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Context Statement

North East Scotland College (NESCol) was formed on 1st November 2013 following the merger of the former  
Aberdeen and Banff & Buchan Colleges.  A significant amount of time and effort was required to bring the two  
colleges together into a single, regional college.  Throughout the first year of NESCol managers and staff were 
forced to focus on key activities to ensure the operational effectiveness of the new college.  These includ-
ed the creation of new management and team structures, the implementation of critical systems for ICT, finance,  
student funding, data management, quality assurance/improvement focus and the establishing and implementing 
of key strategies, policies and procedures.  This has all been achieved with a significantly reduced workforce as the  
college, forced to make large-scale efficient savings, has lost in excess of 80 staff through voluntary severance.

Prior to merger, the two legacy colleges published respectively and separately their first equality outcomes in 
April 2013.  Subsequently, these equality outcomes were themselves merged to form a single set of equality out-
comes for the new College, a set of outcomes that were never co-created or shared prior to merger.  This has, itself,  
created difficulties for NESCol staff, students and managers who have inherited equality responsibilities 
within NESCol.  This has also created some challenges when seeking to develop a single and common  
culture for the new College, based on the principles of equality, diversity and inclusion. That said, the College 
– particularly over the six months preceding the publication of this report – has made significant  
in-roads into creating a single, all College approach to promoting and embedding equality, diversity and inclusion.  

In November 2014 a report was presented to the College’s Human Resources (HR) Committee giving an update on the  
inaugural meeting of the College’s newly formed Equality and Diversity Strategy Group (EDSG), the College’s main strategic 
driver for equality, diversity and inclusion within the new College.  The EDSG has been intentionally linked to other key  
College groups to ensure that both equality-related strategy and communication is consistently considered, implemented 
and promoted.  

The connectivity between the EDSG and other critical college groups has helped to kick-start and support a more focused 
and meaningful implementation of the equalities agenda whilst, at the same time, make better use of existing College 
structures.  As a consequence, ‘equality, diversity and inclusion’ is now discussed and established as a standing item at the 
Quality Improvement and Assurance and Inclusiveness Committee (QIAC), Course Approval Panel (CAP) and Inclusiveness and 
Guidance Committee (IGC) of the Academic Board, groups comprising of key College curriculum and support managers as 
well Student Association representatives.  

To augment and balance the student-facing equality presence, a Staff Equality, Diversity and Inclusiveness Committee is to 
be formed.  This group will link into the work and activities of its learning and teaching contemporaries and includes key 
stakeholders including Trade Union, support and lecturing staff representatives.  To provide consistency and continuity in 
equality, diversity and inclusion in all groups promoting the work, the EDSG will have a core membership present within 
each of the individual groups.  It is also intended that Equality, Diversity and Inclusion will thus gain a more meaningful and 
prominent profile in the organisation as a consequence of such a structure.

Currently, the focus of the EDSG is to ensure that the College meets its equalities duties and to that end is reporting on the 
aforementioned combined equalities outcomes emanating from the work of the two legacy colleges.  However, the EDSG 
also intends to develop a new set of equality outcomes for the single College which will be developed with, and consulted 
upon, with staff, students and other key stakeholders.  The foundation of this work has already been formed and promoted 
extensively throughout the College and is based on the College’s revised vision and values.
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Vision and Values

North East Scotland College’s commitment to the advancement of equality, diversity and inclusion is evidenced through its 
Vision and Values.

In seeking to promote a ‘one college’ culture which both recognises, advances and promotes the significance and importance 
of equality, diversity and inclusion, the College has in consultation with the Board of Management, staff and students put in 
place its Vision and Values.  

Our Values are the foundation of all that we do and state what is really important to us.  They apply to everyone who comes 
to the College to work or learn.

Our Vision is to be:

“A College that transforms lives and supports regional development”.

Our Values are:

Commitment and Excellence
• Understanding and responding to the needs of our students, staff, key stakeholders and customers
• Being business-like and professional 
• Maintaining a clear focus on our goals and ensuring that these are achieved through effective planning and organisation
• Achieving excellence by continually evaluating and improving our services
• Ensuring our processes are consistent, accessible, effective and efficient.

