can determine proportionate, timely and appropriate help for young people, improving each
child’s situation and reducing risk. The approach supports the achievement and attainment of best outcomes for all
our young people, demonstrated through the review and impact of personalised targets in Children’s Plans. All our
young people have the entitlement to support which is appropriately developed through our Staged Intervention
Programme (in line with Additional Supports Needs legislation) and monitored and evaluated using the National
GIRFEC Practice Model. Information from Quality Improvement visits reveal that almost all our children and young
people with additional support needs plans are making very good progress (over 90%) from their prior levels of
achievement.

Nurture/Health and wellbeing

Nurture/Health and wellbeing contributes to our vision of being a nurturing authority. This has been further developed
through our “Nurturing North Ayrshire’s Recovery” approach. We aim to build emotional resilience in children and
train teachers to foster stronger relationships with children and young people through a nurturing approach,
increasing engagement in the learning process. Evidence shows that this is reducing instances of non-engagement
with children and young people and is contributing towards raising attainment.

Nurture

Children and young people who have received nurture support are showing gains in social and emotional progress in
early years, primary and secondary settings during the course of targeted nurture intervention and are continuing to
access mainstream education.

Primary Nurture

North Ayrshire follows a prescribed model for nurture intervention, governed by a Senior Manager and quality
assured by two Nurture Principal Teachers. Nurture Practitioners attend a three-day initial training course and
weekly professional learning inputs which has been awarded a GTCS excellence award in professional learning.

Learners attend the morning session then their mainstream class in the afternoon. The nurture room follows a

wellbeing curriculum. A nurture day is planned and predictable with check in, snack and a mix of play-based learning
activities.
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The impact of primary nurture interventions is further highlighted through the Strengths and Difficulties
Questionnaires (SDQs) which are completed by class teachers and parents of the children when they enter and exit
the morning nurture group. Based on 241 responses up to June 2021, Class teacher SDQ’s show that for 61% of
children an improvement is reported in their prosocial skills following nurture provision. Class teachers have also
reported a reduction of total difficulties for 76% of the children that received nurture provision.

Reflective Quotes on Primary Nurture:

“Before nurture David* was not ready to learn. He was five (years old) but developmentally two
and a half or maybe even two (years old). He is now achieving so much. He is sent along with his
work to me and | phone his mother when he is there and say, ‘Do you know what David has done,
his work is phenomenal!” (Primary School Head Teacher.) (*Name has been changed.)

“Every single child that comes through has shown a very easily mapped difference, a very easy to
spot difference in their approach to school in general..... the difference is just remarkable.”
(Primary School Head Teacher.)

Secondary School Nurture

Across North Ayrshire there were nine secondary school nurture groups that were funded through the Scottish
Attainment Challenge in the 2020-21 academic year. Between August 2020 and June 2021, 326 young people (57%
male, 43% female) had completed the secondary nurture intervention. Updated figures will be available from June
2023.

Within the secondary model S1 have daily contact, S2 have three weekly sessions (minimum) and 1:1 sessions are
provided on an individual basis. The nurture room follows a wellbeing curriculum. As with the primary model, a
nurture day is planned and predictable including check in, snack and a mix of developmental and chronologically
appropriate learning activities.

The impact of secondary nurture provision is evidenced through the completion of the Stirling Children’s Wellbeing
Scale (SCWBS) by young people at their entry and exit points to the intervention. SCWBS highlighted that almost half

(48%) of young people reported improvement in their own wellbeing.

The thematic analysis of qualitative data from teachers illustrates that achievement is visible in other areas of school
life. Nurture staff have reported observing the sustainable impact of Nurture in our participating young people.
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Children’s Rights

All schools promote children’s rights. The Rights Respecting Schools programme (RRS) has been promoted and
introduced into almost all our schools. The Rights Respecting Schools Award (RRSA) recognises achievement in putting
the United Nations Convention on the Rights of the Child (UNCRC) at the heart of a school’s planning, policies, practice
and ethos. Children’s rights underpin the Getting it Right for Every Child approach.

RRS teaches about children’s rights, but also models rights and
Rights ResPECting Schools respect in all relationships, whether they are between teachers
or other adults and pupils, between adults or between pupils.
19 Gold award schools fully Rights RRS underpins our Integrated Children’s Service Plan, Promoting

Respecting with a Children’s Rights Positive Relationships and anti-bullying policies. The UNCRC
ambassador status provides a clear link for pupils from rights-respecting schools, to

understanding their rights and children’s rights being realised
25 Silver award schools who are everywhere. Children and young people in rights-respecting
fully rights aware schools develop a stronger sense of the need to act for global

justice. Over 90% of our schools are participating in the RRS
13 Bronze award schools who are status with nineteen schools reaching gold or Ambassador Status
and twenty-five schools achieving Silver.

Children’s Rights committed

Our anti-bullying policy entitled “Bullying - It's Never
Acceptable” is now established. Enhanced and more accurate reporting and recording of prejudiced based bullying
has been in place for a year. Our partnership with “Respect Me” Scotland’s anti-bullying service for schools continues
and this provides a source for professional learning in this area of health and wellbeing.

Recording of bullying incidents has led to improved responses by professionals and better outcomes for our young
people due to the support we provide. Requests for assistance indicate that this work requires to continue particularly
regarding online bullying behaviour. Anti-bullying work remains a focus for our Child Protection Working party. There
are regular updates to training which provides links to online supports for parents, employees and our young people.

LGBTI Education

LGBTI education forms part of the learning (primarily and secondary schools) focussing on social and emotional
resilience, including mental health in relationships, sexuality and sexual behaviour. The use of curriculum benchmarks
ensures that progress of young people is measured throughout this key area of education.

We have been successful in gaining funding through the Youth Work education fund to deliver targeted sessions
through the mobile youth centre. This work will include a focus on our hard-to-reach groups including the LGBT
community. They will be offered support with mental health and wellbeing as well as employability. The following
resources will be utilised to support this approach:

e SHARE (Sexual Health and Relationships in Education) is evidence informed educational resource for use by
teachers. The focus is on interactive learning for pupils aged 13 — 16 years.

e The NHS resource FIT, contains steps towards combatting phobic language in schools.

e ‘See Me’, is Scotland’s programme with the goal to end all stigma and discrimination around mental health.

o LGBT Scotland bespoke programmes of study which include discussions on sexuality and risky sexual
behaviours.
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Reducing inequality and delivering improved outcomes for all children and young
people

A key feature of our work is the delivery of a fully inclusive approach which is suited to the needs of all children and
young people and their families. This work has extended nurturing approaches from primary schools into early years
establishments and into secondary schools.

Our Quality Assurance processes and visits to schools have captured many examples of the effective use of Pupil Equity
Funding (PEF), used by schools to reduce the effects of poverty on attainment). HMIE inspections reports have
highlighted the delivery of a range of targeted interventions including nurture is supporting the wellbeing and
development of children. Increasingly, school teams are alert to barriers to participation. Financial assistance (through
PEF) is available to enable all families to fully access the opportunities on offer to children e.g. Breakfast clubs,
reducing the cost of the school day and improving access to residential experiences.

Through our Children Services Executive Group and Inclusion Group we continue to review our services to support
children and young people with particular vulnerabilities and more specific Additional Support Needs. Our approach
to Integrated Children’s Service Planning ensures that all services have a GIRFEC approach to meeting the needs of our
children and families.

Case Study — Nurture pupil voice in Secondary Schools

A review to establish the effectiveness of nurture group intervention highlighted a need to adopt a more qualitative
research approach focussing on pupil views to gather individuals’ thoughts and feelings about the learning and
experiences of nurture group intervention.

Pupil View Templates (PVTs) were completed in collaboration with Educational Psychologist Dr Kim Whitehead,
Educational Psychology Assistants and Nurture Principal Teachers as a method of collecting the pupil voice across
North Ayrshire secondary nurture rooms. Professional learning was delivered to Nurture Practitioners on the PVT
model, designed and adapted to suit the needs of the group so our young people could think about what they have
learnt and what skills they have achieved as well as what they think the benefits are and what they would tell others
about the nurture group. Learners interpreted features of the nurture room using construction, drawings, or words.
The resulting template then acted as a stimulus for a mediated conversation using a list of prompt questions
developed from examples provided by Wall and Higgins (2007).

The data from this pupil voice project will inform and improve outcomes for young people. Pupil View Templates
can be used for professional learning to give educators an understanding of how pupils think and learn... “I didn’t
know you thought this. Now that | know this | can...”

This process fulfils the requirements of Article 12 UNCRC “all children have a right to have their voices heard and
taken seriously”. Analysis will be completed by Educational Psychology assistants and personalised data will be given
to each school. The collective response will be analysed to develop emerging themes for the nurture service and to
inform strategic planning.

Strengths in Education

The central Education team’s drive, vision and capacity for continuous improvement remains a key strength. This is
supported by highly effective governance structures. We continue to provide opportunities for innovation within an
appropriate framework of accountability at all levels.

e There are shared values and common purpose where school teams feel valued and very well supported. This
was evident from our questionnaire responses in relation to COVID. These responses were used to build a
recovery programme for teams, pupils and their families in the form of E-learning modules.
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e The very strong leadership team is driving improved outcomes for children and young people.

e Partnership working within the Scottish Attainment Challenge thematic workstreams is leading to improved
outcomes for children, young people and their families living in the areas of highest deprivation.

¢ Very effective self-evaluation is leading to improved learning, raised attainment and a narrowing of the
poverty-related attainment gap.

e \Very strong approaches to staff development are evident across the whole authority led by the work
undertaken by our Professional Leadership Academy. The development of leadership at all levels is building
leadership capacity across the authority.

In addition, our Educational Psychology Service continue to make a strong contribution to helping to close the poverty-
related attainment gap in North Ayrshire. This is particularly evident in relation to the implementation of nurture and
restorative practices.

Supporting our Young Carers

Helping to raising awareness of Young Carers and the supports available to them, our area Inclusion workers took part
in a session at the Carers centre. Each school identified a Young Carers lead and workshops were planned for January
2023 to upskill our employees to support them in completing the Young Carers Statement.

Mentors in Violence Project (MVP)

Eight of our nine secondary schools are now taking part in this programme in the 2022/23 session. Over 60
employees have been trained and over 200 young people in North Ayrshire are MVP mentors, delivering learning to
hundreds of young people in our schools.

Mentors are developing leadership, exploring violence through a gendered lens, using a bystander approach,
exploring the scope of violent behaviour and challenging victim blaming.

Staff and mentors are working together to increase communication and to support them in becoming active by-
standers. This means they will gain more knowledge and confidence in challenging negative behaviours and
comments around these issues.

Leadership accreditation is being sought in several schools using MVP as evidence of these skills in action. Early
indications from schools show that mentors are confidently delivering lessons to junior classes. There is a greater
shared understanding of issues related to gender-based violence and bullying. The programme has been welcomed
in all participating schools.

Capacity building for staff will continue in 2023 with the National offer and bespoke North Ayrshire training and we
have requested training for Arran this session.

Training has been arranged at our Lockhart Campus that will be specific to the needs of this school.
As a local authority we have offered and will offer 30 min training on both MVP and Equally Safe At School (ESAS) to

raise awareness. MVP mentors took part in the ‘Reclaim the Night Walk’ as part of the Prevention of violence
against women programme.
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Case Study: See Me - See Change

A ‘See Me See Change’ event took place on the 31st of October and 3rd of November 2022 attended by around 200
young people from Ardrossan Academy, Auchenharvie Academy, Garnock Community Campus, Greenwood
Academy, Irvine Royal Academy, Kilwinning Academy, Largs Academy and St Matthews Academy.

Teams from each school took part in twilight online training prior to the event and are now well placed to support
them in school. Support was provided at the event by our Community Youth work apprentices who also undertook
virtual training.

The ‘See Me See Change’ training programme offers training for pupils and employees, before bringing the two
groups together for an action planning session to agree how they will work together to tackle mental health stigma
and discrimination within their school.

It is hoped our next training session for employees will be in May/June 2023 and New S5 Pupils June 2023 that will
allow the programme to grow and become embedded in our schools as part of the Whole School Approach to
Mental Health and Wellbeing Framework.
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Employee Statistics Overview

The Public Sector Equality Duty requires local authorities to gather and publish employee statistics by protected
characteristic. This section of the report includes an overview of employee information by age, sex, ethnicity,
disability, sexual orientation, religion and belief. It also includes the Employee Pay Gap information by sex, ethnicity
and disability. Full information on our employee statistics can be found in our supporting report — Employee Statistics
2019 - 2022.

It is recommended we publish information in some key areas including:

e Employee Headcount by protected characteristic.
e Recruitment by protected characteristic.

e Employee Turnover by protected characteristic.

e Employee Training by protected characteristic.

Data prior to 2021 may differ slightly from the statistics produced in our 2019 and 2020 Mainstreaming Report. This
is due to minor discrepancies in calculations that have since been corrected.

Disability
In 2022, 3.7% (302) of our employees had a declared Total Employee Turnover
disability and 18% (1,487) did not disclose this gpisabled = Not Disabled ® Not Disclosed
information. The percentage of employees declaring a
disability has increased since our 2020 report and the 15%
percentage of those not disclosing this information has
decreased. 45% of employees with a disability work in
Grades 4 — 10 and 15% are in teaching posts.

1211%

10%

The chart to the right shows turnover was higher in 2022
at 12.11% for people with a disability against 8.71% for 8.02% 798%
those without a disability. A slightly higher percentage of
people with no disability received or attended training °%
compared with those who were disabled. This figure 2019 2020 2021 2022
fluctuates annually. Year

4.86% ' 6.59%

Within Education, 3% of employees declared a disability in 2022, which has increased from 1.8% in 2020.

Ethnicity Total Employee Turnover
The 2011 Census shows North Ayrshire continues to gt pisciosed — Other Ethnicity ®White
have a small black or minority ethnic population at

1.1% of our population, it is expected the 2022 9.84% 10.53%
9.40%

. . . 10%
Census will show an increase. The relatively low

percentage of people from a black or minority ethnic
background living in North Ayrshire is reflected inour g%
employee statistics. In 2022, 1.1% of employees had
declared an ethnicity other than white (with 16% not
disclosed). Our 2020 statistics showed 0.83% from
another ethnicity and 18.8% not disclosed.

6%

4.92%
The percentage of people from ‘other ethnicity ** 2019 2020 2021 2022
leaving our Council has remained higher than ‘white’ Year

in recent years. Although the overall gap narrowed in 2022, this figure was due to fewer temporary employees.
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Within Education, 42 employees (1%) were from the ‘Other Ethnicity’ category, with 18 teaching staff and one
promoted staff. Turnover for Education employees is slightly higher for ‘white’ employees at 7.61% compared to
7.14% for ‘Other Ethnicity’. ‘Not disclosed’ had the highest turnover at 8.75%

Age

Nor‘th Ayrshire COU ncil - Employee TU rnover - Age (Excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.

Total Employee Turnover

®<20 920-24 ©25-29 ®30-34  35-39 @40-44 @45-49 §50-54 ®55-59 ©60-64 ®65-69 @70+
40%

30%

ddidi

2019 2020 2021 2022
Year

Q

Similar to many other organisations, our Council has an ageing workforce, with just over 40% of employees aged 50
or over, this jumps to 54% for those aged 45 and over. Employee turnover is highest in the 65-69 age category,
increasing from around 55 years due to employees choosing to retire.

Education headcount for age is much lower than our Council as a whole, with only 25% of employees over the age of
50 years. Just over 60% of teaching staff are under the age of 45.

Sex

In 2022, 25% of our Council employees were male,
75% female. 3.0% (249) of our female employees are
in promoted posts of Grade 11 -17 compared to
1.65% (136) of our male employees. Although 3% of -
our promoted posts are held by females, the

percentage overall in promoted posts as a proportion

of total female employees is 4%, whereas for males

as a proportion of total male staff is 6.6%. This |10%

indicates relative to the overall workforce, there is a 5 18%
slightly higher proportion of males in promoted
posts, however in the most senior promoted posts, "

11 of our 19 Chief Officers are female. 2019 2020 2021 2022

Total Employee Turnover

@®Female ®Male

4.83%

The majority of employees are Grades 4 — 7, with 36% (2971) female and 11% (916) of male employees working at this
level. For the first time in a number of years, 1.3% more males received training than females. There was a higher
percentage of staff turnover for females compared to males at 8.59% compared to 8.14%.

Within Education, 81% of teaching employees are female. 20.4% (280) of female teaching employees are in a
promoted role, compared with 27.9% (90) of males in a promoted post.
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Sexual Orientation

North Ayrshire Council - Employee Turnover - Sexual Orientation (excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.

Total Employee Turnover

®Bisexual ® Gay ® Gay or Lesbian ®Heterosexual * Lesbian ® Not Disclosed

14.29% 14.29%

14%
12.50% 12.28%
129%
1087%
10%
833% £o0% 5
.33% 825%
8% 7.63%
7.14%
6.66%
6.25%
- 5.88% 6.66% cas
5.17% 5.00%
452%
4%
2%
0%

2019 2020 2021 2022
Year

In 2022, 89 employees identified as Lesbian, Gay or Bisexual (LGB) or 1.1% of the workforce, compared to 0.6% (46)
employees in 2020; 48% of employees identified as Heterosexual and 51% of employees did not disclose their sexual
orientation (57% in 2020). With very low numbers it is difficult to identify specific issues or trends. During 2022, 11
employees identifying as LGB left our Council or 12% of all our employees identifying LGB. For those employees
identifying as Heterosexual, this figure was 8% that year. There are no specific issues around training or recruitment.

During 2022, 21 (0.72%) of education employees identified as Lesbian, Gay or Bisexual (an increase from 0.6% in 2020).
During 2022, a slightly lower percentage of employees identifying as Lesbian or Gay left our Education Service
compared to Heterosexual employees (6.9% vs 7.52%).

