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Executive Summary 
 
Every four years public bodies covered by the Public Sector Equality Duties (PSED) are 
required to publish a number of reports and information to evidence how they are meeting 
the needs of people whose characteristics are protected by the Equality Act 2010 - the 
PSED (General Duty). This composite report provides the following information :- 
 
• the Mainstreaming equality report that details how the Council, including the Education 

Authority and the Licensing Board, is fulfilling the requirements to report the progress 
on how the general equality duty is integral to the Council’s functions;  

• information on progress in delivering the Equality Outcomes 2017-19;  
• the information we have gathered about our employees and our employment practices. 
• Gender Pay Gap information. In addition to the Gender Pay Gap the Council is also 

publishing the pay gap between people who are disabled and those who are not and 
people who are within a Black and Minority Ethnic group and those who are not; and 

• Information Occupational Segregation – grades and occupations for men and women, 
people who are disabled and those who are not and people who fall into a minority 
racial group and those who do not. 

 
In line with the Plan for North Lanarkshire Programme of Work, Equalities (1) Report on 
work to review existing outcomes in consultation with communities and partners, in line 
with the public sector equality duty and within the context of the shared ambition for 
inclusive growth and prosperity for all set out in The Plan for North Lanarkshire, This 
report also provides a summary of:  
 
• progress in relation to the set of eight equality outcomes 2017-2021; and  
• the revised set of nine equality outcomes for 2021-25 including the evidence used 

to inform their development.  
 

Recommendations 
 
It is recommended that the Policy & Strategy Committee: 
 
(1) note the information contained in the combined report that details how the Council 

successfully mainstreams equality into its work; 



 
 

 
1. Background 
 
1.1 The Equality Act 2010 places a duty on the Council, including its work as an 

Education Authority and the Licensing Board to publish, every 2 years by 30 April, a 
report on how it is meeting the requirements set out by the Public Sector Equality 
Duty. This report, known as the Mainstreaming Report, requires to contain the 
following information:  
 
• progress on how the general equality duty is integral to the Councils functions;  
• progress made towards achieving its equality outcomes; 
• an annual breakdown of information gathered on composition, recruitment, 

development and retention of employees and details of the progress made in 
gathering and using this information to better perform the general equality duty; 
and  

• gender pay gap information − the percentage difference between men's average 
hourly pay (excluding overtime) and women's average hourly pay (excluding 
overtime).  

 
1.2 In addition, by 30 April 2021 the Council requires to:  

 
• review and refresh its equality outcomes  
• publish its statement on equal pay, which must specify its policy on equal pay as 

regards women and men; people who are disabled and those who are not; and 
people who fall into a minority racial group and those who do not; and  

• publish information on occupational segregation, which is the concentration in 
particular grades and in particular occupations of women and men; people who 
are disabled and those who are not; and people who fall into a minority racial 
group and those who do not. 
 

 
2. Report 
 
2.1 The Public Sector Equality Duty Combined Report is attached to this report as 

Appendix 1. The report is split into the following sections: 
 

1. Mainstreaming Equality Report 2021; 
2. Progress in achieving the Council’s equality outcomes 2017-21; 
3. NLC Equality Outcomes 2021-25; 
4. Employment Information; and 

(2) note the progress in relation to delivering the Council’s Equality Outcomes 2017-21; 
(3) note the information gathered in respect to our employment function; 
(4) approve the equality outcomes covering the period 2021-25 as set out in section 2.4 

of the report; and 
(5) note the arrangements to put in place a performance management framework to 

track progress in relation the delivery of the revised set of Equality Outcomes.  
 

The Plan for North Lanarkshire 
Priority  All priorities 

Ambition statement All ambition statements 



5. Equal Pay Policy Statement 
 

2.2 Mainstreaming Equality Report 2021 
 
2.2.1 The Council’s Equality Strategy 2019-2024 set out 5 objectives for successful 

mainstreaming of equality into its day to day work and the roles and responsibilities 
for all to achieve this. Those 5 objectives are: 

1. to know and understand all our communities; 
2. to involve our communities effectively; 
3. to demonstrate leadership in equalities and human rights, both within the council 

and amongst partners, and organisational commitment to excellence; 
4. to ensure that local public services are responsive to different needs and treat 

users with dignity and respect; and 
5. to develop and sustain a skilled and committed workforce able to meet the needs 

of all local people. 

2.2.2 The report provides detail on how we have achieved this since 2019. 

2.2.3 Furthermore this section of the report covers other specific areas of its work to 
advance equality including: 

• implementing the Fairer Scotland Duty to assist the Council in its work to tackle 
poverty; 

• the forming of the Black Lives Matter Working Group to advance race equality; 
• the participation in and success at achieving Equally Safe at Work employer 

accreditation to advance gender equality and tackle violence against women; 
• taking a human rights-based approach to our work and how this is particularly 

supporting children and young people; and  
• how we use our procurement processes to advance equality through our 

contractual relationships. 
 

2.3   Progress in achieving our equality outcomes 2017-21 
 

2.3.1 Our eight equality outcomes were set for the period 2017-21 and tracked for progress 
through a performance management framework. Section 2 of this composite report 
provides information on the progress and further information describing some of the 
work we have undertaken to achieve progress against each outcome.  

2.3.2 Outlined below are the eight equality outcomes with some examples of those 
achievements. 

1. Older people, disabled people and those with other specific needs have  
improved access to a range of housing options which meets their needs 
and supports independent living. 
 
Since 2017: 
 
• 3520 adaptations were undertaken across all tenures; 
• 2035 people with long term health conditions were allocated a socially rented 

home – majority of those to people in significant need; and 
• applications from BAME people to the Common Housing Register has 

increased from 2.53% to 3.06%. 



 
2. Disabled people, BME people, lone parents and carers are supported to 

access employment opportunities. 
 
• since 2017 Supported Employment Service has supported 260 disabled 

people into employment  and 65% of people have kept their jobs for over 2 
years; 

• since 2017 there have been 670 business starts by women, 42 by disabled 
people and 108 by Black and Minority Ethnic people; and 

• the prospects programme aims to help unemployed people of all ages from 
North Lanarkshire into work. Since 2017 it has supported 136 lone parents 
into employment exceeding the target of 91. In addition the following have 
registered and been supported since 2017 - 105 disabled people; 131 BME 
people; 262 Lone Parents and 83 Carers . 

 
3. The educational attainment for children and young people with disabilities 

and/ or additional support needs, Gypsy traveller children and young carers 
is improved. 
 
• although small in numbers 100 % of gypsy traveller learners gained national 

qualification at level 3 and above in Maths & English; 
• there was a significant increase in the number of visually impaired leaners 

gaining national qualifications at Level 3 and above in Maths or English 
within the SCQF framework, rising from 54.8% in 2017 to 85.29% in 2019; 
and 

• the number of hearing impaired pupils gaining national qualifications at Level 
3 and above in Maths or English within the SCQF framework also increased 
from 65.45% in 2018 to 83.80% in 2020. 

 
4. Our schools, are safe, accessible and inclusive. 

 
• 14 schools involving over 200 senior pupils got involved in raising awareness 

activities on suicide prevention; 
• 11 new staff members have completed Moving and Handling Training and 6 

staff members have completed refresher training; 
• 20 Active School co-ordinators are trained in Moving and Handling; and 
• 12 racist incidents have been recorded, monitored and dealt with across our 

school estate. 
 

5. Young women and disabled and black and minority ethnic young people 
are supported and leave school with positive destinations. 
 
• there was a slight increase in in the number of females presenting for 

Highers in Design and Manufacture (24.61% to 31.71%) and Physics 
(25.19% to 27.55%); and 

• the service organised a STEM Ambassador event in Jan 2020.  This was 
attended by 40 teachers across Nursery, Primary, ASN and Secondary, 
representing 33 establishments. 

 

 



6. Our communities and town centres are safe, accessible and inclusive. 
 
• 41 Tenant and Resident Associations operate in communities across North 

Lanarkshire an increase of 6 since 2017; 
• 9 nightclubs were visited by Licensing Services to promote the Ask Angela 

scheme that aims to provide women who feel unsafe in a licensed premise to 
seek support and safety from staff discreetly; and 

• 99.55% of cases of anti-social behaviour reported, resolved, and dealt with 
within locally agreed targets. 

 
7. Participation and engagement with under-represented groups is improved. 

 
• 75% of ALN learners are BME. This was 19% in 2017.This is explained by 

the focus on ESOL learners; 
• there have been 4905 ESOL learners and 1259 ESOL learning outcomes 

achieved since 2019; and 
• nine community listening events took place in September 2020, one in each 

of the Community Board areas. 91 people participated in total with 56% of 
those from groups representing people with protected characteristics. 

 
8. NLC as an employer is accessible and all employees are valued and 

supported to work to their full potential. 
 
• the % of applicants who are disabled has decreased since 2018, however 

slightly more were appointed; 
• 74.6% of employees have not recorded under the disability category this has 

improved from 82.3% in 2018;  
• 84 flexible working applications were received in 2020 with 92.8% being 

approved; and 
• the Council has 11 Dignity at Work and 8 Gender Based Violence Support 

Officers. 

2.3.3 Clearly there has been much progress made. However, there are areas where we 
need to do more to improve outcomes for particular groups and in particular areas of 
life and these will be taken forward into the equality outcomes for 2021-25. 
 

2.4 North Lanarkshire Council Equality Outcomes 2021-25 
 

2.4.1 The Council’s ambitious Plan for North Lanarkshire to be the place for people to Live, 
Learn Work, Invest and Visit is reflected in our equality outcomes for 2021-25. Setting 
equality outcomes allows us to focus this ambition on people protected by the 
Equality Act 2020 who experience continuing disadvantage.  
 

2.4.2 The nine draft equality outcomes for the years 2021-25, along with the considerations 
made for setting these outcomes, are set out in details in section 3 of the combined 
report.  
 

  



2.4.3 The following Table provides the draft outcomes, the  NLC Priority it advances and a 
summary of the areas of disadvantage we want to address through these outcomes. 

 
 

Equality 
Outcome 1 
 

Council 
The housing needs of older and young people, disabled people and others 
with specific needs are met.  

NLC Priority Improved economic opportunities and outcomes 
Equality 
evidence 

Just under 31% of all homeless applicants are aged 16-25 years. The 
North Lanarkshire figure is 6% above the Scottish average. 
Many disabled people live in homes that do not meet their requirements to 
live independently. NLC has an estimated shortfall of about 1000 
wheelchair accessible homes. 
People from ethnic minority groups, are more likely to rent from a private 
or social landlord but less likely to own their own home.  

Equality 
Outcome 2 
 

Council 
Women, disabled people, young people and BAME people access 
employment and business opportunities and support. 

NLC Priority Improved economic opportunities and outcomes 
 One of the key consequences of COVID-19 is labour market disruption 

and an expected ‘jobs recession’ is therefore particularly problematic for:  
• Women as women’s pre-existing inequality in the labour market 

puts them at particular risk of unemployment, reduced working 
hours and furlough 

• Young people are most likely to be in precarious employment – 
low pay, temporary and zero hours contracts, gig economy; and  

• Disabled people were less likely to be in employment and more 
likely to be unemployed. 

 
Equality 
Outcome 3  
 

Council 
Older and young people, women, disabled people and BAME people on 
low incomes and benefits access welfare and financial advice and support 

NLC Priority Improved economic opportunities and outcomes 
Improve the health and wellbeing of our communities. 

 Older women more likely to be living in poverty than men. 
Young People are most likely to experience a reduction of earnings due to 
pandemic and be in precarious employment – low pay, temporary and 
zero hours contracts, gig economy. 
Women and children’s poverty is inextricably linked. Women will also bear 
the brunt of the pandemic economically. 
Ethnic minority groups are more likely to live in poverty, both before and 
after housing costs and most likely to experience a reduction of earnings 
and job loss due to pandemic 

Equality 
Outcome 4  
 

Education 
The educational attainment for children and young people with disabilities 
and/ or additional support needs, Gypsy traveller children and care 
experienced young people is improved 

NLC Priority Support all children and young people to realise their full potential 
 Exclusions are higher for disabled pupils and attainment levels are lower 

for disabled pupils. Although the number of exclusions for pupils 
registered with an Additional Support Need (ASN) is continuing to 
decrease (59.58% 2018-19 to 57.39% 2019/20) the service is committed 



to continuing to reduce this figure and this will be a main focus moving 
forward. 
The attendance rate for Gypsy Traveller pupils dropped slightly from 
78.4% in 2017/18 to 76.64% in 2019/20 
42 care experienced young people have been excluded since August 
2020. (68 exclusions episodes of care experienced young people. 

Equality 
Outcome 5  
 

Education 
Our schools, are safe, accessible and inclusive 

NLC Priority Support all children and young people to realise their full potential 
 At present, North Lanarkshire Council has over 9081 children and young 

people registered with additional support needs. 
In March 2020, over 224 young people across the authority were 
continuing to have access and receive support from school-based 
counsellors, via the SAC/PEF procurement framework. 
Schools are seeing more young people articulating their need to undergo 
gender transition. Many teachers do not feel equipped to support pupils 
and their families  appropriately. 
LGBT pupils experience high rates of bullying, whilst SG bullying 
recording and monitoring system is voluntary 

Equality 
Outcome 6  

Education 
Increased opportunities for children and young people with protected 
characteristics to develop their employability skills to enable them to leave 
school with a positive destinations 

NLC Priority Support all children and young people to realise their full potential 
 Disabled young people are twice as likely to be NEET compared with non-

disabled young people. The number of Additional Support Needs pupils 
employed post school has decreased from 20% to 13.95%in NL 
Subject choices continued to show differences based on gender 
stereotype, with likely implications for career paths in adult life. 
NEET levels are higher for Gypsy Traveller pupils. 

Equality 
Outcome 7 
 

Council and Licensing Board 
The decisions by the Council’s community engagement and participation 
mechanisms are influenced by the contributions. of young people, women, 
BAME people and disabled people 

NLC Priority Enhance participation, capacity and empowerment across our 
communities 

 Disabled people under-represented in all areas of public life 
Ethnic minority groups are under-represented in all areas of public life. 
Less than 10% of Muslim people in North Lanarkshire participate in 
community activities.  38% feel that their culture is not acknowledged in 
the community 
Women under-represented in all areas of public life although there had 
been an improvement of women on public boards 
The Council has committed to ensuring through its Youth Engagement 
Strategy and its Community Engagement Strategy that communities of 
identity and harder to reach groups have opportunities to be heard and 
included. 

  



Equality 
Outcome 8  
 

Council and Licensing Board 
NLs communities, town centres, facilities, parks and open spaces are 
safe, inclusive and accessible to older people, disabled people, women, 
LGBT people and BAME people. 

NLC Priority Improve the health and wellbeing of our communities. 
Enhance participation, capacity and empowerment across our 
communities 

 The % of women who are repeat victims of domestic abuse has increased 
from 15.6% to 25% since 2017 
Disabled people were more likely to have experienced discrimination and 
harassment than non-disabled adults and disabled people still feel 
discriminated in relation to participation in sport or attending sporting 
events and were less likely to say most people in their neighbourhood 
could be trusted. 
People from ethnic minority groups reported lower levels of trust and 
belonging in their neighbourhood. 
Muslim women less likely to go out alone or use parks and open spaces 
due to fear of street harassment. 
There was an increase in the number of charges aggravated by prejudice 
related to transgender identity and sexual orientation 

Equality 
Outcome 9 
 

Council 
Young, BAME, Disabled, LGBT and female employees are provided 
opportunities to work for, thrive and progress in their employment in NLC 

NLC Priority Improve economic opportunities and outcomes. 
Improve North Lanarkshire’s resource base 

 2.1% of our employees have recorded that they are disabled. This is the 
highest percentage total of employees recorded since 2010-11. This is still 
disproportionately low in comparison to the % of disabled people in the 
local population. 74% had not self-recorded in this category. 
The disability pay gap is 9.79% 
77 % of the workforce are women. 90% of part-time workers in NLC are 
women and they undertake significantly more part time work in lower 
grades than males.  
The gender pay gap for all employees including teachers is 4.59% with 
females earning £0.82 less on average per hour than males. 
There is strong gender-based segregation noted in traditional “female” 
roles of cleaning, caring and catering and for “male “roles such as drivers, 
cleansing and janitorial work. 
 
The total number of recorded BAME employees has increased. This is 
significant as the number of employees not recording has also increased 
from 21 % 23 %. 0.63% of employees recording ethnicity are BAME lower 
than the local population.  
No-one has recorded that they are a Trans person. None of the 13 Trans 
people who applied in 2020 were appointed.  
 

 
 
  



2.5 Employment Information 
 
2.5.1 Section 4 of the composite report (see Appendix 1) provides the information required 

in relation to employment, this being: 
 
• pay gap information – average hourly pay between men and women, disabled 

people and non-disabled people; and people from a Black and Minority Ethnic 
background and those who are not;  

• occupational segregation – grades and occupations of employees - men and 
women; people who are disabled and people who are not; and people who fall 
into an ethnic minority group and those who do not; 

• composition of the workforce by characteristic for the years 2017 2018 and 2020; 
• employees who left the Council by characteristic for the years 2017 2018 and 

2020; 
• employees promoted within the Council by characteristic for the years 2017 2018 

and 2020; 
• applications for employment (applied, interviewed and appointed) by 

characteristic for the years 2017 2018 and 2020; and 
• for some characteristics applications for Flexible Working for the years 2020. 
 

2.5.2 The information gathered from this exercise has been analysed and used to inform 
the setting of draft equality outcome 9 – detailed in section 2.3 of this report. 

 
2.6 Equal Pay Policy Statement 

 
The final section of the composite report (Appendix 1) contains the Council’s revised 
Equal Pay Policy Statement which requires to be reviewed and published every 4 
years. 
 

2.7 Next Steps 
 

2.7.1 Council services are considering the action they will take to deliver the equality 
outcomes and the measures which they will put in place to manage progress. These 
actions and measures will be contained within a performance management 
framework (PMF) and will be subject to ongoing monitoring and reported on an 
annual basis. 

 
2.7.2 This Mainstreaming Equality Report, Equality Outcomes 2021-25 and the 

employment gathering information was published on the Council website by 30 April 
2021 as required by the Public Sector Equality Duty.  

 
2.7.3 The Council, Education Authority and North Lanarkshire Licensing Board will continue 

its work to mainstream and keep equality at the heart of its business. They will 
continue to: 

 
• implement the five mainstreaming objectives for success as detailed with the 

Equality Strategy 2019-24; and 
• build on the progress already achieved through all our previous equality 

outcomes to eliminate discrimination, promote equality and foster good relations.  
 

 
  



3. Public Sector Equality Duty and Fairer Scotland Duty 
 
3.1  The Public Sector Equality Duty Combined Report 2021 fulfils a number of 

requirements of the Public Sector Equality duty (Specific Duty).  
 
3.2 The setting of the new equality outcomes contains outcomes that are designed to 

tackle poverty and socio-economic disadvantage thus contributing to the Council’s 
requirements under the Fairer Scotland Duty. 
 