Empowerment and Engagement 
• Creating an environment where innovation and creativity are encouraged and can flourish
• Providing clear direction, information and communication 
• Providing development opportunities to ensure that we have the skills, knowledge and confidence to perform to the 

best of our ability 
• Giving recognition and praise 
• Encouraging and supporting collaboration.

Respect and Diversity
• Valuing the experience and talent of all 
• Treating others with dignity and respect
• Creating an accessible, inclusive learning and working environment
• Being fair, open and  transparent to ensure a culture of mutual trust and integrity.

In seeking to develop, promote and embed this ‘one college’ culture though the shared vision and values, a set of  
communication methods have been developed and implemented.  These include SMT and Management workshops to define 
the behaviours and actions required to deliver and embed the values; Following on from these workshops Project Team will 
be put in place to take forward what will be a long term and on-going project to embed the vision and values .

Our Equality Outcomes and Action Plans going forward will therefore continue the work we are doing to embed our Vision 
and Values in all that we do. 
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Equality Outcomes

Commitment, Policy and General Awareness Raising

College Commitment
There is a clear commitment from North East Scotland College Board of Management to promote Equality and Diversity. The 
Senior Management Team, Academic Board and associated Committees set up following the establishment of the regional 
College are providing the infrastructure to enable the College to advance, promote and implement its Equality, Diversity and 
Inclusiveness objectives. An Equality and Diversity Strategy group exists to develop strategy and advise the Board, whilst 
the Equality and Diversity Committee – composed of a diverse group of staff representing a range of jobs and interests - has 
a remit to promote; to ensure compliance and to review evidence to inform improvement. The College Quality Improvement 
and Assurance Committee (a Sub-committee of the Academic Board), has a specific remit to promote Equality and Diversity. 
The Committee members are heads of teaching and support departments and it therefore provides an excellent vehicle for 
mainstreaming of Equality and Diversity and consistency of message across all College functions. Discussion in this forum 
has resulted in the identification of a set of 8 equality-themed projects which will be undertaken in the near future. 

North East Scotland College Committee Structure showing Advisory Groups reporting to Board of Management and Senior 
Management Team
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College Culture: Vision and Values
In addition, as a consequence of merger and the development of a new College culture, a new set of “Visions and Values” has 
been developed (see above). These are being promoted to all staff and incorporate as one of three main headings “Respect 
and Diversity”. This will promote understanding of expectations with respect to behaviours across the College. Although it is 
too soon to report thus far on the impact of the revised infrastructure and values, this will be reviewed at the next reporting 
stage. 

Policy and Procedures
The College has undertaken to review all Policies and Procedures as an integral part of the merger process and has also an 
ongoing review schedule. Staff with named responsibility for the policies and procedures are aware of their duty to carry out 
an Equality Impact Assessment and a centralised system to store associated records has been set up. It has been recognised 
however, that these could be improved by more substantial reference to evidence and this will be taken into consideration in 
planning improvements. The College has retained a distinct policy on Equality and Diversity at this stage, but consideration 
will be given to withdrawal of this policy in the future as Equality and Diversity becomes automatically mainstreamed into 
all activity. 

College Environment
In order to promote Equality and Diversity, the College displays positive images of people with protected characteristics 
throughout its buildings. Positive images are displayed using the following channels: images of students feature on designed 
panels and walls in every campus; electronic screens feature students in news stories and events throughout all campuses; 
“Walls of Fame” (Aberdeen City, Fraserburgh & Altens) feature students with protected characteristics where possible;  
displays of publications throughout the campuses and posters on stairwells and student meeting places.

Support Networks and Awareness Raising
The College aims to establish networks of support for staff and students in protected characteristic groups to include  
distribution of relevant information leaflets and networking opportunities with organisations representing groups with  
protected characteristics. Key contacts for staff and students are provided on the Equality, Diversity and Inclusion VLE  
resource. This has been a recent development and the impact is yet to be measured. In addition, the LGBT+ Staff Network now 
connects with the Student Association, fostering good relations between staff and students, and providing a confidential 
forum to focus on issues relevant to LGBT+ communities.  There have also been more opportunities to pool resources to host 
awareness raising events e.g. LGBT History Month in February.