Religion or Belief (including no belief)

As with our employee statistics for Sexual Orientation, the ‘Not disclosed’ percentage is very high at 52.5% of
employees, although this is an improvement from our 2020 report of 58.4% not disclosing. This makes it challenging
to identifying real trends. Other than the not disclosed group, the next highest group is employees with no religion or
belief at 25.9% of employees which is an increase of 5.4% from 2020, followed by Church of Scotland (11.8%, a 0.2%
increase), Roman Catholic (6.4%, a 0.2% increase), and Other Christian (2.4%, a 0.1% decrease).

In relation to employee turnover the highest percentage of leavers was for ‘Not Disclosed’, Humanist, Other Christian
and Other belief/religion. Other categories of religious groups by number include, Humanist (18), Buddhist (10),
Muslim (7), Hindu (1) and Jewish (1).

Within Education, 51.7% of employees did not disclose their religion or belief (a decrease of 8.2% since 2020), followed
by employees with no religion or belief at 24%, Church of Scotland at 12.8% and Roman Catholic at 7.5%.
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North Ayrshire Council - Employee Turnover - Religious Belief (Excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.

Permanent Employee Turnover

@ Buddhist © Church of Scotland ® Humanist © None @ Not Disclosed © Other Christian @ Other Religion/Belief @ Roman Catholic
30%

25%
20%
15%

10%

5% I I I '
0% I .

2019 2020 2021 2022

Further Considerations

We recognise that there is a high percentage of ‘not disclosed’ with some of our statistics. Following an exercise to
encourage our employees to update their records, we have seen improvements in the number of employees disclosing
for disability, ethnicity, sexual orientation and religion and belief. We will periodically continue to encourage our
employees to update their records.

Employee Pay Gap Information

Under legislation, we are required to publish our pay gap information for Gender, Disability and Ethnicity.

Our Gender Pay Gap for 2022 is 0.22%; which is our lowest figure since pay gap reporting was introduced, the last four
year trend has seen a steady closing of the mean pay gap from 1.48% in 2019 to 0.22% at the end of December 2022.

Mean Pay Difference (basic hourly rate)

| [ 2019 1 2020 | 2021 | 2022 |
| Female |

16.02 1654 1654  18.03
IEE 1626 1676 1674  18.07

1.48 1.31 1.19 0.22

Difference
(%)

Our Disability Pay Gap for 2022 is 7.44%, which is an increase from 2021 of 3.32% and has increased from a low of
0.88%in 2019. There are potentially a number of reasons for this, including the relatively low percentage of employees
declaring a disability, meaning small changes to the workforce may have a significant impact on the percentage figures.
In part, due to encouraging our employees to update their records, we have seen a slight increase in the percentage
of employees declaring a disability, from 2.2% in 2019 to 3.7% in 2022.
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Our Council has implemented a number of activities to both support employees with a disability and to support
potential candidates into employment; these include an internal employee disability forum, the Equal Supported
Employment programme and the See Me CV programme for people with a disability applying for a Modern
Apprenticeship.

Mean Pay Difference (basic hourly rate)

| 2019 | 2020 | 2021 | 2022

Disabled 15.77 15.62 15.83 16.66
Not

disabled

Difference

(%)

15.91 16.49 16.51 18.00

0.88 5.28 4.12 7.44

Our Ethnicity Pay Gap figure in 2022 was 0.89%, this figure has fluctuated over the last four years, with each alternative
year since 2019, having a positive pay gap in favour of ‘other ethnicity’. Although for 2022 this figure is positive for
employees of a white ethnicity, this is less than 1% of a difference. In part, the recent encouragement for employees
to update their personal records including their ethnic status saw an increase of employees from ‘other ethnicity’ from
63 in 2020 to 93 in 2022.

Mean Pay Difference (basic hourly rate)

| [ 20191 2020 | 2021 | 2022

Othe.r . 16.15 16.38 16.69 17.81
Ethnicity

B 1589 1646 1647  17.97

-1.64 0.49 -1.34 0.89

Difference
(%)

Occupational Segregation
Information

Occupational Segregation is one of the key factors
influencing the gender pay gap. It concerns
aspects of employment that see men and women
being clustered into different occupations. There
are several influences on Occupational
Segregation and these include gender norms and
stereotyping.

Horizontal Segregation: People with certain
protected characteristics being clustered into
certain job types. For women this could be
occupations that are associated with low pay and
fewer opportunities for progression, such as care
work, cleaning, catering and administration work.
In comparison men may be more often found in
occupations that pay higher wages, including the
trades, engineering, or technical work.

There are two main types of Occupational
Segregation, which are considered as ‘Horizontal’
and ‘Vertical’.

Vertical Segregation: Those with particular
protected characteristics may be more likely to be
clustered into certain positions and be more absent
from senior management and executive positions.

Gender (Sex)

The gender split in the Council is 75 — 25% female to male. The highest percentage of ‘female to male’ employees
work in grades 4 - 7 and in teaching (78%). The greatest number of females work in grades 4 -7 or 35% of the total
workforce and 47% of the total female workforce.
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Within the management and senior management grades (11 — 17), as a % of the total female workforce, 4.0% are in
this category, with 6.6% of males as a total of male employees. The percentage split for our Chief Officers is 58%
female to male.

The table below provides an average hourly rate by sex for 2022 and 2020 for comparison. The grades with the biggest
pay gap percentage are 4 — 7 (4.04%), 11 — 17 (3.59%) (management), promoted teacher (3.4%) and Chief Officers
(2.82%). Grades 4 - 7 are where the highest number of female employees are employed and from a ‘horizontal
segregation’ perspective will be where some ‘traditionally’ female oriented roles such as caring and catering roles are
based. Grades where the pay gap favours females include Grades 8 — 10 (-0.05%), other (-0.60%) and teaching staff (-

1.31%).
_mm % variance % variance
(2022) (2020)
ns 136 14 404
20.41 20.47 0.29 -0.05
27.06 27.89 2.98 3.59
_ 11.00 11.26 2.31 -0.60
54.84 57.04 3.86 2.82
26.44 26.10 -1.30 -1.31
35.47 36.20 2.02 3.40
18.03 18.07 0.22 1.31
Ethnicity

For Employees with an ethnicity other than white, it is difficult to discern any trends due to the low numbers of
employees from the other ethnicity category. The ‘Other Ethnicity’/White split for grades 4-7 is 45% for those of an
“Other ethnicity” and 47% white. For grades 8-10 the comparison is 14% other ethnicity compared to 16% white and
for Grades 11 — 17, 3% of employees are other ethnicity compared to 5% white. There are no minority ethnic
employees at Chief Officer level, but the figures don’t indicate any particular trends with the spread of minority ethnic
employees across grades within our Council.

Disability
Similarly, to our employee information for other ethnicity, in relation to employees with a declared disability we have

302 employees or 3.7% of the total workforce with a known disability and 18% not disclosed.

Within the gradings, when comparing the number of disabled employees within each of the categories against the
total disabled figure and the non-disabled against total non-disabled, there are no significant differences.

For Grades 4-7, 45% of those with a disability are employed in this category, compared to 47% non-disabled. For
Grades 8-10, 16% of employees with a disability, compared to 16% non-disabled and for Grade 11 — 17, 5% of
employees with a disability and 5.4% are non-disabled.

I ————————————————————————————
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All public sector organisations are required to set Equality Outcomes every four years. This
report covers the mid-point of the four-yearly Equality Outcome 2021 - 2025 reporting period
and contains information and data covering the calendar years of 2021 and 2022.

National guidance on setting equality outcomes states that they should be proportionate and relevant to the functions
and strategic priorities of the organisations setting them, and that they may include both short and long-term benefits
for people with protected characteristics. Our Equality Outcomes have been developed as short to medium term (one
to four years) and link with both longer term and national outcomes. In addition, we have adopted sub-outcomes and
actions to support the main overarching outcomes.

A number of these equality outcomes link with already existing policies and strategies. This is to help embed the
outcomes in our activities and drive a more focused effort on areas for improvement specifically to improve equality
and reduce inequalities.

Ayrshire Shared Equality Outcomes

The public sector partners of the Ayrshire Equality Partnership agreed to consult on and develop shared outcomes and
actions across Ayrshire. Alongside our Council, partners include East and South Ayrshire Councils, North, East and
South Ayrshire Health and Social Care Partnerships, NHS Ayrshire and Arran, Ayrshire College, Ayrshire Joint Evaluation
Board and the South West Community Justice Authority.

All the organisations involved support the same communities, therefore this coordinated approach to consulting with
our interest groups helps avoid consultation fatigue. Additionally, through sharing resources and expertise during the
consultation and development process and into the implementation phase, this ultimately improves the experiences
of communities through a more consistent approach across the partner agencies.

The development of the shared equality outcomes and actions allow partner agencies to maintain their own individual
organisational accountability for reporting on equality mainstreaming and outcomes, while recognising the shared
work of the partner agencies.

The Ayrshire Shared Overarching Outcomes are as follows.

Outcome 1 Outcome 2

In Ayrshire people In Ayrshire people have the
experience safe and opportunity to access and
inclusive communities shape our public services

Outcome 3 Outcome 4

In Ayrshire people have the In Ayrshire public bodies
opportunity to fulfil their will be inclusive and
potential throughout life diverse employers

The actions supporting each of the four equality outcomes and sub-outcomes are outlined below alongside the pan-
Ayrshire updates.
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Equality Outcomes

Equality Outcome 1 — In Ayrshire people experience safe and inclusive
communities

Sub-Outcome - Through a variety of methods victims, witnesses and partner
agencies feel more confident in reporting hate incidents.

1.1 Key Actions Supporting this Outcome

e Raise Awareness to better understand hate crime.

e  Work with partners to raise awareness of hate crime with community members through a conference.
e Work with partners to increase awareness of third party reporting.

o Develop a Hate Crime awareness course.

Progress

During 2022, members of the Ayrshire Equality Partnership, including our Council came together to organise a Hate
Crime Awareness Conference. The conference took place at Ayrshire College, Kilmarnock on 5 October 2022 with
the overall aim of Empowering Communities in Ayrshire to end Hate Crime.

Dave Scott, Campaign Director Nil by Mouth charity hosted the conference with keynote addresses from Dr Christian
Harrison, Reader in Leadership and Khadjia Mohammed, Senior Lecturer both from the University of the West of
Scotland. The conference also offered workshops for participants to choose from including the ‘1 am me’ charity
(Keep Safe initiative); Scottish Refugee Council; Police Scotland and the Procurator Fiscal Service, Community Justice
Authority and LGBT+ experience. The conference offered opportunities to support learning about hate crime
through the lived experiences of its speakers and the good practice demonstrated across Ayrshire and beyond to
tackle the issues related to hate crime and promote positive solutions.

Over 100 people from various partner agencies, including students from Ayrshire College attended the event, which
evaluated very positively. Following on from the event information on third party reporting was disseminated to
local community groups across Ayrshire. Partners are in discussions to create hate crime awareness training.

Third Party Reporting was highlighted as part of the conference approach and disseminated via partners. As most, if
not all, third party reporting centres were closed during the pandemic, further work will be required during 2023 and
onwards to re-establish centres as third-party reporting venues.
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Equality Outcome 2 — In Ayrshire, people have equal opportunity to access and
shape our public services - Ayrshire Shared Actions

Sub Outcome - Improve engagement with our services and enhance access to
information for marginalised and under-represented groups

2.2 Key Actions supporting this Outcome

e  Work with the Council’s Web Team and Sensory Impairment Team to create a BSL friendly landing page on
our website.

e  Work with our Web Team and our Connected Communities Teams to create a community language landing
page for North Ayrshire residents

e Explore joint approach for the commissioning of BSL Interpretation.

Progress

In addition to the British Sign Language (BSL) Plan landing page and videos in BSL on Council services during the
pandemic, an additional page for BSL was added to our Council’s main website during 2022. This page contains videos
in BSL on various topics such as school holidays, bin collections, contact us, council tax and recycling centres. Since
going live in late 2022, the site has had 150 views and 125 unique user views. We aim to add more BSL videos through
further engagement with the BSL community and Council services.

Due to a number of issues the community language landing page did not progress as planned. However further
discussions have been taken place to find a way forward.

Progress has been made with the partners on agreeing a joint approach to commissioning BSL interpretation services,
with the aim of keeping costs to partner agencies as low as possible. It is hoped this can be launched during 2023.

Equality Outcome 3 - In Ayrshire, people have opportunities to fulfil their
potential throughout life

Sub-Outcome 3A - Our young people, disabled people and women have access to
training and employment.

3.1 Key actions supporting this Outcome

Through the Ayrshire Growth Deal:

e Provide support for unemployed residents, in particular people with disabilities and women, to overcome
health barriers to economic activity.

e To support residents to retain employment by addressing health barriers.

e Support local businesses to access health related supports to improve retention and productivity of their
workforce.

Page 27 of 37


https://www.north-ayrshire.gov.uk/your-community/bsl.aspx
https://www.north-ayrshire.gov.uk/your-community/bsl.aspx

Equality Outcomes

Progress

Working for a Healthy Economy is a large-scale investment, totalling £5million, to deliver occupational health to ensure
that Ayrshire has the requisite workforce to drive economic growth in the future. This project, implemented in May
2021, will serve to widen the labour pool and provide the basis for the maximisation of benefits arising from Ayrshire
Growth Deal capital investments. It will support:

e Unemployed residents overcome health barriers to economic activity.

e Employed residents to retain employment by addressing health barriers.

e Local businesses to access health related supports to improve retention and productivity of their
workforce.

Since its initiation in in May 2021, the Working for a Healthier Economy programme has engaged with 514 unemployed
individuals. Evaluations have shown that 34.6% of people reduced their anxiety levels, 43.3% reduced levels of
depression, 26.5% improved their health and wellbeing and 51 people gained employment. Further work is on-going
to review information being gathered in relation to other protected characteristics, including those with a disability.

Case Study — Working for a Healthy Economy

Anne* is 54 years old and was recently made redundant after many years in the same job. This change has had a
detrimental effect on her wellbeing as she has high levels of anxiety and feels low most of the time. She has
difficulty leaving the house, socialising with friends and placing herself in social environments and three weeks prior
to meeting with someone from Working for a Healthy Economy, had attempted to take her own life. Anne
participated in anxiety management using Cognitive Behavioural Therapy and started seeing friends again socially.
She also took up volunteering as a step towards employment.

(*Name has been changed)

Sub-Outcome 3A: Our young people, disabled people and women have access to
training and employment.

Equal Supported Employment Programme
Our Equal Supported Employment Service provide opportunities for e a
those with disabilities where their academic achievement has been

o . supported employment
prohibitive to their career development. for the disabled community in

NORTH AYRSHIRE
It is accepted that to progress within a chosen career, academic study is

required to progress within a high number of fields. By providing practical experience, it is anticipated that those
with neuro diverse disabilities will have the ability to progress towards fulfilling long term employment.

To support this process practical training via the Royal Horticultural Society Awards scheme (RHSA) provides
participants with a solid certificate of their achievements and work experience in a horticultural environment.

3.2 Key Actions Supporting this Outcome

e To offer candidates the opportunity of paid work experience in the Horticulture industry whilst working
alongside several local organisations creating a Community Garden.

e To provide additional practical training via the Royal Horticultural Society awards scheme which should
result in solid knowledge and experience for future permanent employment within the Horticulture industry.
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Progress

During 2021, the Equal Supported Employment team were successful in setting up a horticultural programme at
Eglinton Park in Irvine. The programme supports small groups of people through paid work experience, to gain the
skills and confidence of working in this type of environment and to build their workplace skills in general. This
resulted in:

e 26 residents attending over three courses, with 16 competing the course and 10 still ongoing at the time of
writing.

e Of the 16 people who have completed the work experience, six have moved into full time employment; four
started volunteering; one progressed to university; two progressed to college and two moved to further
providers for additional support.

e Inrelation to the Royal Horticultural Society award scheme, 10 participants achieved a full pass in the RCHS
modules and an additional seven achieved SQA units in Horticulture.

Key neurodiverse conditions supported include people with Autism, attention-deficit/hyperactivity disorder (ADHD),
learning disability, mental health issues, Cerebral Palsy and partial sightedness.

Positive feedback was received from every person participating in the scheme, with general comments stating that it
was an excellent experience and a positive educational result for everyone involved.

Moving forward, in-work support will continue for all those that are in employment and volunteering, this will
provide continued support for all clients to ensure further career progression.

Case Study 1 — Steven’s Story

Steven* joined Equal shortly after leaving school. He quickly progressed as a Trainee Horticulture Assistant at
Eglinton Garden. His dyslexia had caused him problems throughout his learning and we adapted learning styles to
suit. He worked really hard with his advisor to progress through his training and this ensured that he achieved his
Grow and Learn Certification from the Royal Caledonian Horticultural Society.

During his six months paid work experience Steven became a valuable team member and specialised in using heavier
garden machinery such as a petrol driven strimmer and mower and he began to express an interest in working with
heavy machinery.

An opportunity arose through Kickstart within Bridgend Garage for a trainee and Steven applied for and successfully
gained the job. He was still concerned that his dyslexia would be an obstacle, however his advisor worked with both
him and Bridgend Training staff to ensure a smooth transition into work.

Equal advisors continued to support and ensured that his 6 months went smoothly. Management was trained and
staff awareness sessions were held at the employer’s premises.

After his six-month contract had ended, Steven was taken on full time in a permanent position and has progressed
from being quiet and reserved to become much more confident. Equal continue to work with Steven behind the
scenes and are always on call should the need arise.

(*Name has been changed.)
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Case Study 2 — Nadine’s Story

Nadine* came to EQUAL straight from school and was appointed an advisor right away. During her appointments
with her Advisor, Nadine advised that she was looking for a Modern Apprenticeship in Business Administration as
she had a keen interest in this and possessed strong Microsoft skills she wanted to develop further.

