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BACKGROUND PAPER ON EQUAL PAY

Purpose of paper

1. To circulate further information to the Committee on the topic of “equal pay” and further
details of current initiatives.

Timing

2. The Committee asked for the briefing for the 29 October 2002 meeting.

Action

3. The Committee agreed to consider the issue of equal pay in the context of the Local
Government in Scotland Bill and the Scottish Parliament’s own policy.  The Committee will
wish to note that the Parliament’s Personnel Office is currently conducting research on this
issue and they intend to carry out an equal pay review by the end of the current financial
year.  This follows on from a recommendation in the Parliament’s Equalities Framework.

Background

4. The Committee will recall that the core issue of Equal Pay is an explicitly reserved area
with the Equal Pay Act 1970 mentioned under Schedule 5, L2 of the Scotland Act 1998.

5. The Equal Pay Act deals with pay whilst in employment.  However, the relevant reserved
areas also encompass those issues which might reasonably be expected to flow from pay
e.g. employment legislation on life-choices whilst within working age (such as in respect of
career breaks, carer responsibilities etc) and life-long earnings issues (such as final
pension provisions etc).

6. Similarly the legislative vires of the Parliament does not extend to cover such issues as
activities where the majority of the workforce is female (and is characterised as low-paid)
and also those activities where the majority of the workforce is both female and working
part-time, less than 16 hours per week (and characterised as possessing less protection
under employment legislation).

7. The Equal Opportunities Commission (established as an Independent Statutory Body
under the 1970 Act) has recently launched a campaign on “Equal Pay”.

James Johnston
Committee Clerk
Equal Opportunities Committee
October 2002
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02/117SPICe Briefing
24 October 2002

EQUAL PAY REVIEWS
STEPHEN CURTIS AND NICKI GEORGHIOU

This paper has been produced for the Equal Opportunities Committee of the Scottish
Parliament.  It outlines the legislative and policy context of equal pay reviews (also
known as equal pay audits).  Equal pay reviews have tended to focus on gender
equality, though the principles have also been applied to other areas of discrimination.
It also provides some background to the current position in local authorities in relation
to the use of equal pay reviews, and provides an example of their application in the
National Assembly for Wales.
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BACKGROUND

“Thirty years ago the Equal Pay Act outlawed pay discrimination. Since then the pay gap
between men and women has narrowed from 31% to 18% - it has far from disappeared.
It is widely agreed that this is unacceptable, not only on grounds of equity but also on
legal, social, and economic grounds.” (Equal Pay Task Force, 2001)

Whilst unequal pay is far from being the only issue that mitigates against equality of
opportunity (another example being the so called ‘glass ceiling’), it remains an important
element in progress towards equality of opportunity:

“Pay is one of the key factors affecting motivation and relationships at work.  It is
therefore important to develop pay arrangements that are right for the organisation and
which reward employees fairly.  Providing equal pay for equal work is central to the
concept of rewarding people fairly for what they do.” (EOC, 20021)

In ‘Just Pay’, the Equal Pay Task Force found that three main factors contribute to the gender
pay gap. These are

1. Discrimination in pay,
2. Occupational segregation and
3. The unequal impact of women’s family

responsibilities.

The focus of the Task Force’s concern was that
part of the pay gap which is caused by pay
discrimination.  They suggest that this amounts to
25% to 50% of the pay gap.  In their 2001 report,
they also outline what they suggest are realistic
targets for eliminating the gender pay gap:

“We believe it is perfectly feasible, with concerted
action by all the key players, that the gender pay
gap due to discrimination in the workplace should
be reduced by 50% within the next 5 years and
eliminated entirely within 8 years.” (Equal Pay Task
Force, 2001)

The Task Force also suggest that the
consequences of the pay gap are far-reaching.
For individual women, they can include personal poverty and social exclusion, particularly for
single mothers.  These factors can in turn have implications for child poverty. The pay gap
also inhibits women’s ability to build up adequate occupational pensions to guard against
future poverty. It restricts the resources available to them for investment in training and
lifelong learning. It reduces their motivation. For those “unenlightened” employers where
gender, rather than ability, determines human resource policies and reward systems, the
consequences include lack of competitiveness and a reduced capacity to recruit and retain
good employees. It can also mean that they face laborious and expensive legal cases. For the
Government, the consequences include lost revenue in tax and national insurance
contributions and in time, continuing dependency amongst women on state benefit.