Student Services has a regular programme of raising awareness events accessible and visible to staff and students.  Student 
Services contacts all relevant partners for any current information leaflets, local and national opportunities and events.  
Student Services staff speak directly to students on any issues or points contained in the literature.  For example during the 
current session we have held 4 awareness events (Autism, Equal Marriage, Health and Wellbeing, LGBT History Month) and 
have had a total of 549 student feedback forms.  All were extremely positive.
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Mainstreaming Equality and Diversity in Learning and Teaching

The respective legacy colleges had worked hard on the creation of an inclusive learning environment for students. This 
consisted of a combination of Equality and Diversity training and promoting a culture of respect for others. By these means 
staff were made aware of their legal responsibilities and the behavioural expectations of their organisations. These have 
been continued into the new regional College. The Vision and Values of the new organisation, along with the associated 
training, are helping to reinforce the need for an inclusive environment, characterised by respectful behaviour. Methods of 
monitoring for bias - unconscious and conscious - are in place through lesson observation, internal audit and collection of 
student feedback. The lack of negative feedback in relation to Equalities suggests that this is effective. Good practice is also 
identified in this way and is also highlighted by activities such as Student Achievement and Citizenship awards, which often 
have an Equality and Diversity related theme. Further work is underway in identifying how students can be more involved in 
providing feedback and identifying potential areas for improvement. 

The use of social media as a learning and teaching tool has enabled the College to highlight some of the benefits and  
potential hazards associated with such technologies. The College has been proactive in delivering Internet Safety training 
which includes guidance on appropriate use and zero tolerance to cyber bullying. Instances of stereotyping and discriminatory 
language are also picked up through some channels and challenged. For example, an instance where “foreign” students 
had been referred to in derogatory terms on a social media site was picked up by staff and resulted in discussions with the 
relevant parties as to how inappropriate the post had been. 

Case Studies

1. AJ – Culture and Social Care
AJ is in her second year of study at North East Scotland College. She was an outstanding student at Level 5 in 2013-14,  
achieving all her work to a high standard despite being pregnant with her second child for a substantial portion of the year. 
AJ took a 3 week break from her studies when her baby was born but, with the support of teaching staff, picked up where 
she left off and finished her course. 

AJ has a great understanding of social care values and much comes from strong multi-cultural influences in her background. 
During class discussions she is able to share some of her life experiences relating to culture and socialisation which  
contributes greatly to developing understanding of equalities issues and fostering good relations among her peers. 

 AJ’s interest and enthusiasm during classes is always apparent and she also finds time to support her peers. She is skilful 
in encouraging her peers to use their existing knowledge to bring them towards an answer. Her academic ability and strong 
values suggest that AJ will be able to progress well with her studies and make a valuable contribution to social care in the 
future. 

2. SL – Language, Childcare and Culture
SL embarked on a full time College course in 2013-14 (subsequent to her completion of some part-time ESOL classes) with 
the intention of becoming a better mother through gaining skills to stimulate her children’s learning. Her ambition now is 
to become a senior nursery practitioner. She continues to translate her College notes between English and her own native 
language. 

This year became very challenging when her own childcare arrangements became very difficult and SL thought she would 
need to leave College. However, with some support, SL was able to find solutions which have enabled her to continue her 
studies. 

SL’s work remains of a very high standard and she continues to seek improvement in what she does. She has been keen to 
contribute in class and shares personal examples of childcare from her culture, enriching the experience and promoting 
understanding in her classmates. 
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3. AC – Social Care and Life Experience
AC is a mature student (over 50) and has been at College for 2 years. He is currently engaged through a number 
of channels in using his life experience to support others and make a positive impact on his community.
 
AC is a recovered addict who has seized the opportunities offered to him through education. He works hard on his chosen 
course and spends much of his “free” time in the College library trying to supplement his learning. In addition, he undertakes 
voluntary work with Aberdeen Drugs action where he is involved in many activities, such as supporting addicts undertaking 
scientific recovery programmes, mentoring and public speaking. 

4. MC – Progressing with Additional Support Needs
MC has a diagnosis of Asperger’s Syndrome and Tourette’s Syndrome, with an additional diagnosis of ADHD and OCD. He 
experiences difficulties in a number of areas, at times displaying extremely challenging behavior particularly in response to 
anxiety and stressful situations. At school, MC was at times violent.  Periods of transition have been identified as particularly 
difficult.    