 
4. Impact 
 
4.1 Financial impact 
 
4.1.1  None. 
   
4.2 HR policy / Legislative impact 
 
4.2.1 The data and approach set out in this report is in line with the requirements 

established through the Public Sector Equality Duties. 
  
4.3 Technology / Digital impact 
 
4.3.1  None. 
   
4.4 Environmental impact 
 
4.4.1 None. 
  
4.5 Communications impact 
 
4.5.1 This Mainstreaming Equality Report, Equality Outcomes 2021-25 and the 

employment gathering information was published on the Council website by 30 April 
2021 as required under the terms of the Public Sector Equality Duty.  

 
4.6 Risk impact  
 
4.6.1 Reduces the risk to the Council in relation to compliance against the PSED. 
  

 
5. Measures of success 

 
5.1 The housing needs of older and young people, disabled people and others with specific 

needs are met. 
 

5.2 Women, disabled people, young people and BAME people access employment and 
business opportunities and support 
 

5.3 Older and young people, women, disabled people and BAME people on low incomes 
and benefits access welfare and financial advice and support. 
 

5.4 The educational attainment for children and young people with disabilities and/ or 
additional support needs, Gypsy traveller children and young carers is improved.  
 

5.5 Our schools are safe, accessible and inclusive. 



 
5.6 Increased opportunities for children and young people with protected characteristics to 

develop their employability skills to enable them to leave school with a positive 
destinations. 
 

5.7 The decisions by the Council’s community engagement and participation mechanisms 
are influenced by the contributions. of young people, women, BAME people and 
disabled people. 
 

5.8 NLs communities, town centres, facilities, parks and open spaces are safe, inclusive 
and accessible to older people, disabled people, women, people of different faiths, 
LGBT people and BAME people. 
 

5.9 Young, BAME, Disabled, LGBT and female employees are provided opportunities to 
work for, thrive and progress in their employment in NLC. 

 
 

 
6. Supporting documents 
 
6.1 Appendix 1 - Public Sector Equality Duty Composite Report 2021 (Draft) 
 

 
 
 
 

 
Lizanne McMurrich  
Head of Communities 
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FOREWORD 

Since the Council published its last Mainstreaming Report in 2019 and set its Equality Outcomes in 

2017 much has changed in the world - in the way we go about our lives and as a Council how we go 

about our business. 

As a public body we had to mobilise quickly to respond to a never been seen before crisis in which 

people could not meet, leave their homes, go to school or work, or visit people – indeed life for 

many came to a standstill. COVID -19 hit hard and for some people they were left scared and 

isolated, unable to access human basics like food.  

A light has been shone on how the COVID-19 pandemic has affected particular groups of people.  

Before the pandemic hit, there was already an inequality crisis  across many domains such as 

income, wealth, living standards, labour market participation, health, education and life chances 

(chances of achieving positive outcomes and avoiding negative outcomes throughout the course of 

your life). The pandemic has hit women (particularly lone parents), black and minority ethnic, 

disabled and young people the hardest - with many people with these protected characteristics 

already living in poverty and disadvantage prior to the pandemic. Evidence now suggests that 

COVID-19 has exacerbated many of these pre-existing inequalities and exposed the vulnerability of 

these groups to adverse shocks.  

It’s more important now than ever, that the current response and development of recovery and 

renewal plans and processes focusses on those most in need, ensuring that they are not left even 

further behind.   

With the setting of our revised equality outcomes for the coming four years there is an opportunity 

to get to the heart of addressing disadvantage to reshape how services support and build capacity in 

the most deprived and hard-hit communities. 

 

INTRODUCTION 

This combined report provides information required by the Public Sector Equality Duty every four 

years. Within 5 sections It contains reports on the following: 

• Our approach to mainstreaming equality into our day to day business and details about how 

we have dome this and what has been achieved 

• The progress we have made in delivering our eight Equality Outcomes for the years 2017-21 

• The set of revised equality outcomes for the years 2021-25 and why we have set these 

outcomes  

• Information we have gathered about our employees by each of the protected characteristics 

and what that information tells us; and 

• The Equal Pay Policy statement which details our approach to meet the duty to eliminate 

unlawful discrimination, particularly in relation to employment and pay 
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SECTION 1.  

OUR APPROACH TO MAINSTREAMING EQUALITY INTO OUR DAY TO DAY BUSINESS 

The Council’s ambition is for North Lanarkshire to be the place to live, learn, work, invest and visit 

for all people. Addressing the disadvantage and inequality that some groups of people experience 

because of societal constructs, prejudice, direct and indirect discrimination requires a strong, 

sustained strategic approach directly aligned to The Plan for North Lanarkshire and a commitment 

from all employees at all levels to understand the causes and consequences of inequality. 

In 2019  the Council published its Equality Strategy 2019-2024 setting out how embracing the 

Equality Act 2010 and the Public Sector Equality Duties and taking a human rights based approach to 

our work will ensure equality and human rights are mainstreamed into the everyday work of the 

Council. The strategy set out five key underpinning work objectives and the roles and responsibilities 

for all to achieve this.  

The following section details the five objectives for success and some examples of work the Council 

has undertaken to fulfil these objectives. 

1. To know and understand all our communities 

We gather information about our people through a variety of approaches including 

population surveys, SIMD data, Census information etc. In the last two years we have 

undertaken research in a number of areas to find out about the experiences of particular 

groups.  

 

In 2019 we carried out a survey to find out the experiences of children and young people 

with disabilities and complex needs and their families during school holiday periods.  We 

wanted to understand the barriers they experience to participation and inclusion so we 

could work together to improve access to leisure, community, cultural and play facilities. As 

we move to recover our services, we will do so with the information gained from the survey. 

    

 

At the end of 2020 going into 2021 we undertook a survey that explored the lived 

experiences of North Lanarkshire’s Black Asian and Minority Ethnic (BAME) people. The 

survey considered areas of life including community participation, wellbeing, housing, 

employment, discrimination and harassment and COVID-19. As we move to recovery the 

Council will continue the research with more face to face focus groups in 2021 culminating 

in a North Lanarkshire wide conference that will consider all the findings and make 

recommendations for action for change where we need to.  

 

2. To involve our communities effectively  

Community Matters - A Framework for Working with Communities sets out the Community 

Planning Partnership’s commitment to engaging with communities underpinned by a set of 

principles and approaches designed to deliver on a number of key priorities associated with 

working with communities which include the creation of 9 Community Boards. 
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The 9 Boards support community participation and provide a single coordinated approach to 

governance for local communities reflecting statutory and regulatory requirements and 

operate in a manner consistent with influencing and delivering the One Plan outcomes at 

local level. The Boards play a role in terms of decision making within a locality:-  

o representing the views of the wider community or particular community of place, 

identity or interest in statutory consultations;  

o influencing and bringing a community perspective to public sector decisions around 

service design or delivery affecting the locality;  

o making decision or recommendations to public sector committees or boards around 

matters devolved locally; and  

o taking ownership of resource decisions directed for consideration through the 

Board. 

North Lanarkshire Disability Access Panel continues to provide the Council with an 

engagement mechanism on access to the built environment and open spaces with disabled 

people. Through lockdown the Panel has continued to operate virtually and provide the 

Council with lived experience to improve access for all including in the following areas: 

• Local Housing improvement plan 

• New schools’ consultations 

• East Airdrie Link road 

• New local town hubs 

• Ravenscraig New community park 

• NLC’s Active Travel Plan; and  

• Puffin crossing in Calderbank, Airdrie  

Lanarkshire BSL Steering Group was formed to develop the Shared BSL Plan for Lanarkshire 

in 2018. The group is made up of officers from North and South Lanarkshire Council’s and 

NHS Lanark shire, and BSL user representatives from Deafblind Scotland, Deaf Services 

Lanarkshire, Lanarkshire Deaf Club and D.E.A.F South Lanarkshire and continues to be an 

engagement mechanism between the BSL community and the Council. Recently the group 

developed a BSL COVID-19 survey to explore the BSL communities’ experiences during the 

pandemic and how and if their needs were met. 

3. To demonstrate leadership in equalities and human rights, both within the council and 

amongst partners, and organisational commitment to excellence. 

Our Chief Executive has taken the lead in relation to many issues and is a champion for 
tackling gender-based violence. He has not only wholeheartedly supported the Council’s 
participation in the Equally Safe at Work employer accreditation programme but has fully 
endorsed the Statement on Prostitution developed by the NL Violence Against Women 
Strategy Group. The position statement on Prostitution supports a challenging demand 
approach that advocates a change to the legal framework in Scotland to address the causes 
of commercial sexual exploitation and prostitution by: 

o Decriminalising those selling sex; and 
o Criminalising the buyers of sex in all settings  

The Position Statement also advocates the implementation of measures to provide support 
and exiting services for those exploited through prostitution which again has the support of 
the council’s Chief Executive.  
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The Council in 2020 was re-accredited with the Disability Confident Leader employer 

accreditation. Being a leader requires not only removing barriers to disabled people gaining 

and sustaining employment but also taking a pro-active approach to encouraging our 

suppliers and partner firms to also become disability confident. Employer events took place 

in May 2019, Aug 2019 and March 2020 to encourage local partners and employers to start 

the Disability Confident journey by showcasing the talents and contributions made by 

disabled people working in NLC. 

 

4. To ensure that local public services are responsive to different needs and treat users with 

dignity and respect. 

With the pandemic and a full-scale lockdown services needed to change how they provided 

their services and respond swiftly to meet the needs of our communities. For those who 

were isolated, shielding, disabled and or vulnerable, access to support and information in a 

format that would meet their needs was crucial. The Council worked closely with community 

and third sector organisations and other public bodies across the authority to ensure these 

needs were met: for example  – ensuring the local Mosque had the access to personal 

protective equipment when they told us of their concerns in regard to preparing bodies after 

death; producing information on changes to services in BSL, providing information for 

women who work in the sex industry and are experiencing financial hardship on where to 

get financial support and advice;  

 

The Council’s Local Housing Strategy is informed by gathering information at a local, regional 
and national level. The information was collated into a number of evidence papers, including 
the following in respect of the housing needs of specific groups:  

• Older People 

• Youth  Housing 

• Private Rented Sector  

• Specialist  Provision  

• Gypsy Travellers 

• Homelessness and Housing Support  

 

Our approach to undertaking equality impact assessments means that decisions that require 

committee approval are included within the committee report being considered. This 

provides elected members with the comfort that equality considerations are embedded into 

the Council’s decision-making processes. The results of equality impact assessments are 

published on the council website. 

 

5. To develop and sustain a skilled and committed workforce able to meet the needs of all 

local people  

The Council’s Talent and Organisational (TOD) team provide a raft of training opportunities 

for employees to meet both their personal and professional development needs. The 

establishment of the on-line portal LearnNL gives all employees easy access to the whole 

menu of training and development opportunities both face to face and e-learning.  The 

following are some examples of training on offer. 



APPENDIX 1 
 

6 
 

 

Bespoke BSL training for employees tailored to their specific job area was undertaken by 

over 30 employees including an Elected Member. The training was provided by a Deaf BSL 

facilitator over 4 weeks. Employees were split into 4 different job groups – finance, housing, 

social work, HR - to learn together some of the different signs particular to the jobs they do.  

BSL awareness training is now being developed for our staff on-line. 

 

 

Adapting for change training is aimed at front line housing staff and looks at how each and 

every housing employee can help to improve the way services are delivered by starting 

conversations earlier with people in terms of housing solutions BEFORE it reaches crisis 

point. The service is developing a bespoke NLC online training programme to compliment 

the classroom-based sessions which hopefully will resume pandemic allowing.  

 

The Council issued an announcement to all staff to encourage them to undertake the 

Domestic Abuse Awareness Raising Tool (DAART). DAART is a multi-agency e-learning tool 

commissioned by the Scottish Government and developed by SafeLifes. It aims to support a 

common understanding of domestic abuse across all agencies and covers: 

• The definition and prevalence of domestic abuse 

•  The Domestic Abuse (Scotland) Act 2018 

•  General awareness and identification of domestic abuse, including coercive control. 
   

To compliment this training the Council developed a webinar: ‘Why domestic abuse is 

gender-based abuse’, which was launched in February 2021 and is available to any employee 

who has completed the DAART training. 

  

In addition to this our equality and diversity e-learning catalogue offers a number of training 

modules covering, to name but a few, dementia awareness, domestic abuse, LGBT people 

and public services, understanding unconscious bias, mental health in the workplace etc.  

The TOD Team is undertaking a review of this catalogue menu and content in partnership 

with the Employee Equality Forum and Disability Confident Leader Working Group to ensure 

it is up to date and continues to meet the needs of employees the organisation. 

 

Roles and Responsibilities 

Everyone who works for the council, whether directly or through commissioning, is responsible for 

ensuring that the objectives of the Equality Strategy are reflected in the planning and delivery of 

their services.  

 

Community Empowerment 
Committee 

This Committee is responsible for taking a lead in ensuring that 
the Equality Strategy 2019 – 2024 represents a robust and shared 
vision, meets the needs of the Council, is adopted across the 
council, and that measures are in place to monitor, challenge and 
review its progress. 
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Equality Champion This senior political role demonstrates support for equality 
and diversity matters and initiatives both within the council 
and across North Lanarkshire’s communities.  

Elected Members Elected Members have a role to play in championing equal 
opportunities and promoting cohesion and fostering good 
relations within their constituencies. They are responsible for 
paying due regard to equality and human rights in all of their 
constituency work.  

Corporate Management 
Team 

CMT is responsible for ensuring that the Equality Strategy is 
robust, integrated into all aspects of service planning and delivery, 
and is effectively implemented across the council. Individual 
members are expected to have oversight of the strategy in their 
areas and ensure that information about the impact of their 
services on equality and human rights is gathered, made available 
and evaluated 

Heads of Service Heads of Service are responsible for ensuring that officers within 
their areas understand their roles in implementing the strategy 
and that the strategy is monitored and reviewed.   

Equality Network Group The Equality Network Group is responsible for ensuring all equality 
matters are advanced and fit for purpose. 

Managers All managers are responsible for ensuring that the objectives of 
the strategy are pursued appropriately within their teams, for 
gathering and making available information about the impact of 
their work on different communities and for ensuring that 
individual staff members understand their specific responsibilities 
with regard to equality and human rights.   

Employees All council staff are responsible for conducting their work in a way 
that supports delivery of the strategy and which demonstrates the 
council’s values of fairness, respect, equality and excellence.   

Employee Equality Forum This group comprises employees from all areas of the council. It is 
involved in consultation on workforce diversity and equality 
initiatives.   

Trades Unions Two recognised trade unions within the council are responsible for 
supporting their members on matters including diversity and 
equality and for ensuring that they are consulted on diversity and 
equality initiatives 

 

 

Fairer Scotland Duty  

The Fairer Scotland Duty (FSD) – the requirement to actively consider how we can tackle inequalities 

of outcome in any major strategic decision we make - is the first of 50 actions set out in the Fairer 

Scotland Action Plan.  

The Scottish Government recognised that the public sector is key to delivering a fairer Scotland and 

this duty is intended to help make sure full account of poverty and disadvantage is taken when key 

decisions are being made. This includes the needs of people of identity who disproportionately 

experience poverty and social inequality e.g. lone parents, older women, young people, disabled 

people or some ethnic minority families. 
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The Fairer Scotland action plan also included the introduction of the Child Poverty Act. 

As a council we are committed to tackling poverty including through our ambitious council house 

building programme, which will deliver 5,000 affordable homes for rent by 2035, our successful Club 

365 programme which offers free school meals to children throughout the year, free sanitary 

products in our schools and community facilities and we have some of the lowest rent levels in 

Scotland. A vital factor in tackling poverty is ensuring people are receiving all the benefits they are 

entitled to. Our Financial Inclusion Team offers extensive support to people to access the benefits 

they are entitled to. 

The Council initially approached the FSD by integrating the need to assess decisions with the 

Council’s Equality Impact Assessment processes. It also included within committee reports a section 

to be completed on how the decision requiring approval meets the needs of the FSD to tackle socio-

economic disadvantage. 

 

In 2020 the Council published Towards a Fairer North Lanarkshire - Tackling Poverty Strategy.  
Taking the needs of the FSD further the strategy established an approach to “poverty proof” not only  

our strategic decisions but our operational policies and procedures to ensure maximum impact of 

tackling poverty as well as reflecting an effective and co-ordinated approach to tackling poverty. 

 

Black Lives Matter Working Group 

Following an unanimously endorsed council motion in August 2020 supporting the Black Lives 
Matter movement a working group consisting of elected members from the three political parties 
and council officers has evolved. 
Since the working group was set up significant progress has been made identifying how we achieve 
positive change for North Lanarkshire. A meeting with Sir Geoff Palmer OBE, Professor Emeritus in 

the School of Life Sciences at Heriot-Watt University in Edinburgh has helped guide and ensure we 
are on the right path.  
 
 
Achievements to date  

• The working group is co-chaired by Elected Members one of whom is the Deputy Leader of 
the Council thus giving the group the profile and authority it needs to make change and 
advance equality at pace. 

• Research has begun into the lived experiences of NL’s Black Asian and Minority Ethnic 
people. A community survey translated into 6 languages took place throughout December 
and January looking into different areas of life including employment, housing, 
discrimination and hate crime, satisfaction and wellbeing. The results ae currently being 
analysed.  

• A survey to explore experiences in NLC employment is under development in partnership 
with the Council’s Employee Equality Forum targeted at our BAME employees.   

• The review of our equality outcomes that will set out what we want to achieve for BAME 
people, learners, communities and employees for the years 2021-25. The outcomes will 
challenge and address, discrimination, disadvantage and advance equality.  
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• Education and Families are committed to ensuring that all children and young people are 
educated in an inclusive atmosphere that promotes equality, celebrates diversity and where 
any form of discrimination is challenged.  To support this vison, colleagues from Education 
and Families are currently creating a package of support materials designed to support self-
evaluation, professional dialogue and continuous improvement.  

• Exploring North Lanarkshire’s historical links to the slave trade and how we use this 
knowledge to promote understanding and advance race equality. 

  
What we plan to achieve  

• We are looking into the potential of a Race at Work Charter that will set out a pro-active 
commitment to advance equality in employment for Black, Asian and Minority Ethnic 
employees and potential employees. This will be informed by the BAME employee survey 
and the Council’s Equality Outcomes  

• Further school curriculum development  

• Continued research into our history and how it has shaped North Lanarkshire and its 
people.  

• Community and employee engagement will be ongoing, and it is our intention that this 
engagement informs and influences the work of the BLM Working Group to understand, 
challenge and address the disadvantage that BAME people continue to experience in North 
Lanarkshire.  

 

 
Equally Safe at Work 
Equally Safe at Work (ESAW) is a world leading employer accreditation programme which was 

launched in January 2019. It stems from Equally Safe, Scotland’s strategy for tackling violence 

against women and girls which recognises such violence as being inextricably linked to gender 

inequality.  ESAW recognises the role the workplace has in tackling gender inequality and as such has 

a key role to play in tackling violence against women and girls. The Council was selected as one of 

only seven pilot authorities to participate in the accreditation at Bronze Standard. The accreditation 

requires meeting the criteria set out in 6 standards: Leadership, Data, Flexible Working, 

Occupational Segregation, Workplace Culture and Violence against women. 