Nadine was confident in applying for a Modern Apprenticeship position with North Ayrshire Council and achieved an
interview pretty quickly. She was successful in gaining a post within the Health and Social Care Partnership. Her
Advisor contacted her new manager to advise of the role that EQUAL could provide. She also arranged for an Access
to Work assessment to be carried out to support Nadine’s disability. During COVID and the restricted return to work
period afterwards Nadine’s new department was not fully manned and teams were struggling to support Nadine at
work every day. Her Advisor attended office three days per week for an initial period of three months to support
with duties and empower Nadine when using systems and scanning of complex files.

Nadine completed her apprenticeship and achieved an SVQ in Office Admin. She became a confident employee and
gained new skills. She has since secured an Office Administrator job within another department within North
Ayrshire Council. Her Advisor continues to support with new office duties including inventory of property and
answering a busy telephone enquiry line and she provides this support one morning per week. Nadine continues to
gain new skills including customer service in her new role. One of her new tasks is the responsibility for petty cash,
however as Nadine does not have any experience using money, her Advisor requested additional support from North
Ayrshire Council’s Community Development Tutor to provide numeracy tutoring. Nadine’s confidence continues to
grow from strength to strength and her Advisor has formed an excellent relationship with her manager keeping in
touch with both on a regular basis. Nadine ‘s Advisor also works closely with Nadine’s parents ensuring that they are
kept informed of all the support being provided to Nadine.

“We were introduced to ' Equal’ through Nadine’s school to offer support in her transition
from school to the workplace. This is a big step for any school leaver but particularly for
someone with Autism like Nadine. Not forgetting that this had been a very uncertain time
and home schooling was now happening.

Equal have been an amazing source of support for not only Nadine but also for us as
parents. They built a relationship with Nadine through video chats and were very focused on
her as an individual. This was then followed on to provide support within the workplace
when Nadine first started her apprenticeship. So valuable for both Nadine and her
workplace. A new environment, learning a brand new job and meeting new people can be
very overwhelming for most and it was a lifeline for Nadine having someone she knew to
offer support.” — Nadine’s Mother.

(*Name has been changed.)
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Sub-Outcome 3B - To continue to embed UNCRC across schools in North Ayrshire
to eliminate discrimination and promote equality of opportunity in our schools
and the wider community

Rights Respecting Schools

The UNICEF UK Rights Respecting Schools Award (RRSA) supports schools across the UK to embed the United Nations
Convention on the Rights of the Child (UNCRC) into their ethos practice and culture. The output from taking this
work forward is that all schools across North Ayrshire would be registered as a Rights Respecting School. This
approach would lead to the embedding of children’s rights across the curriculum and within child protection and
additional support needs practices.

3.3 Key actions supporting this Outcome

e Support the embedding of children’s rights across the curriculum and within Child Protection and Additional
Support Needs practices.

Progress

Over 90% (92%) of schools have embarked on the RRSA journey within North Ayrshire Council. This compares
extremely favourably to the national picture of 68% of all Scottish schools involved in the RRS programme.

A very small percentage have not engaged in the program (8%, four schools) but all continue to promote rights
through their vision values and aims and Additional Support Needs work. Key results include:

e Anincrease in schools achieving Bronze Status - 25% (13 schools) are at Bronze level.

e Anincrease in schools achieving Silver Status - 48% (25 schools) are at Silver Status, an increase of 2 schools
since our 2020 report.*

e Anincrease in Schools achieving Gold Status - 19% (10 schools) are at Gold Status; an increase of 6 schools
since our 2020 report.

*This figure is offset with the increase from four to 10 schools achieving the Gold award.

A high number of schools are approaching reaccreditation, UNICEF charge to submit for reaccreditation, which has
now been made easier due to funding provided by the Scottish Government until 2024.

Children’s Rights and Child Protection and Additional Support Needs

Children and young people’s rights are recognised in line with revised child protection and additional support needs
legislation. All schools in North Ayrshire would recognise these processes and build in the ‘young person’s voice’ in
child protection and additional support needs planning. This is reflected in Article 12 of the UNCRC.

3.4 Key Actions Supporting this Outcome

e Implement the Children and Young People’s voice in Child Protection and Additional Support Needs planning
e Respect for the views of the child (Article 12 of the UNCRC: ‘Children and Young People have the right to
speak up and have their opinions listened to and be taken seriously.’)

Through this aim of capturing and reflecting the ‘young person’s voice’ employees have been engaging with young
people through additional support needs (ASN), child protection and young carers meetings. All teams are aware of
the need to reflect the voice of the child or young person in realisation of Article 12 UNCRC. A variety of voice
gathering tools have been developed through our nurture approach including nurture bricks approach for primary
and a pupil voice template for secondary. These in addition to those tools found in the national practice model.
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Progress

Almost all, 90% plus of children, have their voice recognised in decisions affecting their lives, this is a key measure
around ensuring children have had the chance to input into decisions affecting their lives.

All additional support for learning child and young people plans sampled contain the views of our children and young
people. This process is also reflected in child protection planning for children and young people.

Education continues to work closely with the Health and Social Care Partnership (HSCP) to strengthen this still
further and through revised child protection practice as a result of the Inspection of Children’s Services.

The voice of our children and young people is part of educational policy development through a process of realising
Children’s Rights.

Mentors in Violence Prevention

Mentors in Violence Prevention (MVP) is a peer mentoring programme that gives young people the chance to
explore and challenge the attitudes, beliefs and cultural norms that underpin gender-based violence, bullying and
other forms of violence.

3.5 Key Actions Supporting this Outcome

e Establish the Mentors in Violence Programme in two secondaries, followed by further secondaries.

Progress

From an initial target of two schools participating in the Mentors in Violence Programme (MVP) programme, eight
out of nine secondary schools are now taking part in MVP during 22/23.

Over 60 employees have been trained and over 200 young people in North Ayrshire are MVP mentors delivering
learning to hundreds of young people in our schools. Mentors are developing leadership, exploring violence through
a gendered lens, using a bystander approach, exploring the scope of violent behaviour and challenging victim
blaming.

Employees and mentors are working together to increase communication and to our young people in becoming
active by-standers. Leadership accreditation is being sought in several schools using MVP as evidence of these skills
in action.

Early indications from schools show that mentors are confidently delivering lessons to junior classes. There is a
greater shared understanding of issues related to gender-based violence and bullying. The programme has been
welcomed in all participating schools.

Sub-outcome 3C - Our young LGBT people feel supported and have access to
improved digital platforms and sources of support.
3.6 Key actions supporting this Outcome

e C(Create digital space for our young people who identify as LGBT with support staff to support LGBT and
separate space for trans young people.

e Regular digital support and information sessions with information and guest speakers for both our young
people and parents and carers
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o Connected Communities (Youth) have signed up to achieve the LGBT Silver Charter Mark — which includes
specific LGBT Awareness and Trans Awareness training for all staff.

e Regular Social Media content that shares support and resources for LGBT+ through all our social media
channels — linking into local and national support.

Progress

The Connected Communities Team has submitted evidence to LGBT Youth Scotland for the Silver LGBT Chartermark.
The Chartermark asks organisations to focus on inclusion in relation to LGBT issues and covers aspect of training and
awareness raising and policy and practice within organisations. Planning and facilitation of employee information
sharing twilight sessions have taken place which aims to improve inclusive practice across our Council’s Connected
Communities Team.

As part of the work towards submitting evidence, a group of employees volunteered to provide support to the LGBT
Silver Charter Mark Journey. The group have been meeting quarterly to discuss LGBT support within each of the
North Ayrshire localities and feed this back into an LGBT Action Plan. The group has representatives from each
locality and from the Modern Apprenticeship Programme. They have been instrumental in providing evidence and
support for the LGBT Silver Charter Portfolio

North Ayrshire now has four active LGBTQI Youth group provisions that meet weekly in the Garnock Valley,
Kilwinning, North Coast and Irvine. Members of the group have been proactive in participating in a range of
activities, including,

e Inthe North Coast, 10 Young people ran an LGBT bake sale to make LGBT issues more openly discussed in
the secondary school. Open discussions with campus officers were held to discuss ‘dead naming’ (calling a
transgender person by their birth name after they changed their name due to their gender transition) and
putting pronouns on registration forms.

e In Kilwinning, seven young people worked on an LGBT basic 'introduction to (LGBT) terms' leaflet that will be
displayed in Kilwinning library.

e The Garnock Valley group started in April 2022, with eight regular attendees, and attended the Arran Pride
event in July. Although numbers have reduced since then, work continues to keep the group active.

Our Council continues to support awareness of LGBT History month. A full LGBT campaign was created throughout
February that was pushed out though all of our social media channels. This included national signposting, promotion
of the LGBTQI Youth Group and promotion of Hate Crime Reporting, mental health support and more. Our Council
also supported the first Arran Pride event that took place in July 2022 and will continue to support this event moving
forward.

Sub-outcome 3D - Support the integration of our refugee population into life in
North Ayrshire.

3.7 Key actions supporting this Outcome

e Create refugee-led groups at a local level.

e Enable collective identification of issues and engagement with services.

e Build knowledge and skills for organisational development such as governance, employing staff, asset
transfer and registering as a charity.

e Assess and meet the needs of refugee community members.
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e Facilitate the participation of refugees in forums as well as other activities of local authorities and other
public bodies.

Progress

A refugee lead community group called the Spike Wheat Scots, has been set up and hosts a community hub from
Whitehurst Park community centre in Kilwinning. The group is now a key holder at the premises and the Community
Learning and Development (CLD) new Scots team, other Council services, external organisations and volunteers all
help to support the delivery of the group.

A Ukrainian guest led community group has been set up and hosts a community hub from Cranberrymoss
community centre in Kilwinning and is supported in a similar manner to the Spike Wheat Scots group. The group has
engaged with the Department of Work and Pensions to provide a weekly drop in for Ukrainian guests, supporting
them with employability issues. A programme of activities has been developed, including input from Police Scotland,
information sessions on Halloween and Guy Faulks night and supporting the group with governance.

The CLD team support refugee youth activities including a girls Duke of Edinburgh group, a boys group, girls football,
boys football, SWANS (girls only youth group), and dance group in partnership with Y-Dance and we have one refugee
who was voted in as a member of the Scottish Youth Parliament. Through the Spike Wheats Scots group an adults
football group is now running as well. We are in discussions with the Scottish Football Association and Street Soccer
regarding coaching qualifications and games.

The CLD New Scots team currently has one refugee as a core member of staff. They also have one refugee and three
Ukrainian guests on their sessional employee list.

A language café is hosted monthly that brings together all our New Scots to help them improve their spoken English
and engage with other New Scot learners. In partnership with East and South Ayrshire as part of the Pan Ayrshire
English for Speakers of Other Languages (ESOL) working group we are piloting a language learning platform and
generating content and really promoting independent learning including the ESOL and other organisations including
the Perth, Yemeni community. We are also in the final stages of being able to offer a community interpreting
qualification.

Future work includes a joint bid with ‘Think Outside the Box’ that has been submitted to the National Lottery to work
on a woman’s only project specifically targeting Arabic women.

Equality Outcome 4 — In Ayrshire public bodies will be inclusive and diverse
employers

Sub-Outcome 4A - Our BAME, disabled and LGBT+ employees have safe and
supportive work environments to thrive, and we are seen as an employer of
choice

4.1 Key actions supporting this Outcome

e Explore with colleagues the desire to establish a Black and Minority Ethnic (BAME) employee network either
locally or with employees from South and East Ayrshire Council.

e Following the successful introduction of an Employee Disability Forum, explore with the workforce the desire
to establish an employee LGBT+ staff network.
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Progress

During 2022, colleagues from North, South and East Ayrshire Council areas collaborated on an approach to establish
a Black and Minority Ethnic (BAME) employee forum. The partners felt that due to the relatively low number of
minority ethnic employees across all organisation, (0.83% of total workforce for North Ayrshire in our last report),
creating a combined group across the three Ayrshire Local Authorities would make the group viable.

The main aim of the group was to establish a safe and supportive environment for employees from a BAME
background that would also act as a consultative forum to help inform Council processes. The group has had three
meetings between June — December 2022 and is still in its forming stage. Of the 18 employees involved, three were
Equality Officers from each of the three Council areas, one Human Resource Officer and an EIS Union representative,
both from North Ayrshire. Of the remaining number, 10 employees were from North Ayrshire, two from South
Ayrshire and one from East Ayrshire. At the second meeting a chairperson was nominated from within the group
and draft Terms of Reference were considered. General feedback was that the Terms of Reference required further
work to make them more focused on the needs of the group and a group member agreed to do some further
research which will be progressed during 2023.

The establishment of an LGBT+ forum has been delayed until 2023/24 to ensure the BAME forum is well established.

4.2 Key Actions Supporting this Outcome

This action is around recognising the benefits of a more diverse and inclusive organisational culture and determining
how and where we advertise our vacancies to ensure best coverage and access to everyone within our communities.

The key action is:

e Contact specialist organisations to seek opportunities to advertise our vacancies to a more diverse range of
candidates.

Progress

Vacancies for positions within the Council are advertised through the MylobScotland website, which is the national
shared recruitment portal for Scotland’s 32 local authorities, the Scottish Fire and Rescue Service and Further and
Higher Education Institutes. Although this is generally an accessible platform, concerns have been raised nationally
at groups such as the Scottish Council Equality Network that some individuals across Scotland might not be aware of
or necessarily have the required skills to apply for a position using this platform.

To help expand the promotion of Council vacancies to as wide an audience as possible, our North Ayrshire Council
vacancy portal is now promoted on the Care and Support North Ayrshire (CARENA) site. The CARENA site provides a
range of information on accessing care services, community groups, employability and self-directed support. This is
in addition to promotion through social medic platforms such as Linked in and Facebook.

Our Employability team liaises with specialist partners such as CEIS Ayrshire, who are an organisation that focus on
creating a more inclusive economy and support individuals, communities, businesses and prospective candidates
throughout North Ayrshire and across Scotland.

Information provided by our Council Resources team show a spread of applicants across various platforms (Table 1
below), however by far the highest number of applications was directly via the MylobScotland Portal. This is not
unexpected, as it is the main platform for the public sector. Further work will be carried out to determine if
information can be gathered by protected characteristic by platform to determine if there are any trends in how
people are seeking a position within our Council. Although the table below highlights where people are viewing
adverts, these will direct the applicant to the MylobScotland portal, where they will be required to go through the
form on the portal; for some applicants, completing the form itself may be challenging and wider support
mechanisms on the completion of the form may be a future consideration for public sector organisations.
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Table 1 Number of Applicants per platform (snapshot Q3 2022)

Source July August Sept Total

0 1 3 4
12 44 21 77
1 9 8 28
MyJobScotland

834 1913 1623 4370
0 1 1 2
(Poster [NV 2 1 3
0 1 0 1
4 1 3 8
115 276 208 599
[other = [EB 132 111 299
1032 2380 1979 5391

Equality Sub-Outcome 4B - Enhanced opportunities for people with
communication difficulties to fully express their skills, personality and ability as
part of the application process for employment and skills development
programmes.

Key Actions Supporting this Outcome

e Pilot the See Me CV initiative with Modern Apprentice roles and review to potentially open across the
Council for all disabled individuals.

e Following successful pilot of the See Me CV Scheme we will consider the longer term roll out of the
programme.

Progress

The See Me CV process was initially set up through the Equal Supported Employment programme in order for clients
with disabilities to show their capabilities, skills and a flavour of their personality behind the CV that would hopefully
see employers invite them to interview. This online process would support the written CV, especially for people who
are not always confident about expressing themselves on paper.

The See Me CV Programme was introduced to our Council in 2022 and has become a permanent feature of the
Modern Apprentice Programme. It also provides recruiting managers a flavour of the applicant’s personality. There
continues to be steady uptake on the See Me CV where applicants feel this alternative route would be helpful.

In support of this programme, all Recruiting Managers are fully briefed on the programme and how this should be
implemented in practice. In addition, guidance is available for all candidates on what is required and where to
access supports if needed.
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Equality Sub-Outcome 4C - Our understanding of race employment issues is
improved to ensure we maintain robust employment practices

Key Actions Supporting this Outcome

e Review of recruitment procedures to adopt an anonymised statement process prior to interview.
e Review the ‘My Connections’ videos for diversity content.

e Encourage North Ayrshire Council employees to update their personal HR records.

e Carry out an organisational assessment of race and racism.

e Review our Equality training around Race in conjunction with Scottish Government Guidelines.

Progress

Current recruitment procedures through the MylobScotland portal mean that interview panels do not get to see any
personal demographic information of the applicant and only the information directly on the application form,
including the applicant’s name is visible. COSLA who own the MyJobScotland portal, are aiming to create a feature
within the process that would allow the application to remain completely anonymous.

The ‘My connections’ videos are short videos of our employees explaining their views on working for our Council.
These have been reviewed with some updates to try and reflect more of the diversity of our workforce. A video of
our Sensory Impairment Manager, who is registered blind, has been loaded onto the Council’s MylobScotland portal.
Further work is required to continue to encourage other employees from diverse backgrounds to share their
experience of working for our Council. This will continue into 2023/24.

The Human Resources team carried out an exercise to encourage employees who had not updated their personal
records to do so on our systems. During Autumn/Winter 2021, 900 employees were asked to complete an Equal
Opportunities Survey, encouraging them to update their ethnicity and disability status on the HR records system.
The communication explained the importance of holding accurate employee data and ensured employees are fully
aware of the requirements as to why the Council holds this data. The survey was positively received, with 350
employees updating their records. This increase in employees updating their records led to a fall in the % not
disclosing, in turn this provides more confidence when analysing the data. It was agreed that this exercise would be
repeated every two years and other protected characteristics would be considered.