The Task Force say that the barriers to achieving equal pay have been:

• lack of awareness and understanding of the issue

Equal Pay Task Force
Members:

- Bob Mason, BT (Chair)
- Rita Donaghy OBE, ACAS
- Rod Duke, HSBC
- Althea Efunshile, London

Borough of Lewishman
- Tess Gill, Barrister
- Juris Grinbergs, Littlewoods
- Sally Hinkley CBE, Cabinet

Office
- Susan Karim, Scottish Catering

Enterprise
- Lorraine Paddison, TMS

Management Consultants
- Margaret Prosser OBE, T&G
- Professor Teresa Rees,

University of Cardiff
- Diane Whittingham, Huddersfield
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• ineffective, time-consuming and cumbersome equal pay legislation
• lack of expertise in addressing the problem
• lack of transparency and accountability for implementing equal pay
• social and economic policy measures that have failed to keep pace with women’s

changing place in the labour market.

Broad recommendations that the Task Force made include:

• The Equal Pay Act be amended to require employers to carry out regular equal pay
reviews.

• That a two stage pay review process be pursued. All employers should be required to
undertake Stage One – a Pay System Equality Check. For those employers who identify a
gender pay gap, having conducted this check a more detailed, Stage Two Equal Pay
Review should follow.

• The EOC takes forward the preliminary equal pay review model in partnership with experts
and stakeholders to produce final, more detailed proposals. We further recommend that
this model should then be incorporated into a Code of Practice as soon as possible.

• The EOC works with the Arbitration, Conciliation and Advisory Service (ACAS) and other
agencies specialising in pay (including commercial consultancies), in order to find ways of
helping employers to carry out equal pay reviews efficiently and effectively

• The EOC works with software companies to produce effective and easy to use equal pay
management information systems

The Task Force also stated that they expected the Government and public service employers
to take a lead on this issue. As a major employer, the Government should act as a role model
and develop good practice, disseminating lessons learnt throughout the public sector.

EQUAL PAY LAW

Equal pay law in the UK is reserved, and is set out in the Equal Pay Act (EPA) 1970 (as
amended).  Also of relevance is the European framework agreement on part-time work
(Directive 97/81 of 15 December 1997)1.

The Equal Opportunities Commission set out the broad terms of the Equal Pay Act in their
‘introduction to equal pay’ (EOC, 2002).  Under the EPA employees may claim equal pay with
colleagues of the opposite sex where they are in the same employment and are doing:

• Work which is the same or broadly similar (known as ‘like’ work)
• Work rated as equivalent under an analytical job evaluation scheme
• Work which is different but which is of equal value in terms of the demands of the

jobs

In order to determine which jobs in a workplace are of equal value the demands of jobs will
need to be assessed.  For this, an objective job evaluation scheme is required.

The Equal Opportunities Commission have produced a Code of Practice on Equal Pay.  This
was produced under the Sex Discrimination Act 1975 s56A(1).  It was brought into force on 26
                                           
1 The purpose of this agreement is to reconcile professional and family life, prevent any form of discrimination against part-time workers -

the majority of whom are women - and make working hours more flexible, taking account of employers’ and workers’ needs.  Following

incorporation of the Agreement on social policy in the Treaty, after the IGC and the Amsterdam European Council, the legal effect of the

directives also applies to the United Kingdom.
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March 1997 (SI 1997/131).  The Code of Practice aims to provide practical guidance and to
recommend good practice to those with responsibility for or interest in the pay arrangements
within a particular organisation.

“It is grounded in the concept that a right to equal pay free of sex bias is conferred under
both domestic and European legislation.  The guidance contained in the Code is based
on decisions from the United Kingdom (UK) courts and the European Court of Justice
(the ECJ) and on good practice known to the Equal Opportunities Commission” (EOC,
20023)

The Code of Practice recommends that employers should:

• Adopt and implement an equal pay policy
• Carry out a review of the pay system

An equal pay policy should:

“…include a statement of commitment to providing equal pay by adopting a transparent
and objective pay system.  It should also indicate that action in the form of a pay review
will be undertaken in order to implement the policy and a system set up to monitor
effectiveness.” (EOC, 20022)

A pay review includes:

• A statistical analysis of the workforce
• Gathering information on all elements of pay
• Determining which jobs involve equal work i.e. are same work or work of equal

value
• A comparison of all elements of pay for the men and women doing equal work
• Determining whether any differences identified are based on sex and whether they

can be objectively justified

Following the Equal Pay Task Force’s recommendations, the Equal Opportunities
Commission have published an Equal Pay Review Kit to give advice to employers on good
equal pay practice.  The following section summarises the main features of this.