On 9 March 2021 our success at achieving Bronze Standard was announced along with three other 

Scottish Local Authorities. 

 

Human Rights 

As a local authority the Council is obliged to act in accordance with the requirements of the 

European Convention of Human Rights. This means not only the promotion of human rights but 

also taking this into account in day to day work. Taking a human rights-based approach is about 

making sure that people’s rights are central to all policy and practice. 

The PANEL principles, as set out by the Scottish Human Rights Centre, describes what this means in 

practice. Highlighted below are some examples of ongoing work that the Council is carrying out to 

promote and protect human rights. 
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PANEL Principles 
Participation – People should be involved in decisions that affect their rights 

This year, Education and Families launched a new policy called The Promise.  Based on the voices of 

2,000 care experienced young people, The Promise sets out a vision to transform the way we 

provide care and support to children and young people, rooted in the values of relationships, love, 

respect and upholding the rights of children and young people. 

This policy is an ambitious call to recalibrate whole systems and culture to ensure our care 

experienced children have nurturing relationships in which to thrive. 

Education and Families have included specific reference to this policy in their improvement impact 

statements for the next session 

 

The Housing co-production group was set up in 2015 and includes disabled residents, and council 

staff. They work together on pieces of developing policy or procedure and to promote and 

encourage co-production in how we deliver services. Recent examples of the groups work are 

inspection of new build amenity housing and producing some recommendations for changes to our 

specification for future new build properties. Currently the group are assisting in the development of 

our new local housing strategy reviewing evidence papers and key findings prior to development of 

our action plans and final strategy document 

 
In Health and Social Care, all of the 12 Locality Planning Groups have carer representation. This is 

either from a staff member from a carer support organisation (North Lanarkshire Carers Together 

or Lanarkshire Carers Centre) who are often carers themselves. 

 

Accountability – There should be monitoring of how people’s rights are being affected, 

as well as remedies when things go wrong 

In Social work, where protecting people’s human rights is at the heart of service delivery, a 

substantial training and support programme has been developed for staff as part of the 

introduction of the new complaints procedure in April 2017. All complaints, together with any 

associated learning outcomes, are monitored and subject to quarterly reports to committee. 

Anyone wishing to make a complaint can also do this through a representative or 

independent advocate thereby ensuring barriers to making a complaint are minimised. 

In schools, the work of advocacy services such as Who Cares? and Your Voice are actively promoted 

by ASN Schools. They are particularly well used to support young people with ASN at key transition 

points e.g. between primary and secondary school  and when leaving school.  

Racist incidents are recorded, monitored and dealt with across the school estate. 
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Non-discrimination – All forms of discrimination must be prohibited, prevented and 

eliminated. People who face the biggest barriers to realising their rights should be prioritised. 

Eliminating discrimination and promoting equality through the work of North Lanarkshire Council 

to meet the needs of the general equality duty and equality outcomes are a thread which runs 

through not only this report but also Council service provision. 

North Lanarkshire Violence Against Women Strategy and Action Plan and programmes such as 
Equally Safe are indicative of a human rights approach to tackling violence against women, which 
considers what is required to create a preventative approach to tackling violence against women 
across North Lanarkshire. 
 

 

Empowerment – Everyone should understand their rights and be fully supported to take part in 

developing policy and practices which affect their lives. 

The partnership agreement between North Lanarkshire Children’s Services Partnership (NLCSP) and 

Children and young people in North Lanarkshire was developed using the principles set out in the UN 

Convention on the Rights of the Child, Article 12. Building on this partnership agreement the NLCSP 

and NL Youth Council (NLYC) developed an on-line survey to assess awareness among children and 

young people of the UNCRC. The survey was developed with the foundation apprenticeship 

programme and was promoted over 2 weeks in January 2021 through NLYC, social media and staff 

who work across children’s services in NL. The results of this survey have culminated in four actions 

being taken forward to increase awareness of the UNCRC, in the 2021-23 Children’s Services Plan. 

On 16 March 2021 it was announced the UN Convention on the Rights of the Child had been 

incorporated into the law of Scotland. 

North Lanarkshire’s schools embrace and teach a Rights Based Curriculum. 93 schools have Rights 
Respecting School status. 
 

Legality – Approaches should be grounded in the legal rights that are set out in domestic 

and international laws. 

We recognise violence against women and girls in its many forms as human rights violations and 
this sits in accord with a number of international and domestic laws including Human Rights Act 
1998 and the Domestic Abuse (Scotland) Act 2018. 
 
The Council has worked in partnership with the Law Centre for a number of years providing funding 

for a dedicated part-time solicitor for North Lanarkshire. Their work’s focus is Human Rights, 

immigration, discrimination, and employment. The law centre has recently supported our Syrian 

refugee families with their applications for indefinite leave to remain in the UK - this is required after 

5 years - ensuring families are supported and not left destitute with no recourse to public funds. 
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Procurement 

Each year we enter into contracts worth many millions of pounds for buying goods, works and 

services on behalf of the people of North Lanarkshire. 

 

We provide a wide range of services to residents and businesses in the local area. In some 

cases these are provided directly by us, in others by our contractors and partners. We 

recognise that this purchasing power can be used as a way to advance equality and, where 

appropriate, achieve wider social benefits, such as creating training or employment 

opportunities.  

 
We have a statutory duty to ensure that public money is spent in a way that ensures value for 

money and does not lead to unfair discrimination and social exclusion. The promotion of 

equalities in the procurement process helps us to:  

• obtain value for money and improve the quality of local authority services;  

• ensure that public money is not spent on practices which lead to unfair discrimination 

; 

• create a diverse and integrated workforce;  

• deliver more responsive and flexible services in combating social exclusion and 

building strong and cohesive communities;  

• encourage other organisations to practice the Council’s public service ethos on 

equalities; 

• deliver services that meet the needs of residents of North Lanarkshire; and  

• improve employment conditions.  

 

The Council takes into account in its tender evaluation and contracting processes, a potential 

contractor’s approach to equalities in terms of its employment practices and service delivery. 

We do this by asking potential contractors relevant questions and include appropriate 

provisions in our contract documents relating to these matters. The response to these 

questions is evaluated as part of the selection process. The impact of the procurement with 

regard to the promotion of equalities within service delivery and employment opportunities is 

also monitored and managed during the life of each contract. 

 

Equality outcomes often overlap with Community Benefits and Fair Work Practices which are 

part of the social and economic elements of sustainable procurement. Community Benefits 

and Fair Work Practices help the Council to deliver its broader strategic objectives, in addition 

to the core purpose of a contract and value for money. 

 

Our general policies on applying Community Benefits and Fair Work practices in our contracts 

are also included in the Council’s procurement strategy. 
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          The policy on applying community benefit requirements in our contracts 

 

We believe that our contracts can help realise a wide range of social, economic and 

environmental benefits, including better employment opportunities. Community benefits 

delivered by contracts have been shown to contribute to local and national outcomes relating 

to employability, skills development and local regeneration. 

 

If there is an opportunity to benefit the community, appropriate requirements will be included 

in contracts in accordance with relevant legislation, statutory guidance and best practice. 

 

If a contract includes a commitment relating to community benefits, the terms of the contract 

will record what the provider must deliver. Overseeing delivery is made part of the Council’s 

Contract Management arrangements and a record is kept of the benefits delivered. 

 

Enterprise Strategic Commercial Partnership (ESCP) 

The Plan for North Lanarkshire means economic regeneration and growth that benefits 

everyone in North Lanarkshire. In order to drive forward our ambitious plans for large-scale 

regeneration and infrastructure projects the council agreed a 20-year innovative 

commercial framework to deliver a full range of asset-infrastructure related services 

including associated professional services from initial feasibility, through design to delivery 

and construction. 

 

The ESCP will provide the procurement connection between the council’s strategy and the 

market’s solution in terms of securing a transformative alternative service delivery model. 

The Private Sector Partner (PSP) will be expected to propose, manage and will be 

contractually required to deliver a wide range of community benefits which are aligned 

with the Council’s vision and will make a significant positive social impact for communities 

of North Lanarkshire.  In addition, the PSP will be expected to propose and manage a wide 

range of community benefits for contracts relating to Council funded projects and strategic 

projects entered into by the Council.  The PSP will be required to promote Fair Working 

Practices throughout the supply chain in accordance with the Council’s Procurement 

Strategy. 

 

The delivery of social impact is at the heart of the project and the ESCP is expected to 

leverage jobs, apprenticeships, work placements, educational pathways to construction and 

community capacity building at scale as part of its offer.   

 

Expectations for the successful bidder to deliver at scale against agreed targets be a core 

part of the evaluation of the project.  The Project Board will be asked to consider a Benefits 
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Realisation Plan at Full Business Case (FBC) to set out the anticipated benefits which could 

be realised as a result of the proposed commercial partnership. These Realisation Plan will 

include delivering on equality and diversity initiatives to ensure that people with protected 

and diverse characteristics have and take up opportunities through this major 

transformative investment   The successful bidder’s commitment will form part of the 

contract and will be monitored throughout the contract term. 

 

To mitigate the impact of local Small and Medium Enterprises  (SMEs) and supported 

businesses being excluded from bidding for this contract the project will develop an ESCP 

Project Community Benefits model to drive the delivery of targets for participation by SMEs 

at ESCP, programme, project and service level.  The expectation of participation of SMEs 

will be proportionate to the services being delivered through the ESCP.   

 

 

The policy on paying the living wage to people involved in delivering our contracts 
 

We strongly believe that fair work practices and paying the Living Wage can have a positive 

effect on people's lives and can help to create a fairer and more equal society. North 

Lanarkshire Council was awarded accreditation as a Living Wage employer on 29 August 2017 

and in July 2019 the Living wage was fully consolidated into our salary scales  

 

The Living Wage accreditation also extends to contracted staff where they work on Council 

premises for two or more hours per week, for eight consecutive weeks in the year. Extensive 

work was undertaken by the Talent and Organisational Development Team in conjunction 

with Corporate Procurement and the Poverty Alliance (a membership organisation aimed at 

addressing poverty and exclusion) to establish all current council contracts which meet this 

criterion. 

  

Education 

Education sits within the now integrated Education and Families service. This, whole system 
approach ensures a clear focus on the child or young person, in line with Getting it Right for Every 
Child (GIRFEC) values, putting children and their families at the heart of decision making to give all 
the best possible start in life. 
 
Equality is at the heart of all school communities and centres. In session 2020, the service introduced 
the Empowering Models cluster. This model is based on Getting it Right for Every Child, Inclusion and 
Partnership working. This model enables greater empowerment of staff to meet the needs of young 
people providing a greater connection between assessment and identification of needs and 
partnership planning to respond effectively. A more holistic approach to supporting families will 
underpin this 
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The service recently completed a comprehensive review of Additional Support Needs provision in 
partnership with key stakeholders. The review led to the development of twelve recommendations 
for future action, which in turn have been translated into an implementation plan. The plan outlines 
new processes and procedures designed to align and empower staff and to ensure effective 
management of resources to support better outcomes for children and families.  Inclusion, Equality 
and the presumption of mainstream underpins all new processes.   

  
An authority wide analysis of HMIe inspection results for 3.1: Ensuring wellbeing, equality and 

inclusion, from January 2018 till June 2019, evidenced 91% positive outcomes (where positive is 

anything graded good or above).   

The Authority are committed to continuing to support all educational establishment to ensure 
inclusion and equality are embedded in all aspects of school life. All schools’ handbooks include an 
equality statement and all schools display the Council’s overarching equality statement on their 
public notice boards. This ensures parents and visitors are confident that they will be treated with 
dignity and respect and if they feel they are not then they are encouraged to share their experience.   
 
There are currently three equality outcomes for education where performance is carefully 
assessed so that the Council understands what is happening for particular groups of people. 
Some of the performance measures include:  

• monitoring attendance, attainment and exclusions of young people with disabilities 
and/ or additional support needs and Gypsy Traveller children; 

• monitoring and setting targets for schools participation in programmes such as the 
Mentors in Violence Prevention Programme and Rights Respecting Schools, LGBT 
Chartermark etc; 

• providing continuous training and awareness raising opportunities for 
employees on equality related matters; 

• monitoring the: 
o % of ASN pupils participating post school 
o % of ASN pupils employed post-school 
o % of young people from ASN schools entering MAs and employment directly 

from school 
o % of girls and young women participating in STEM subjects 

This then allows any service development activity or corrective action to be taken if necessary. 

Response to COVID-19 
Covid-19 has placed additional pressures on families already experiencing disadvantage and 
inequalities and the service implemented several supports to provide additional support during this 
pandemic. 
To address the digital divide the Service deployed 2500 devices (Dec. 2020).  This enabled identified 

young people, including those with protected characteristics, to access education. 
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To support vulnerable children and families during school closure periods Education and Families 

identified and implemented a process for distributing free school meal vouchers. This table 

summarises distribution figures. 

Period Category Vouchers Issued Redeemed % Uptake  

Lockdown (March – June) FSM Entitled                  126,615  107,756 85% 

  Universal (P1-3)                  112,788  95,659 85% 

          

Summer (July – August) FSM Entitled                    65,508  55,783 85% 

          

Lockdown 2 (Week 1) Universal (P1-3)                      8,797  6,753 77% 

  FSM Entitled                    10,517  9,188 87% 

          

Total   324,225 275,139 85% 

 
North Lanarkshire Licensing Board 
 
The Board is responsible for administering the alcohol licensing system and certain gambling 
licensing within North Lanarkshire. 

 
The Licensing Board is a separate entity to the Council itself but benefits from its members being 
NLC elected members who are supported through the Chief Executive’s Office.  

 
With such a close relationship the Board utilises the Council’s expertise, knowledge and resources in 
relation to equalities including:- 
 

• accessing information that informs its equality outcomes, policies and decisions; 

• working with key employees across the Council on areas such as training and development, 
raising awareness of equality issues in general; 

• the Clerk to the Licensing Board meets regularly with the Council’s Development Officer 
(Equalities) to keep abreast of any relevant information and issues that could have an 
impact on the work of the Board; 

• liaising with partner organisations such as NHS Lanarkshire, North Lanarkshire Violence 
against Women Partnership, Guide Dogs Scotland, Police Scotland, etc. on initiatives to 
raise awareness and promote understanding; and 

• using Council premises for its meetings to ensure accessibility at its Hearings. 
 

With the Licensing Board public hearings not being able to take place for health and safety reasons, 

due to the pandemic, the Licensing Board decided that these should take place remotely via video 

link. However, it recognised that this may not be accessible to all and undertook a comprehensive 

equality impact assessment to explore how to mitigate any disadvantage. Older people, disabled 

people and those whose first language is not English were identified as potential groups who may 

need additional support to access remote hearings. In anticipation of support being requested 

consideration on how to support individuals with access issues – language, sensory impairments and 

lack of IT skills or equipment – to participate in the hearings was given. Consultation will be 

undertaken with individuals wishing to participate and reasonable solutions sought where 

applicable. 
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Employment 

Our Equality and Diversity in Employment Policy details the Council’s approach to promoting and 

advancing equality in its employment practices both for prospective employees and existing 

employees. The policy applies to every aspect of employment, from recruitment through pay, access 

to facilities and employment benefits, discipline and grievance procedures to the end of the 

contractual relationship and beyond. 

The following sets out some of our successes in advancing equality in our employment practices 

since our last Mainstreaming Report in 2019 

Recruitment 

We want to be able to recruit from a wide diverse pool of people – we know the most efficient 

organisations are those which have a diverse workforce at all levels.   

We provide a fully inclusive and accessible recruitment process 

Jobs adverts are posted on MyJobScotland (MJS) and we will provide information in other formats if 

requested.  To encourage application from a diverse pool of people all job adverts display the 

Disability Confident Leader and Happy to Talk Flexible Working logos. In addition we state that 

applications from disabled people and veterans are guaranteed an interview if they meet the 

minimum essential criteria for the job  

• we often use images on our job adverts to tackle occupational segregation; and 

• We have recently produced information on the recruitment process in Easy read which will 

be sited in our MJS portal and the Council website. 

To assist people to apply we offer additional support and advice to people with applications where 

appropriate.  

• On the main jobs page contact information is provided for Human Resources teams who are 

able to assist disabled candidates with questions about accessibility, reasonable 

adjustments, job specifications etc. 

• all individual job adverts supply contact name and telephone number should applicants 

require additional information from the recruiting area or if they want to discuss access and 

/or adjustments at interview. 

• Additional assistance is offered through Culture and Leisure NL libraries for applicants who 

require help completing online applications.  

All recruiting Chairpersons are responsible for overseeing due process and training of recruitment 

Panel. Managers are required to complete Recruitment and Selection training which includes 

information on providing reasonable adjustments at interview and recognising unconscious bias. 

Managers who have not completed this training are not allowed to lead the recruitment process.  A 

3-yearly e-learning refresher is mandatory to continue to be involved in recruitment process  

All training in relation to recruitment and selection is recorded on the Council’s Learning 

Management System which relevant administration and HR staff have access to and can check 

whether a proposed recruiter has received up to date training. All training in this area is updated 

annually (or earlier if legislative or procedural changes dictate) 
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Employee Health and Wellbeing 

Our people management practices across the Council have been recognised through the 

accreditations we have received. We were the first Local Authority in Scotland to be accredited as a 

Disability Confident Leader. In 2020 this accreditation was subject to external validation and was 

renewed for a further three years.  In March 2020 we were awarded the Bronze Standard in the 

Equally Safe at Work accreditation that aims to advance gender equality in the workplace – one of 

only 4 Councils to achieve this.  In addition, we also hold Investors in People, Investors in Young 

People and Gold Healthy Working Lives accreditation.  

Our workforce Mental Health and Wellbeing Strategy was born out of recognising that our 
employees are experiencing high levels of mental health issues, resulting in high levels of 
absenteeism, and the need to support them better. The Strategy was developed throughout 2020 
and focuses on five priorities. 

1. Develop a supportive culture, build resilience and address factors that may negatively affect 
mental wellbeing. 

2. Support employees to minimise the risk of mental ill health by providing information on how 
to control stress, increase resilience and to boost low self-esteem as a way to help keep 
symptoms under control. 

3. To provide support for employees experiencing mental health and wellbeing difficulties. 
4. To encourage the employment of people who have experienced mental health problems. 
5. To recognise that workplace stress is classed as occupational ill health. We will train & 

support our managers in proactive approaches to reduce instances of workplace stress. 
 

We have a number of supportive policies and mechanisms to support a diverse workforce.  

• With a predominantly female workforce we recognised that there is the inevitability that 

some, if not many, will have experience of gender-based violence (GBV). Eight employees 

have volunteered to become GBV Support Officers to provide emotional and practical 

support to any employee who requests it. We also have a GBV Policy that sets out the 

support that employees can expect and additional guidance provides information for line-

managers and supervisors. 