In 2022, the Ayrshire Equality Partnership commissioned the Coalition for Ethnic Minority Voluntary Organisations
(CEMVO) to deliver Cultural Awareness training for the partners. The training covered national and local statistics
for ethnic minority groups, concepts such as unconscious bias, institutional racism and engaging with ethnic minority
communities. Following the training the partners are considering an approach to develop in-house awareness
training and also reflect shared knowledge and training following a wider scoping exercise carried out by the Scottish
Council Equality Network.
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North Ayrshire Council - Employee Turnover - Disability

(Excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.

Total Employee Turnover
® Disabled

Not Disabled @ Not Disclosed

15%

12.11%

10%

8.02%

4.86%
5%
2019 2020 2021 2022
Year
Permanent Employee Turnover
@ Disabled @ Not Disabled @ Not Disclosed
10.05%
10%
8.20%
7.64%
6.89%
5%
4.60%
1.68%
0%
2019 2020 2021 2022
Year
Temporary Employee Turnover
@ Disabled @ Not Disabled @ Not Disclosed
30%
27.12%
20.10%
20%
17.08%
17.50%
10.80%
12.75%
10%
6.75
7.50% 8.01%
2019 2020 2021 2022

Year

Year Disabled Not Disabled Not Disclosed
V'S

2019 8.02% 4.86% 6.25%
2020 8.92% 5.63% 5.00%
2021 7.98% 6.59% 9.23%
2022 | 12.11% 8.28% 8.71%
Year Disabled Not Disabled Not Disclosed
V'S

2019 8.20% 4.60% 411%
2020 7.20% 4.86% 4.19%
2021 1.68% 5.30% 7.05%
2022 | 10.05% 7.64% 6.89%
Year Disabled Not Disabled Not Disclosed
V'S

2019 7.50% 6.76% 17.08%
2020 | 15.63% 10.80% 8.01%
2021 27.12% 14.76% 16.29%
2022 | 17.50% 12.75% 20.10%





North Ayrshire Council - Training - Disability

Employee Training as Percentage of Characteristic (Excluding Modern Apprentices and Skillseekers)

Total Employee Training

Details 2019 2020 2021 2022
@ Disabled @ Not Disabled @ Not Disclosed Disabled 69.14% 4076% 44.96% 53.29%
70% Not Disabled | 47.30% 38.72% 44.50% 52.30%
69.1 Not Disclosed | 44.57% 40.35% 42.18% 48.21%
60%
53.29%
50% 47 30% 52.30%
44.57% ‘M%
“18%
40% T
40.76%
38.72%
2019 2020 2021 2022
Year
Permanent Employee Training Details 2019 2020 2021 2022
V'S
@ Disabled @ Not Disabled @ Not Disclosed Disabled 76.23% 43.20% 49.16% 60.29%
80% Not Disabled | 47.60% 39.78% 45.24% 56.15%
Not Disclosed | 45.15% 40.19% 44.53% 50.98%
76.2
60.29%
60% 5%
50.98%
47.60%
20% 45.15% eree
39.78%
2019 2020 2021 2022
Year
Temporary Employee Training Details 2019 2020 2021 2022
@® Disabled @ Not Disabled @ Not Disclosed Disabled 47.50% 31.25% 32.20% 35.00%
50% 47 50% Not Disabled | 45.04% 31.58% 39.76% 25.13%
'O ’ Not Disclosed | 41.67% 40.95% 34.57% 30.88%
45.08%
41.67% 40.95%
39.76%
40%
35.00%
1.58%
30% 31.25% 30.88%
25.13%
2019 2020 2021 2022

Year





North Ayrshire Council - Distribution Across Grade - Disability

Headcount
Year Disabled Not Disabled Not disclosed Total
V'S

2019 166 5901 1479 7546
2020 165 5796 1614 7575
2021 247 6218 1488 7953
2022 302 6447 1487 8236

Headcount by Grade

Iear Disabled Not Disabled Not disclosed
2019
Total 166 5901 1479
Grades 1 -3 16 1
Grades 4 - 7 71 2790 584
Grades 8 - 10 36 911 164
Grades 11-17 6 320 32
Chief Officer 15 3
Teacher 20 759 481
Promoted Teacher 8 299 72
Other 25 791 142
2020
Total 165 5796 1614
Grades 1 -3 8
Grades 4 -7 77 2771 694
Grades 8 - 10 30 895 156
Grades 11-17 5 310 40
Chief Officer 15 3
Teacher 21 753 498
Promoted Teacher 5 294 76
Other 27 750 147
2021
Total 247 6218 1488
Grades 1-3 0 0 0
Grades 4 -7 115 2960 652
Grades 8 - 10 46 990 114
Grades 11-17 10 335 27
Chief Officer 19 1
Teacher 30 849 462
Promoted Teacher 4 299 76
Other 42 766 156
2022
Total 302 6447 1487
Grades 1-3 0 0 0
Grades 4 -7 136 3043 708
Grades 8 - 10 54 1023 117
Grades 11-17 10 348 27
Chief Officer 18 1
Teacher 40 880 406
Promoted Teacher 4 292 74
Other 58 843 154






North Ayrshire Council - Employee Turnover - Disability

(Excluding Modern Apprentices and Skillseekers)

Year Disabled Not Disabled Not Disclosed Total
2019
Permanent Headcount 122 5113 1216 6451
Permanent Leavers 10 235 50 295
Temporary Headcount 40 695 240 975
Temporary Leavers 3 47 41 91
Total Headcount 162 5808 1456 7426
Total Leavers 13 282 91 386
2020
Permanent Headcount 125 5000 1264 6389
Permanent Leavers 9 243 53 305
Temporary Headcount 32 741 337 1110
Temporary Leavers 5 80 27 112
Total Headcount 157 5741 1601 7499
Total Leavers 14 323 80 417
2021
Permanent Headcount 179 5320 1134 6633
Permanent Leavers 3 282 80 365
Temporary Headcount 59 840 350 1249
Temporary Leavers 16 124 57 197
Total Headcount 238 6160 1484 7882
Total Leavers 19 406 137 562
2022
Permanent Headcount 209 5587 1277 7073
Permanent Leavers 21 427 88 536
Temporary Headcount 80 792 204 1076
Temporary Leavers 14 101 41 156
Total Headcount 289 6379 1481 8149
Total Leavers 35 528 129 692






North Ayrshire Council - Recruitment and Training - Disability
Recruitment

Year Disabled Not Disabled Not disclosed Total
2019
Applications 349 6084 206 6639
Not yet decided 20 613 12 645
Interviewed 158 2176 127 2461
Not Interviewed 171 3295 67 3533
New start 15 432 152 599
2020
Applications 300 5166 398 5864
Not yet decided 34 779 90 903
Interviewed 58 836 219 1113
Not Interviewed 208 3551 89 3848
New start 19 318 221 558
2021
Applications 218 6109 970 7297
Not yet decided 0 0 0 0
Interviewed 66 1788 673 2527
Not Interviewed 152 4321 297 4770
New start 54 511 251 816
2022
Applications 260 6263 1128 7651
Not yet decided 12 433 31 476
Interviewed 82 1635 949 2666
Not Interviewed 166 4195 148 4509
New start 164 676 77 917

Training (excluding Modern Apprentices and Skillseekers)

Year Disabled Not Disabled Not Disclosed Total
2019
Permanent Headcount 122 5113 1216 6451
Permanent Training 93 2434 549 3076
Temporary Headcount 40 695 240 975
Temporary Training 19 313 100 432
2020
Permanent Headcount 125 5000 1264 6389
Permanent Training 54 1989 508 2551
Temporary Headcount 32 741 337 1110
Temporary Training 10 234 138 382
2021
Permanent Headcount 179 5320 1134 6633
Permanent Training 88 2407 505 3000
Temporary Headcount 59 840 350 1249
Temporary Training 19 334 121 474
2022
Permanent Headcount 209 5587 1277 7073
Permanent Training 126 3137 651 3914
Temporary Headcount 80 792 204 1076
Temporary Training 28 199 63 290






Education - Employee Turnover - Disability

(Excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.

Total Employee Turnover

@ Disabled @ Not Disabled @ Not Disclosed

15%

10%

Details 2019 2020 2021 2022
V'S

Disabled 6.00% 7.55% 6.19% 12.50%
Not Disabled | 5.38% 595% 6.48% 7.38%
12509, Not Disclosed | 5.54% 5.73% 8.11% 8.73%

~ 5% 8.11%
. (o]
o 6.48M
. 5.95% ;
5% 6.00% 5.73% 6.19%
2019 2020 2021
Year

Permanent Employee Turnover

@ Disabled @ Not Disabled @ Not Disclosed

10%

5.13%
5% 4.27%
4.9%%
3.03%
2019 2020 2021

Year

Temporary Employee Turnover

@ Disabled @ Not Disabled @ Not Disclosed
30%

20%

15.38%

10.95%
12.90%

10% 9. 11.76%
9.09%
2019 2020 2021

Year

8.73%

7.38%

2022
Details 2019 2020 2021 2022
Disabled 5.13% 5.00% 3.03% 10.84%

10.84% Not Disabled | 4.91% 5.19% 4.65% 6.64%
Not Disclosed | 4.27% 4.19% 4.75% 5.96%

6.64%
5:96%

2022

Details 2019 2020 2021 2022
PN

Disabled 9.09% 1538% 12.90% 16.22%
Not Disabled 9.05% 11.07% 16.78% 11.78%
Not Disclosed | 10.95% 11.76% 18.14% 25.93%

25.93%

16.22%

11.78%

2022





Education - Training - Disability

Employee Training as Percentage of Characteristic (Excluding Modern Apprentices and Skillseekers)

Total Employee Training

Details 2019 2020 2021 2022
@ Disabled @ Not Disabled @ Not Disclosed =
Disabled 52.00% 35.85% 30.93% 35.00%
52 00% Not Disabled | 43.28% 35.12% 33.86% 40.44%
Not Disclosed | 39.47% 34.93% 30.47% 36.97%
50%
43.28%
. 40.44%
40% 39.47%
36.97%
0%
30% -
2019 2020 2021 2022
Year
Permanent Employee Training Details 2019 2020 2021 2022
@ Disabled @ Not Disabled @ Not Disclosed Not Disclosed | 41.71% 38.69% 34.26% 39.20%
Not Disabled | 44.61% 35.98% 34.75% 42.69%
5128% Disabled 51.28% 40.00% 31.82% 39.76%
50%
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41.71% 42.69%
39.76%
40%
35.989 39.20%
30%
2019 2020 2021 2022
o Year
Temporary Employee Training
Details 2019 2020 2021 2022
@ Disabled @ Not Disabled @ Not Disclosed hd
0 Not Disclosed | 29.93% 20.26% 19.12% 23.15%
’ 54.55% Not Disabled | 32.92% 29.29% 28.80% 27.11%
Disabled 5455% 23.08% 29.03% 24.32%

40%
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O,
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Education - Employee Turnover - Disability

(Excluding Modern Apprentices and Skillseekers)

Year Disabled Not Disabled Not Disclosed Total
2019
Permanent Headcount 39 1894 585 2518
Permanent Leavers 2 93 25 120
Temporary Headcount 11 243 137 391
Temporary Leavers 1 22 15 38
Total Headcount 50 2137 722 2909
Total Leavers 3 115 40 158
2020
Permanent Headcount 40 1887 597 2524
Permanent Leavers 2 98 25 125
Temporary Headcount 13 280 153 446
Temporary Leavers 2 31 18 51
Total Headcount 53 2167 750 2970
Total Leavers 4 129 43 176
2021
Permanent Headcount 66 2492 610 3168
Permanent Leavers 2 116 29 147
Temporary Headcount 31 441 204 676
Temporary Leavers 4 74 37 115
Total Headcount 97 2933 814 3844
Total Leavers 6 190 66 262
2022
Permanent Headcount 83 2666 671 3420
Permanent Leavers 9 177 40 226
Temporary Headcount 37 450 108 595
Temporary Leavers 6 53 28 87
Total Headcount 120 3116 779 4015
Total Leavers 15 230 68 313






Education - Training - Disability

(Excluding Modern Apprentices and Skillseekers)

Training
Year Disabled Not Disabled Not Disclosed Total
2019
Permanent Headcount 39 1894 585 2518
Permanent Training 20 845 244 1109
Temporary Headcount 11 243 137 391
Temporary Training 6 80 41 127
2020
Permanent Headcount 40 1887 597 2524
Permanent Training 16 679 231 926
Temporary Headcount 13 280 153 446
Temporary Training 3 82 31 116
2021
Permanent Headcount 66 2492 610 3168
Permanent Training 21 866 209 1096
Temporary Headcount 31 441 204 676
Temporary Training 9 127 39 175
2022
Permanent Headcount 83 2666 671 3420
Permanent Training 33 1138 263 1434
Temporary Headcount 37 450 108 595
Temporary Training 9 122 25 156






North Ayrshire Council - Employee Turnover - Ethnicity

(Excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.

Total Employee Turnover

@ Not Disclosed = Other Ethnicity @ White

10.53%
9.40%

10% 9.84%
(o)

8%

6%

4.92%
4%
2019 2020 2021

Year

Permanent Employee Turnover

@ Not Disclosed  Other Ethnicity @White
10%

8%

2022

10.00%

7.73%

6%

O,
465% 4.89%
424%
3.86% 7
O,
4% 420% 4.26%
2019 2020 2021 2022
Year
Temporary Employee Turnover
@ Not Disclosed © Other Ethnicity @White
30% 33.33% 28.57%
23.53%
0 19.00%
20% 16.72% . =
10.78% 15.27% .
10% 8.05% 13.68%
(o)
6.46% 7.67%
4.76%
0%
2019 2020 2021 2022

Year

Year Not Disclosed Other Ethnicity White
2019 4.92% 9.38% 4.87%
2020 5.04% 9.84% 5.64%
2021 9.40% 10.53% 6.65%
2022 8.49% 8.79% 8.49%
Year Not Disclosed Other Ethnicity White
V'S

2019 4.20% 3.85% 4.65%
2020 4.24% 4.26% 4.89%
2021 6.79% 6.78% 5.27%
2022 6.63% 10.00% 7.73%
Year Not Disclosed Other Ethnicity White
2019 8.05% 3333% 6.46%
2020 7.67% 28.57% 10.78%
2021 16.72% 23.53% 15.27%
2022 19.00% 476% 13.68%





North Ayrshire Council - Training - Ethnicity

Employee Training as Percentage of Characteristic (Excluding Modern Apprentices and Skillseekers)

Total Employee Training

@ Not Disclosed = Other Ethnicity @ White
60%

52.78%

50%

40%

40.%5%
38.70%

2019 2020 2021
Year

Permanent Employee Training

@ Not Disclosed  Other Ethnicity @White

60%

55.08%
53.38%
51.06% 50.85%
50%
50.00% 45.75%
40%
40.13%
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57.14%

53.58%

2022

61.43%
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2022

70%
66.67%

60%

50%
42.86%

40%
36+ 0%
3/.31%

30%

2019 2020 2021 2022

Year

Details 2019 2020 2021 2022

Not Disclosed | 52.78% 40.43% 42.91% 49.36%
Other Ethnicity | 53.13% 49.18% 47.37% 57.14%

White 5231% 38.70% 44.26% 53.58%
Details 2019 2020 2021 2022
S

Not Disclosed | 55.08% 40.13% 45.75% 51.81%
Other Ethnicity | 50.00% 51.06% 50.85% 61.43%
White 53.38% 39.79% 45.08% 55.94%

Details 2019 2020 2021 2022

Not Disclosed | 42.80% 41.41% 34.93% 35.50%
Other Ethnicity | 66.67% 42.86% 35.29% 42.86%
White 4443% 31.30% 39.13% 37.31%





North Ayrshire Council - Distribution Across Grade - Ethnicity

Headcount
Year Not disclosed Other White Total
V'S

2019 1282 66 6198 7546
2020 1423 63 6089 7575
2021 1281 78 6594 7953
2022 1337 93 6806 8236

Headcount by Grade

Iear Not disclosed Other White
2019
Total 1282 66 6198
Grades 1 -3 1 16
Grades 4 - 7 486 28 2931
Grades 8 - 10 141 16 954
Grades 11-17 23 3 332
Chief Officer 3 15
Teacher 458 10 792
Promoted Teacher 61 2 316
Other 109 7 842
2020
Total 1423 63 6089
Grades 1 -3 8
Grades 4 - 7 598 29 2915
Grades 8 - 10 137 10 934
Grades 11-17 27 4 324
Chief Officer 3 15
Teacher 477 12 783
Promoted Teacher 63 312
Other 118 8 798
2021
Total 1281 78 6594
Grades 1-3 0 0 0
Grades 4 -7 549 34 3144
Grades 8 - 10 88 12 1050
Grades 11-17 12 4 356
Chief Officer 1 19
Teacher 444 15 882
Promoted Teacher 63 1 315
Other 124 12 828
2022
Total 1337 93 6806
Grades 1-3 0 0 0
Grades 4 -7 647 42 3198
Grades 8 - 10 91 13 1090
Grades 11-17 13 3 369
Chief Officer 1 18
Teacher 391 18 917
Promoted Teacher 59 1 310
Other 135 16 904






North Ayrshire Council - Employee Turnover - Ethnicity

(Excluding Modern Apprentices and Skillseekers)

Year Not Disclosed Other Ethnicity White Total
2019
Permanent Headcount 1024 52 5375 6451
Permanent Leavers 43 2 250 295
Temporary Headcount 236 12 727 975
Temporary Leavers 19 4 47 70
Total Headcount 1260 64 6102 7426
Total Leavers 62 6 297 365
2020
Permanent Headcount 1084 47 5258 6389
Permanent Leavers 46 2 257 305
Temporary Headcount 326 14 770 1110
Temporary Leavers 25 4 83 112
Total Headcount 1410 61 6028 7499
Total Leavers 71 6 340 417
2021
Permanent Headcount 942 59 5632 6633
Permanent Leavers 64 4 297 365
Temporary Headcount 335 17 897 1249
Temporary Leavers 56 4 137 197
Total Headcount 1277 76 6529 7882
Total Leavers 120 8 434 562
2022
Permanent Headcount 1131 70 5872 7073
Permanent Leavers 75 7 454 536
Temporary Headcount 200 21 855 1076
Temporary Leavers 38 1 117 156
Total Headcount 1331 91 6727 8149
Total Leavers 113 8 571 692






North Ayrshire Council - Recruitment and Training - Ethnicity

Recruitment

Year Not disclosed Other Ethnicity White Total
2019
Applications 193 145 6301 6639
Not yet decided 11 8 626 645
Interviewed 122 50 2289 2461
Not Interviewed 60 87 3386 3533
New start 147 9 443 599
2020
Applications 425 165 5274 5864
Not yet decided 86 24 793 903
Interviewed 232 15 866 1113
Not Interviewed 107 126 3615 3848
New start 216 10 332 558
2021
Applications 976 222 6099 7297
Not yet decided 0 0 0 0
Interviewed 671 39 1817 2527
Not Interviewed 305 183 4282 4770
New start 240 10 566 816
2022
Applications 1113 343 6195 7651
Not yet decided 28 23 425 476
Interviewed 946 38 1682 2666
Not Interviewed 139 282 4088 4509
New start 201 24 692 917
Training
Year Not Disclosed Other Ethnicity White Total
2019
Permanent Headcount 1024 52 5375 6451
Permanent Training 564 26 2869 3459
Temporary Headcount 236 12 727 975
Temporary Training 101 8 323 432
2020
Permanent Headcount 1084 47 5258 6389
Permanent Training 435 24 2092 2551
Temporary Headcount 326 14 770 1110
Temporary Training 135 6 241 382
2021
Permanent Headcount 942 59 5632 6633
Permanent Training 431 30 2539 3000
Temporary Headcount 335 17 897 1249
Temporary Training 117 6 351 474
2022
Permanent Headcount 1131 70 5872 7073
Permanent Training 586 43 3285 3914
Temporary Headcount 200 21 855 1076
Temporary Training 71 9 319 399






Education - Employee Turnover - Ethnicity

(Excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.