MC attended College initially on a part-time basis whilst still at school, progressed onto a full-time supported programme and 
is now attending a full-time mainstream course. His transition from School to College, and from supported to mainstream 
provision, required careful management. This has required collaborative working across the years between Michael and 
his parents; school staff; college staff (including the Curriculum and Quality Managers of his areas of study and Learning  
Development Centre staff); the National Autistic Society and the Social Work Department.  

When MC first attended College, emotional/behavioural support was initially provided for him at all times by school staff, with 
the support being gradually reduced and finally withdrawn when it was considered appropriate to do so.  When he moved to a 
full-time College supported programme, support from National Autistic Society staff was put in place on a similar basis, and 
this has been the case again this academic session on his mainstream course.  

MC is progressing well this year in his mainstream course, and it is expected that he will be successful in progressing to NC 
level next year.  Working collaboratively with MC, his parents and our external partners has made it possible for Michael to 
already achieve beyond that which was anticipated at the time he first began attending the College.

Quality and Equality: Student Feedback

Student feedback is collected in a number of ways including surveys; focus groups; peer-led reviews; lesson observation 
and complaints. All are recorded and analysed to identify themes. As well as welcome and satisfaction surveys, a specific 
survey on Equality and Diversity was deployed in 2014-15. There was a low response rate but those who had responded  
suggested that they mostly agreed the College was behaving fairly with respect to the protected characteristics. However, it 
also highlighted that a small proportion of respondents felt they were not treated fairly, predominantly as a result of their  
ethnicity or age.  The data also suggested that few of these students had raised their concerns with others, prompting further  
investigation as to how widespread this lack of reporting may be and how it can be addressed. Whilst this survey provided 
limited useful evidence for identifying potential change, lessons learnt from its deployment will inform improved survey 
techniques for future use. 

Equality monitoring data is requested along with satisfaction survey responses. This has allowed the college to monitor  
satisfaction by protected characteristic. This has provided a rich source of evidence which has the potential to be used to feed 
into Equality Impact Assessment and identify service improvements. For example, students aged 55 or over were less likely 
to find the information on the College website helpful (80%) than younger age groups (range 90-94%), whilst satisfaction 
with information in the printed prospectus was similar across all age groups (range 92-94%). This has highlighted the  
continuing need for information to be provided in range of formats to meet the needs of a range of learners. 

Complaints are managed and tracked to meet SPSO requirements. Quarterly reports are completed, including a review of 
complaint by category. This enables effective follow-up on complaints and monitoring of equality-related issues. Individual 
issues have been tracked and actioned e.g. where the behaviour of an individual has given cause for concern. A potential 
issue with funding advice for ESOL applicants was raised for investigation after several related complaints.
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The former Aberdeen College had tried convening focus groups with students belonging to protected characteristic groups 
e.g disabled students or males in female–dominated courses. However, these involved “labelling” of students, were poorly 
attended and generated little useful feedback. It was decided in 2014-15 that it would be more effective to mainstream this 
approach by including Equality and Diversity-related questions into focus groups conducted with class groups on general 
themes such as learning and teaching or timetabling. Whilst this has provided limited feedback to date, it is considered that 
this approach is an improvement and that the form of questions put to the groups will be reviewed to try to elicit more 
meaningful feedback. 

Lesson observation had taken place in both Aberdeen and Banff and Buchan Colleges previously, although in different  
formats. Observations on Equality and Diversity and inclusion in the teaching environment were noted. For example, one 
lecturer was noted to have behaved insensitively in dealing with a student with an Eastern European name and this was 
followed up through their line manager. A revised approach to observation for the regional college has now been devised 
and this has allowed a further opportunity to mainstream by noting good practice in equalities-related activity and/or  
naturally-occurring missed opportunities to promote equality of opportunity or foster good relations. 

Self-evaluation reports have asked curriculum teams to comment on the integration of Equality and Diversity into learning 
and teaching. Monitoring has indicated that there is a clear understanding with respect to discrimination but a poorer level 
of recording of promotion of good relations and equalising opportunity. This has signposted a further training need. 

Student using support provided by Student Services are asked to complete equality monitoring forms so that staff can  
identify who is accessing services and identify any trends or actions for improvement e.g. increasing the number of available 
appointment slots so students can access support in private. 