• Our Dignity at Work Policy that aims to tackle bullying and harassment in the workplace and 

provide recourse for those who experience it. To support employees we also have a number 

of Dignity at Work Support Officers who will support employees who wish to address 

bullying or harassment    

• The Reasonable Adjustment Protocol aims to provide a standardised process for disabled 

employees to negotiate and agree the reasonable adjustments they need to support and 

sustain their employment. We have also developed bespoke disability equality and 

reasonable adjustment training for managers 

• Work in partnership with the Employee Equality Forum to ensure that we build our 

reputation as a leading employer who is committed to diversity and inclusion in the 

workplace  

• Our Smarter Working Policy allows employees to work flexibly, allowing them to balance the 

needs of their work and home life.  To compliment this, we have developed an e-learning 

module What is flexible working? This gives an overview of the aims and types of Flexible 

working available and how to deal with Flexible working requests.  We also include the 

Happy to Talk Flexible Working logo on all our job adverts opening up the application 

process to a wider pool of people. 
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• We continue to provide access to occupational health services like medical advice, 

counselling, debt counselling and physiotherapy and we continue to develop and promote 

our Workwell NL and NL Life provisions to support and reward our employees across the 

Council. These programmes have been well received and well used by our employees and 

they will become increasingly important as we enter a period of increased change and 

transformation across all our services.  

Employability  

In line with our Workforce for the Future Strategy, offering opportunities to young people is a key 

priority.   

Working in collaboration with senior managers within our services to understand their needs we 

have developed a new Modern Apprenticeship programme which has been built to meet those 

needs.  The programme has been fully aligned to offer opportunities to young people from across all 

our communities, inspiring them into rewarding careers.  To do this, we have worked alongside our 

recruitment team to strengthen and enhance the recruitment process making it accessible to all, 

created robust guidance for managers and young people setting out clear expectations on roles and 

responsibilities as well as strengthening the level of support an apprentice will receive whilst in their 

placement.  This will include each trainee being assigned with a designated college assessor to 

support their qualification, an Early Careers Supervisor to support them in the placement and a 

placement ‘buddy’ who will perform the role of a mentor.   

In addition, all placement managers and buddies will be given the opportunity to undertake tailored 

e-learning modules to support them in dealing with and understanding the challenges which young 

people may face.  The TOD team will also work with the Employability team to support apprentices 

when they are ready to seek employment opportunities.  This support will continue for 12 months 

post placement signposting appropriate services and providing advice where required. 

 

Aside to our support for the Modern Apprentice Programme we have fully supported the highly 

successful Winter Leavers and Family Firm programmes with Mentor programmes, skills and 

rotational work placement activities to help build confidence and employability skills in our most 

disadvantaged children. our Graduate Apprentices, with over forty of our own staff now taking part 

in Graduate Apprenticeships to further their career and their future earnings potential.  

 

 

Employee Engagement 

We use a variety of means to engage with employees around equality issues. 

In the lead up to the Council migration from Windows to Office 365 it carried out a survey of 

employees who use Assistive Technology to gauge their experiences. From the survey group a few 

employees tested the in-built accessibility features of O365 to see whether the in-built features 

could enhance or even replace their current AT. These inbuilt features are being promoted to all 

employees and an e-learning module is being developed.  
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Our Disability Confident Leader Working Group was set up to ensure the Council continues to meet 

its DCL commitments. It was deemed essential that disabled employees were invited to be members 

of this group, to not only provide the experience of disabled people in improvement actions, but also 

for the credibility of the group.  

Over the past two years we have carried out a number of employee surveys which we analyse to 

help us support our workforce better and to advance equality.  

• In relation to our participation in Equally Safe at Work we surveyed all line managers to 
gather data about Gender Based Violence:  Number of reports of disclosures made to line 
managers; the form of violence against women which is reported or disclosed and Employee 
satisfaction with how the disclosure was handled 

• As part of the commitments for our Healthy Working Lives accreditation we carry out an 

employee health needs assessment survey every 3 years. 

• Since the Pandemic and the move for many employees to home working, we have carried 

out surveys to hear from our employees how they are faring working from home both 

personally and professionally.  

 

 

Employee Equality Forum (EEF) 

The EEF was set up by the Council as a collective, co-ordinated resource to enable employees with 

protected characteristics to influence organisational strategies, policies and procedures for 

promoting equality, and tackling discrimination.  

Before the pandemic struck the EEF Planning Group organised events and awareness raising 

opportunities for all employees. - providing a space where they could come together to have a focus 

on different issues.  For instance, in 2019 Planning Group members arranged two information 

stations to commemorate Holocaust Memorial and organised a BSL awareness session with a local 

BSL organisation. for employees.  

While the pandemic has had an impact on bringing employees together the group has still been 

active. 

In partnership with the Black Live Matter Working Group EEF members have been developing a 

survey to find out the experiences of our Black Asian and Minority Ethnic Employees. This survey will 

look at the jobs they do, opportunities for progression, their experiences in the workplace. The 

findings will inform recommendations for any appropriate action. 

It has continued to be involved in a range of employment and organisational policies and 

developments including:   

• the review of the equality and diversity e-learning catalogue 

• the review of the managing attendance policy 

• Disability Confident Leader Working Group  

• Digital NL and the Migration to Office 365 
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Equal Pay Audit information 

In November 2020 the Council undertook an equal Pay Audit. The biggest challenge for North 
Lanarkshire Council is occupational segregation.  There is no evidence that the gender pay gap is 
attributable to direct or indirect unfair discrimination in processes or decision making.  The possible 
reason for the pay gap could be linked to female concentration in part time work and elements of 
occupational segregation.  Female employees are heavily concentrated in lower paid roles and in 
particular kinds of roles.   
 

Tackling occupational segregation is a significant challenge given the complexity of the issue with 

external factors such as gender stereotyping from birth; career choices through school/vocational 

education; availability of child care, etc all having an impact as well as employment factors such as 

opportunities for flexible working.  

The majority of employees (68.8%) are working under the Local Government Employee terms and 

conditions and their roles have been evaluated using the Scottish Joint Council Job Evaluation 

Scheme. There is no evidence that the pay and grading structure contains any gender bias.  This data 

provides reassurance that the Scottish Joint Councils Job Evaluation Scheme and the Re-evaluation 

Procedures implemented by North Lanarkshire Council are robust and meeting equality 

requirements for posts of equal work.  It is likely that the dominance of females in particular grades 

is a result of gender typical job choices. 

 

Key future actions highlighted by the audit 

• Ensure regular reporting and analysis on gender pay gap. 

• Continue to adopt a robust and consistent approach to the grading of new posts and the 

consideration of re-evaluation requests. 

• Continued encouragement of staff to complete the equalities information on iTrent to allow 

reporting to be broadened on disability, ethnicity, religion and sexual orientation. 

• Research indicates that flexible working is one approach that can assist with reducing 

occupational segregation.  Existing Smarter Working policies and procedures will be kept 

under review to ensure that they continue to meet the Council and employees’ needs. 

• Continue to apply fair recruitment and selection practices. 
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SECTION 2.   

PROGRESS IN ACHIEVING OUR EQUALITY OUTCOMES 2017-21 

When we set our eight equality outcomes in 2017, we developed a performance management framework to be able to track and measure the change. In 

the Mainstreaming Equality Report we published in 2019 information was provided on the progress of these outcomes in the first two years. The following 

section provides information on the results of those measures from 2019 – 2020 /21; and further information describing some of the work we have 

undertaken to progress each outcome.  

Equality 
outcome 1   

Older people, disabled people and those with other specific needs have improved access to a range of housing options 
which meets their needs and supports independent living 

General Duty 

From 2017 - 2020 

• We have completed construction of 695 new homes for Social Rent. All of these are designed to Housing for Varying Needs standards including 36 
of which are designated amenity housing and 19 are designed for wheelchair users 

• 10,607 older and disabled people were helped with repairs and maintenance to their homes in the private sector 

• 3520 adaptations were undertaken across all tenures. 

• 2035 people with long term health conditions were allocated a socially rented home – majority of those to people in significant need. 

• Applications from BAME people to the Common Housing Register has increased from 2.53% to 3.06%. 

Smart homes pilot, at Kerr Grieve Court  
 
A project has been requested to review and implement smart technology options within Kerr Grieve Court Sheltered Housing complex within Motherwell.  
There are inherent links with this project to the councils overall digital transformation programme, Digital NL. The  project   will Identify best practice through 
research and implement a range of smart technology to assist residents: to access services online; remain connected socially; remain within their home 
longer; and return more easily to the home following a hospital stay. The project will also consider the use of smart technology within the building to assist 
in identifying reactive repairs or need for capital investment. 
 
The sheltered accommodation at Kerr Grieve Court houses a range of residents with different health needs. This pilot project is designed to research 
different options to introduce smart technology within the flats and wider building to provide a greater understanding of what could be delivered to other 
similar complexes, or mainstream housing. A wide range of officers from a variety of services attend the working group and great efforts are being made to 
progress the project despite the current pandemic situation. 
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Asset Management  

Through the development and management of its housing assets the council takes a pro-active approach in promoting equality, particularly in terms of 
people with physical disabilities.  The council has developed a range of services including provision of equipment and adaptations to help ensure that people 
can live as independently as possible in their own homes.    

The needs of older and disabled tenants are also taken into consideration in mainstream investment programmes principally through our kitchen and 
bathroom programmes where the needs of older tenants and those with a disability are taken into account, e.g. provision of a shower tray instead of a bath 
where this is assessed as being appropriate to meet the needs of a tenant.   

The council proactively identifies ways in which it can further promote equality to help achieve better outcomes for tenants and residents.  As such a recent 
programme of investment to make stock more accessible and suitable for people with a range of needs has been completed.  This work included upgrading 
all door entries within tower blocks and sheltered complexes to fit automated door openers, improving accessibility and usability for tenants in mainstream 
and specialist older people’s housing.  It also included a range of dementia friendly design improvements implemented in sheltered housing complexes to 
provide more usable common space to better meets the needs of tenants with more complex needs.   

The council’s continued commitment to reducing inequality by improving access to services is evident in the recent further development of Making Life 
Easier.  This online self-assessment tool provides access to a broad range of equipment, information, advice and signposting to services to promote 
independence, health and wellbeing.    

Other developments which are technology solution focussed include the development of SMART towers.  Initially this will focus on implementing I.T. 
infrastructure within older people’s towers to enable a range of telehealth and assistive technology to be employed to improve the health and wellbeing of 
older people, reducing the need for other formal, more costly supports. 

Gender Based Violence 
To help reduce gender-based violence housing services have implemented a range of revised procedures for front line housing staff to encourage 
reporting and further skill staff in the provision of support, advice, and assistance in relation to gender-based violence.  
 

Gypsy Travellers 
As a result of the monitoring group reports we have recently changed how we engage with the Gypsy/Traveller community when encampments occur, and 
we will continue review how we consult and engage with them going forward.  
This information reinforces that access to public services remains an issue and recognises the importance of services such as the ‘Keep Well’ programme to 
improve access to health services and signpost gypsy travellers into other services. It is intended that other ways in which we can improve access to services 
will continue to be developed further through the operational and strategic groups.  
We are engaged the national pilots on Negotiated Stopping and will take the learning from this project into account in our planning to meet the needs of 
Gypsy/Travellers in North Lanarkshire.   
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Equality 
outcome 2 

Disabled people, BME people, lone parents and carers are supported to access employment opportunities General Duty 

 

• NL Industries employs 32 disabled people and provides work tasters, work trails and work experience for our supported employment clients as 
well as pupils from our ASN and mainstream schools.  

• SES has supported 260 people into work within the local community. 

• 65% of people via the SES have kept their jobs for over 2 years.  

• Since 2017 there have been 670 business starts by women, 42 by disabled people and 108 by Black and Minority Ethnic people  

• The prospects programme aims to help unemployed people of all ages from North Lanarkshire into work. since 2017 has supported 
136 lone parents into employment exceeding the target of 91. In addition, the following have registered and been supported since 2017 - 105 
disabled people; 131 BME people; 262 Lone Parents and 83 Carers  

• Pupils and students from ASN schools, Communication and Learning Units within education and Supported Learning Department at New College 
Lanarkshire have gained from 606 development hours through work tasters via Supported Enterprise Service. 

 

Project SEARCH is a training for employment programme for young people aged 18 - 24 with learning disabilities and autism. The project is a partnership 
with NHS Lanarkshire, Serco and New College Lanarkshire and the Council has two sites based in University Hospitals Monklands & Wishaw. NLC was the 
first council in Scotland to take that leap of faith and invest in starting a project search within University Hospital Wishaw closely followed by a site a 
Monklands Hospital. To date: 

• 140 young people have graduated from the programme 

•  75% gained Jobs, 77% sustained in work with an average length of service 3 years  

•  Working an average of 23 hours a week and earning an average of £8.63 an hour, above the minimum wage of £8.21 an hour  

• The first graduate to gain employment with Serco is still employed with the company - 10 years on. 

• Some graduates from the project have got married, learned to drive, bought their first house etc. All have advised that being part of the project 
changed their lives. 

• graduates from 2017/2018 won Learner of the Year at NHS Lanarkshire 2020 Staff Awards.  
 

No Limits is for young disabled people who are furthest removed from the job market and require a high level of support in their journey to get a job.  No 
Limits offers 1-1 support from a job coach and mentor to ensure that the young person is given the support they require to succeed.   
 

Meghan was referred to Routes to Work in October 2019. Aged 21 Meghan had undergone 40 surgeries throughout her life due to her Disability condition 
Hydrocephalus which affects the brain. She has missed a lot of time out from school and felt that she had no skills or experience to offer an employer. At 
initial appointment she stated that she did not want to spend the rest of her life on Disability Benefits and had a real desire to get into employment.  
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She was realistic about her physical capabilities and through action planning discussion she expressed an interest in Photography as this was a hobby that 
she really enjoyed and felt it therapeutic. Case Worker engaged with the EDO’s at NLC and working in partnership a work placement was sourced with a 
local Business John Wilson Photography. Meghan was able to accompany the photographer to the local primary schools to support with taking the yearly 
intake of school photos and was being considered for an apprenticeship just as lockdown happened. This opportunity will still be available to Meghan 
when normal Business resumes, but she has also with support from the case worker applied for a trainee researcher role with Channel 4 to keep her 
options open. 
Both Meghan and her Mum stated that they were overwhelmed at the support and encouragement offered to Meghan as she never believed that she 
would be able to be seen as an individual as she has faced so may barriers in life due to her disability. 
 

 

 

Equality 
outcome 3 

The educational attainment for children and young people with disabilities and/ or additional support 
needs, Gypsy traveller children and young carers is improved 

General 
Duty 

Evaluation against performance measures 
The attendance rate for Gypsy Traveller pupils dropped slightly from 78.4% in 2017/18 to 76.64% in 2019/20, but it rose for disabled primary school pupils 
from 90.1% to 91.88%. 
100 % of gypsy traveller learners gained national qualification at level 3 and above in Maths & English. (This equates to 2 children.) 
There was a significant increase in the number of visually impaired leaners gaining national qualifications at Level 3 and above in Maths or English within 
the SCQF framework, rising from 54.8% in 2017 to 85.29% in 2019. 
The number of hearing-impaired pupils gaining national qualifications at Level 3 and above in Maths or English within the SCQF framework also increased 
from 65.45% in 2018 to 83.80% in 2020. 
Although the number of exclusions for pupils registered with an Additional Support Need (ASN) is continuing to decrease (59.58% 2018-19 to 57.39% 
2019/20) the service is committed to continuing to reduce this figure and this will be a focus moving forward.  
Despite the Covid-19 pandemic and associated restrictions, during 2019/20, 2328 young people with Additional Support Needs (ASN) participated in extra-
curricular sport and physical activity in ASN establishments. 
 

Summary of Progress 
To increase levels of attendance, engagement and attainment, particularly for young people at risk of disengaging or being excluded, schools across the 
authority are making greater use of bespoke curriculum packages and vocational partnerships and links.  Strategic use of Scottish Attainment Challenge 
(SAC) funding and Pupil Equity Fund (PEF) is also supporting positive outcomes for young people.  
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Simultaneously, the service has offered a range of professional learning opportunities to build staff capacity. Every educational establishment across NLC 
participated in Getting it Right for Every Child (GIRFEC)– refresh training this session 2020/21.  This training increases practitioners understanding of the 
core components of GIRFEC and the associated planning processes enabling them to plan more effectively to meet the needs of all pupils, including those 
with protected characteristics. 
 
Virtual School (VS) Scottish Qualification Assessment Information 
20 young people have engaged in support to gain qualifications around Literacy and Numeracy; 16 achieved National 3 Applications in Maths, 18 achieved 
National 3 English and 3 achieved National 4 English.  All of these young people were school non-attenders who would have been leaving education 
without any formal qualifications. Input was delivered out with school by VS teachers and in partnership with other support workers e.g., Community 
Alternatives, Social Workers, Community Learning & Development staff. Engagement was secured through the establishment of good relationships with 
young people, their families and those who know them. Many of the young people were also involved in other VS supports e.g., Vocational courses, 
targeted group work, bespoke individual programme. 
Currently a further 18 young people have been identified as requiring support to access learning to undertake qualifications. Again, this is mainly for 
National 3 English/Maths with some aiming to achieve National 4. Input from teachers has started for some and most are already involved with VS in 
some way accessing other supports. A small number are engaging with the Positive Leavers Pathways Programme. 
Assessments completed are returned to the young person’s school for checking, verification purposes and accreditation to SQA.  
Digital school provision – devices and access to online resources also helped to support learning. Requests from VS have been met and families issued 
with device/connectivity requirements. 
 
Vocational Opportunities 
30 young people are currently engaged in one or more offers of vocational learning. All are non-attenders who have disengaged from school.  
Current offers are Construction and Rural Skills, Hospitality, Automotive Skills, Hair and Beauty and Music Technologies.  Alongside this are bespoke 
opportunities in animal care, equestrian care and bike maintenance for a small number who require a high level of individual support.   
Construction/Rural - two young people have 100% attendance the other young people have over 60% attendance.  Young people will achieve Rural Skills 
Award at SCQF Level 4  
Hospitality – attendance rate on average 65% 
Automotive - attendance rate on average of 70%.  Some are working towards City and Guilds awards. 
Hair and Beauty – average attendance rate is 65% although membership of groups has recently changed. Young People attending Hair and Beauty will 
work towards a SCQF Level 4.  
Music Technologies – attendance rate on average was 70%.   
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Forest School – Outdoor Learning  
We currently have 11 young people (Primary 3 – 7) engaged in two groups over the week.  This is a therapeutic intervention for children who are 
struggling to maintain their school placements and for whom learning is hugely challenging due to the significant trauma they have experienced. 
Attendance at school and behaviour in school are significant factors. 
Five have previously been excluded from school and have been considered for specialist/out of authority placements and two attend SEBN school. 
However, all are engaging in the Forest School positively.  
Average attendance at Forest School is 86% 
Group 1 – 100% attendance since August 
Group 2 – 98% attendance since August * 
*one individual 46% mainly due to significant issues in care placement and Covid -19 isolation period 
No exclusions from school for this group this session. 
Young people involved are also working towards Forest and Outdoor Learning award at SCQF Level 3 and John Muir Award. One young person has already 
achieved the Forest and Outdoor Learning award at SCQF Level 3 with another due to complete soon. 
The successful delivery of this support has been due to the excellent partnership working between schools, VS staff, residential staff, Social Work (Families 
First) and Forest School provider. 
 