EQUAL PAY REVIEWS

An important point about equal pay reviews is that they are not one-off exercises, and do not
operate in a vacuum.  As outlined above, an overall commitment by an organisation to a
process of developing and implementing an equal pay policy is more likely increase the
impact of an equal pay review.

“An equal pay review is not simply a data collection exercise.  It entails a commitment to
put right any gender pay inequalities and this means that the review must have the
involvement and support of managers with the authority to deliver the necessary
changes.  It is also important to involve the workforce to maximise the vaildity of the
review and success of subsequent action taken.” (EOC, 20021)

Although the equal pay review kit has been developed to look at the gap between men’s pay
and women’s pay, it can also be used to look at ethnicity, disability and age.  The essential
features of an equal pay review are:

• Comparing the pay of men and women doing equal work
• Explaining any equal pay gaps
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• Closing those pay gaps that cannot satisfactorily be explained on grounds other
than sex

The equal pay review model recommended by the Equal Opportunities Commission is in five
steps:

• Step 1: Deciding the scope of the review and identifying the data required
• Step 2: Identifying where men and women are doing equal work
• Step 3: Collecting and comparing pay data to identify any significant equal pay

gaps
• Step 4: Establishing the causes of any significant pay gaps and assessing the

justifications for these
• Step 5: Developing an Equal Pay Action Plan or reviewing and monitoring

SCOPE

Collection of relevant data is an important first step to being able to carry out a review, and
this will to some extent determine the scope of a review.  The tool kit points out that it can be
helpful to consider the quality of the information available about the ethnicity, disability status
and age of the workforce and whether this is good enough to enable these dimensions to be
included in the review.

It also needs to be decided which employees to include in the review.  Although a review can
be carried out in stages, this increases the risk of an equal pay claim being made by an
employee against an employer.  This is also true of excluding certain groups of employees.

The model recommends establishing a project team, and consideration of involving the
workforce through trade unions or other employee representatives in order to enhance
understanding, reduce the risk of disagreement and feed in information about how the system
is currently working.  There is also a role for bringing in external expertise.

DETERMINING WHERE MEN AND WOMEN ARE DOING EQUAL WORK

Checks need to be carried out for the categories laid out in the Equal Pay Act.  In other words,
as previously indicated, they will need to be carried out where men and women are doing:

• Like work (work which is the same or broadly similar)
• Work rated as equivalent (where men and women have had their jobs rated as

equivalent under an analytical job evaluation scheme)
• Work of equal value (work that is different but which is of equal value in terms of the

demands of the job)

COLLECTING AND COMPARING PAY DATA TO IDENTIFY ANY SIGNIFICANT EQUAL
PAY GAPS

Once it is determined where women and men are doing equal work, pay information must be
collected and compared to identify any significant gaps between men’s pay and women’s pay.
This is done by:

• Calculating average basic pay and total average earnings
• Comparing access to and amounts received of each element of pay
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Unless there is a “genuine reason” for the difference in pay, that has nothing to do with the
sex of the jobholder, women doing equal work are entitled to equal pay.

ESTABLISHING THE CAUSES OF ANY SIGNIFICANT PAY GAPS AND ASSESSING THE
JUSTIFICATIONS FOR THEM

Once “genuine reasons” for the difference in pay are eliminated, it is possible to identify
aspects of the pay system that are contributing to the gaps between men’s and women’s pay.
All aspects of the pay system should be examined, including policies, practices and pay
elements, from the standpoints of design, implementation and impact.  At this point, it must be
determined whether there is a satisfactory explanation for the existence of a pay gap – this is
a complex matter and may require legal advice.