The College conducts approval activities for new courses and regular internal audits on teaching packs and processes. As 
part of these processes, staff are required to demonstrate how they meet the needs of the Public Sector Equality Duty and 
materials are checked to ensure there is no discriminatory bias. Good practice can also be identified and disseminated. One 
such audit this year revealed a student project which had helped to address some issues relating to the representation of 
women in art and the media, allowing discussion and exploration of equality related issues. 

Case Study

An internal audit took place to determine the quality of teaching and learning and assessment materials within Art and 
Design Master Packs.  During the examination of resources there was nothing particularly remarkable about the content 
in relation to promoting equality and diversity.  However, the Curriculum and Quality Manager took along samples of work 
from students to evidence how they had been interpreting project briefs.  From the range of drawings and sketches it was  
immediately apparent that students had been encouraged to think about stereotypes and the representation of  
disadvantaged groups in art.  For example, in the Master Pack there was a project assignment entitled: Life Drawing, students 
are required to create and draw realistic, interesting compositions using measured proportions, values and tones.  

Students took this simple brief and with input from the lecturers (evidenced through reflective logs) created work depicting 
people with disabilities, body parts with scars and blemishes and bodies of irregular shape and size.  In their supporting 
commentary, students then wrote about the role an artist can have in wider society in breaking down barriers, bringing 
communities together and provoking discussion.
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Working with the Student Association

Weekly meetings take place between the Head is Student Services and the Regional President and Vice Presidents to support 
the Student Association (SA) meet its strategic aims and deal with any issues.  This enables the creation of formal records 
to ensure actions are followed up on and implemented.  For example, we have in place a Code of Practice, a Trustee Board 
Code of Practice, a schedule of events, a system of agreeing who should attend external events etc, all of which have now an 
Equality and Diversity focus. Communication is exchanged on a weekly basis and potential support from other teams in the 
College for the Association can be more readily identified and implemented.  For example, HR have advised on contracts and 
the administration team have helped with photocopying paperwork for elections.

A Student Association Manager is now in post with a remit to train and advise all SA post holders.  Additionally the role  
includes providing support in developing positive partnerships between student groups and student/staff groups. The  
general function of the SA has improved as a result, for example, elections have taken place on time and actions from  
meetings have been closed off. It is envisaged that the Student Association will expand its activity to conducting focus 
groups with students in relation to Equality and Diversity to help to identify potential areas for improvement. Representatives 
from NUS have been invited to co-deliver training and awareness raising sessions with the Executive which has helped the 
association members develop their skills and general effectiveness.  

The newly formed Trustee Board has a remit to ensure training and development needs are met.  Only two meetings have 
taken place but already there is an enthusiasm and commitment to strengthen the Association for the benefit of more/all 
students.  The Students’ Association has a clearly defined focus now and more accountability.  

As a result of the activity to strengthen the core functions of the Association, it is anticipated that it will have a more stable 
base from which it can become a strong force in promoting Equality, Diversity and Inclusion across the College. For example, 
in addition to the Peer-led reviews already being conducted by Association members, it is envisaged that the Student  
Association will expand its activity to conducting focus groups with students in relation to Equality and Diversity. 

Elected Officers of the Student Association attend various key Committees such as Inclusiveness and Guidance and Quality 
Improvement and Assurance Committee.  Officers have also had a role in reviewing and contributing to the development of 
Student Services and some other procedures, for example safeguarding and anti-bullying.

An Equality, Diversity and Inclusion VLE resource for students, including activities and materials that explore attitudes to 
prejudice and stereotyping has been created and forms part of SA training and induction. In one month since the launch 134 
students have accessed the site and the resources. 

Case Study

The Head of Student Services met with the Presidents of the Students’ Association to review a draft anti-bullying procedure. 
It was only during this meeting that the Presidents revealed that the offices used by the Association were being used as “quiet 
areas”.  These rooms were being used by students who were feeling frustrated or required some peace when they felt under  
pressure.  