Care Experienced Exclusions  
In May 2019, North Lanarkshire Council published clear guidance for establishments entitled Preventing and Managing Exclusions.  
In extreme situations, if exclusion is being considered, it is important that the delegated member of staff, the Virtual School Leader and/or team around 
the child and parents/carers, are contacted to discuss alternatives to exclusion. This must include the child or young person’s allocated social worker (if 
appropriate).  
To this end the Virtual School have a system of recording exclusions of care experienced young people to analyse trends or patterns and assist in the 
reduction of exclusions for the future. As this in-depth data has not been recorded before it is difficult to draw comparisons from previous years, at this 
time.  Going forward it is intended that staff from the Virtual School will be able to scrutinise and analyse this for the future.  
To establish a baseline, we have noted 42 care experienced young people have been excluded since August 2020. (68 exclusions episodes of care 
experienced young people.) Virtual School has been contacted on 15 occasions - discussion with VS has prevented 8 exclusions taking place with 
alternative offers or supports being utilised. Three school based vocational groups have been created as part of these preventative discussions. 
 
Active Schools 
Bespoke Active schools offering during lockdown (ASN) 

• Active Pupils: 106 

• Sessions Delivered: 185 

• Total attendance: 2046 
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Redburn and Glencryan have been offered weekly inclusive outdoor activity sessions for their pupils. These sessions will be adapted for the pupils and 
their needs/ability levels. The coordinators delivering the activity sessions have combined their sports knowledge with their ASN delivery backgrounds.    
 
Glencryan  
Pupils will be attending the park over 3 days from the week beginning 8th March. Pupil numbers will range between 4 to 10 with staff accompanying the 
pupils. 
 
Redburn  
Outdoor school delivery (multi-sports) starting in March/April 2021. Pupils will attend the park one day a week for 4 weeks.  
 
Pupils will take part in a range of activities including walking, orienteering, bushcraft, cycling and boats. Activities will be tailored to the needs and 
interests of pupils. We will document it on our social media page and send on pictures. 

 

 

Equality 
outcome 4  

Our schools, are safe, accessible and inclusive  

Evaluation against performance measures 

• There has been a slight increase from 88 to 93 in the number of schools engaging on the Rights Respecting Schools Programme. 

• 14 schools involving over 200 senior pupils got involved in raising awareness activities on suicide prevention. 

• 11 new staff members have completed Moving and Handling Training and 6 staff members have completed refresher training. 

• 20 Active School co-ordinators are trained in Moving and Handling. 

• 12 Racist incidents have been recorded, monitored and dealt with across our school estate. 

• 2500 devices have been distributed to young people (Dec 2020)  

• 324, 225 Free School Meals (FSM) Vouchers have been issued with 85% uptake of these vouchers. 

• Access to free sanitary products rolled out across the school estate 

Training to support staff and parents to understand and manage children and young people’s behaviours in a safe and inclusive manner 
Solihull Approach 2 Day Foundation Training 
A total of 386 practitioners were trained between Aug 2019 and March 2020 
 
Parenting Programmes 
4,424 have registered for the courses below over the past 4 years 
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1,760 actual learners – engaging in the programmes (see break down below) 

• Understanding your Pregnancy, Labour and Birth – 191 
(this includes 6 for same sex couples) 

• Understanding Your Baby – 204 

• Understanding Your Child – 959 

• Understanding Your Teenager – 236 

• Understanding Your Teenage Brain (for teenagers) – 68 

• Understanding Your Child with Additional Needs – 102 
 
Staff from the Learning Hub delivered bespoke Literacy and Numeracy training for 14 of Children’s House staff to enable them to support improved 
educational outcomes for care experienced young people.  
 
The service is also continuing to review their GIRFEC pathways and allocation processes.  
 
School based counsellors 
In March 2020, over 224 young people across the authority were continuing to have access and receive support from school-based counsellors, via the 
SAC/PEF procurement framework. 
 
Workstreams 
NLC has a number of complimentary workstreams undertaking targeted improvement work around wellbeing. Examples include: 
Mental Health and Suicide Prevention, GIRFEC Wellbeing App.   
 
The Covid-19 pandemic has impacted significantly on children, young people and families with protected characteristics.  (The Scottish government has 
produced a series of reports outlining the impact. https://www.gov.scot/collections/equality-evidence/   ) 
To support children and families during lockdown NLC have given out 2500 devices (Dec. 2020). They also created a Virtual Classroom which to date has 
had 338,186 site visits.  This support has enabled our children and young people to continue to access education. They have also established a 
supporting Families Team and distributed Free School Meals (FSM) vouchers. 

 

 

 

https://www.gov.scot/collections/equality-evidence/
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Equality 
outcome 5 -  

Young women and disabled and black and minority ethnic young people are supported and leave school 
with positive destinations. 

 

Evaluation 
There was a slight increase in in the number of females presenting for Highers in Design and Manufacture (24.61% to 31.71%) and Physics (25.19% to 
27.55%). The number of female participants in Higher Computing Science has decreased (22.43% to 19.12%). Across the three science subjects, Physics, 
Computing Science and Design and Manufacture the percent of Higher (A-C) passes has decreased.  STEM subjects will continue to be a focus moving 
forward. 
The service organised a STEM Ambassador event in Jan 2020.  This was attended by 40 teachers across Nursery, Primary, ASN and Secondary, 
representing 33 establishments 
 
The number of Additional Support Needs pupils employed post school has decreased from 20% to 13.95%. 
 

Education and Families service understand that raising attainment, success in participating in programmes of personal achievement and leaving school to 
a positive destination are important barometers of success.   In 2019/20, all 90 participants in the Pathways programmes (Previously Winter Leavers) 
achieved a positive destination. A further review completed after lockdown 1, found that 84 of the young people participating had sustained their 
positive destination. In session 2020/21 the programme has been extended to include 122 participants.  As of Jan 2021, 117 young people had either 
secured a positive destination or remained in continued support or on the full time Pathways programme until such times as a relevant post school 
destination can be secured. 
 
Improved Outcomes for children at risk of disengaging with education 
School based Vocational Groups 
The Virtual School, in discussion with Designated Managers for Care Experienced young people has facilitated a small number of wellbeing/vocational 
groups for young people at risk of disengaging from secondary education. These are currently running as pilots in three secondary schools. The focus of 
each group is around supporting pupils’ wellbeing and providing opportunities for learning new skills to encourage and increase attendance and 
engagement in school. Course content and delivery was agreed through planning in partnership with VS staff, schools, providers, young people and NL 
Vocational Education team. Upon request, other partners are involved in supporting delivery including Fire Scotland, Police Scotland and Active Schools. 
 
Feedback from schools December 2020; 
Braidhurst – two afternoons per week; Catering and Construction (X2) 
A catering group and construction group have been delivered on-site at Braidhurst High School.  Both groups have proved to be positive.  The 
construction group was aimed at young people who struggled to manage their behaviour in typical classroom settings.   
4 out of 5 attendees have experienced a reduction in the number of behaviour referrals.  They have all been learning new skills which will enhance their 
Curriculum Vitae (CV).  Attendance has been consistently good.   
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The catering group was aimed at pupils with low confidence and who struggle with their literacy.  They have found this group very beneficial and 
enjoyable.  Although levels of confidence can be difficult to quantify, the school note this as being a very positive experience for these pupils.  Following 
an initial pilot period of 3 months it has been agreed to continue both groups following the Christmas break. 
 
Coatbridge High – three afternoons per week; Wellbeing, Catering and Construction 
The project started on 9 November and took place over 3 sessions: Monday afternoon with a member of staff from Coatbridge High School working on 
Health and Wellbeing and Wednesday and Friday afternoons, with visiting staff for Construction and Catering.  There are six young people involved two 
of whom are because of alternative to exclusion discussions with the Virtual School and Coatbridge High.   The group involves six young people in S2/S3 
and has seen all six young people have an average increase in attendance by 4% since their involvement.  The school has also noted a reduction in 
demerits and referrals.  From the initial plans for the group, the support offered has expanded to include inputs from Fire and Rescue Scotland and the 
school campus police officer. 
 
Kilsyth Academy - three afternoons per week; Hairdressing, Catering and Construction 
All groups had positive outcomes with the young people working through SQA units in each intervention.  Feedback from parents of young people 
involved, particularly in the Hair and Beauty intervention, evidenced an increase in self-esteem and confidence.   
Some groups had additional young people added and one of the young people initially identified did not participated.   There has also been an 
improvement in the engagement with core lessons for young people engaged as they see the benefits and rewards of participating.  
The original pilot was extended into the new term, January – March, and is being continually reviewed.  
 
Addressing Inequalities in STEM subjects (Science, Technology, Maths) 
NLC has now launched the NLC Primary Science Curriculum which was developed over session 2019/20 by NLC Pedagogy Team, as part of the Raising 
Aspirations in Science Education (RAiSE) programme.  The Curriculum is supported by a suite of professional learning opportunities. During session 
2019/20, 454 practitioners participated in STEM Professional learning. 74% of participants were primary practitioners. 88.8% of participants were female 
(235) and 11.2% were male (32).   (We must reflect on these figures with caution as primary and early years is a predominantly female profession.) 
 
It is hoped that new curriculum materials and professional learning experiences for staff will, in time, impact positively on the number of female 
participants undertaking STEM subjects. 
 

Through our ASN schools programme the Support Employment Service currently support all the young people in ASN schools who are looking to get a job 
and do not wish to attend college.  At times, young people in the Language and Communication Units and Learning Support pupils in other schools are 
supported, so long as they have the time within their timetable to work with us and the support from the school that is required.  All suitable young 
people that are supported will be considered for a ‘No Limits’ placement following a vocational profile to determine their suitability. Currently 16 young 
people  are supported who on transitioning will be offered a placement on Project Ability or No Limits. Both of these programmes are 52 weeks paid 
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placements where young people will gain transferable skills which can be adapted and utilised within any work environment. During the placement and 
beyond the Job Coach will support the young to gain and sustain employment. 

 

 

Equality outcome 6 -  Our communities and town centres are safe, accessible and inclusive  

Since 2019 

• The % of women who are repeat victims of domestic abuse has increased from 15.6% to 25% since 2017. 

• 99.55% of cases of anti-social behaviour reported, resolved, and dealt with within locally agreed targets 

• 94% of tenants satisfied with the management of the neighbourhood they live in a rise of 4% since 2017. 

• 41 Tenant and Resident Associations operate in communities across North Lanarkshire an increase of 6 since 2017 

• 9 nightclubs were visited by Licensing Services to promote the Ask Angela scheme that aims to provide women who feel unsafe in a licensed 
premise to seek support from staff discreetly. 

• 9 nightclubs were visited to promote the Nightwatch scheme where Late night opening venues are encouraged to look out for children and 
young people who may be at risk  

The % increase in repeat victims of high-risk domestic abuse is due to a programme of work carried out with Housing Services.  Housing Services have 
refreshed their policy on domestic abuse including if a worker receives a disclosure of domestic abuse, they are required to carry out a risk assessment 
and if appropriate refer to MARAC. Although it doesn’t look positive in terms of the data there are some positives to be taken as women will be offered 
other support as part of this process.  
 

Statement on prostitution 
North Lanarkshire Violence Against Women Strategic Group (VAWSG) supports this definition of prostitution and has developed a Position Statement on 
Prostitution which supports a challenging demand approach. The challenging demand approach advocates a change to the legal framework in Scotland 
that addresses the causes of commercial sexual exploitation and prostitution i.e. gender inequality and the demand from men to buy sex from women, by:  
• decriminalising those selling sex; and  
• criminalising the buyers of sex in all settings.  
The Position Statement also advocates the implementation of measures to provide support as well as exiting services for those exploited through 
prostitution.  
This position statement was supported and endorsed by the Council’s Policy and Strategy Committee in March 2021. 

The CLD Youthwork service worked in partnership with Airdrie locality Social Work team to help to refer young people with ASN who were identified as 
vulnerable and struggling during Covid-19 lockdown especially around issues of mental health and isolation. 
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The challenges faced by staff were to create a safe, youth friendly and fun space where youth work could take place for the young people with additional 
support needs. It was apparent that support was required out with the home setting and the young people struggled with online engagement. CLD 
Youthwork worked in partnership with Social Work and the local Community Hub to identify one room within the Community Hub that could be utilised 
for the group. All government guidelines were followed in terms of physical distancing. Staff worked in allocated bubbles, incorporating smaller group 
work activities within the guidelines of the Community Hub. Staff followed protocols ensuring specific laptops for each person, I-pads and all necessary 
cleaning and sanitising was carried out. 
The group worked with Deep Fried Films, using creative arts to look at the effects of lockdown, through a range of mediums from music, writing and art as 
a way to express their thoughts and ideas. This proved a cathartic experience for the young people. 
The group managed to continue to fulfil its aims of supporting young people with additional support needs to increase their independence, improve their 
social and emotional support and engage in activities to support social skills in a nurturing environment. 
The feedback from young people has all been positive with end evaluations including the following: “having fun” 
 “getting the chance to meet face to face” 
“getting out of the house and learning new things” 
 Social work staff who supported the young people noticed the programme had a huge effect on building the young people’s confidence and provided the 
chance to increase their social circle. 
 

 

Equality outcome 7.   Participation and engagement with under-represented groups is improved  

 

• 7 % of CLD adult learners are disabled a slight increase since 2018 

• 75% of ALN learners are BME. This was 19% in 2017.This is explained by the focus on ESOL. 

• 2% of CLD adult learners are LGBT as light reduction on previous years  

• A survey on the experiences of Deaf BSL users during the pandemic has been undertaken by Lanarkshire BSL Steering Group. 

• There have been 4905 ESOL learners and 1259 ESOL learning outcomes achieved since 2019. 

• Nine community listening events took place in September 2020, one in each of the Community Board areas. 91 people participated in total with 
56% of those from groups representing people with protected characteristics. 

• A public consultation was undertaken in respect of proposed licensing of sexual entertainment venues following a change to the Civic Government 
(Scotland) Act 1982 which introduced the option for local authorities to licence such premises. A total of 325 responses were received. 

Over the past year CLD Youth Work has opened up its web space to allow young people to publish articles on topics of their choosing.  This allows young 
people to have a platform and offers marginalised voices the chance to be heard. We also hope that it provides insight to others who do not have lived 
experience of that issue and gives strength to those who do.  
 



APPENDIX 1 
 

34 
 

Articles have included ‘Coming Out Stories’ written by three LGBT young people from Motherwell, which was further promoted on social media during 
LGBT History Month and ‘ But Where are You Really From?’,  a narrative of mixed race twins living in Wishaw, which was shared during Black History 
Month. ‘Here’s to the Girls’ was written by Shannon, a young person from Airdrie about how all women should be treated the same. We have a blog 
about to be published from a Trans young person about the importance of gender-neutral language and how it impacts on them. Wiktoria discusses 
mental health in ‘My Journey of Recovery’ as does Sophie in her ‘Cover Up’ poem. 
 
The website also features a dedicated campaign section on Employability, which was collated for young people, by young people - two Foundation 
Apprenticeship students worked on researching and publishing this area of the website.   This collection of articles are written for young people who often 
face barriers entering the world of work due to age and lack of experience, and they have been shared via social media, with the council’s TOD Team and 
with colleagues who work directly on youth employability programmes.  
 
 

A public consultation was undertaken t proposed licensing of sexual entertainment venues following a change to the Civic Government 

(Scotland) Act 1982 which introduced the option for local authorities to licence such premises 
The Young Parents Group started as a partnership between CLD Youth Work and NHS Health Improvement. Young parents were identified by their health 
professionals (Midwives, Health Visitors, First Steps worker, Family Nurse etc) and signposted to the group. As the number of “young” parents who attend 
other parents groups is significantly lower than that of their counterpart the group aims to provide young parents with a safe environment, tailored to 
their needs as young people, as well as young parents. Peer support and an emphasis on health and wellbeing, alongside information and advice from 
health professionals is the focus 

Creating Safe Spaces was a conversation that started in partnership with Humjolie (a local South Asian Women’s group), AMINA Muslim Women’s 
Resource Centre and Lanarkshire Rape Crisis centre to explore women’s experiences in relation to safety and participation. 
An event was held in 2019 to bring local BAME women together in a safe place where stories and experiences could be shared. This event helped develop 
some of the thinking around the BAME Research that is ongoing, and a further focus group was held with NL Muslim Women and Family Alliance in 
January 2021 to determine whether the experiences shared at the Creating Safe Space event are common for BAME women and in particular those who 
are Muslim.  
 

 

Equality 
outcome 8  

NLC as an employer is accessible and all employees are valued and supported to work to their full potential  

• The % of applicants who are disabled has decreased since 2018, however slightly more were appointed. 

• 74.6% of employees have not recorded under the disability category this has improved from 82.3% in 2018  

• For BAME people there was an increase, proportionately in applications from 2018 and a decrease in appointments. 
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• Just over 80% of promotions went to women. In 2028 it was just over 72%. There has been a significant decrease in the number of promoted 
posts in this time from 226 in 2018 to 76 in 2020. 

• No promotions were made to BAME or white minority people in 2020 however over 27% of people did not disclose their ethnicity. 

• 84 flexible working applications were received in 2020 with 92.8% being approved 

• 13 Trans people applied to work with the Council in 2020 but no Trans people were appointed.  

• The Council has 11 Dignity at Work and 8 Gender Based Violence Support Officers. 

In the roll out of Office 365 the Council was concerned that employees who used assistive technology (AT) on their existing IT equipment didn’t lose any 
of the functionality of that when they migrated to O365 – we needed to ensure compatibility. To do this we identified those users of Assistive 
Technology and employed the skills of Access Technology Company to check compatibility with individual users before migration.  
 

We include the Disability Confident Leader and Happy to Talk Flexible Working on all our job adverts. 

As part of the Workforce for the Future strategy, we are working with the services to prepare succession plans where there is a need.  There will be an 
opportunity for employees to shadow managers/leaders to develop their skills and prepare them for future managerial roles as they become available. 
The Talent Profiling and Succession framework will support employees to develop competencies that will enable and encourage them to apply for 
managerial and Leadership roles through for example mentoring and shadowing opportunities. Plans are already in place to target women to take up 
mentoring opportunities as part of Learning at Work Week 2021.  

Our success at achieving Bronze Standard in the Equally Safe at Work employer accreditation programme and our reaccreditation as a Disability 
Confident Leader, following and external validation exercise by Inverclyde Council, illustrated the Council’s commitment to being a progressive 
employer. 
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SECTION 3. 
NLC EQUALITY OUTCOMES 2021-25 

 
The Council’s ambitious Plan for North Lanarkshire to be the place for people to Live, Learn 
Work, Invest and Visit is reflected in our equality outcomes for 2021-25. Setting equality 
outcomes allows us to focus this ambition on people protected by the Equality Act 2010 who 
experience continuing disadvantage. Our equality outcomes sit within the Council’s business 
priorities and Programme of Work ensuring they are integral to what we do.  

To set our outcomes the Council considered. 