DEVELOPING AN EQUAL PAY ACTION PLAN OR REVIEWING AND MONITORING

An equal pay action plan should include arrangements to:

• Provide equal pay
• Change the pay policies and practices that contribute to unequal pay
• Introduce an equal pay policy to ensure the pay system is free and remains free from sex

bias
• Introduce ongoing monitoring of pay outcomes by gender to ensure the pay system is and

remains free from sex bias

EQUAL PAY AND LOCAL AUTHORITIES

There is no evidence to suggest that any Scottish Local Authorities have carried out equal pay
reviews.  There is, however some on-going work on developing a framework for reviewing
pay, and terms and conditions for local authority employees known as the Single Status
Agreement.

The Scottish Joint Council, which is the bargaining body for pay and terms and conditions,
made up of elected members of local authorities, COSLA and trade unions, developed the
Single Status Agreement. The Single Status Agreement came about because historically
there have been different terms and conditions for manual workers and other workers.  The
Agreement is also intended to address equal pay especially in relation to the types of jobs that
receive bonuses, like landscaping and joinery which are traditionally male jobs, whereas
comparable jobs such as cleaners and dining room assistants, traditionally female jobs, do
not receive bonuses.

The main features of the Single Status Agreement are:

• A single spinal column
• A recommended job evaluation scheme
• No National grading structure
• No National grading appeals
• Red book – new scheme of pay and conditions of service

The single status agreement goes some way to addressing inequalities at a national level by
introducing a single spinal column, thus reducing the number of grades and hence bringing in
a more equal pay structure.  However, the agreement only recommends that a job evaluation
scheme be carried out, and does not oblige local authorities to do so.
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The job evaluation scheme is a process of evaluating the different jobs that council staff do.  It
is based on a 32 page questionnaire which looks at the various factors involved in different
jobs, ranging from working outside to problem solving.  A trained Job Analyst assists each
employee completing the questionnaire.  Each factor is awarded a number of points, and
essentially jobs that have the same number of points should be on the same pay, and if not
will be awarded the same pay.  The scheme is to be carried out locally, therefore under the
scheme the same jobs in two different authorities may receive different points.

All Scottish local authorities have signed up to the single status agreement, but not all are
carrying out the Job Evaluation Scheme.

It has been suggested that by carrying out the Job Evaluation Scheme, local authorities will
not have to carry out equal pay reviews, because all staff on the same number of points,
within their local authority, will be awarded the same pay from 1 April 2004.

However, a number of issues arise from this assertion:

• The Job Evaluation Scheme does not address the issue of which level or grade
employees enter at, therefore it does not account for the discrepancy between new staff
entering at different levels.

• The objective of the job evaluation scheme is to implement a fairer pay system.  The
objective is not to assess the level of inequality existing within an authority.

• A job evaluation scheme is a single event, and may not result in on-going monitoring of
pay differences

The process followed by the National Assembly for Wales sheds some light on the difference
between an equal pay review, and a job evaluation scheme, and broader pay system
solutions.  The following section outlines the situation in the National Assembly for Wales.

EQUAL PAY IN THE NATIONAL ASSEMBLY FOR WALES

The National Assembly for Wales employs civil servants from the former Welsh Office as well
as a smaller number of staff supporting the business of the Assembly itself.  It has a statutory
duty to promote equal opportunities under the Government of Wales Act 1998.  They also
have a Committee on Equality of Opportunity similar to the Scottish Parliament’s Equal
Opportunities Committee.  When established, the chair of the Equalities of Opportunity
Committee, Edwina Hart MBE, was also the Minister for Finance and Local Government.  The
Equal Opportunities Commission for Wales were also appointed as advisors to the
Committee, and they were at that time campaigning for a number of all Wales equal
opportunities initiatives.

It was felt that in this context it would be appropriate for the National Assembly for Wales to
undertake a review of its own position in relation to equal opportunities.  An equal pay audit
showed that there were significant pay gaps, exacerbated by the way the pay systems
worked.  It was concluded that a new pay system was required that would need finance, but
with the chair of the Committee on Equality of Opportunity also being the Finance Minister,
she made a commitment that finance would be addressed where necessary.

The view of the National Assembly of Wales2 is that certain elements of an equal pay review
can be carried out quickly.  For their first equal pay review, the data collection was completed
in a day.  The results of the 2001 ‘Equal Pay Audit’ can be found in the Committee on Equality
                                           
2 From a conversation with staff.
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of Opportunity report on the matter (2001).  They then looked at the average salaries of men
and women in each pay band.  Since then, more sophisticated approaches have been
developed looking at ethnic minorities and people with disabilities.  They also point out that
the interpretation of the data is the more difficult aspect, as is what action can be taken to
address the issues.