Realising this, staff in Student Services were able to advertise this resource in their materials.  These rooms are being used 
widely now as a “chill out” zone. For example, some students with autism like to have a designated place to go. Students 
choose to use the facility to relax, mix with other Association members and perhaps talk about anything that is bothering 
them.
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Equality and Diversity Data

Equalities data is collected from both staff and students. College application and enrolment forms for students carry a 
revised and clear equal opportunities monitoring statement which informs prospective students what equality-related  
information is being asked for, why it is required and how it shall be kept.  Both paper-based and on-line forms ask for  
student-related data relating to the following protected characteristics:  ethnicity, age, gender, disability, relationship status, 
religion or belief. However, the data was previously stored in 2 separate MIS systems and the merger of the systems has 
presented challenges with respect to reporting.

Prior to merger, the staff of Banff and Buchan College had access to an internally developed and implemented on-line, 
intranet-based equality data tool to analyse student-related equality trend data for ethnicity, disability, age and gender. 
All curriculum teams were asked to report on this information in their annual course reviews.  This created a clearer focus 
on the equality-related issues and a more systematic approach to action planning for quality improvement across four 
key protected characteristics. In its final year, the College’s student-related PI data saw significant improvements across 
most college curriculum areas and for most students defined within the protected characteristics of ethnicity, disability, 
gender and age.  It is anticipated that a newly convened NESCol Data Group (Spring 2015) will oversee the development and  
implementation of a similar tool suitable for the regional College, which will cover all protected characteristics and other 
specified interest groups. Meantime, Faculty Managers are asked to report on equality-related student performance  
indicators for their areas of responsibility in self-evaluation reports. This enables the identification of potential local issues 
and generation of associated actions. 

The College has made use of the national and local Equality data provided by ECU/SFC as a means of benchmarking student 
outcomes by protected characteristic and postcode. This has enabled the College to establish whether there are strengths 
or areas of concern which could inform new equality outcome targets.

The College works with partners to arrange data sharing agreements. These assist in smoothing the transition to College, 
particularly for vulnerable learners, and ensures identified support needs are met. Further discussion is taking place with 
respect to sharing data with higher education partners to expand this benefit to progressing students. 

Working with Contractors

The College has taken steps to ensure that it only contracts with organisations that demonstrate a commitment to promoting 
equality and diversity. All contracts for services include statements relating to the College’s public sector duties and the 
need for contractors to demonstrate support of these and all are provided with an Equality and Diversity briefing as part 
of their induction. This outlines the College policy and the application of such to the contractors. They are therefore clear 
on expectations and requirements, as well as procedures to tackle any reported incidents. This ensures that any reported 
incidents can be tackled fairly and having ensured that all parties are aware of their responsibilities. 

Monthly meetings are held with the catering sub-contractor and they are required to seek feedback from customers so that 
issues can be identified and actioned where applicable. Complaints relating to sub-contracted activities are processed by 
the College, investigations and responses being undertaken in partnership with the sub-contractor to ensure any issues are 
understood and solutions jointly identified.  One complaint involving an Equality issue was received which related to the 
behaviour of a sub-contracted member of staff. This was actioned appropriately by the sub-contractor in accordance with 
the agreed standards.
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Equality Outcomes – Staff

Organisational Development
The Organisational Development Team aim to meet the requirements of the Public Sector Equality Duty by providing the 
following: -

Training for all new staff on Equality and Diversity so that they are aware of their duties under the Equality Act 2010 and do 
not behave in a manner which is discriminatory. This is provided online for staff to undertake at their convenience. 

Training for all new teaching staff which explains the importance of being aware of individual needs in the classroom (social, 
physical, emotional etc) and ensuring that teaching methods and materials appeal to a wide audience and are as accessible 
as possible for any students who have disabilities or for whom English is a second language. We also discuss the importance 
of promoting equality in teaching materials and actively discussing issues such as citizenship within the classroom so that 
good relations between learners is promoted.

Professional Development Tutors carrying out Developmental Lesson Observations for new teaching staff provide  
feedback on a range of matters including how well the new lecturer promoted equality and diversity in the classroom. 
Further training to support staff in managing a diverse student population has been provided as follows:

 a)  All new teaching staff receive an introduction to the learning development centre so that they are aware of the  
  range of services provided.
 b)  Human Resources staff have been trained to use the FEDRA job evaluation system to ensure fairness and  
  objectivity when grading posts.
 c)  Each academic block a group of teaching staff will undertake relevant assessor and / or verifier qualifications the  
  content of which covers issues such as fairness and equality in the assessment process and special assessment  
  arrangements.
 d)  Guidance Tutors have undertaken the Scotland’s Mental Health First Aid Training for Young People
 e)  Training has been offered on working with students with autism and Asperger’s syndrome.
 f)  Training has been offered on supporting students with stress.
 g)  All College Managers are currently attending training which introduces them to the new College Vision and Values  
  which include Respect and Diversity.