Total Employee Turnover

@® Not Disclosed

9%

8%

7%

6%

5%

5.49%
5.

Other Ethnicity @ White

(e}
5.08%¢
2019

5.26%

2020

Permanent Employee Turnover

@® Not Disclosed

7%

6%

5%

4%

Year

Other Ethnicity @ White

5.30%
503%

3.89% 3.78%
2019 2020

Temporary Employee Turnover

@® Not Disclosed

30%

20%

10%

20.00%

20.00%

2020

Year

Other Ethnicity @ White

Year

2021

4.75%

4.119

3.85%
2021

2022

6.77%

5.85%

/%

2022

24.76%

19.19/

.00%

16.07%

2021

2022

Details 2019 2020 2021 2022
v

White 549% 6.12% 6.48% 7.61%
Other Ethnicity | 5.00% 5.26% 6.45% 7.14%
Not Disclosed | 5.23% 5.31% 8.32% 8.75%

Details 2019 2020 2021 2022
Not Disclosed | 3.89% 3.78% 4.11% 5.85%
Other Ethnicity 3.85% 6.06%
White 5.03% 530% 4.75% 6.77%
Details 2019 2020 2021 2022
V'S

Not Disclosed | 10.29% 10.74% 19.19% 24.76%
Other Ethnicity | 20.00% 20.00% 20.00% 11.11%
White 9.20% 11.64% 16.07% 12.47%





Education - Training - Ethnicity

Employee Training as Percentage of Characteristic (Excluding Modern Apprentices and Skillseekers)

Total Employee Trainin
pioy g Details 2019 2020 2021 2022

PN

@ Not Disclosed = Other Ethnicity @ White -
Not Disclosed | 39.08% 34.51% 30.32% 36.59%

45% Other Ethnicity | 40.00% 26.32% 35.48% 35.71%
43,500 White 43.50% 35.33% 33.67% 40.28%
' 40.28%
40% 39.08%
40.
36.59%
P
35% 3571%
33.67%
30%
30.32%
26.32%
25%
2019 2020 2021 2022
Year
Permanent Employee Training Details 2019 2020 2021 2022
@ Not Disclosed  Other Ethnicity @ White White 44.75% 36.24% 34.66% 42.52%
459% Other Ethnicity | 40.00% 28.57% 34.62% 42.42%
4. 4242% Not Disclosed | 41.44% 38.56% 34.25% 39.07%
41.44%
40% 38.56% 39.07%
35% ' A66%
34.25%
30%
28.57%
25%
2019 2020 2021 2022
o Year
Temporary Employee Training
Details 2019 2020 2021 2022
@ Not Disclosed © Other Ethnicity @ White hd
400, White 33.60% 29.11% 28.12% 27.23%
° 40.00% 46.00% Other Ethnicity | 40.00% 20.00% 40.00% 11.11%
33.60% Not Disclosed | 30.15% 20.13% 20.20% 22.86%
30~15%\
. 29.11% .
30% 28:12% 57539
22.86%
.00% 20.20%//
20%
20.13%
11.11%
10%
2019 2020 2021 2022

Year





Education - Employee Turnover - Ethnicity

(Excluding Modern Apprentices and Skillseekers)

Year Not Disclosed Other Ethnicity White Total
2019
Permanent Headcount 514 15 1989 2518
Permanent Leavers 20 0 100 120
Temporary Headcount 136 5 250 391
Temporary Leavers 14 1 23 38
Total Headcount 650 20 2239 2909
Total Leavers 34 1 123 158
2020
Permanent Headcount 529 14 1981 2524
Permanent Leavers 20 0 105 125
Temporary Headcount 149 5 292 446
Temporary Leavers 16 1 34 51
Total Headcount 678 19 2273 2970
Total Leavers 36 1 139 176
2021
Permanent Headcount 511 26 2631 3168
Permanent Leavers 21 1 125 147
Temporary Headcount 198 5 473 676
Temporary Leavers 38 1 76 115
Total Headcount 709 31 3104 3844
Total Leavers 59 2 201 262
2022
Permanent Headcount 581 33 2806 3420
Permanent Leavers 34 2 190 226
Temporary Headcount 105 9 481 595
Temporary Leavers 26 1 60 87
Total Headcount 686 42 3287 4015
Total Leavers 60 3 250 313






Education - Training - Ethnicity

(Excluding Modern Apprentices and Skillseekers)

Training
Year Not Disclosed Other Ethnicity White Total
2019
Permanent Headcount 514 15 1989 2518
Permanent Training 213 6 890 1109
Temporary Headcount 136 5 250 391
Temporary Training 41 2 84 127
2020
Permanent Headcount 529 14 1981 2524
Permanent Training 204 4 718 926
Temporary Headcount 149 5 292 446
Temporary Training 30 1 85 116
2021
Permanent Headcount 511 26 2631 3168
Permanent Training 175 9 912 1096
Temporary Headcount 198 5 473 676
Temporary Training 40 2 133 175
2022
Permanent Headcount 581 33 2806 3420
Permanent Training 227 14 1193 1434
Temporary Headcount 105 9 481 595
Temporary Training 24 1 131 156






North Ayrshire Council - Distribution Across Grade - Age

rear <20 20-24 25-29 30-34 35-39 40-44 45-49 50-54 55-59 60-64 65-69 70+ Unknown Total
2019

Total 113 355 632 679 778 835 996 1178 1123 663 156 32 6 7546
Grades 1 -3 2 1 2 1 1 3 3 1 1 2 17
Grades 4 -7 34 188 272 264 285 353 440 578 573 360 90 8 3445
Grades 8 - 10 9 89 110 121 143 171 208 167 71 19 3 1111
Grades 11-17 8 13 47 45 82 76 52 29 6 358
Chief Officer 2 3 2 5 5 1 18
Teacher 82 203 190 188 151 139 112 121 61 13 1260
Promoted 9 40 69 73 69 49 48 22 379
Teacher

Other 79 74 50 60 65 66 90 147 156 119 27 19 6 958
2020

Total 117 404 663 715 826 869 1001 1198 1076 569 99 25 13 7575
Grades 1 -3 1 1 1 1 1 1 2 8
Grades 4 -7 52 226 285 290 313 380 454 610 546 325 55 6 3542
Grades 8 - 10 14 92 111 121 140 167 201 161 60 11 3 1081
Grades 11-17 10 16 52 48 77 77 50 21 4 355
Chief Officer 2 2 2 6 5 1 18
Teacher 106 208 197 192 152 140 111 113 40 12 1 1272
Promoted 1 12 40 77 77 65 49 41 13 375
Teacher

Other 65 56 56 61 68 69 96 143 159 109 16 13 13 924
2021

Total 77 366 674 782 844 930 932 1180 1227 691 217 33 0 7953
Grades 1 -3 0 0 0 0 0 0 0 0 0 0 0 0 0
Grades 4 -7 14 218 316 317 318 395 410 601 631 372 120 15 3727
Grades 8 - 10 17 71 127 132 146 162 187 186 101 18 3 1150
Grades 11-17 5 18 42 61 65 83 66 22 10 372
Chief Officer 1 2 5 5 4 3 20
Teacher 72 220 204 212 176 148 124 105 65 13 2 1341
Promoted 6 43 72 73 67 59 42 16 1 379
Teacher

Other 63 59 56 73 67 77 75 121 193 112 55 13 964
2022

Total 92 360 676 849 856 978 967 1175 1244 764 240 35 0 8236
Grades 1 -3 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Grades 4 -7 13 218 307 367 337 412 420 596 652 412 138 15 3887
Grades 8 - 10 22 70 124 127 156 158 209 188 112 23 5 1194
Grades 11-17 6 21 36 65 77 76 71 23 10 385
Chief Officer 1 1 3 7 4 3 19
Teacher 44 223 213 212 178 150 122 110 61 11 2 1326
Promoted 7 31 71 79 65 57 39 19 2 370
Teacher

Other 79 76 63 93 72 87 94 108 180 134 56 13 1055






North Ayrshire Council - Employee Turnover - Age (Excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.

Total Employee Turnover

@< 20 ®20-24 ©25-29 @30-34 © 35-39 @40-44 @45-49 ©50-54 @55-59 ©60-64 ®65-69 @70+
40%

30%
20%

10% L I i h I h
0% i L - -

2019 2020 2021 2022
Year

Year <20 20-24  25-29 30-34 35-39 40-44 45-49 50-54 55-59 60-64 65-69 70+

2019 | 10.26% 7.76% 4.45% 3.85% 3.47% 287% 3.71% 3.48% 4.90% 1041% 16.03% 12.50%
2020 | 7.94% 831% 5.14% 4.34% 3.88% 3.80% 4.10% 4.26% 520% 12.65% 2525% 16.00%
2021 | 20.00% 12.89% 9.52% 8.31% 6.16% 4.19% 3.76% 4.58% 4.97% 10.85% 26.73% 27.27%
2022 | 16.67% 10.09% 9.23% 8.83% 6.43% 5.42% 507% 5.88% 733% 13.87% 36.67% 11.43%





North Ayrshire Council - Employee Turnover - Age (Excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.

Permanent Employee Turnover

@< 20 ®20-24 ©25-29 @30-34 © 35-39 @40-44 @45-49 ©50-54 @55-59 ©60-64 ®65-69 @70+
40%

30%
20%
10%

i-.-ll hd‘ h.nlI | 1al

2019 2020 2021 2022
Year
Year <20 20-24 25-29 30-34 35-39 40-44 45-49 50-54 55-59 60-64 65-69 70+

V'S

2019 | 455% 6.82% 3.86% 3.17% 2.52% 2.44% 3.53% 3.34% 4.73% 10.60% 17.36% 13.33%
2020 | 2.78% 5.91% 3.69% 3.24% 230% 2.64% 3.67% 3.78% 5.18% 12.40% 27.78% 14.29%
2021 7.26% 527% 4.85% 4.91% 2.88% 278% 3.50% 4.61% 1091% 26.77% 25.93%
2022 | 9.09% 7.43% 6.76% 6.88% 5.19% 4.63% 4.38% 4.62% 7.03% 14.63% 37.67% 13.33%






North Ayrshire Council - Employee Turnover - Age (Excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.

Temporary Employee Turnover

@< 20 ®20-24 ©25-29 @30-34 © 35-39 @40-44 @45-49 ©50-54 @55-59 ©60-64 ®65-69 @70+
35%

30%

25%

20%
15%
10%
) IIIIII||

0%
2019 2020 2021 2022
Year

Year <20 20-24  25-29 30-34 35-39 40-44 45-49 50-54 55-59 60-64 65-69 70+

2019 | 17.65% 890% 6.13% 741% 971% 6.12% 562% 5.00% 690% 8.00%

2020 | 14.81% 11.30% 9.20% 9.30% 1250% 11.82% 7.84% 8.85% 543% 15.56% 25.00%
2021 | 31.25% 18.82% 19.70% 21.47% 12.98% 1231% 11.32% 13.93% 833% 10.29% 26.32% 33.33%
2022 | 20.00% 14.07% 16.57% 16.87% 15.38% 11.30% 11.11% 20.65% 11.24% 5.00% 23.53%





North Ayrshire Council - Employee Turnover - Age

(Excluding Modern Apprentices and Skillseekers)

Year <20 20-24 25-29 30-34 35-39 40-44 45-49 50-54 55-59 60-64 65-69 70+ Unknown Total
2019
Permanent Headcount 22 176 466 568 675 737 907 1077 1036 613 144 30 0 6451
Permanent Leavers 1 12 18 18 17 18 32 36 49 65 25 4 0 295
Temporary Headcount 17 146 163 108 103 98 89 100 87 50 12 2 0 975
Temporary Leavers 3 13 10 8 10 6 5 5 6 4 0 70
Total Headcount 39 322 629 676 778 835 996 1177 1123 663 156 32 0 7426
Total Leavers 4 25 28 26 27 24 37 41 55 69 25 4 0 365
2020
Permanent Headcount 36 220 488 586 697 759 899 1085 984 524 90 21 0 6389
Permanent Leavers 1 13 18 19 16 20 33 41 51 65 25 3 0 305
Temporary Headcount 27 177 174 129 128 110 102 113 92 45 9 4 0 1110
Temporary Leavers 4 20 16 12 16 13 8 10 5 7 1 0 112
Total Headcount 63 397 662 715 825 869 1001 1198 1076 569 99 25 0 7499
Total Leavers 5 33 34 31 32 33 41 51 56 72 25 4 0 417
2021
Permanent Headcount 9 179 474 619 713 800 826 1058 1107 623 198 27 0 6633
Permanent Leavers 0 13 25 30 35 23 23 37 51 68 53 7 0 365
Temporary Headcount 16 170 198 163 131 130 106 122 120 68 19 6 0 1249
Temporary Leavers 5 32 39 35 17 16 12 17 10 7 5 2 0 197
Total Headcount 25 349 672 782 844 930 932 1180 1227 691 217 33 0 7882
Total Leavers 5 45 64 65 52 39 35 54 61 75 58 9 0 562
2022
Permanent Headcount 11 202 503 683 752 863 868 1082 1152 704 223 30 0 7073
Permanent Leavers 1 15 34 47 39 40 38 50 81 103 84 4 0 536
Temporary Headcount 25 135 169 166 104 115 99 92 89 60 17 5 0 1076
Temporary Leavers 5 19 28 28 16 13 11 19 10 3 4 0 0 156
Total Headcount 36 337 672 849 856 978 967 1174 1241 764 240 35 0 8149
Total Leavers 6 34 62 75 55 53 49 69 91 106 88 4 0 692






North Ayrshire Council - Training - Age

(Excluding Modern Apprentices and Skillseekers)

Training
Iear <20 20-24 25-29 30-34 35-39 40-44 45-49 50-54 55-59 60-64 65-69 70+ Unknown Total
2019
Permanent Headcount 22 176 466 568 675 737 907 1077 1036 613 144 30 0 6451
Permanent Training 16 110 235 270 374 431 533 587 556 284 56 7 0 3459
Temporary Headcount 17 146 163 108 103 98 89 100 87 50 12 2 0 975
Temporary Training 10 54 60 45 47 45 46 51 47 21 5 1 0 432
2020
Permanent Headcount 36 220 488 586 697 759 899 1085 984 524 90 21 0 6389
Permanent Training 14 88 194 228 292 332 398 472 356 154 22 1 0 2551
Temporary Headcount 27 177 174 129 128 110 102 113 92 45 9 4 0 1110
Temporary Training 5 51 60 44 37 43 44 47 35 14 2 0 382
2021
Permanent Headcount 9 179 474 619 713 800 826 1058 1107 623 198 27 0 6633
Permanent Training 5 79 209 249 324 409 450 496 473 251 52 3 0 3000
Temporary Headcount 16 170 198 163 131 130 106 122 120 68 19 6 0 1249
Temporary Training 6 56 72 54 47 46 44 58 57 30 3 1 0 474
2022
Permanent Headcount 11 202 503 683 752 863 868 1082 1152 704 223 30 0 7073
Permanent Training 6 117 258 357 413 524 547 646 631 326 83 6 0 3914
Temporary Headcount 25 135 169 166 104 115 99 92 89 60 17 5 0 1076
Temporary Training 6 42 54 60 34 46 46 40 39 26 4 2 0 399






North Ayrshire Council - Training - Age

Employee Training as Percentage of Characteristic (Excluding Modern Apprentices and Skillseekers)

Total Employee Training
Details 2019 2020 2021 2022

<20 66.67% 30.16% 44.00% 33.33%
20-24 [ 50.93% 35.01% 38.68% 47.18%
25-29 [ 46.90% 3837% 41.82% 46.43%
30-34 | 46.60% 38.04% 38.75% 49.12%
35-39 | 54.11% 39.88% 43.96% 52.22%
40-44 | 57.01% 43.15% 48.92% 58.28%
45-49 | 58.13% 44.16% 53.00% 61.32%
50-54 | 54.21% 43.32% 46.95% 58.43%
55-59 | 53.70% 36.34% 43.19% 53.99%
60-64 | 46.00% 29.53% 40.67% 46.07%
65-69 | 39.10% 24.24% 2535% 36.25%
70+ 25.00% 4.00% 12.12% 22.86%

Permanent Employee Training
Details 2019 2020 2021 2022

<20 72.73% 38.89% 55.56% 54.55%
20-24 | 62.50% 40.00% 44.13% 57.92%
25-29 | 5043% 39.75% 44.09% 51.29%
30-34 | 47.54% 3891% 40.23% 52.27%
35-39 | 5541% 41.89% 45.44% 54.92%
40-44 | 58.48% 43.74% 51.13% 60.72%
45-49 | 58.77% 4427% 54.48% 63.02%
50-54 | 54.50% 43.50% 46.88% 59.70%
55-59 | 53.67% 36.18% 42.73% 54.77%
60-64 | 46.33% 29.39% 40.29% 46.31%
65-69 | 38.89% 24.44% 26.26% 37.22%
70+ 2333% 4.76% 11.11% 20.00%

Temporary Employee Training
Details 2019 2020 2021 2022

<20 58.82% 18.52% 37.50% 24.00%
20-24 [ 36.99% 2881% 32.94% 31.11%
25-29 | 36.81% 34.48% 36.36% 31.95%
30-34 | 41.67% 34.11% 33.13% 36.14%
35-39 | 45.63% 2891% 35.88% 32.69%
40-44 | 45.92% 39.09% 35.38% 40.00%
45-49 | 51.69% 43.14% 41.51% 46.46%
50-54 | 51.00% 41.59% 47.54% 43.48%
55-59 | 54.02% 38.04% 47.50% 43.82%
60-64 | 42.00% 31.11% 44.12% 43.33%
65-69 | 41.67% 22.22% 1579% 23.53%
70+ 50.00% 16.67% 40.00%






North Ayrshire Council - Employee Turnover - Sex

(Excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.