In terms of action taken, this has to be put into the context of the development of the former
Welsh Office’s and the current National Assembly for Wales’ pay systems.

Before 1996, the pay system in the Civil Service was determined by UK national pay
agreements negotiated by the Treasury.  In 1996 the authority to negotiate pay and grading
systems for staff below the Senior Civil Service was delegated to individual Departments.
The Welsh Office adopted its own pay agreement in August 1996.  In 1997 a wide reaching
pay and grading review was undertaken in 1998 implemented in 2001.

Under the old system, there were as many as 70 separate grades all with different pay scales.
Two clear areas for discrimination existed:

1. The pay scales reflected the market rates for recruitment.  Therefore, where
discrimination existed in the wider market place, this was reflected in the civil service’s
pay structure.

2. People who had been in the civil service for a long time had also been employed under an
older pay system that had enabled them to reach the top of their scales.  The newer pay
systems are structured in such a way that there is often slower progress away from the
bottom of a pay scale because the band widths are often increased by a similar
percentage to the pay award. The awards were also primarily based on performance.
Many of the people who had been in the civil service longer are men, whilst there has
been an increase in recruitment of women.  Therefore, a strong differential existed in the
pay of men and women as a result.  It was estimated that in some grades men tended to
earn on average up to 10% more than women.

The new system implemented in 1998 helped to address these problems.  All staff outside the
Senior Civil Service are placed in one of seven pay bands.  People who perform satisfactorily
will move one point up their scale each year until they reach the target rate.  Effective
performers will reach the target rate in 5 years or less.  In this way, slow progression through
the bands will be addressed over time.  Also, having fewer bands allows market distinctions
(and inequalities) to be smoothed out.

One issue that is clear from the Welsh experience is that to carry out an equal pay review is
relatively straightforward.  However, it has been the ability to implement a new pay structure
that has enabled them to address these issues.  These processes cannot easily be
separated, for it requires a commitment and ability to address the issues arising from an equal
pay review for it to be most effective.
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Report of Fact-Finding Visit to Inverness by Elaine Smith MSP

Date: 23 September 02
Location: UHI Millennium Institute, Inverness
Attending: Professor Bob Cormack – Director & Chief Executive, UHI

Gail Prince, Highlands & Islands Equality Forum
Adrian Kitson, Highland & Islands Enterprise
Linda Stewart, UHI Executive Office
Norman MacAskill, SCVO Highland
Janet Hackel, UHI Executive Office
Philomena de Lima, Inverness College
Shona Flanagan, Voluntary Action, Orkney (by video link)
Helen Mackie, Women @ Work Project, WEA
Rosemary MacKinnon, Highland Council
John Macdonald, Northern Constabulary

Introduction

1. During the Equal Opportunities Committee civic participation events while the
Parliament was sitting in Aberdeen, the Highlands & Islands Equality Forum
(HIEF) invited Elaine Smith to come to Inverness to find out about the work of the
Forum.

2. The HIEF is funded from January 2002 to December 2003 under a Special
Transitional Programme of the European Structural Funds.  Partners in the
Forum are Voluntary Action Lewis, Disability Alliance in the Scottish Highlands,
UHI Millennium Institute, Voluntary Action Orkney, Highlands & Islands
Enterprise, Voluntary Action Highland, Argyll Council for Voluntary Service,
Highland Alliance for Racial Equality, SCVO Highland and Shetland Council for
Social Service.  A full set of handouts, including copies of slides, are being
circulated to Members separately.

3. The key objectives of the HIEF are to audit current equal opportunities activity,
raise awareness of equal opportunities issues and facilitate equal opportunities
training.  Currently the HIEF is carrying out consultation events to audit current
activity and identify best practice and training requirements.  The Forum aims to
set up an Advisory Group, which may include representation from the Equal
Opportunities Commission, the Disability Rights Commission and the
Commission for Racial Equality.

4. The HIEF plans to hold its first conference in late November, early December
under the title: Equality?  What is it?  The Forum will be officially launched at the
conference.