• the Council’s ASPIRE programme and priorities; 

• the progress made in relation to the Council’s equality outcomes 2017-21; 

• Community engagement undertaken with North Lanarkshire’s communities and what 
that tells us. For instance the research into the lived experiences of North Lanarkshire’s 
Black, Asian and Minority Ethnic  people; the development of the Community Boards 
and the Local Outcome Improvement  Plans; the Listening Events and the Council’s 
Citizens survey to explore people’s experiences of Covid19; the Children and Young 
People’s Survey etc;  

• Statistical local and national information relating to inequality experienced by people 
whose characteristics are protected by the Equality Act and in particular how the 
Covid19 pandemic has impacted particular groups; 

• Information gathered from Council services in relation to their areas of work, for 
instance the review of the Council’s Housing Strategy and the ASN Review; and  

• the Public Sector Equality Duty (General Duty). 

The equality outcomes for 2021-215 are:  

1. The housing needs of older and young people, disabled people and others with specific 
needs are met. 

2. Women, disabled people, young people and BAME people access employment and business 
opportunities and support. 

3. Older and young people, women, disabled people and BAME people on low incomes and 
benefits access welfare and financial advice and support. 

4. The educational attainment for children and young people with disabilities and/ or additional 
support needs, Gypsy traveller children and young carers is improved.  

5. Our schools are safe, accessible and inclusive. 
6. Increased opportunities for children and young people with protected characteristics to 

develop their employability skills to enable them to leave school with a positive destination  
7. The decisions by the Council’s community engagement and participation mechanisms are 

influenced by the contributions. of young people, women, BAME people and disabled 
people. 

8. NLs communities, town centres, facilities, parks and open spaces are safe, inclusive and 
accessible to older people, disabled people, women, people of different faiths, LGBT people 
and BAME people. 

9. Young, BAME, Disabled, LGBT and female employees are provided opportunities to work for, 
thrive and progress in their employment in NLC. 
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The following table details the: 

• Equality outcomes  

• Council’s Business Plan priority it reflects 

• the equality issues and evidence that came from the engagement and evidence 
gathering;  

• the authority the outcome relates to – Council, Education or NL Licensing Board; and 

• which aspects of the General Equality Duty the outcome advances. 
1. Eliminate unlawful discrimination, harassment and victimisation and other conduct 

that is prohibited by the Equality Act 2010 
2. Advance equality of opportunity between people who share a relevant protected 

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

those who do not.  
 

Equality 
Outcome 1. 
 

Council 
The housing needs of older and young people, disabled people and others with 

specific needs are met.  

NLC Priority Improved economic opportunities and outcomes General 
Duty 1 & 2 

Equality 
evidence 

Young people were more likely to be in private rented accommodation than other 
tenure. 
Just under 31% of all homeless applicants are aged 16-25 years. The North 
Lanarkshire figure is 6% above the Scottish average. 
Many disabled people lived in homes that did not meet their requirements to live 
independently. NLC has an estimated shortfall of about 1000 wheelchair 
accessible homes. 
22% of all housing stock in North Lanarkshire has been adapted, most of this is in 
the social rented sector, in which 39% of council stock is adapted and mostly within 
homes occupied by an older household (43%).  
LGBT people experience greater mental health problems and increased risk of 
homelessness. 
People from ethnic minority groups, are more likely to rent from a private or 
social landlord but less likely to own their own home. The BAME research carried 
out in NL found that 41% of BAME people owned their own home this is about 
10% lower than the Scottish average. 

 

Equality 
Outcome 2. 
 

Council 
Women, disabled people, young people and BAME people access employment 

and business opportunities and support. 

NLC Priority Improved economic opportunities and outcomes General 
Duty 2 & 3 

Equality 
evidence 

Young people are most likely to be in precarious employment – low pay, 
temporary and zero hours contracts, gig economy. 
Disabled people were less likely to be in employment and more likely to be 
unemployed; 
In NL for people whose activities are limited a lot the unemployment rate is 
11.95% 
The rate of full-time self-employment for disabled people is 6.32% slightly more 
than for non-disabled people. 
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Black people more likely to be in low paid work 
The unemployment rate in NL is the lowest for white Polish people at 7.09%. For 
all white people it is 9.68%. The rate for BME people is 10.76%, however this 
jumps to 17.15% if you are Black Caribbean or African. Caribbean or Black males 
experience the worst at 29.68%.  
The unemployment rate is higher for Asian females (11.02%) than males (7.49%) 
and white females (7.75%)  
20.89% of economically active BME people are self-employed compared to 7.9% 
of white people. There are 736 BME people who are small employers (that is 
9.83% of the total BME working age population and 4.64% of these are run by 
women). In comparison 5.9% of the total white population are small employers. 
 
Women were less likely than men to be in employment and more likely to be in 
part-time low pay work. Women’s experience of poverty is directly linked to their 
experience of the labour market. One of the key consequences of COVID-19 is 
labour market disruption and an expected ‘jobs recession’ is therefore particularly 
problematic for women’s poverty as women’s pre-existing inequality in the labour 
market puts them at particular risk of unemployment, reduced working hours and 
furlough  
 

 

Equality 
Outcome 3. 
 

Council  
Older and young people, women, disabled people and BAME people on low 

incomes and benefits access welfare and financial advice and support. 

NLC Priority Improved economic opportunities and outcomes 
Improve the health and wellbeing of our communities. 

General 
Duty 2 & 3 

Equality 
evidence 

Older women more likely to be living in poverty than men. 
YP most likely to experience a reduction of earnings due to pandemic and be in 
precarious employment – low pay, temporary and zero hours contracts, gig 
economy. 
Women and children’s poverty are inextricably linked. Women will also bear the 
brunt of the pandemic economically, women in low-paid jobs will be particularly 
affected by job disruption, placing them at greater risk of poverty.  
Women are disproportionately affected by the need for more unpaid care, 
impacting their ability to do paid work and are more likely to be in part time 
and/or insecure work as a result. 90% of lone parents are women, further 
compounding issues regarding unpaid care and access to paid work. 
Women were more likely to be in poverty; more likely to experience in-work 
poverty; and were more likely to experience persistent poverty than men 
6.2% of people over 16 are economically inactive due to long term illness or 
disability 
Disabled people spend £550 more per month than non‐disabled people, because 
of the extra costs of being disabled. All of this means that 47.5% of disabled 
people live in poverty 
Disabled people were more likely to experience severe material deprivation. 
 
Ethnic minority groups are more likely to live in poverty, both before and after 
housing costs and most likely to experience a reduction of earnings and job loss 
due to pandemic 
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Relative poverty rate after housing costs is higher for lone mothers than for single 
working age adults, most likely to experience a reduction of earnings due to 
pandemic 
Prior to the outbreak of COVID-19, poverty in Scotland was gendered. 

 

 

Equality 
Outcome 4. 
 

Education 
The educational attainment for children and young people with disabilities and/ or 

additional support needs, Gypsy traveller children and care experienced young 

people is improved 

NLC Priority Support all children and young people to realise their full potential General 
Duty 2 & 3 

Equality 
evidence 

Boys are more likely to be excluded than girls. 
Exclusions are higher for disabled pupils and attainment levels are lower for 
disabled pupils. Although the number of exclusions for pupils registered with an 
Additional Support Need (ASN) is continuing to decrease (59.58% 2018-19 to 
57.39% 2019/20) the service is committed to continuing to reduce this figure and 
this will be a main focus moving forward.  
The attendance rate for Gypsy Traveller pupils dropped slightly from 78.4% in 
2017/18 to 76.64% in 2019/20 
Care Experienced Exclusions  
In May 2019, North Lanarkshire Council published clear guidance for 
establishments entitled Preventing and Managing Exclusions.  
In extreme situations, if exclusion is being considered, it is important that the 
delegated member of staff, the Virtual School Leader and/or team around the 
child and parents/carers, are contacted to discuss alternatives to exclusion. This 
must include the child or young person’s allocated social worker (if appropriate).  
To this end the Virtual School have a system of recording exclusions of care 
experienced young people to analyse trends or patterns and assist in the 
reduction of exclusions for the future. As this in-depth data has not been recorded 
before it is difficult to draw comparisons from previous years, at this time.  Going 
forward it is intended that staff from the Virtual School will be able to scrutinise 
and analyse this for the future.  
To establish a baseline, the service noted that 42 care experienced young people 
have been excluded since August 2020. (68 exclusions episodes of care 
experienced young people.) Virtual School has been contacted on 15 occasions - 
discussion with VS has prevented 8 exclusions taking place with alternative offers 
or supports being utilised. Three school based vocational groups have been 
created as part of these preventative discussions 

 

Equality 
Outcome 5  
 

Education 
Our schools, are safe, accessible and inclusive 

NLC Priority Support all children and young people to realise their full potential General 
Duty 2 & 3 

Equality 
evidence 

At present, North Lanarkshire Council has over 9081 children and young people 
registered with additional support needs. Some of these young people are 
educated in mainstream settings.  1028 young people with ASN are educated in 
our ASN establishments.  The ASN Review highlighted the need to strengthen the 
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‘presumption of mainstream’ and to create a more fluid interplay between 
mainstream and specialist provision.  
The service is currently engaging in 5 statutory ASN consultations and 1 non 
statutory ASN consultation to redesign the additional support needs offer, within 
North Lanarkshire Council. The overarching aim is to ensure children with 
additional support needs benefit from bespoke learning environments that 
increase their health and wellbeing, aspirations and attainment 
In March 2020, over 224 young people across the authority were continuing to 
have access and receive support from school-based counsellors, via the SAC/PEF 
procurement framework. 
Schools are seeing more young people articulating their need to undergo gender 
transition. Many teachers not feeling equipped to support pupils and their families 
appropriately. 
LGBT pupils experience high rates of bullying, whilst SG bullying recording and 
monitoring system is voluntary. 
The Covid -19 pandemic has impacted significantly on children, young people and 
families with protected characteristics.  (The Scottish government has produced a 
series of reports outlining the impact. https://www.gov.scot/collections/equality-
evidence/   ) 

 

Equality 
Outcome 6 
Education 

Education 
Increased opportunities for children and young people with protected 

characteristics to develop their employability skills to enable them to leave school 

with a positive destination  

NLC Priority Support all children and young people to realise their full 
potential 

General Duty 2 & 3 

Equality 
evidence 

Disabled young people are twice as likely to be NEET compared with non-disabled 
young people. The number of Additional Support Needs pupils employed post 
school has decreased from 20% to 13.95%in NL 
Subject choices continued to show differences based on gender stereotype, with 
likely implications for career paths in adult life. 
There was a slight increase in in the number of females presenting for Highers in 
Design and Manufacture (24.61% to 31.71%) and Physics (25.19% to 27.55%). The 
number of female participants in Higher Computing Science has decreased (22.43% 
to 19.12%). Across the three science subjects, Physics, Computing Science and 
Design and Manufacture the percent of Higher (A-C) passes has decreased.  STEM 
subjects will continue to be a focus moving forward. 
NEET levels are higher for Gypsy Traveller pupils. 

 

 

Equality 
Outcome 7 
Council 
Licensing 
Board 

Council and Licensing Board 
The decisions by the Council’s community engagement and participation 

mechanisms are influenced by the contributions. of young people, women, BAME 

people and disabled people 

NLC Priority Enhance participation, capacity and empowerment across 
our communities 

General Duty 1,2 & 3 

https://www.gov.scot/collections/equality-evidence/
https://www.gov.scot/collections/equality-evidence/
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Equality 
evidence 

Disabled people under-represented in all areas of public life and there had been a 
fall in the number of disabled people on public boards. Disabled people also more 
likely to be excluded from accessing digital services. 
Ethnic minority groups are under-represented in all areas of public life. Less than 
10% of Muslim people in North Lanarkshire participate in community activities.  
38% feel that their culture is not acknowledged in the community. 
Women under-represented in all areas of public life although there had been an 
improvement of women on public boards 
The Council has committed to ensuring through its Youth Engagement Strategy 
and its Community Engagement Strategy that communities of identity and harder 
to reach groups have opportunities to be heard and included in the Community 
Board.  

 

Equality 
Outcome 8 
Council 
Licensing 
Board 

Council and Licensing Board 
NLs communities, town centres, facilities, parks, and open spaces are safe, 

inclusive and accessible to older people, disabled people, women, LGBT people 

and BAME people. 

NLC Priority Improve the health and wellbeing of our communities. 
Enhance participation, capacity and empowerment across 
our communities 

General Duty 1, 2 &3 

Equality 
evidence 

The % of women who are repeat victims of domestic abuse has increased from 
15.6% to 25% since 2017 However this may be explained by the programme of 
work carried out with Housing Services who have refreshed their policy on 
domestic abuse including if a worker receives a disclosure of domestic abuse they 
are required to carry out a risk assessment and if appropriate refer to MARAC. 
Although it doesn’t look positive in terms of the data there are some positives to 
be taken as women will be offered other support as part of this process. This 
required to be monitored. 
In Lanarkshire, breastfeeding rates remain lower than we would wish them to be. 
In partnership with NHS Lanarkshire and the Community & Voluntary Sector we 
are aiming to become a Breastfeeding Friendly Local Authority. 
Deaf people impacted by COVID – communication, isolation. 
Disabled people were more likely to have experienced discrimination and 
harassment than non-disabled adults and disabled people still feel discriminated in 
relation to participation in sport or attending sporting events and were less likely 
to say most people in their neighbourhood could be trusted. 
People from ethnic minority groups reported lower levels of trust and belonging in 
their neighbourhood. 
Muslim women less likely to go out alone or use parks and open spaces due to fear 
of street harassment and dogs. 
Nationally there was an increase in the number of charges aggravated by prejudice 
related to religion. 
LGBT adults were more likely to experience discrimination and harassment than 
heterosexual or straight adults. LGBT people also reported that they continued to 
feel discriminated against while participating in sport or attending sporting events 
and most did not believe there were enough safe places where they could socialise 
safely. 
There was an increase in the number of charges aggravated by prejudice related to 

transgender identity and sexual orientation. 
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Equality 
Outcome 9 
Council 
Education 

Council 
Young, BAME, Disabled, LGBT and female employees are provided opportunities 

to work for, thrive and progress in their employment in NLC 

NLC Priority Improve economic opportunities and outcomes. 
Improve North Lanarkshire’s resource base 

General Duty 2 & 3 

Equality 
evidence 

86.6% of our workforce are aged between 20 and 59. There has been a sharp 
decrease in the numbers aged under 20 from 148 employees in 2018 to 50 in 
2020 – almost two-thirds. 
 
2.1% of our employees have recorded that they are disabled. This is the highest 
percentage total of employees recorded since 2010-11. This is still 
disproportionately low in comparison to the % of disabled people in the local 
population. 74% had not self-recorded in this category. 
The disability pay gap is 9.79% with those who consider themselves to be 
disabled earning £1.50 less on average per hour than those who do not consider 
themselves to be disabled.  
Within NLC Grades 1- 18 disabled employees are concentrated in NLC 12 and 
below. There are no disabled employees in NLC 13 -18 with the exception of 
NLC15. This perhaps explains the pay gap 
Nearly 3% of leavers in 2020 were disabled – higher than the proportion of 
disabled employees but 2.6% of promotions went to disabled employees. 
 
 
77 % of the workforce are women. 90% of part-time workers in NLC are women 
and they undertake significantly more part time work in lower grades than males. 
The gender pay gap for all employees including teachers is 4.59% with females 
earning £0.82 less on average per hour than males. 
This increases to 7.07% with females earning £1.09 less on average per hour than 
males when teachers are not included. 
For Chief Executive and Chief Officers the pay gap is 26.5% in favour of males 
despite a fairly even ratio of females to males in this grouping. However, it 
should be noted that the top three roles within the Council are held by males 
Just over 80% of promotions in 2020 went to women. 
There is strong gender-based segregation noted in traditional “female” roles of 
cleaning, caring and catering and for “male “roles such as drivers, cleansing and 
janitorial work. 
 
No-one has recorded that they are a Trans person. There were no Trans people 
appointed in 2020 who applied. 
 
92 (0.63%) employees have recorded their ethnicity as Black, Asian or minority 
ethnic (BAME). This does not include white minority groups. The number of 
employees not recording has also increased from 21 % 23 %. 
The number of Asian Pakistani employees recorded has increased from 15 to 37 
employees since 2017 
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The ethnicity pay gap is 2.3%. Those who have recorded that they are BAME earn 

£0.41 more /hour than those not from a BAME background. 

 

The total of LGB employees recorded in the Council is 0.9% there has been a 
decrease in the numbers and % of people who have not recorded in this 
category.   
 

 

Next Steps 

Council services are considering the action they will take to deliver the equality outcomes and 
the measures which they will put in place to manage progress. These actions and measures 
will be contained within a performance management framework (PMF) and will be subject to 
ongoing monitoring and review on an annual basis. 

 
This Mainstreaming Equality Report, Equality Outcomes 2021-25 and the employment 
gathering information will be published on the Council website by 30 April 2021 as required by 
the Public Sector Equality Duty.  

 
The Council, Education Authority and North Lanarkshire Licensing Board will continue its work 
to mainstream and keep equality at the heart of its business. They will continue to: 

• Implement the five mainstreaming objectives for success as detailed within the Equality 
Strategy 2019-24; and 

• build on the progress already achieved through all our previous equality outcomes to 
eliminate discrimination, promote equality and foster good relations.  
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SECTION 4. 

EMPLOYMENT INFORMATION 

The Public Sector Equality Duty (Specific Duty) requires that the Council provide information on its 

employees by characteristic. The following information is provided within this section. 

• Composition of the workforce by characteristic for the years 2017 2018 and 2020. 

• Pay Gap information – average hourly pay between men and women, disabled people and 

non-disabled people; and people from a Black and Minority Ethnic background and those 

who are not.  

• Occupational segregation – grades and occupations of employees - men and women; people 

who are disabled and people who are not; and people who fall into an ethnic minority group 

and those who do not 

• Employees who left the Council by characteristic for the years 2017 2018 and 2020 

• Employees promoted within the Council by characteristic for the years 2017 2018 and 2020 

• Applications for employment (applied, interviewed and appointed) by characteristic for the 

years 2017 2018 and 2020 

• For some characteristics, applications for Flexible Working for the years 2020 

Some key findings 

The purpose of gathering information about our employees is so it can inform our planning 

processes and practice as an employer. The following are some of the key highlights from the 

information we have gathered. 

• 77 % of the workforce are women. 90% of part-time workers in NLC are women and they 

undertake significantly more part time work in lower grades than males. 

• The gender pay gap for all employees including teachers is 4.59% with females earning £0.82 

less on average per hour than males. 

• This increases to 7.07% with females earning £1.09 less on average per hour than males 

when teachers are not included. 

• For Chief Executive and Chief Officers, the pay gap is 26.5% in favour of males despite a fairly 

even ratio of females to males in this grouping. However, it should be noted that the top 

three roles within the Council are held by males 

• The number and % of women in the top 2% and top 5% of earners in the Council has 

dropped significantly between 2017 – 2020. 

• Just over 80% of the 76 promotions in 2020 went to women.  

• There is strong gender-based segregation noted in traditional “female” roles of cleaning, 

caring and catering and for “male “roles such as drivers, cleansing and janitorial work. This is 

also evident in grades with nearly 98% of NLC1 posts occupied by women. 