Total Employee Turnover

@ Female ® Male
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10%

0%
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5.18%

4.83%

2019

@®Female ® Male

8%

7%
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Temporary Employee Turnover

5.53%

2020

4. 86=
4.49%

2019

@®Female ®Male

100%

50%

0%

7.76%
2019
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2020

Year

Year

Year

20.42%

2021

2021

2021

4%

8.59%

2022

7.61%

2022

Year Female
V'S

Male

2019 | 4.83%
2020 | 5.57%
2021 | 20.42%
2022 | 8.59%

Year Female

5.18%
5.53%
20.65%
8.14%

Male

2019 | 449%
2020 | 4.68%
2021 | 5.28%
2022 | 7.61%

Year Female

4.81%
5.07%
6.20%
7.42%

Male

2019 7.00%
2020 | 10.68%
2021 | 100.00%

7.76%
8.24%
100.00%

2022 | 1549% 12.10%





North Ayrshire Council - Training - Sex

Employee Training as Percentage of Characteristic (Excluding Modern Apprentices and Skillseekers)

Total Employee Training

®Female ®Male Details 2019 2020 2021 2022

Female | 53.49% 41.61% 47.71% 52.60%
Male 49.11% 3145% 32.85% 53.90%

O,
20% 47.71%

49.1
40%
45%
30%
2019 2020 2021 2022
Year
Permanent Employee Training Details 2019 2020 2021 2022
V'S
@ Female ® Male Female | 54.81% 42.39% 48.99% 54.64%
60% Male | 50.09% 32.40% 33.68% 57.54%
57.54%
54.81% 4%
50.09%
50%
40% 42.39%
40%
30%
2019 2020 2021 2022
Year
Temporary Employee Training Details 2019 2020 2021 2022
@Female ®Male Female | 44.95% 37.13% 40.97% 38.32%
45% Male | 42.24% 25.84% 2828% 34.08%
44,959
40.97%
422
40%
38.32%
35% 37.13% 34.08%

30%

25%
2019 2020 2021 2022

Year





North Ayrshire Council - Distribution Across Grade - Sex

Headcount

Year Female Male Total
V'S

2019 5650 1896 7546
2020 5709 1866 7575
2021 6002 1951 7953
2022 6168 2068 8236

Headcount by Grade

Iear Female Male
2019
Total 5650 1896
Grades 1 -3 15 2
Grades 4 -7 2606 839
Grades 8 - 10 785 326
Grades 11-17 217 141
Chief Officer 11 7
Teacher 1041 219
Promoted Teacher 286 93
Other 689 269
2020
Total 5709 1866
Grades 1 -3 8
Grades 4 - 7 2704 838
Grades 8 - 10 767 314
Grades 11-17 225 130
Chief Officer 10 8
Teacher 1046 226
Promoted Teacher 286 89
Other 663 261
2021
Total 6002 1951
Grades 1-3 0 0
Grades 4 -7 2868 859
Grades 8 - 10 806 344
Grades 11-17 241 131
Chief Officer 11 9
Teacher 1106 235
Promoted Teacher 281 98
Other 689 275
2022
Total 6168 2068
Grades 1-3 0 0
Grades 4 -7 2971 916
Grades 8 - 10 836 358
Grades 11-17 249 136
Chief Officer 11 8
Teacher 1093 233
Promoted Teacher 280 90
Other 728 327






North Ayrshire Council - Employee Turnover - Sex

(Excluding Modern Apprentices and Skillseekers)

Year Female Male Total
2019
Permanent Headcount 4828 1623 6451
Permanent Leavers 217 78 295
Temporary Headcount 743 232 975
Temporary Leavers 52 18 70
Total Headcount 5571 1855 7426
Total Leavers 269 96 365
2020
Permanent Headcount 4812 1577 6389
Permanent Leavers 225 80 305
Temporary Headcount 843 267 1110
Temporary Leavers 90 22 112
Total Headcount 5655 1844 7499
Total Leavers 315 102 417
2021
Permanent Headcount 5003 1630 6633
Permanent Leavers 264 101 365
Temporary Headcount 952 297 1249
Temporary Leavers 952 297 1249
Total Headcount 5955 1927 7882
Total Leavers 1216 398 1614
2022
Permanent Headcount 5361 1712 7073
Permanent Leavers 408 127 535
Temporary Headcount 762 314 1076
Temporary Leavers 118 38 156
Total Headcount 6123 2026 8149
Total Leavers 526 165 691






North Ayrshire Council - Recruitment and Training - Sex
Recruitment

Year Female Male Not disclosed Other Total
2019
Applications 4420 2058 161 6639
Not yet decided 436 201 8 645
Interviewed 1699 650 112 2461
Not Interviewed 2285 1207 41 3533
New start 439 160 599
2020
Applications 3682 1816 365 1 5864
Not yet decided 559 256 88 0 903
Interviewed 666 232 215 0 1113
Not Interviewed 2457 1328 62 1 3848
New start 423 135 0 0 558
2021
Applications 4471 1915 911 7297
Not yet decided 0 0 0 0
Interviewed 1356 515 656 2527
Not Interviewed 3115 1400 255 4770
New start 626 190 0 816
2022
Applications 4590 1980 1081 7651
Not yet decided 321 128 27 476
Interviewed 1248 484 934 2666
Not Interviewed 3021 1368 120 4509
New start 654 263 917

Training (Excluding Modern Apprentices and Skillseekers)

Year Female Male Total
2019
Permanent Headcount 4828 1623 6451
Permanent Training 2646 813 3459
Temporary Headcount 743 232 975
Temporary Training 334 98 432
2020
Permanent Headcount 4812 1577 6389
Permanent Training 2040 511 2551
Temporary Headcount 843 267 1110
Temporary Training 313 69 382
2021
Permanent Headcount 5003 1630 6633
Permanent Training 2451 549 3000
Temporary Headcount 952 297 1249
Temporary Training 390 84 474
2022
Permanent Headcount 5361 1712 7073
Permanent Training 2929 985 3914
Temporary Headcount 762 314 1076
Temporary Training 292 107 399






Education - Employee Turnover - Sex

(Excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.

Total Employee Turnover Figures for Education Employee Turnover for the
Protected Characteristic Sex are not available for 2019.
@®Female ® Male

16.70% Details 2018 2020 2021 2022
V'S

159 16.8 Female | 16.70% 5.72% 6.54% 7.66%

Male 16.81% 7.27% 8.53% 8.63%

10%

8.53% 8.63%
7766%
654%’/
5% 5.72%
2018 2020 2021 2022
Year
Permanent Employee Turnover
Details 2018 2020 2021 2022
@®Female ® Male -
Female | 13.92% 4.93% 4.33% 6.38%
15% Male | 14.02% 5.07% 6.55% 8.02%

13.92%

10%
8.02%

6.55% 6.38%
5% 433%/
5.07%
2018 2020 2021 2022

Year

Temporary Employee Turnover

Detail 201 202 2021 2022
@ Female ®Male Details 018 020 0 0

36.80% 10.21% 16.90% 15.01%
41.67% 18.75% 17.71% 12.20%

Female

41.67% Male

(o)
40% 36.80

30%

75%
20% 16.90%

01%
10% 12.20%
2018 2020 2021 2022

Year





Education - Training - Sex

Employee Training as Percentage of Characteristic (Excluding Modern Apprentices and Skillseekers)

Total Employee Trainin
ploy g Figures for Education Training for the Protected

@®Female ® Male Characteristic Sex are not available for 2079.

50%

#6.20%  Details 2018 2020 2021 2022

v

Male 24.09% 26.57% 29.13% 48.20%

40% Female | 24.49% 36.41% 33.71% 38.22%

38.22%
36.41%

30%

26.57%
29.13%

24.099

24.49%
20%

2018 2020 2021 2022

Year
Permanent Employee Training Details 2018 2020 2021 2022
v

@®Female ® Male Male 23.68% 28.06% 30.02% 50.00%

50% Female | 24.54% 38.01% 35.34% 40.63%

.00%

40.63%

40% 38.01%

30%

24.54%
20%
2018 2020 2021 2022
o Year
Temporary Employee Training
Details 2018 2020 2021 2022
@®Female ® Male v

Male 27.78% 18.75% 25.00% 37.80%

40% 9
37.80% Female | 24.16% 27.23% 26.03% 24.37%

30%
27.78% 27.23%

26.03%

)

24.16% 25.00% 24.37%
20%

18.75%

2018 2020 2021 2022
Year





Education - Employee Turnover - Sex

(Excluding Modern Apprentices and Skillseekers)

Year

Female Male Total

2018
Permanent Headcount
Permanent Leavers
Temporary Headcount
Temporary Leavers
Total Headcount
Total Leavers

2020
Permanent Headcount
Permanent Leavers
Temporary Headcount
Temporary Leavers
Total Headcount
Total Leavers

2021
Permanent Headcount
Permanent Leavers
Temporary Headcount
Temporary Leavers
Total Headcount
Total Leavers

2022
Permanent Headcount
Permanent Leavers
Temporary Headcount
Temporary Leavers
Total Headcount
Total Leavers

1940 321 2261
270 45 315
269 36 305

99 15 114

2209 357 2566

369 60 429

2189 335 2524
108 17 125
382 64 446

39 12 51

2571 399 2970

147 29 176

2725 443 3168
118 29 147
580 9% 676

98 17 115

3305 539 3844

216 46 262

2946 474 3420
188 38 226
513 82 595

77 10 87

3459 556 4015

265 48 313

Figures for Education Employee Turnover for the
Protected Characteristic Sex are not available for 2019.





Education - Training - Sex

(Excluding Modern Apprentices and Skillseekers)

Training
Year Female Male Total
2018
Permanent Headcount 1940 321 2261
Permanent Training 476 76 552
Temporary Headcount 269 36 305
Temporary Training 65 10 75
2020
Permanent Headcount 2189 335 2524
Permanent Training 832 94 926
Temporary Headcount 382 64 446
Temporary Training 104 12 116
2021
Permanent Headcount 2725 443 3168
Permanent Training 963 133 1096
Temporary Headcount 580 9% 676
Temporary Training 151 24 175
2022
Permanent Headcount 2946 474 3420
Permanent Training 1197 237 1434
Temporary Headcount 513 82 595
Temporary Training 125 31 156

Figures for Education Training for the Protected
Characteristic Sex are not available for 2079.





North Ayl"Shire Council - Employee Turnover - Sexual Orientation (Excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.

Total Employee Turnover

@ Bisexual ® Gay ® Gay or Lesbian @Heterosexual = Lesbian ® Not Disclosed

14.29% 14.29%
14%

12.50%

12.28%

12%

10.87%

10%

8.33% 8.25%
8%
7.14%
6.66%
5 85% 6.25%

6% o 5.66% 5.48%

>17% 5.00%

4.52%
4%
2%
0%
2019 2020 2021 2022
Year

Year Bisexual Gay  Gay or Lesbian Heterosexual Lesbian Not Disclosed
V'S
2019 | 14.29% 5.88% 452% 6.25% 5.17%
2020 | 8.33% 5.00% 5.66%  7.14% 548%  From 2021, Gay and Lesbian figures are recorded under a single category.
2021 | 12.50% 10.87% 7.63% 6.66%

2022 | 14.29% 12.28% 8.66% 8.25%





North Ayrshire CounC” - Employee Turnover - Sexua| Orientation (Excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.

Permanent Employee Turnover

@ Bisexual ® Gay ® Gay or Lesbian @Heterosexual = Lesbian ® Not Disclosed

20.00%
20%
15%
10.00% 10.00%
[
10% 9.09% 9.09%
7.48% 7.67%
6.67% - 6.82%
. 5.90% :
5.19% 5.56%
. 4.93% : 4.94%
5/0 - - I .
0% I
2019 2020 2021 2022
Year
Year Bisexual Gay  Gay or Lesbian Heterosexual Lesbian Not Disclosed
V'S
2019 | 20.00% 6.67% 3.90% 10.00% 4.93%
2020 | 10.00% 5.56% 4.07%  9.09% 5.19%  From 2021, Gay and Lesbian figures are recorded under a single category.
2021 9.09% 5.56% 4.94% 5.90%

2022 | 6.25% 6.82% 7.48% 7.67%





North Ayrshire Council - Employee Turnover - Sexual Orientation (Excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.

Temporary Employee Turnover

@ Bisexual ® Gay or Lesbian @ Heterosexual @ Not Disclosed

30.77%
30.00%

30%

25.00%
25%

20.00%
20%

16.48%

15%
13.37%

11.05%

10%

8.42%

5%

0%

2019 2020 2021 2022
Year
iear Bisexual Gay or Lesbian Heterosexual Not Disclosed
2019 6.74% 8.42%
2020 11.05% 8.44% From 2021, Gay and Lesbian figures are recorded under a single category.
2021 | 20.00% 30.00% 17.09% 13.11%

2022 | 25.00% 30.77% 13.37% 16.48%





North Ayrshire Council - Training - Sexual Orientation

Employee Training as Percentage of Characteristic (Excluding Modern Apprentices and Skillseekers)

Total Employee Training

) _ , _ Total Employee Training
@ Bisexual ® Gay ® Gay or Lesbian @Heterosexual = Lesbian @ Not Disclosed

Details 2019 2020 2021 2022
82.35% Bisexual 7143% 41.67% 43.75% 42.86%
80% Gay 82.35% 60.00%
71.43% Gay or Lesbian 56.52% 56.14%
Heterosexual | 54.11% 39.86% 45.14% 52.80%
Lesbian 50.00% 57.14%
60% cui1 57%4% 56.52% Not Disclosed | 51.05% 38.39% 43.06% 53.07%
51 @E‘é 60.00% 52:80%
>0.00% From 2021, Gay and Lesbian figures are
40% o 42.86% recorded under a single category.
38.39%
2019 2020 2021 2022

Permanent Employee Training

) _ , _ Permanent Employee Training
@ Bisexual ® Gay ® Gay or Lesbian @Heterosexual = Lesbian @ Not Disclosed

809 Details 2019 2020 2021 2022
80.00% Bisexual 60.00% 40.00% 54.55% 50.00%
Gay 80.00% 61.11%
66.67% - 0 0
T Gay or Lesbian 66.67% 63.64%
60.00% === Heterosexual 57.06% 42.37% 47.31% 56.62%
60% 57.08% . 63.64%| esbian 40.00% 54.55%
61.11% 54.55% 54,24% : o o o o
51 5108 56.62%N0t Disclosed | 51.51% 38.25% 43.50% 54.24%
54.55% =~
50.00%

40% 0 From 2021, Gay and Lesbian figures are

40.00% 40.00% recorded under a single category.

2019 2020 2021 2022
Temporary Employee Training Temporary Employee Training
@Bisexual ® Gay ® Gay or Lesbian @Heterosexual * Lesbian ® Not Disclosed ~ Details 2019 2020 2021 2022
100% Bisexual 100.00% 50.00% 20.00% 33.33%
100.0 Gay 100.00% 50.00%
Gay or Lesbian 20.00% 30.77%
80% Heterosexual 43.56% 31.35% 37.50% 37.53%
66.67% 66.67% Lesbian 66.67% 66.67%
Not Disclosed 4478% 39.84% 39.33% 36.26%

60%
00%
43.56%

50.00%

o) (o) . .
40% 4478% 37.50% 35 7E:SE 302 From 2021, Gay and Lesbian figures are
recorded under a single category.