Issues Discussed

5. In respect of education it was noted that girls now consistently outperform boys at
school but there was still a concern in respect of performance in relation to social
class and the extent to which there was still a gender imbalance in certain
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subjects, such as engineering.  It was pointed out that girls tended not to do so
well after school and the pervasiveness of social conditioning was discussed, as
reflected in, for example, toys targeted at children.  The importance of the Zero
Tolerance Campaign and its focus on respect was also noted.

6. There was now an issue in terms of the underperformance of boys and what to
do about it.  A concern was also expressed about the type of male culture which
was emerging through certain publications aimed at boys.

7. A prominent issue now was the translation of qualifications into the labour
market.

8. It was noted that women were not particularly visible in a range of managerial
level activities in the Highlands and Islands.

9. One of the participants pointed out that more would be achieved if there were a
legal requirement for monitoring gender balance in employment.

10. The Highlands & Islands Enterprise (HIE) work on the development of a one-
stop-shop approach to the provision of equalities information for new and existing
businesses was discussed and how this linked with the equalities training and
development packs being developed by the HIEF.  A pack would be available
covering all equalities areas and training would also be available.  It was noted
that there was a need to approach businesses with a combined package rather
than with individual issues.

11. HIE carried out a range of activities and there was a need to look strategically
and link with other organisations as well as businesses.

12. With regard to whether HIE linked funding for firms to the presence of an equal
opportunities policy, it was noted that for training provider contracts there was a
requirement to have or to be working towards the Scottish Quality Management
Standard (SQMS)1, one element of which was equality and against which firms
are audited annually.

13. It was noted that it appeared to be emerging from the current consultation
process in the audit phase of the work of the HIEF that disability issues are a
priority.

14. The UHI aimed to offer access to education for people in remote areas.  As there
was not a great deal of funding available, there was a need to make the best use
of available funds.  There was a need to look at both physical and social access
and support for learners.  The UHI tended to have a non-traditional student
population compared to other universities, for example more older students and

                                           
1 SQMS brings together the quality requirements of a number of key national agencies - Scottish
Enterprise, Highlands and Islands Enterprise, The Scottish Executive and the Scottish Qualifications
Authority. SQMS shows links to BS EN ISO 9000, Investors in People and Total Quality Management.
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part-time students.  The work was therefore more about social inclusion.  The
UHI worked through local further education colleges.

15. A specific example mentioned was the case of a student who could not get
support to pay for a child minder as funding was only available to pay for a
registered child minder.  However, no registered child minder was available at
that location.  This was a particular problem in more remote rural areas.

16. It was noted that there was an issue of sustainability in getting people to become
child minders in rural areas.

Video link to Voluntary Action Orkney
17. The HIEF provided for a local focus for equality work.  It was mentioned as a

positive aspect that through Voluntary Action Orkney, the work of the HIEF was
not seen as Inverness based.  15 local representatives had attended for the
consultative event and were keen to set up a local forum.  The group was still
waiting to see what the audit would show and therefore did not know whether the
Orkney community would emerge as different from other communities.

18. It was noted that Orkney was still a very traditional community in the context of
women in the workplace, with many women doing jobs for which they are over-
qualified.  In addition, it could appear to outsiders that there was a tendency for
local people to be given jobs instead of outsiders.

19. Of 21 councillors in the local authority, only 2 were women.  There was no forum
for women to get together to discuss issues.  This was an area which could
benefit from the work of the HIEF.

20. It was noted that bringing more diversity to local bodies was an issue for the
Forum.  It was agreed that training would probably help, but there were issues
about the type of training which would be available.  It must deliver at local level.
There was an additional cost impact, for example, of air fares for training which
was not delivered locally if you were not on the mainland.

21. With an area which included 16 inhabited islands, it was also important to time
events such as training to coincide with boat timetables.  The need to use the
various learning centres across Orkney was highlighted as was the importance of
the video conferencing link.

Women @ Work Project
22. The key objective of the Women @ Work Project in the Highland Office was to

support and promote the development of women in the HIE area.  The three key
themes were:
• women in management
• women in business
• women in public life
These themes were often merged.  The project aimed to identify training needs
and ways to meet those needs.  The project sometimes facilitated the training.
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23. It had been decided to establish networks across the Highlands in each HIE area
with the aim that the networks would become self-sustaining but with continued
central support.  Networks had been established in Inverness, Forres,
Strathspey, Lochaber and Ross-shire.  Networks were planned for Skye, the
Western Isles and Shetland.