• 2.1% of our employees have recorded that they are disabled. This is the highest percentage 

total of employees recorded since 2010-11. This is still disproportionately low in comparison 

to the % of disabled people in the local population. However 74% had not self-recorded in 

this category so we do not have a clear picture. 

• The disability pay gap is 9.79% with those who consider themselves to be disabled earning 

£1.50 less on average per hour than those who do not consider themselves to be disabled.  

APPENDIX 



APPENDIX 1 
 

45 
 

• Within NLC Grades 1- 18 disabled employees are concentrated in NLC 12 and below. There 

are no disabled employees in NLC 13 -18 with the exception of NLC15. This perhaps explains 

the pay gap. 

• Nearly 3% of leavers in 2020 were disabled – higher than the proportion of disabled 

employees but 2.6% of promotions went to disabled employees. 

• 92 (0.63%) employees have recorded their ethnicity as Black, Asian or minority ethnic 

(BAME). This does not include white minority groups. The number of employees not 

recording has also increased from 21% to 23 %. 

• The number of Asian Pakistani employees recorded has increased from 15 to 37 employees 

since 2017. 

• The ethnicity pay gap is 2.3%. Those who have recorded that they are BAME earn £0.41 

more /hour than those not from a BAME background. The calculation does not include those 

employees we do not know about. 

• 86.6% of our workforce are aged between 20 and 59. There has been a sharp decrease in the 

numbers aged under 20 from 148 employees in 2018 to 50 in 2020 – almost two-thirds. 

• No-one has recorded that they are a Trans person. There were no Trans people appointed in 

2020 who applied. 

• The total of lesbian, Gay and Bisexual employees recorded in the Council is 0.9%. There has 

been a decrease in the numbers and % of people who have not recorded in this category.   

• There were 84 applications received in 2020 to work flexibly. Over 92% of these were 

approved. 

• The number of promoted posts has reduced significantly since 2018 from 226 to 76. No 

promotions were made to BAME or white minority people. 

• All employees on maternity or adoption leave returned to work with the Council as reported 

in January 2020. 

 

These key findings for this exercise have been used to inform the information setting of Equality 

Outcome 9 - Young, BAME, Disabled, LGBT and female employees are provided opportunities to 

work for, thrive and progress in their employment in NLC. 

As with all of the Equality Outcomes 2021-25 a performance management framework is being 

developed that will have clear measures to track progress and improvement and will be reported 

annually.  
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GENDER 2020 

Composition of the workforce 

 Jan 2016/Dec 

2016  

2017  2018  2020 

Females  11321 (76.70%  11259 (76.91%)  11164 (77.24%)  11195 (77.66%) 
 

Males  3438 (23.29%)  3381 (23.09%)  3294 (22.78%  3220 (22.34%) 

Total   14759 14640  14458   14415 

 

 

There has been a decrease in all employees and an increase in the percentage of female employees. 

Gender Pay Gap 

All  

Employees  
   Average Hourly Rate  Gender Pay Gap  

Sex  

Employee 

Count  
FTE  Headcount  FTE  Headcount  

Female  11195 £20.65 £16.83 £2.12 -£0.82 

Male  3220 £18.53 £17.65   

The gender pay gap for all employees including teachers is 4.59% with females earning £0.82 less on  
average per hour than males. 

 

 

Female Male

% 77.66% 22.34%

77.66%

22.34%

Workforce gender split  as a percentage of total workforce

Female Male
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Teaching  

Workforce  
   

   

Average Hourly Rate  

   

Gender Pay Gap  

Sex  

Employee 

Count  
FTE  Headcount  FTE  Headcount  

Female  3232  £25.25 £23.22 £0.80 -£1.01 

Male  838 £24.45 £24.23   

The gender pay gap within the teaching workforce is 4.16% with females earning £1.01 less on average 
 per hour than males. 

 

Non-  

Teaching   
   Average hourly rate Gender pay gap 

Sex  

Employee 

Count  
FTE  Headcount  FTE  Headcount  

Female  7963 £18.43 £14.24 £2.10 -£1.09 

Male  2382 £16.33 £15.33   

The gender pay gap within the non-teaching workforce is 7.07% with females earning £1.09 less on  
average per hour than males. 

 

 

Number and % of females in top 2% and 5% of earners in the workforce  

Equal Opportunities  2017 2018 2020 

Number of females in top 2% of earners in the council  214  208  116 

% of council employees in top 2% of earners that are females  71%  70%  54.2% 

Number of females in top 5% of earners in the council  505  503  278 

% of council employees in top 5% of earners that are females  68%  69%  53.25% 

 



APPENDIX 1 
 

48 
 

 

 

Promotions  

Gender  2017  

 
2018  

 

2020 

Female  151 (72.94%)  163 (72.12%)  61 (80.26%) 

Male  56 (27.05%)  63 (27.87%)  15 (19.74%) 

Total  207 (100%)  226 (100%)  76 

The number of promoted posts has reduced significantly since 2018 from 226 to 76. More than 

80% of these went to women. 

Leavers 

Gender   2017  
 

2018  2020 

Female  983  961  611 (65.79%) 

Male  450  447  324 (34.21%) 

Total  1433  1408  935 

 

 

Recruitment 

  No of Males & as 
a % 

No of Female 
and as a % 

No of Trans 
and as a % 

Not Declared 

Applied 3089 (21.5%) 
10051 
(69.96%) 13 (0.09%) 1213 (8.44%) 

Interviewed 689 (24.52%) 2066 (73.52%) 1 (0.04%) 54 (1.92%) 

Appointed 101 (8.99%) 712 (63.40%) 0 (0%) 310 (27.60%) 

 

 

54.20%
53.25%

Percentage of females in top 2% and 5% of earners in 
the workforce

% of council employees in top
2% of earners that are females

% of council employees in top
5% of earners that are females
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Flexible Working 

Application - Smarter Working              Outcome  

  Number % No % Yes% 

Female 62 73.81% 4.76% 69.05% 

Male 22 26.19% 2.38% 23.81% 

Grand Total 84 100.00% 7.14% 92.86% 

 

Occupational Segregation 

Occupational Segregation - Occupations - Service   
      
      

Service Female Male 

Adult Health & Social Care 92.52% 7.48% 

Addiction Services 75.00% 25.00% 

Home Support Worker 94.17% 5.83% 

Integrated Care Worker 93.65% 6.35% 

Social Worker 80.00% 20.00% 

Chief Executive's Office 74.42% 25.58% 

Audit & Risk 72.73% 27.27% 

Business Solutions 53.19% 46.81% 

Directorate 0.00% 100.00% 

Financial Solutions 74.70% 25.30% 

Legal & Democratic Solutions 83.67% 16.33% 

People & Organisational Development 82.81% 17.19% 

Strategic Communications 61.54% 38.46% 

Modern Apprentices 33.00% 67.00% 

Temporary Unit (Covid-19) 75.00% 25.00% 

Education & Families 85.25% 14.75% 

Admin 96.30% 3.70% 

Catering 96.36% 3.64% 

Children & Family Support 82.56% 17.44% 

Early Years 98.19% 1.81% 

Education Support 96.04% 3.96% 

Music Teachers 43.48% 56.52% 

Social Worker 85.32% 14.68% 

Teaching 79.73% 20.27% 

Enterprise & Communities 76.28% 23.72% 

Catering 98.45% 1.55% 

Cleaning 97.97% 2.03% 

Cleaning/Janitorial 90.63% 9.38% 

Facilities 25.52% 74.48% 

School Crossing Patrol 56.21% 43.79% 

Streetscene 0.41% 99.59% 

Health & Social Care 87.50% 12.50% 

Student Social Worker 87.50% 12.50% 

Grand Total 83.90% 16.10% 
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Occupational segregation is marked within particular sectors- catering cleaning admin Early Years 

are predominantly female, whilst Streetscene, facilities is male. The Directorate is 100% male.  

 

Occupational Segregation - Grades   
      
Service Female % Male % 

Apprentice 0.00% 100.00% 

Chief Officials 52.38% 47.62% 

Deputy/Head 73.33% 26.67% 

Education Psychologist 92.86% 7.14% 

Music Instructor 43.48% 56.52% 

NLC1 97.97% 2.03% 

NLC2 87.04% 12.96% 

NLC3 73.38% 26.62% 

NLC4 92.80% 7.20% 

NLC5 37.26% 62.74% 

NLC6 54.35% 45.65% 

NLC7 82.37% 17.63% 

NLC9 80.26% 19.74% 

NLC10 74.81% 25.19% 

NLC11 69.92% 30.08% 

NLC12 65.60% 34.40% 

NLC13 72.13% 27.87% 

NLC14 59.30% 40.70% 

NLC15 56.86% 43.14% 

NLC16 66.67% 33.33% 

NLC17 38.89% 61.11% 

NLC18 60.00% 40.00% 

MAPP 33.00% 67.00% 

Principal Teacher 74.30% 25.70% 

Quality Improvement 66.67% 33.33% 

Teacher 81.34% 18.66% 

Grand Total 77.66% 22.34% 

 

Women are concentrated in the lowest paid grades in the organisation making up 97.97% of NLC1 

post. This trend only begins to change at NLC5.  

 

DISABILITY 2020 

Composition of the workforce  

 2016 2017 2018 2020 

 No. % No. % No.  % No. % 

Disabled  240 1.63% 270 1.84% 253 1.75% 310 2.15% 
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2.15% is the highest percentage total of employees recorded since 2010-11. This is still 

disproportionately low in comparison to the % of disabled people in the local population. 74.6% 

(10,754) of employees had not recorded under this characteristic this is better than the figure from 

2018 which was 82.3% (11,901). 

  

Disability pay gap  

Disabled  Average hourly rate Disability pay gap 

 Employee count FTE Headcount FTE Headcount 

No 3351 19.34 16.88 £1,23 -£1.50 

Yes 310 18.10 15.37   

This is the first time we have calculated the disability pay gap. The disability pay gap is 9.79% with 

those who consider themselves to be disabled earning £1.50 less on average per hour than those 

who do not consider themselves to be disabled. This figure has been calculated using the recorded 

information for disability and not including those who have not recorded or prefer not to say. 

 

Leavers         Promotions 

Disabled 2016 2017 2018 2020  Disabled 2016 2017 2018 2020 

Disabled 

25 

(1.48

%) 

29 

(2.02

%) 

30 

(2.13%) 

28 

(2.99

%) 

 

Disabled 

<5 

(2.86

%) 

<5 

(0.48%

) 

5 

(2.21

%) 

2 

(2.63) 

Total 1693  1433 

 

1408 
935 

 

Total 

105 

(100

%) 208 

 

226 

 

76 

Nearly 3% of leavers in 2020 were disabled – higher than the proportion of disabled employees. 

But 2.63% (<5 people) of promotions went to disabled employees again this is higher than the 

composition of the workforce. However, 65% of people did not disclose under this category. 

 

Recruitment – Applied, Interviewed and Appointed 

 
2017 2018 2020 

Total number of applications received in the period 9537 12623 

 

14366 

Total number of appointments in the period   813 1136 

 

1123 

Significantly more applications were received for the same amount of jobs in 2020 as compared to 

2018 
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2017 2018 2020 

Disabled Disabled Disabled 

Applied 688 (3.97%) 745 (5.90%) 714 (4.97%) 

 

Interviewed 

 

175 (3.99%) 234 (8.98%) 184(6.55%) 

 

Appointed 
18 (2.01%)   29 (2.55%) 31(2.76%) 

Proportionately fewer disabled people applied and were interviewed, but slightly more were 

appointed. 

 

Occupational Segregation 

Occupational Segregation –  

Occupations - Service - Disability   

Service   % Disabled 

% Not 

Disabled/Unknown 

Adult Health & Social Care   1.48% 98.52% 

Addiction Services   10.71% 89.29% 

Home Support Worker   0.75% 99.25% 

Integrated Care Worker   4.76% 95.24% 

Social Worker   4.80% 95.20% 

Chief Executive's Office   2.91% 97.09% 

Audit & Risk   0.00% 100.00% 

Business Solutions   3.19% 96.81% 

Directorate   0.00% 100.00% 

Financial Solutions   3.21% 96.79% 

Legal & Democratic Solutions   2.04% 97.96% 

People & Organisational Development 3.13% 96.88% 

Strategic Communications   2.56% 97.44% 

Temporary Unit (Covid-19)   0.00% 100.00% 

Modern Apprentices   0.00% 100.00% 
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Occupational Segregation –  

Occupations - Service - Disability   

Service   % Disabled 

% Not 

Disabled/Unknown 

Education & Families   1.63% 98.37% 

Admin   2.47% 97.53% 

Catering   1.82% 98.18% 

Children & Family Support   3.49% 96.51% 

Early Years   2.63% 97.37% 

Education Support   1.24% 98.76% 

Music Teachers   2.17% 97.83% 

Social Worker   5.96% 94.04% 

Teaching   1.16% 98.84% 

Enterprise & Communities   2.24% 97.76% 

Catering   1.69% 98.31% 

Cleaning   1.52% 98.48% 

Cleaning/Janitorial   3.13% 96.88% 

Facilities   4.14% 95.86% 

School Crossing Patrol   2.61% 97.39% 

Streetscene   4.08% 95.92% 

Health & Social Care   12.50% 87.50% 

Student Social Worker   12.50% 87.50% 

Grand Total   1.81% 98.19% 

 

There are disabled employees recorded across all sectors in the Council. 
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Occupational Segregation - Grades - Disability 

Grade % Disabled %Not Disabled/Unknown 

Apprentice 0.00% 100.00% 

Chief Officials 0.00% 100.00% 

Deputy/Head 0.58% 99.42% 

Education Psychologist 0.00% 100.00% 

Music Instructor 2.17% 97.83% 

NLC1 1.66% 98.34% 

NLC2 3.70% 96.30% 

NLC3 4.33% 95.67% 

NLC4 2.08% 97.92% 

NLC5 1.56% 98.44% 

NLC6 2.30% 97.70% 

NLC7 1.98% 98.02% 

NLC9 1.97% 98.03% 

NLC10 3.12% 96.88% 

NLC11 4.69% 95.31% 

NLC12 3.47% 96.53% 

NLC13 0.00% 100.00% 

NLC14 0.00% 100.00% 

NLC15 1.96% 98.04% 

NLC16 0.00% 100.00% 

NLC17 0.00% 100.00% 

NLC18 0.00% 100.00% 

MAPP 0.00% 100.00% 

Principal Teacher 0.93% 99.07% 

Quality Improvement 0.00% 100.00% 

Teacher 1.28% 98.72% 

Grand Total 2.15% 97.85% 
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Although there are disabled employees recorded within all Council occupations apart from Modern 

Apprentices and Audit and Risk their pay grades does not reflect the same. There are very few 

disabled employees at NL13 and above. 

 

 

ETHNICITY 2020 

Composition of the Workforce  

  2017 2018  2020 

All other white British   10700  73.08% 10216  70.6% 10246  71.08% 

White minority  277  1.8% 263   1.8% 267  1.86% 

BAME  59  0.4% 63   0.4% 92  0.63% 

Other   3604  24.6% 3916   27% 3810  26.44% 

Total  14640  100% 14458   100%  14415  100% 

The largest Black and minority ethnic group is Asian Pakistani followed by African. As a % it is low in 

comparison to the local BAME population. 

The total number of recorded BAME employees has increased. This is significant as the number of 

employees not recording has also increased from 21 % 23 %. The number of Asian Pakistani 

employees has increased from 15 to 37 employees since 2017.  

Ethnicity Pay Gap 

 BAME 

EMPLOYEE 
   Average hourly rate Ethnicity pay gap 

 

Employee 

Count  
FTE  Headcount  FTE  Headcount  

no 10928 £20.64 £16.93 £2.17 -£0.41 

Yes 92 £22.81 £17.34   

 

The ethnicity pay gap is 2.3&%. Those who have recorded that they are BAME earn £0.41 more /hour 

than those not from a BAME background. This figure is calculated only between those who have 

recorded their ethnicity. 
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Leavers 

 2017  2018  2020 

All other white British   858  903  625 (70.2%) 

White minority  21  26  21 (2.35%) 

BME  <5  <5  7 (0.7%) 

Other   552  476  237 (26.6%) 

Total  1433  1408  890 (100%) 

The number of employees who left the Council in 2020 was much lower than the number in previous 

years. 

 

Promotions 

 2017  2018  2020 

All other white British   202  217  53 

White minority  <5  <5  0 

BME  <5  <5  0 

Other   <5  <5  23 

Total  208  226  76 

No promotions were made to BAME or white minority people 

Recruitment 

2017 Applied  Interviewed  Appointed  

All other white British   16228  4157  844  

White minority  299  98  12  

BME  456  71  8  

Other   317  58  28  

Total  17300  4384  892  

  

  

 

  

 

 

 

 

 

 

2018 Applied  Interviewed  Appointed  

All other white British   11122  3309  1084  

White minority  857  39  19  

BME  339  96  5  

Other   305  61  28  

Total  12623  3505  1136  
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2020 Applied  Interviewed  Appointed  

All other white British   12102 2591 779 

White minority  434 70 17 

BME  450 74 10 

Other   1380 75 317 

Total  14366 2810 1123 
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Occupational Segregation – Occupations 

The following table shows the occupations in the Council broken down by the ethnicity of the employees in those service / occupations. Currently 92 

(0.63%) employees have recorded their ethnicity as from a Black and Asian Minority Ethnic group and 23% of employees have not recorded under this 

category. The low numbers make it difficult to ascertain concentration of roles. However, across the board there are disproportionately low numbers of 

BAME employees in comparison to the local population. 