Furthermore Equal Opportunities monitoring takes place so that patterns in staff with the various protected characteristics 
applying for external training and having their applications approved is monitored for any trends.  In addition numbers 
of staff undertaking approved awards (for example TQFE) is monitored to ensure that all staff have the opportunity to  
undertake qualifications which are required for their post.

The Organisational Development Team aims to work as flexibly as possible with staff so that barriers can be removed and 
every member of staff has the opportunity to receive training and development to enable them to undertake their post 
effectively. Where additional needs are identified these are addressed through the use of individual development plans.

Action Points: -
At the present time the take up of online Equality and Diversity training for new staff is lower than expected. This needs to be 
addressed with a target of 95% of new starts to have completed the training by the end of this academic year.

Historically Equality and Diversity training as focussed on legal compliance. Whilst this is necessary it does not go far enough 
and in future we plan to provide more awareness training for staff on the different protected characteristics so that they 
have a better appreciation of these and can more actively promote equality and diversity within their roles. We hope that 
this in turn will lead to higher levels of satisfaction from both staff and students who share certain protected characteristics 
which will be measurable from staff and student surveys.

Any issues identified in the equalities monitoring will be investigated to ensure that staff from certain groups are not being 
deterred from applying for training or, when they do apply, are not being discriminated against. Any problems identified will 
be addressed. 

Training is currently being planned to enable all managers to undertake Equality Impact assessments effectively. By summer 
2015 we aim to have trained 95% of managers and evidence will be available in the EIA’s provided. 
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 College Figures Applications Attendances

Breakdown  %  %  %

Teaching 393 56.63% 49 64.47 41 65.08%

Non-Teaching 301 43.37% 27 35.53 22 34.92%

Total 694 100.00% 76 100.00 63 100.00%

Gender    %  %

Male 296 42.65% 32 42.11% 26 41.27%

Female 398 57.35% 44 57.89% 37 58.73%

Transgender 0 0.00% 0 0.00% 0 0.00%

Total 694 100.00% 76 100.00% 63 100.00%

Ethnicity    %   

Asian-Bangladeshi 0 0.00% 0 0.00% 0 0.00%

Asian-Chinese 0 0.00% 0 0.00% 0 0.00%

Asian-Indian 2 0.29% 0 0.00% 0 0.00%

Asian-Other 2 0.29% 0 0.00% 0 0.00%

Asian-Pakistani 1 0.14% 0 0.00% 0 0.00%

Black-African 7 1.01% 2 2.63% 2 3.17%

Black-Caribbean 0 0.00% 0 0.00% 0 0.00%

Black-Other 0 0.00% 0 0.00% 0 0.00%

Not indicated/Prefer Not 
to Say 252 36.31% 9 19.15% 9 14.29%

Mixed 2 0.29% 3 3.95% 1 1.59%

Other 1 0.14% 0 0.00% 0 0.00%

White-English 49 7.06% 6 7.89% 4 6.35%

White-Irish 4 0.58% 1 1.32% 1 1.59%

White-Other 54 7.78% 8 10.53% 7 11.11%

White-Scottish 318 45.82% 47 61.84% 39 61.90%

White-Welsh 2 0.29% 0 0.00% 0 0.00%

Total 694 100.00% 76 107.31% 63 100.00%

Disability    %   

Yes 22 3.17% 2 2.63% 2 3.17%

No 407 58.65% 66 86.84% 53 84.13%

Prefer Not to Say/Not In-
dicated 265 38.18% 8 10.53% 8 12.70%

Total 694 100.00% 76 100.00% 63 100.00%

More teachers than support staff 
apply for and attend training events 
but this is probably due to their  
professional requirement to under-
take 36 hours of CPD per annum.

Figures do not give any cause for 
concern regarding any gender  
imbalances.