24. The move towards becoming self-sustaining was identified as a difficulty although
the project still attempted to support decision making by involving everyone in
planning meetings.

25. Under the women in public life theme, the project had successfully applied for
ESF funding.  The funding was not aimed at training provision and the project
had to look for other funding.

26. There were 2 annual conferences.  All events were well attended and many of
the training days were oversubscribed.  There was a wide range of women who
attended across the various networks, including women returning to work, small-
business women, women from bigger organisations and women who were not
currently working but keen to do so.  The project was trying to get employers to
allow women to come along to meetings.

27. It was noted that at Highland Council only 2 out of the 9 Directors were women
and overall in management the figure was about 10% for women.  The council
had recently commissioned local consultants to run 10 women in management
focus groups.

28. The need was highlighted to shift the traditional view of women’s work by, for
example, getting more men into secretarial type work.

29. It was noted that a group of members from the Women @ Work Project were
coming for a tour of the Scottish Parliament on Thursday 5 December and that
they would very much appreciate meeting with women MSPs to discuss the aims
of the project.  Refreshments would be available in Room F1, Cannonball House
from 12.30 on 5 December.

Highland Alliance for Racial Equality (HARE)
30. HARE was a multi agency group of both private and public bodies.  Previously

there had been no focus for race equality issues in the Highlands.  Highland
Council had taken over the chair this year.

31. Key issues were: developing a racial incident strategy and HARE were now
looking at implementation; holding generic seminars on equality issues using
Northern Constabulary.

32. The work had attracted the interest of the private sector, such as banks.

33. HARE had invited the CRE to the Highlands to support development work and
the CRE had provided some funding to help HARE think through what to do.

34. Key issues for black and ethnic minorities in the Highlands included:
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• access to information and advice
• access to services
• racial incidents
• no resources for capacity building among racial minority households.

35. Questions which needed asking were:
• What are the differences between urban and rural areas?
• Are there any?
• Are they real?

36. Often the experiences themselves were not that different.  The difference often
lay more in the manner in which the issues were addressed.  There was currently
not enough evidence-based research being carried out.

37. There was a need to look at identity in a multidimensional way and look at equal
opportunities holistically rather than trying to put people in neat boxes.

38. Concerns were expressed about the provision of equal opportunities training and
the need for some kind of quality standard was highlighted.  There was a
question about how this could be co-ordinated across Scotland.

39. Equal opportunities training within the police force, which had started about 4
years ago, was discussed.  It was noted that there was now a 5 week intensive
course for equal opportunities which was quite ‘soul searching’.  The course was
delivered in-house but evaluated at national level.

40. It was noted that since the Macpherson and Jandoo reports the police had been
forced into looking at what they were doing.  Other bodies were now taking
advantage of what the police were doing in these areas.

41. In terms of visibility, based on the figures for the Highlands & Islands less than
1% of the police staff would need to be from black or minority ethnic background
and this would still not be visible.  It was noted that the police themselves could
seem to be invisible due to the size of the territory in which they worked.

42. Northern Constabulary had a retention problem for female staff but they were
now making it easier for women to return to the force after having a family.  There
were currently few women in senior management in policing terms but this was
improving.

43. The duty under the Race Relations (Amendment) Act 2001 would force a lot of
other equal opportunities issues to be addressed.  Soon the agenda would be
about diversity, not race.

44. Another key issues was the LGBT community.  There were few services and low
visibility and there was no LGBT policy in the 4 police authorities in the Highlands
& Islands.



EO.02.16.02

6

45. Highland Council were seeking to develop 1 day diversity training for all staff
perhaps in conjunction with specific training for certain services.  The council was
working on how to deliver training to hard to reach staff, for example part-time
staff.  The training was currently delivered in house and there was a need for
training for trainers.  Training and awareness raising were also needed for council
members.

46. It was noted that it was hard to find good diversity trainers and it was pointed out
that it was often ‘hit or miss’ who was asked to provide training.  It was
questionable whether training which challenged behaviour could effectively be
delivered in-house.  There were, however, also cost implications in carrying out
training across whole organisations, for example, in the case of the 5 week
diversity training.  It was mentioned that trade unions were often in a position to
offer such training.