  Asian Black/African Caribbean 
Gypsy 
Traveller 

Mixed 
Other Other Unknown 

White 
British 

White 
Other 

White 
Scottish 

Adult Health & 
Social Care                     

Unknown 0.32% 0.00% 0.00% 0.00% 0.16% 0.00% 10.36% 1.78% 2.27% 85.11% 

Addiction Services 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 10.71% 0.00% 0.00% 89.29% 

Home Support 
Worker 0.08% 0.25% 0.00% 0.00% 0.00% 0.08% 17.15% 0.83% 0.92% 80.68% 

Integrated Care 
Worker 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 6.35% 1.59% 0.00% 92.06% 

Social Worker 0.80% 1.60% 0.00% 0.00% 0.00% 0.00% 18.40% 1.60% 5.60% 72.00% 

Chief Executive's 
Office                     

Audit & Risk 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 9.09% 0.00% 90.91% 

Business Solutions 1.06% 0.00% 0.00% 0.00% 0.00% 0.00% 3.19% 3.19% 2.13% 90.43% 

Directorate 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100.00% 

Financial Solutions 0.00% 0.00% 0.00% 0.00% 0.00% 0.40% 8.84% 1.20% 0.80% 88.76% 

Legal & Democratic 
Solutions 2.04% 0.00% 0.00% 1.02% 0.00% 1.02% 3.06% 2.04% 1.02% 89.80% 

Modern Apprentices 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 67.00% 0.00% 0.00% 33.00% 

People & 
Organisational 
Development 0.52% 0.00% 0.00% 0.00% 0.00% 0.00% 7.81% 0.52% 2.08% 89.06% 

Strategic 
Communications 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 5.13% 7.69% 7.69% 79.49% 



APPENDIX 1 
 

59 
 

  Asian Black/African Caribbean 
Gypsy 
Traveller 

Mixed 
Other Other Unknown 

White 
British 

White 
Other 

White 
Scottish 

Temporary Unit 
(Covid-19) 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 50.00% 0.00% 0.00% 50.00% 

Education & 
Families                     
Unknown 0.25% 0.17% 0.00% 0.00% 0.00% 4.72% 22.68% 1.49% 2.24% 68.46% 

Admin 0.41% 0.00% 0.00% 0.00% 0.00% 4.94% 15.84% 1.23% 1.03% 76.54% 

Catering 0.00% 0.91% 0.00% 0.00% 0.00% 4.55% 31.82% 0.00% 0.91% 61.82% 

Children & Family 
Support 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 13.95% 0.00% 0.00% 86.05% 

Early Years 2.14% 0.16% 0.16% 0.00% 0.16% 0.33% 27.14% 1.15% 1.64% 67.11% 

Education Support 0.00% 0.00% 0.00% 0.00% 0.00% 4.07% 42.19% 0.90% 1.58% 51.24% 

Music Teachers 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 69.57% 2.17% 4.35% 23.91% 

Social Worker 0.46% 1.38% 0.00% 0.00% 0.46% 0.46% 15.60% 3.21% 3.67% 74.77% 

Teaching 0.40% 0.05% 0.00% 0.03% 0.08% 7.12% 36.48% 1.01% 2.63% 52.21% 

Enterprise & 
Communities                     

Unknown 0.41% 0.23% 0.00% 0.00% 0.09% 0.14% 13.86% 2.36% 1.27% 81.64% 

Catering 0.14% 0.00% 0.00% 0.00% 0.00% 0.28% 17.04% 1.83% 0.70% 80.00% 

Cleaning 0.51% 0.00% 0.00% 0.00% 0.51% 0.00% 14.21% 1.18% 1.52% 82.06% 

Cleaning/Janitorial 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 3.13% 3.13% 93.75% 

Facilities 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 17.24% 4.14% 0.69% 77.93% 

School Crossing 
Patrol 1.31% 1.31% 0.65% 0.00% 0.00% 0.00% 26.14% 0.65% 1.31% 68.63% 

Streetscene 0.00% 0.00% 0.00% 0.41% 0.00% 0.00% 10.61% 1.63% 1.22% 86.12% 

Health & Social Care                     

Student Social 
Worker 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100.00% 
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Occupational Segregation – Grades 

The following table shows the grades in the Council broken down by the ethnicity of the employees in those grades. Of note is there are no BAME 

employees working at NLC15 – 18 and none are Chief Officials. Within education there are disproportionately low numbers in all grades. 

Grade Asian Black/African Caribbean 
Gypsy 
Traveller 

Mixed 
Other Other Unknown White British 

White 
Other 

White 
Scottish 

NLC1 0.37% 0.00% 0.00% 0.00% 0.55% 0.00% 14.79% 1.11% 1.66% 81.52% 

NLC2 0.00% 0.62% 0.00% 0.00% 0.00% 3.70% 29.01% 0.00% 1.23% 65.43% 

NLC3 0.43% 0.18% 0.06% 0.00% 0.00% 1.04% 19.47% 1.40% 0.79% 76.62% 

NLC4 0.77% 0.06% 0.06% 0.00% 0.00% 3.57% 31.23% 0.83% 1.90% 61.57% 

NLC5 0.00% 0.00% 0.00% 0.35% 0.00% 1.21% 12.48% 2.08% 1.73% 82.15% 

NLC6 0.00% 0.00% 0.00% 0.00% 0.00% 0.33% 10.34% 2.30% 0.66% 86.37% 

NLC7 0.09% 0.17% 0.00% 0.00% 0.00% 0.30% 15.04% 1.29% 1.38% 81.72% 

NLC9 0.28% 0.00% 0.00% 0.00% 0.00% 1.60% 19.92% 1.60% 1.03% 75.56% 

NLC10 0.50% 1.00% 0.00% 0.00% 0.50% 0.50% 15.96% 2.49% 2.62% 76.43% 

NLC11 1.56% 0.39% 0.00% 0.00% 0.39% 0.39% 10.55% 2.34% 2.73% 81.64% 

NLC12 1.07% 0.00% 0.00% 0.00% 0.00% 0.53% 11.73% 2.40% 2.13% 82.13% 

NLC13 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 21.31% 1.64% 0.00% 77.05% 

NLC14 1.16% 0.00% 0.00% 0.00% 0.00% 0.00% 11.63% 4.65% 0.00% 82.56% 

NLC15 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 15.69% 3.92% 3.92% 76.47% 

NLC16 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 13.33% 6.67% 80.00% 

NLC17 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 11.11% 11.11% 2.78% 75.00% 

NLC18 0.00% 0.00% 0.00% 0.00% 0.00% 20.00% 20.00% 0.00% 0.00% 60.00% 

Apprentice 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 50.00% 0.00% 0.00% 50.00% 

Chartered 
Teacher 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100.00% 

Chief 
Officials 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 9.52% 0.00% 0.00% 90.48% 

Deputy/Head 0.29% 0.00% 0.00% 0.00% 0.00% 13.91% 11.59% 0.58% 3.48% 70.14% 
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Grade Asian Black/African Caribbean 
Gypsy 
Traveller 

Mixed 
Other Other Unknown White British 

White 
Other 

White 
Scottish 

Education 
Psychologist 0.00% 0.00% 0.00% 0.00% 0.00% 17.86% 35.71% 7.14% 7.14% 32.14% 

Music 
Instructor 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 69.57% 2.17% 4.35% 23.91% 

MAPP 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 67.00% 0.00% 0.00% 33.00% 

Principal 
Teacher 0.19% 0.00% 0.00% 0.00% 0.19% 12.66% 20.86% 0.93% 3.91% 61.27% 

Quality 
Improvement 0.00% 0.00% 0.00% 0.00% 0.00% 11.11% 11.11% 0.00% 0.00% 77.78% 

Teacher 0.51% 0.10% 0.00% 0.03% 0.06% 5.34% 41.31% 1.09% 2.37% 49.18% 

Grand Total 0.40% 0.15% 0.01% 0.02% 0.08% 2.88% 23.55% 1.44% 1.83% 69.64% 
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AGE 

AGE Composition  

                      2017               2018 2020 

 

Trend   

Age  

Group  

No  %  No  %          No.        %  

Below 20  138  0.94%  148  1.02%  50 0.35% decrease  

20 - 39  4230  28.89%  4260  29.47%  4371 30.33% increase  

40 - 59  8260  58.88%  8367  57.88%  8115 56.29% decrease  

60 - 64  1339  9.15%  1334  9.23%  1391 9.65% increase  

65 plus  313  2.14%  348  2.41%  488 3.38% increase  

  14640  100%  14457  100%  14415 100%   

 

 

There has been a reduction by two-thirds the number of employees under 20 since 2018. 

There has been an increase in the number of employees aged over 60 from 11.63% in 2018 to 13% 

Leavers 

2017 2018 2020 Trend  

Age  

Group  

No  %  No  %          No.        %  

< 20  85  5.93%  68  4.83%  21 2.13% decrease 

20-39  442  30.84%  394  27.9%  254 25.7% decrease 

40-59  526  36.7%  528  37.5%  374 37.96% increase 

60-64  263  18.35%  298  21.16%  206 21.2% increase 

65+  117  8.18%  120  8.53%  130 13.19% increase 

Total  1433  100%  1408  100%  985 100%  

Under 20 20 -30 30 -40 40 -50 50 -60 60 -65 65+

Composition of the workforce -Age 
Number

50 1715 2656 3451 4664 1391 488
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4000
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Significantly fewer people left the organisation in 2020 compared to 2017 and 2018. Over one third 

of those who left the Council were aged 60+. 38 % who left were in the 40-59 age group. 

38% of those who left the organisation resigned their post. 

Promotions 

Age 

group  

    

2017 

        

2018 

      

2020 

    

  No  %  No  %  No  %  Trend  

<20  5  2.40%  11  4.86%  <5 1.32% Decrease 

20-39  88  42.30%  116  51.32%  33 43.42% Decrease  

40-59  108  51.92%  96  42.47%  42 55.26% increase 

60-64  7  3.36%  <5  1.32%  0 0 Decrease  

65+  0  0.00%  0  0.00%  0 0 No change 

Total  208  100%  226  100%  76 100   

 

There were significantly fewer promotions in the Council between 2018 and 2020. More than half 

were in the 40-59 age group and there were no promotions in the 60+. 

Recruitment 

2017 

 

Below 

20  

Age 20-

40  

Age 40-

60  

Age 60-

65  Age plus 65  

Not 

declared  

Applied   1871  8360  6372  387  53  257  

Interviewed  473  1918  1838  89  10  56  

Appointed  113  376  346  30  <5  24  
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r 20
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70+

Leavers - Age Number 21 73 62 57 62 56 65 75 178 206 108 22
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2018  

  

Below 

20  

Age 20-

40  

Age 40-

60  

Age 60-

65  Age plus 65  

Not 

declared  

Applied   828  7127  4168  309  41  150  

Interviewed  290  1682  1404  74  12  43  

Appointed  79  651  370  16  6  14  

 

2020 

 

Below 

20  

Age 20-

40  

Age 40-

60  

Age 60-

65  Age plus 65  

Not 

declared  

Applied   269 7044 5209 462 51 1331 

Interviewed  57 1443 1146 75 10 79 

Appointed  19 435 339 14 5 311 

The numbers in the under 20 age range applying to work for the Council reduced by more than two-

thirds from 2018. The number of applications increased in the over 60 group. 

 

SEXUAL ORIENTATION 

Composition 

 2017 % of total 2018  % of 

total   

2020  % of total   Trend  

Bisexual  41  0.28  36  0.25  46 0.32 increase 

Gay  40  0.27  43  0.30  47 0.33 increase 

Heterosexual  5171  35.32  5093  35.23  5761 39.97 increase 

Lesbian  26  0.18  24  0.17  38 0.26 increase 

Prefer not to 
answer  

647  4.42  603  4.17  558 3.87 decrease 

Unknown  8715  59.53  8659  59.89  7965 55.25% decrease 

 

 

Since 2018 there has been an increase in both the numbers of and % of total employees who are 

lesbian, gay, or bisexual. Additionally, there has been a decrease in the numbers and % of people 

who have not recorded in this category.  Overall, the total of LGB employees recorded in the Council 

is 0.9% 

Unknown Bisexual Gay Heterosexual Lesbian
Prefer not to 

Answer

Composition of Workforce -Sexual Orientation 
Number

7965 46 47 5761 38 558

0

5000

10000

Composition of Workforce - Sexual Orientation Number
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1.11% of all people who left the Council were gay or bisexual. 

Most gay people who left their position resigned  

No applications for flexible working were received by LG or B employees  

42% of all promotions were to heterosexual employees, however 56% had not recorded in this 

category. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Unknown Bisexual Gay Heterosexual Prefer not to Answer

Leavers -Sexual Orientation % 53.30% 0.51% 0.61% 40.81% 4.77%
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RELIGION AND BELIEF 

 

Over 60% of employees have not recorded under this category. 

  

0 1000 2000 3000 4000 5000 6000 7000 8000 9000

Unknown

Church of Scotland

Humanist

Muslim

Other Christian

Pagan

Roman Catholic

Unknown Buddhist
Church of 
Scotland

Hindu Humanist Jewish Muslim None
Other 

Christian
Other 

Religion
Pagan

Prefer not 
to Answer

Roman 
Catholic

Sikh

Composition of the workforce -Religion Number 8340 8 1464 0 21 0 36 1451 269 63 8 380 2368 0

Composition of the workforce - Religion Number

Unknown
Church of 
Scotland

Humanist Muslim None Other Christian Other Religion Pagan
Prefer not to 

Answer
Roman Catholic

Leavers -Religion Number 552 107 0 5 110 22 0 0 38 145
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300

400

500
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Promotions 

Description Jan 20- Dec 20 % of total 
employees 

Buddhist 0 0.00 

Church of Scotland 7 0.09 

Hindu 0 0.00 

Humanist 0 0.00 

Jewish 0 0.00 

Muslim 0 0.00 

Other Christian 0 0.00 

Sikh 0 0.00 

Pagan 0 0.00 

Roman Catholic 16 0.21 

Other Religion 0 0.00 

None 10 0.13 

Prefer not to answer 0 0.00 

Unknown 43 0.57 

Total  76 1.00 

 

 

 

 

 

 

 

 

Application - Smarter Working - 
Religion     

  Number % 

Not Available 40 47.62% 

Church of Scotland 11 13.10% 

None 10 11.90% 

Other Christian <5 1.19% 

Prefer not to Answer 54 4.76% 

Roman Catholic 18 21.43% 

Grand Total 84 100.00% 
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MARRIAGE AND CIVIL PARTNERSHIP 

 

 

 

 

 

Unknown Divorced Living with partner
Married/Civil 
partnership

Prefer not to answer Separated Single Widowed

Composition of employees by Marital Status Number 6080 396 600 4866 150 270 1902 151

0

1000

2000

3000

4000

5000

6000

7000

Composition of employees by Marital Status Number

Unknown Divorced Living with partner Married/Civil partnership Prefer not to answer Separated Single Widowed

Leavers -Marital Status Number 434 37 44 264 18 13 161 14

0

100

200

300

400

500

Leavers - Marital Status Number



APPENDIX 1 
 

69 
 

Promotions             Recruitment 

Marital Status Employees 
Promoted 

% 

Married/Civil Partnership 25 32.89% 

Not Recorded 33 43.42% 

Prefer not to answer 1 1.32% 

Other 17 22.37% 

Total 76 100.00% 

 

Pregnancy and Maternity 

    

Maternity, Paternity and Adoption leave processed from                          67 females due to return from Maternity, Adoption Leave and 67 returned 
010119 - 310120 
                  

Adoption Maternity

Total 3 301
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Married/Civil 
Partner Not Declared 

Applied 5063 1425 

Interviewed 1081 93 

Appointed 364 318 
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SECTION 5.            

Equal Pay Statement  
 

 

 

 

 

 

 

 
 

 

 

 

 

 

  

 
Consultation 
process  

 

Stakeholders 
 

  

Distribution  

Date March 2021 Author Lyn Hughes, hughesly@northlan.gov.uk  

Key Changes made 

Incorporation of all protected characteristics as outlined in the 
Equality Act 2010.  Reference to job evaluation scheme and job sizing 
as method used by the Council for evaluating jobs.  Addition of 
recruitment and employment practices aims of the Council in line 
with the outcomes of the Equal Pay Audit. 

Author Lyn Hughes 
Contact 
details 

 
hughesly@northlan.gov.uk  

Owner Fiona Whittaker 
whittakerf@northlan.gov.uk 
 

 

Date March 2021 Version number 1.2 Document status Final 

 

Governance Committee   Date approved   

Review date  

 

Strategic Alignment  
Improving the Council’s Resource Base – A Workforce Strategy that is built around the 
needs of the Council (as a single resource base) to deliver the priority outcomes, 
ensuring future workforce requirements, new skills and innovative approaches, and 
succession planning are recognised. 

 

mailto:hughesly@northlan.gov.uk
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mailto:whittakerf@northlan.gov.uk


APPENDIX 1 
 

71 
 

 

Contents 
 

1. Introduction ........................................................................................................ 72 

2. Aims ................................................................................................................... 72 

3. Legislation ......................................................................................................... 73 

4. Job Evaluation and Single Status ...................................................................... 73 

5. Monitoring Arrangements .................................................................................. 73 

 

 

 

  



APPENDIX 1 
 

72 
 

1. Introduction 

 

1.1 The public sector duty to promote gender equality requires North 
Lanarkshire Council to develop and publish an Equal Pay Statement on 
how it is meeting its duty, having due regard to the need to eliminate 
unlawful discrimination, particularly in relation to employment and pay. 
 

1.2 North Lanarkshire Council supports the principle of equal opportunities in 
employment and believes in equal pay for the same or broadly similar 
work, for work rated as equivalent and for work of equal value irrespective 
of age, disability, gender reassignment, marriage and civil partnership, 
pregnancy and maternity, race, religion or belief, sex and sexual 
orientation..  

 

1.3 This Equal Pay Statement complies with the legal duties under the 
legislation outlined below and is published in accordance with the 
legislative timetable.  

 

1.4 North Lanarkshire Council in compliance with its obligations in terms of the 
Scottish Joint Council National Agreement on Pay and Conditions of 
Service implemented a non-discriminatory and objective Job Evaluation 
Scheme to determine the value of our jobs and apply all factors equally 
irrespective of age, disability, gender reassignment, marriage and civil 
partnership, pregnancy and maternity, race, religion or belief, sex and 
sexual orientation..  

 

1.5 This Equal Pay Statement is based on the key principles of equity, 
equality, inclusion, engagement, partnership, transparency and shared 
responsibility. 

 

2. Aims 

 

2.1 North Lanarkshire Council are committed to ensuring equal pay structures 
for all our employees and will continue to:  
 

• Ensure that all staff doing work of equal value receive the same level of 
pay through the use of an analytical job evaluation scheme for Local 
Government Employees and job sizing for Teaching staff. 

• Conduct regular equal pay audits to monitor the impact of our pay 
structure and put in place measures to reduce any identified 
occupational segregation and pay gaps. 

• Ensure recruitment and employment practices promote equality and 
are free from discrimination. 

• Provide training and guidance for those involved in reviewing and 
determining pay.  

• Inform employees of how their pay is determined. 
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• Respond to grievances on equal pay in accordance with the council’s 
Grievance Policy.  

• Inform and consult with the recognised trade unions, as appropriate.  
 

3. Legislation 

 

3.1 This Equal Pay Statement was produced taking into account and 
incorporating the Equality Act 2010 and The Equality Act 2010 (Specific 
Duties) (Scotland) Regulations 2012.  
 

3.2 This Equal Pay Statement contains principles that are underpinned by 
council policies, guidance, Codes of Practice, the council's equality 
scheme and national schemes such as those from the Scottish Negotiating 
Committee for Teachers (SNCT) and Scottish Joint Council for Local 
Government Employees (SJC). 

 

4. Job Evaluation and Single Status 

 

4.1 Job Evaluation and Single Status are part of a national agreement, (known 
as the Red Book Scottish Agreement) which require to be put into action 
locally. It was drawn up between employers and the trade unions 
representing local government employees in Scotland. Single Status is a 
collective agreement designed to promote equality and the elimination of 
discriminatory practices in employment. Compliance with equal pay 
legislation, in respect of pay and other conditions of employment, is a 
major component of this. 

 

5. Monitoring Arrangements 

 

5.1 North Lanarkshire Council will carry out regular monitoring and 
assessment of the impact of our pay practices.  
 

5.2 North Lanarkshire Council will consult and plan actions in consultation with 
employees and trade unions.  

 

5.3 Publish progress reports on the implementation of this Equal Pay 
Statement.  
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