31.35% _ 30.77%

20%
2019 2020 2021 2022





North Ayrshire Council - Distribution Across Grade - Sexual Orientation

From 2021, Gay and Lesbian figures are

Year Bisexual Gay Gay or Lesbian Heterosexual Lesbian Not Other ° recorded under a single category.
. disclosed

2019

Total 9 17 3143 16 4361 7546
Grades 1 -3 8 9 17
Grades 4 - 7 3 6 1476 11 1949 3445
Grades 8 - 10 3 5 502 2 599 1111
Grades 11-17 1 137 2 218 358
Chief Officer 10 8 18
Teacher 2 387 871 1260
Promoted 3 155 221 379
Teacher

Other 2 1 468 1 486 958
2020

Total 12 20 3240 14 4289 7575
Grades 1 -3 4 4 8
Grades 4 - 7 6 5 1564 9 1958 3542
Grades 8 - 10 4 7 498 2 570 1081
Grades 11-17 1 139 1 214 355
Chief Officer 10 8 18
Teacher 2 415 1 854 1272
Promoted 5 156 214 375
Teacher

Other 1 1 454 1 467 924
2021

Total 16 47 3599 4291 7953
Grades 1-3 0 0 0 0 0 0
Grades 4 - 7 5 18 1743 1961 3727
Grades 8 - 10 6 10 567 567 1150
Grades 11-17 1 4 165 202 372
Chief Officer 13 7 20
Teacher 1 4 470 866 1341
Promoted 6 163 210 379
Teacher

Other 3 5 478 478 964
2022

Total 32 57 3967 4180 0 8236
Grades 1 -3 0 0 0 0 0 0
Grades 4 -7 8 23 1881 1975 3887
Grades 8 - 10 6 11 613 564 1194
Grades 11-17 1 3 185 196 385
Chief Officer 12 7 19
Teacher 8 7 529 782 1326
Promoted 6 165 199 370
Teacher

Other 9 7 582 457 1055






North Ayrshire Council - Employee Turnover - Sexual Orientation

(Excluding Modern Apprentices and Skillseekers)

Year

Bisexual Gay Gay or Lesbian Heterosexual

Lesbian Not Disclosed Total

2019
Permanent Headcount
Permanent Leavers
Temporary Headcount
Temporary Leavers
Total Headcount
Total Leavers

2020
Permanent Headcount
Permanent Leavers
Temporary Headcount
Temporary Leavers
Total Headcount
Total Leavers

2021
Permanent Headcount
Permanent Leavers
Temporary Headcount
Temporary Leavers
Total Headcount
Total Leavers

2022
Permanent Headcount
Permanent Leavers
Temporary Headcount
Temporary Leavers
Total Headcount
Total Leavers

= J O N = WU

16

12

28

36

10

46

44

13

57

2385
93
668
45
3053
138

2457
100
724

80

3181

180

2754
136
784
134

3538
270

3114
233
778
104

3892
337

10
1
6

o

4036
199
297

25

4333

224

3893
202
379

32

4272

234

3832
226
450

59

4282

285

3899
299
273

45

4172

344

6451
295
975

70

7426

365

6389
305
1110
112
7499
417

6633
365
1249
197
7882
562

7073
536
1076
156
8149
692

From 2021, Gay and Lesbian figures are recorded under a single category.





North Ayrshire Council - Recruitment - Sexual Orientation

Recruitment

Year Bisexual Gay Gay or Lesbian Heterosexual Lesbian Not Other Total
disclosed
2019
Not yet decided 3 4 604 2 31 1 645
Total Applications 56 69 6061 35 407 11 6639
Interviewed 17 21 2204 14 202 3 2461
Not Interviewed 36 44 3253 19 174 7 3533
New start 1 1 427 1 169 0 599
2020
Not yet decided 7 12 764 4 116 0 903
Total Applications 68 93 5082 37 577 7 5864
Interviewed 8 13 839 6 247 0 1113
Not Interviewed 53 68 3479 27 214 7 3848
New start 3 3 322 1 229 0 558
2021
Not yet decided 0 0 0 0 0 0
Total Applications 120 166 5862 1140 9 7297
Interviewed 27 43 1742 713 2 2527
Not Interviewed 93 123 4120 427 7 4770
New start 6 12 513 285 0 816
2022
Not yet decided 13 12 407 44 0 476
Total Applications 139 163 6063 1266 20 7651
Interviewed 29 29 1629 976 3 2666
Not Interviewed 97 122 4027 246 17 4509
New start 17 19 662 219 0 917

From 2021, Gay and Lesbian figures are recorded under a single category.





North Ayrshire Council - Training - Sexual Orientation

(Excluding Modern Apprentices and Skillseekers)

Training
Iear Bisexual Gay Gay or Lesbian Heterosexual Lesbian Not Disclosed Total
2019
Permanent Headcount 5 15 2385 10 4036 6451
Permanent Training 3 12 1361 4 2079 3459
Temporary Headcount 2 2 668 6 297 975
Temporary Training 2 2 291 4 133 432
2020
Permanent Headcount 10 18 2457 11 3893 6389
Permanent Training 4 11 1041 6 1489 2551
Temporary Headcount 2 2 724 3 379 1110
Temporary Training 1 1 227 2 151 382
2021
Permanent Headcount 11 36 2754 3832 6633
Permanent Training 6 24 1303 1667 3000
Temporary Headcount 5 10 784 450 1249
Temporary Training 1 2 294 177 474
2022
Permanent Headcount 16 44 3114 3899 7073
Permanent Training 8 28 1763 2115 3914
Temporary Headcount 12 13 778 273 1076
Temporary Training 4 4 292 99 399

From 2021, Gay and Lesbian figures are recorded under a single category.





Education - Employee Turnover - Sexual Orientation (Excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.
Total Employee Turnover

@ Bisexual ® Gay or Lesbian @ Heterosexual @ Not Disclosed

18.75%

597% 6.24%
5.49%

5%

Year Bisexual Gay or Lesbian Heterosexual Not Disclosed

2019 4.57% 5.97% From 2021, Gay and Lesbian figures are recorded under a single category.
2020 5.49% 6.24%
2021 8.70% 6.75% 6.87%

2022 | 18.75% 6.90% 7.52% 7.99%





Education - Training - Sexual Orientation

Employee Training as Percentage of Characteristic (Excluding Modern Apprentices and Skillseekers)

Total Employee Training

Not Disclos... @Lesbian @ Heterosex... ®Gay or Les... ® Gay @ Bisexual

100% v
100.00%
57 #4% 57.14%
50% 41.16% 43.48% 40.97%
\35.49% 33. 4}
44.32%
54%
34.15% 32.59% 31.03%
0% 14.29% 12.50%
2019 2020 2021 2022
Year

Permanent Employee Training

Not Disclos... @ Lesbian @Heterosex... ®Gay or Les... ® Gay @ Bisexual

100% [
100.00%

66.67%

57.14% 58.82%
50.00%

50% 42.28% o 42 .35%
47 - 37.04% 35.17%

o 41.62%
40.00% 35 66% 4039 6
12.50%
[ )
0%
2019 2020 2021 2022
Year

Temporary Employee Training

Not Disclos... @Lesbian @ Heterosex... ®Gay or Les... ® Gay @ Bisexual

100% -
100.00% 100.00%
50%
29.49% 28.99% 28.67%
33.33% T —
’ 55 00%, 2809%
20.96% e x64%
0% 12.50%
2019 2020 2021 2022

Year

Total Employee Training

Qetails 2019 2020 2021 2022
Not Disclosed 41.16% 3549% 32.59% 40.97%
Lesbian 57.14% 57.14%

Heterosexual 44.32% 34.15% 33.59% 38.54%
Gay or Lesbian 43.48% 31.03%
Gay 62.50%

Bisexual 100.00% 14.29% 12.50%

From 2021, Gay and Lesbian figures are
recorded under a single category.

Permanent Employee Training

Eetails 2019 2020 2021 2022
Bisexual 100.00% 12.50%
Gay 57.14% 66.67%

Gay or Lesbian 58.82% 38.10%
Heterosexual | 47.18% 35.66% 35.17% 41.62%
Lesbian 40.00% 50.00%

Not Disclosed | 42.28% 37.04% 34.03% 42.35%

From 2021, Gay and Lesbian figures are
recorded under a single category.

Temporary Employee Training

Eetails 2019 2020 2021 2022
Bisexual 100.00% 25.00% 12.50%
Gay 100.00%

Gay or Lesbian 12.50%
Heterosexual 3333% 28.99% 28.67% 28.09%
Lesbian 100.00% 100.00%

Not Disclosed 29.49% 20.96% 2191% 21.64%

From 2021, Gay and Lesbian figures are
recorded under a single category.





Education - Employee Turnover - Sexual Orientation

(Excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.

Total Employee Turnover

Not Disclosed ® Heterosexual ® Gay or Lesbian @ Bisexual

20%

15%

10%

5%

0%

20%

15%

10%

5%

0%

25%

[
18.75%
8.70% 799%
6.24% L ———
7.52%
o)
>.97% 5.49% o
4.57%
2019 2020 2021 2022
Year
Permanent Employee Turnover
Not Disclosed @ Lesbian @ Heterosexual @ Gay or Lesbian @ Bisexual
ZO.N
16.67%
12.50%
([
6.91%
5.69% 5.88%
3.70% 743%
0 5.65%
5.49% o 4.76%
3.39% 3.18%
2019 2020 2021 2022
Year
Temporary Employee Turnover
Not Disclosed ® Heterosexual ® Gay or Lesbian @ Bisexual
L J
23.13%

20%

15%

10%

5%

2019

2020

Year

17.83%

12.50%

11.91%

2021 2022

Total Employee Turnover

Details 2019 2020 2021 2022
Not Disclosed | 5.97% 6.24% 6.87% 7.99%
Heterosexual |4.57% 549% 6.75% 7.52%
Gay or Lesbian 8.70%  6.90%
Bisexual 18.75%
From 2021, Gay and Lesbian figures are
recorded under a single category.
Permanent Employee Turnover
Details 2019 2020 2021 2022
Bisexual 12.50%
Gay or Lesbian 588% 4.76%
Heterosexual 339% 3.70% 3.18% 6.23%
Lesbian 20.00% 16.67%
Not Disclosed | 549% 5.69% 565% 6.91%

From 2021, Gay and Lesbian figures are
recorded under a single category.

Temporary Employee Turnover

Details 2019 2020 2021 2022

V'S

Bisexual 25.00%
Gay or Lesbian 16.67% 12.50%
Heterosexual 9.09% 11.59% 17.83% 11.91%
Not Disclosed | 10.90% 11.38% 15.94% 23.13%

From 2021, Gay and Lesbian figures are

recorded under a single category.





Education - Employee Turnover - Sexual Orientation

(Excluding Modern Apprentices and Skillseekers)

Year Bisexual Gay Gay or Lesbian Heterosexual Lesbian Not Disclosed Total
2019
Permanent Headcount 0 7 886 5 1620 2518
Permanent Leavers 0 0 30 1 89 120
Temporary Headcount 1 1 231 2 156 391
Temporary Leavers 0 0 21 0 17 38
Total Headcount 1 8 1117 7 1776 2909
Total Leavers 0 0 51 1 106 158
2020
Permanent Headcount 1 9 945 6 1563 2524
Permanent Leavers 0 0 35 1 89 125
Temporary Headcount 1 1 276 1 167 446
Temporary Leavers 0 0 32 0 19 51
Total Headcount 2 0 1221 7 1730 2970
Total Leavers 0 0 67 1 108 176
2021
Permanent Headcount 3 17 1288 1860 3168
Permanent Leavers 0 1 41 105 147
Temporary Headcount 4 6 415 251 676
Temporary Leavers 0 1 74 40 115
Total Headcount 7 23 1703 2111 3844
Total Leavers 0 2 115 145 262
2022
Permanent Headcount 8 21 1509 1882 3420
Permanent Leavers 1 1 94 130 226
Temporary Headcount 8 8 445 134 595
Temporary Leavers 2 1 53 31 87
Total Headcount 16 29 1954 2016 4015
Total Leavers 3 2 147 161 313

From 2021, Gay and Lesbian figures are
recorded under a single category.





Education - Training - Sexual Orientation

(Excluding Modern Apprentices and Skillseekers)

Training
Year Bisexual Gay Gay or Lesbian Heterosexual Lesbian Not Disclosed Total
2019
Permanent Headcount 0 7 886 5 1620 2518
Permanent Training 0 4 418 2 685 1109
Temporary Headcount 1 1 231 2 156 391
Temporary Training 1 1 77 2 46 127
2020
Permanent Headcount 1 9 945 6 1563 2524
Permanent Training 1 6 337 3 579 926
Temporary Headcount 1 1 276 1 167 446
Temporary Training 80 1 35 116
2021
Permanent Headcount 3 17 1288 1860 3168
Permanent Training 0 10 453 633 1096
Temporary Headcount 4 6 415 251 676
Temporary Training 1 0 119 55 175
2022
Permanent Headcount 8 21 1509 1882 3420
Permanent Training 1 8 628 797 1434
Temporary Headcount 8 8 445 134 595
Temporary Training 1 1 125 29 156

From 2021, Gay and Lesbian figures are
recorded under a single category.





North Ayrshire Council - Employee Turnover - Religious Belief (Excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.

Permanent Employee Turnover

@ Buddhist © Church of Scotland ® Humanist © None @ Not Disclosed = Other Christian @ Other Religion/Belief @ Roman Catholic
30%

25%
20%
15%

10%

5% ||I ||| ||| III||| ||| ||| “‘lll
0% IIIIII

2019 2020 2021 2022
Year
Xear Buddhist Church of Scotland Humanist None Not Disclosed Other Christian Other Religion/Belief Roman Catholic
2019 3.62% 4.44% 4.87% 2.14% 4.74%
2020 3.70% 4.46% 5.16% 2.99% 4.76% 4.53%
2021 3.97% 6.67% 4.95% 5.87% 6.67% 4.17% 6.39%

2022 | 28.57% 8.24% 13.33% 6.16% 7.85% 11.46% 11.54% 6.96%





North Ayrshire Council - Employee Turnover - Re“gious Belief (Excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.

Temporary Employee Turnover

@ Buddhist © Church of Scotland ® Humanist © None @ Not Disclosed © Other Christian @ Other Religion/Belief @ Roman Catholic @ Sikh
100%

80%

60%

40%
20% I I
[ I B I I I

2019 2020 2021 2022
Year
Xear Buddhist Church of Scotland Humanist None  Not Disclosed Other Christian Other Religion/Belief Roman Catholic Sikh
2019 6.13% 7.50% 7.14% 2.56% 10.13% 100.00%
2020 936%  16.67% 11.45% 7.59% 10.64% 16.67% 14.94%  50.00%
2021 1543%  20.00% 17.61% 13.54% 19.05% 18.28% 100.00%

2022 | 33.33% 8.45% 15.78% 16.49% 15.79% 12.50%





North Ayrshire Council - Distribution Across Grade - Religious Belief Page 1 of 2

Year Buddhist Church of Hindu Humanist Jewish Muslim None Not Other Other Pagan
R Scotland disclosed Christian Religion/Belief

2019

Total 2 860 20 3 1492 4493 183 19 6
Grades 1 -3 1 6 9 1

Grades 4 - 7 2 415 6 1 733 2011 74 5 5
Grades 8 - 10 126 3 238 633 31 4

Grades 11-17 33 1 65 226 9

Chief Officer 4 2 9 2

Teacher 0 120 5 1 138 878 38 4
Promoted 55 2 0 40 231 7 2
Teacher

Other 106 3 1 270 496 21 4 1
2020

Total 4 880 20 4 1553 4426 185 27 6
Grades 1-3 0 1 3 4

Grades 4 -7 2 431 6 1 789 2024 78 9 4
Grades 8 - 10 1 124 5 238 608 27 6

Grades 11-17 0 32 66 223 9 1

Chief Officer 0 4 2 9 2

Teacher 1 122 6 1 151 864 40 7
Promoted 0 59 1 44 219 7 1
Teacher

Other 0 107 2 2 260 475 22 3 2
2021

Total 8 939 20 4 1800 4444 198 29 6
Grades 1 -3 0 0 0 0 0 0 0 0 0
Grades 4 -7 6 458 7 2 905 2038 82 9 4
Grades 8 - 10 1 132 5 297 598 32 4

Grades 11-17 35 82 214 10 2

Chief Officer 5 4 8 2

Teacher 131 5 1 187 884 42 6
Promoted 1 65 1 47 212 9 2
Teacher

Other 113 2 1 278 490 21 6 2
2022

Total 10 975 18 7 2130 4324 198 33 8
Grades 1 -3 0 0 0 0 0 0 0 0 0
Grades 4 -7 6 475 6 3 1025 2047 84 9 6
Grades 8 - 10 1 140 4 1 345 591 29 6

Grades 11-17 40 90 211 10 2

Chief Officer 5 2 8 3

Teacher 1 134 5 1 245 795 43 8 1
Promoted 1 60 1 53 203 6 1
Teacher

Other 1 121 2 2 370 469 23 7 1






North Ayrshire Council - Distribution Across Grade - Religious Belief Page 2 of 2

Year Roman Sikh Total
Catholic
V'S
2019
Total 466 2 7546
Grades 1 -3 17
Grades 4 - 7 191 2 3445
Grades 8 - 10 76 1111
Grades 11-17 24 358
Chief Officer 1 18
Teacher 76 1260
Promoted 42 379
Teacher
Other 56 958
2020
Total 467 2 17575
Grades 1-3 8
Grades 4 -7 195 3540
Grades 8 - 10 72 2 1083
Grades 11-17 24 355
Chief Officer 1 18
Teacher 80 1272
Promoted 44 375
Teacher
Other 51 924
2021
Total 503 1 7953
Grades 1-3 0 0 0
Grades 4 -7 214 1 3727
Grades 8 - 10 81 1150
Grades 11-17 29 372
Chief Officer 1 20
Teacher 85 1341
Promoted 42 379
Teacher
Other 51 964
2022
Total 529 2 8236
Grades 1 -3 0 0 0
Grades 4 -7 223 2 3887
Grades 8 - 10 77 1194
Grades 11-17 32 385
Chief Officer 1 19
Teacher 92 1326
Promoted 45 370
Teacher
Other 59 1055