47. Support was expressed for the proposed move to one equality commission.
There was no great need for a parallel approach to equalities except where it was
necessary to bring specific excluded groups up to par with the others, such as
with LGBT people.

48. It was noted that there could be a conflict between some human rights and equal
opportunities approaches.  Examples given were: the case of a need to declare
ethnicity on an application form and whether specific people or groups could then
be easily identified; the case of a school where the majority non-BME parents
complain that the race issue is not a majority issue.

49. There were concerns around rurality and equal opportunities, for example black
and minority ethnic children being bullied on the school bus.

50. It was noted that LGBT issues had not been discussed in the morning session
and it was pointed out that LGBT people were not very visible in H&I, there were
no clubs etc.  Even the name of the umbrella body for LGBT people – Reach Out
Highland – did not clearly identify its stakeholder groups.  LGBT issues were an
even bigger target for mainstreaming in the north.

51. In the experience of one of the participants, many LGBT people in the Highlands
& Islands were not ‘out of the closet’ and many went to Glasgow or Edinburgh in
order to be able to avoid harassment.

52. There was low reporting to police of homophobic crime, and most workers in the
abuse field did not recognise same-sex or women-caused abuse, although the
police forces recognised this as abuse.

Conclusions and Recommendations

53. The Gender Reporter would like to thank the HIEF and all those who attended for
the time and effort they put into making the visit so useful and informative.  It was
a very worthwhile visit which highlighted the importance of meeting groups
outside of the Edinburgh area.
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54. Members are invited to:
(i) note the report;
(ii) circulate it to the HIEF; and
(iii) invite progress briefings from the HIEF.

Elaine Smith
Gender Reporter
October 2002
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Equal Opportunities Committee

29 October 2002

European Year of People with Disabilities

Purpose

1. This paper sets out proposals for actions relating to 2003 European Year of
People with Disabilities for the Committee to consider as follows:

European Day of People with Disabilities – 3 December 2003

2. That the Committee hold an additional meeting on 3 December 2002, European
Day of People with Disabilities, with the single agenda item – European Year of
People with Disabilities.

3. That the Committee invite the Scottish Steering Group for the European Year of
People with Disabilities to the meeting on 3 December 2002 to discuss planned
activities for 2003.  According to S1W-29711, membership of the Steering Group
includes:
Disability Rights Commission
Inclusion Scotland
Scottish Disability Equality Forum
Scottish Human Services Trust
Disability Agenda Group
Scottish Council on Deafness
Scottish Council for Voluntary Organisations
STUC

Official Launch of European Year of People with Disabilities

4. That the Committee agree to seek CLG approval for funding in order to send a
representative to the official launch of the European Year of People with
Disabilities which takes place in Athens on 26 January 2003.  The Member
attending will report back to the Equal Opportunities Committee meeting on 28
January 2003.

Meeting of Equal Opportunities Committee – 28 January 2003

5. That the Committee hold a formal meeting on 28 January 2003 at an appropriate
venue to promote accessibility.  The key purpose will be to raise awareness both
within the Parliament and in Scotland in general of the European Year of People
with Disabilities and to find out what people actually want to get out of the Year.

6. The meeting would bring together key stakeholders and would culminate in a
buffet lunch.

7. It is also proposed that the Committee invite a European Commission Official
from the relevant Directorate General to attend the meeting in order to provide a
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European Commission viewpoint on the aims of the European Year of People
with Disabilities.

Civic Participation Event

8. Whilst it may also be appropriate that the Committee hold a civic participation
event in December 2003 to mark the end of the European Year of People with
Disabilities, the Committee will recognise that this is a matter for the incoming
Committee following the May 2003 election.

Recommendations

9. Members are invited to consider the proposals and agree to:
• hold an additional meeting on 3 December 2002
• invite the Scottish Steering Group for the European Year of People with

Disabilities to attend the meeting on 3 December
• bid to send a Committee representative to the official launch in Athens on 26

January 2003
• hold a meeting on 28 January 2003 at an appropriate venue and invite key

disability stakeholders to give evidence
• invite a European Commission Official to attend the Committee meeting on 28

January 2003
• indicate support for the holding of a civic participation event in December

2003.

James Johnston
Committee Clerk
Equal Opportunities Committee
October 2002