North Ayrshire Council - Employee Turnover - Religious Belief

(Excluding Modern Apprentices and Skillseekers)

Year Buddhist Church of Hindu Humanist Jewish Muslim None Not Disclosed Other Christian Other Religion/Belief Pagan Roman Catholic Sikh Total
Scotland

2019
Permanent Headcount 2 690 11 3 1059 4144 140 17 4 380 1 6451
Permanent Leavers 25 47 202 3 18 295
Temporary Headcount 163 8 360 322 39 1 2 79 1 975
Temporary Leavers 10 27 23 1 8 1 70
Total Headcount 2 853 19 3 1419 4466 179 18 6 459 2 7426
Total Leavers 0 35 0 0 74 225 4 0 0 26 1 365

2020
Permanent Headcount 4 702 0 13 3 1120 4014 134 21 3 375 6389
Permanent Leavers 26 0 50 207 4 1 17 305
Temporary Headcount 171 1 6 393 395 47 6 2 87 2 1110
Temporary Leavers 16 0 1 45 30 5 1 13 1T 112
Total Headcount 4 873 1 19 3 1513 4409 181 27 5 462 2 7499
Total Leavers 0 42 0 1 0 95 237 9 2 0 30 1 417

2021
Permanent Headcount 6 755 0 15 3 1314 3955 150 24 4 407 0 6633
Permanent Leavers 0 30 0 1 0 65 232 10 0 26 0 365
Temporary Headcount 2 175 1 5 1 443 480 42 5 1 93 1 1249
Temporary Leavers 0 27 0 1 0 78 65 8 0 0 17 1 197
Total Headcount 8 930 1 20 4 1757 4435 192 29 5 500 1 7882
Total Leavers 0 57 0 2 0 143 297 18 1 0 43 1 562

2022
Permanent Headcount 7 825 0 15 0 4 1574 4027 157 26 6 431 1 7073
Permanent Leavers 2 68 0 2 0 0 97 316 18 3 0 30 0 536
Temporary Headcount 3 142 1 3 1 3 488 291 38 7 2 96 1 1076
Temporary Leavers 1 12 0 0 0 0 77 48 6 0 0 12 0 156
Total Headcount 10 967 1 18 1 7 2062 4318 195 33 8 527 2 8149
Total Leavers 3 80 0 2 0 0 174 364 24 3 0 42 0 692






North Ayrshire Council - Recruitment - Religious Belief

Recruitment

Year Buddhist Church of Hindu Humanist Jewish Muslim None Not Other Other Pagan Roman Catholic Sikh Total
Scotland disclosed Christian Religion/Belief
2019
Not yet decided 0 121 0 3 0 3 347 56 45 6 3 61 0 645
Total Applications 15 1270 7 57 2 25 3381 592 429 59 14 777 11 6639
Interviewed 3 495 1 28 1 7 1185 269 150 19 5 296 2 2461
Not Interviewed 12 654 6 26 1 15 1849 267 234 34 6 420 9 3533
New start 74 4 259 184 27 3 46 1 598
2020
Not yet decided 2 150 1 13 1 4 428 137 55 6 1 103 2 903
Total Applications 12 970 7 66 1 38 2973 685 381 54 9 659 9 5864
Interviewed 2 168 0 9 0 1 494 262 58 9 2 107 1 1113
Not Interviewed 8 652 6 44 0 33 2051 286 268 39 6 449 6 3848
New start 2 61 1 1 1 192 242 17 7 1 32 1 558
2021
Not yet decided 0 0 0 0 0 0 0 0 0 0 0 0 0 0
Total Applications 12 1063 11 16 3 34 3916 1202 270 29 6 723 12 7297
Interviewed 8 329 1 6 0 2 1126 754 71 7 1 221 1 2527
Not Interviewed 4 734 10 10 3 32 2790 448 199 22 5 502 11 4770
New start 3 84 1 341 300 22 3 62 816
2022
Not yet decided 1 68 0 0 0 0 273 42 29 3 2 58 0 476
Total Applications 13 1036 31 2 7 64 4083 1330 274 24 17 759 11 7651
Interviewed 5 299 2 1 1 4 1110 998 57 4 3 181 1 2666
Not Interviewed 7 669 29 1 6 60 2700 290 188 17 12 520 10 4509
New start 2 103 1 1 3 483 223 20 4 2 73 2 917






North Ayrshire Council - Training - Religious Belief

(Excluding Modern Apprentices and Skillseekers)

Training
Iear Buddhist Church of Scotland Hindu Humanist Jewish Muslim None Not Disclosed Other Christian Other Religion/Belief Pagan Roman Catholic Sikh Total
2019
Permanent Headcount 2 690 11 3 1059 4144 140 17 4 380 1 6451
Permanent Training 1 384 4 1 614 2137 77 10 1 230 3459
Temporary Headcount 163 8 360 322 39 1 2 79 1 975
Temporary Training 82 3 146 144 14 2 40 1 432
2020
Permanent Headcount 4 702 0 13 3 1120 4014 134 21 3 375 6389
Permanent Training 2 297 0 5 2 507 1523 62 7 146 2551
Temporary Headcount 171 1 6 393 395 47 6 2 87 2 1110
Temporary Training 58 0 4 122 157 22 19 382
2021
Permanent Headcount 6 755 0 15 3 1314 3955 150 24 4 407 0 6633
Permanent Training 2 341 0 5 2 653 1724 68 8 3 194 0 3000
Temporary Headcount 2 175 1 5 1 443 480 42 5 1 93 1 1249
Temporary Training 1 64 1 4 1 158 184 17 1 0 42 1 474
2022
Permanent Headcount 7 825 0 15 0 4 1574 4027 157 26 6 431 1 7073
Permanent Training 4 477 0 6 1 908 2181 84 12 3 237 1 3914
Temporary Headcount 3 142 1 3 1 3 488 291 38 7 2 96 1 1076
Temporary Training 1 60 0 2 3 169 103 17 3 1 39 1 399






North Ayrshire Council - Training - Religious Belief

Employee Training as Percentage of Characteristic (Excluding Modern Apprentices and Skillseekers)

Total Employee Training

Permanent Employee Training

Eetails 2019 2020 2021 2022
Buddhist 50.00% 50.00% 37.50% 50.00%
Church of Scotland | 54.63% 40.66% 43.55% 55.53%
Hindu 100.00%
Humanist 36.84% 47.37% 45.00% 44.44%
Muslim 33.33% 66.67% 75.00% 57.14%
None 53.56% 41.57% 46.16% 52.23%
Not Disclosed 51.07% 38.10% 43.02% 52.89%
Not Disclosed (raw) | 51.12% 38.40% 36.86% 49.40%
Other Christian 50.84% 46.41% 4427% 51.79%
Other Religion/Belief | 55.56% 25.93% 31.03% 45.45%
Pagan 50.00% 60.00% 50.00%
Prefer not to Answer | 50.57% 34.66% 44.03% 53.27%
Roman Catholic 58.82% 35.71% 47.20% 52.37%
Sikh 50.00% 100.00% 100.00%
Temporary Employee Training
Eetails 2019 2020 2021 2022
Buddhist 50.00% 33.33%
Church of Scotland 5031% 33.92% 36.57% 42.25%
Hindu 100.00%
Humanist 37.50% 66.67% 80.00% 66.67%
Muslim 100.00% 100.00%
None 40.56% 31.04% 3567% 34.63%
Not Disclosed 4472% 39.75% 38.33% 35.40%
Not Disclosed (raw) 43.03% 4091% 33.20% 34.13%
Other Christian 35.90% 46.81% 4048% 44.74%
Other Religion/Belief 20.00% 42.86%
Pagan 100.00% 50.00%
Prefer not to Answer | 50.00% 33.85% 43.64% 36.36%
Roman Catholic 50.63% 21.84% 45.16% 40.63%
Sikh 100.00% 100.00% 100.00%

Betails 2019 2020 2021 2022

Sikh 100.00%
Roman Catholic 60.53% 3893% 47.67% 54.99%
Prefer not to Answer | 50.74% 34.84% 44.06% 54.02%
Pagan 25.00% 75.00% 50.00%
Other Religion/Belief | 58.82% 33.33% 33.33% 46.15%
Other Christian 55.00% 46.27% 4533% 53.50%
Not Disclosed (raw) | 51.63% 38.18% 39.21% 55.97%
Not Disclosed 51.57% 37.94% 43.59% 54.16%
None 57.98% 4527% 49.70% 57.69%
Muslim 33.33% 66.67% 66.67% 25.00%
Humanist 36.36% 38.46% 33.33% 40.00%
Church of Scotland 55.65% 4231% 45.17% 57.82%
Buddhist 50.00% 50.00% 33.33% 57.14%






Education - Employee Turnover - Religious Belief

Total Employee Turnover

(Excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.

@ Buddhist © Church of Scotland ® Humanist © None @ Not Disclosed © Other Christian @ Other Religion/Belief @ Roman Catholic ® Sikh
100%
80%
60%
40%
20%
H = lnk =
2019 2020 2021
Year
Year Buddhist Church of Scotland Humanist None Not Disclosed Other Christian Other Religion/Belief Roman Catholic Sikh
2019 5.33% 5.67% 5.68% 2.15% 4.88%
2020 6.98%  11.11% 5.73% 5.96% 3.09% 10.00% 5.45%
2021 5.29% 7.80% 6.89% 7.08% 6.47% 100.00%
2022 | 25.00% 739%  10.00% 7.67% 8.04% 7.76% 5.88% 7.26%

2022





Education - Employee Turnover - Religious Belief

(Excluding Modern Apprentices and Skillseekers)

Year Buddhist Church of Scotland Hindu Humanist Jewish Muslim None Not Disclosed Other Christian Other Religion/Belief Pagan Roman Catholic Sikh Total
2019
Permanent Headcount 0 272 6 2 320 1661 77 6 2 172 0 2518
Permanent Leavers 0 12 0 0 13 88 1 0 0 6 0 120
Temporary Headcount 0 66 3 0 103 169 16 0 1 33 0 391
Temporary Leavers 0 6 0 0 11 16 1 0 0 4 0 38
Total Headcount 0 338 9 2 423 1830 93 6 3 205 0 2909
Total Leavers 0 18 0 0 24 104 2 0 0 10 0 158
2020
Permanent Headcount 1 285 0 5 2 364 1606 74 7 1 179 0 2524
Permanent Leavers 0 14 0 0 0 14 89 2 0 0 6 0 125
Temporary Headcount 0 73 1 4 0 125 174 23 3 1 41 1 446
Temporary Leavers 0 11 0 1 0 14 17 1 1 0 6 0 51
Total Headcount 1 358 1 9 2 489 1780 97 10 2 220 1 2970
Total Leavers 0 25 0 1 0 28 106 3 1 0 12 0 176
2021
Permanent Headcount 1 378 0 7 3 542 1909 90 11 2 225 0 3168
Permanent Leavers 0 11 0 0 0 18 107 2 0 0 9 0 147
Temporary Headcount 1 95 1 2 0 227 269 23 4 0 53 1 676
Temporary Leavers 0 14 0 0 0 42 43 6 0 0 9 1 115
Total Headcount 2 473 1 9 3 769 2178 113 15 2 278 1 3844
Total Leavers 0 25 0 0 0 60 150 8 0 18 1 262
2022
Permanent Headcount 2 428 0 8 0 4 689 1935 97 13 3 241 0 3420
Permanent Leavers 0 30 0 1 0 0 38 133 9 0 14 0 226
Temporary Headcount 2 86 1 2 1 0 276 141 19 4 1 62 0 595
Temporary Leavers 1 8 0 0 0 0 36 34 0 0 0 8 0 87
Total Headcount 4 514 1 10 1 4 965 2076 116 17 4 303 0 4015
Total Leavers 1 38 0 1 0 0 74 167 9 1 0 22 0 313






Education - Employee Turnover - Religious Belief

(Excluding Modern Apprentices and Skillseekers) Shown as percentage of protected characteristic.

Total Employee Turnover

getails 2019 2020 2021 2022
Sikh 100.00%

Roman Catholic 488% 5.45% 6.47% 7.26%
Other Religion/Belief 10.00% 5.88%
Other Christian 2.15%  3.09% 7.08% 7.76%
Not Disclosed 5.68% 5.96% 6.89% 8.04%
None 5.67% 5.73% 7.80% 7.67%
Humanist 11.11% 10.00%
Church of Scotland | 533% 6.98% 529% 7.39%
Buddhist 25.00%

Permanent Employee Turnover

Eetails 2019 2020 2021 2022

Church of Scotland | 4.41% 491% 291% 7.01%
Humanist 12.50%
None 4.06% 3.85% 3.32% 5.52%
Not Disclosed 530% 5.54% 561% 6.87%
Other Christian 1.30% 2.70% 2.22% 9.28%
Other Religion/Belief 7.69%
Roman Catholic 349% 3.35% 4.00% 5.81%

Temporary Employee Turnover

Eetails 2019 2020 2021 2022
Buddhist 50.00%
Church of Scotland 9.09% 15.07% 14.74% 9.30%
Humanist 25.00%

None 10.68% 11.20% 18.50% 13.04%
Not Disclosed 947% 9.77% 1599% 24.11%
Other Christian 6.25% 4.35% 26.09%

Other Religion/Belief 33.33%

Roman Catholic 12.12% 14.63% 16.98% 12.90%
Sikh 100.00%






Education - Training - Religious Belief

(Excluding Modern Apprentices and Skillseekers)

Training
Year Buddhist Church of Hindu Humanist Jewish Muslim None Not Disclosed Other Christian Other Religion/Belief Pagan Roman Catholic Sikh Total
Scotland
2019
Permanent Headcount 0 272 6 2 320 1661 77 6 2 172 0 2518
Permanent Training 0 135 3 1 133 704 36 2 0 95 0 1109
Temporary Headcount 0 66 3 0 103 169 16 0 1 33 0 391
Temporary Training 0 27 1 0 33 50 2 0 1 13 0 127
2020
Permanent Headcount 1 285 0 5 2 364 1606 74 7 1 179 0 2524
Permanent Training 0 99 0 1 2 149 586 32 2 0 55 0 926
Temporary Headcount 0 73 1 4 0 125 174 23 3 1 41 1 446
Temporary Training 0 20 0 2 0 41 38 11 0 0 4 0 116
2021
Permanent Headcount 1 378 0 7 3 542 1909 90 11 2 225 0 3168
Permanent Training 0 132 0 2 2 194 649 32 2 1 82 0 1096
Temporary Headcount 1 95 1 2 0 227 269 23 4 0 53 1 676
Temporary Training 0 27 1 1 0 61 60 5 1 0 18 1 175
2022
Permanent Headcount 2 428 0 8 0 4 689 1935 97 13 3 241 0 3420
Permanent Training 0 201 0 2 0 1 252 818 45 4 0 111 0 1434
Temporary Headcount 2 86 1 2 1 0 276 141 19 4 1 62 0 595
Temporary Training 0 28 0 1 0 0 66 34 6 1 1 19 0 156






Education - Training - Religious Belief

Employee Training as Percentage of Characteristic (Excluding Modern Apprentices and Skillseekers)

Total Employee Training

Eetails 2017 2018 2019 2020 2021 2022
Church of Scotland | 22.93% 29.92% 47.93% 33.24% 33.62% 44.55%
Hindu 100.00%
Humanist 4444% 3333% 33.33% 30.00%
Muslim 50.00% 100.00% 66.67% 25.00%
None 21.77% 26.49% 39.24% 38.85% 33.16% 32.95%
Not Disclosed 20.53% 22.98% 41.20% 35.06% 32.55% 41.04%
Other Christian 29.55% 33.77% 40.86% 44.33% 32.74% 43.97%
Other Religion/Belief | 20.00% 33.33% 20.00% 20.00% 29.41%
Pagan 33.33% 50.00% 25.00%
Roman Catholic 22.50% 25.14% 52.68% 26.82% 35.97% 42.90%
Sikh 100.00%

Permanent Employee Training

Eetails 2017 2018 2019 2020 2021 2022
Church of Scotland | 25.93% 30.29% 49.63% 34.74% 34.92% 46.96%
Humanist 50.00% 20.00% 28.57% 25.00%
Muslim 50.00% 100.00% 66.67% 25.00%
None 23.81% 2533% 41.56% 40.93% 3579% 36.57%
Not Disclosed 22.01% 22.92% 4238% 36.49% 34.00% 42.27%
Other Christian 32.35% 34.62% 46.75% 43.24% 35.56% 46.39%
Other Religion/Belief | 25.00% 25.00% 33.33% 28.57% 18.18% 30.77%
Pagan 50.00%

Roman Catholic 26.00% 27.34% 5523% 30.73% 36.44% 46.06%

Temporary Employee Training

Eetails 2017 2018 2019 2020 2021 2022
Church of Scotland 4.55% 2857% 4091% 27.40% 2842% 32.56%
Hindu 100.00%

Humanist 33.33% 50.00% 50.00% 50.00%
None 9.52% 29.87% 32.04% 32.80% 26.87% 2391%
Not Disclosed 840% 24.59% 29.59%% 21.84% 2230% 24.11%
Other Christian 20.00% 32.00% 12.50% 47.83% 21.74% 31.58%
Other Religion/Belief 25.00% 25.00%
Pagan 100.00% 100.00% 100.00%
Roman Catholic 5.00% 17.50% 39.39% 9.76% 33.96% 30.65%
Sikh 100.00%






For further information please contact:

The Corporate Policy, Performance and Elections Team

Tel: 01294 324648 Email: NorthAyrshirePerforms@north-ayrshire.gov.uk
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