Figures do not give any significant 
cause for concern. The number 
of African staff applying for and  
attending training is slightly higher 
than the base line figure.The number 
of English staff approved to attend 
appears to be low compared 
with those applying but this only  
relates to two members of staff. One 
of whom applied to attend an event 
which was not related to her post 
and which was rejected for financial 
reasons and the other application 
was approved but the member of 
staff was unable to attend due to 
work commitments. 

The figures do not give particular 
cause for concern but marginally 
fewer staff with a disability are 
applying to attend training which 
needs to be monitored in the event 
that real or perceived barriers are in 
place which are deterring staff from 
applying for training

Figures Showing Applications and Attendance at External Courses Broken Down By Job Type and Protected 
Characteristic. Note: Figures include all staff on payroll during the period from 1st August 2014 to 30th January 2015)
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Age    %   

>29 51 7.35% 5 6.58% 3 4.76%

30 - 49 319 45.97% 41 53.95% 34 53.97%

50 - 59 254 36.60% 26 34.21% 22 34.92%

60 - 65 53 7.64% 3 3.95% 3 4.76%

66+ 17 2.45% 1 1.32% 1 1.59%

Total 694 100.00% 76 100.00% 63 100.00%

Marital Status    %   

Single 145 20.89% 21 27.63% 17 26.98%

Married 366 52.74% 45 59.21% 36 57.14%

Divorced 33 4.76% 4 5.26% 4 6.35%

Widowed 2 0.29% 0 0.00% 0 0.00%

Civil Union 2 0.29% 1 1.32% 1 1.59%

Prefer Not to Say/Not 
Indicated 146 21.04% 5 6.58% 5 7.94%

Total 694 100.00% 76 100.00% 63 100.00%

 

Religion    %   

Baha’I 0 0.00% 0 0.00% 0 0.00%

Buddhist 1 0.14% 0 0.00% 0 0.00%

Christian 171 24.64% 30 39.47% 25 39.68%

Hindu 2 0.29% 0 0.00% 0 0.00%

Jain 0 0.00% 0 0.00% 0 0.00%

Jewish 1 0.14% 0 0.00% 0 0.00%

Muslim 3 0.43% 0 0.00% 0 0.00%

Sikh 0 0.00% 0 0.00% 0 0.00%

Other 1 0.14% 0 0.00% 0 0.00%

No Religion/Belief 133 19.16% 18 23.68% 10 15.87%

Prefer Not to Say/Not 
Indicated 382 55.04% 28 36.84% 28 44.44%

Total 694 100.00% 76 100.00% 63 100.00%

Sexual Orientation    %   

Bisexual 1 0.14% 0 0.00% 0 0.00%

Homosexual 0 0.00% 0 0.00% 0 0.00%

Heterosexual 309 44.52% 45 59.21% 35 55.56%

Gay 6 0.86% 3 3.95% 2 3.17%

Lesbian 2 0.29% 0 0.00% 0 0.00%

Prefer Not to Say/Not 
Indicated 376 54.18% 28 36.84% 26 41.27%

Total 694 100.00% 76 100.00% 63 100.00%

The figures seem to suggest that 
fewer staff in the <29 age range are 
applying for and attending external 
training events. These figures need 
to be balanced against those for staff 
undertaking awards which would  
suggest that the reverse is true. A lower 
percentage of staff in the 60 - 65 
age group also seem to apply for 
training but when they do apply all  
applications have been approved and 
staff have attended. 

The figures do not inicate any cause 
for concern.

These figures highlight a few queries. 
A higher number of Christian staff 
compared to those from any other 
religion and staff with no religion  
appear to apply for and attend  
training courses. During the priod 
in question no staff from a minority 
religion applied to attend an external 
course. Whilst this does need further 
investigation and monitoring the 
figures should be balanced against 
those for staff undertaking awards 
where the three muslim staff (who 
are all relatively new) are undertaking 
certificated awards.

These figures do not give any particular 
cause for concern. Whilst the bisexual 
and lesbian staff have not applied for 
training so far this year, numbers are 
small. A high proportion of gay men 
have applied for and attended training.

Figures Showing Applications and Attendance at External Courses Broken Down By Job Type and Protected 
Characteristic. Note: Figures include all staff on payroll during the period from 1st August 2014 to 30th January 2015) (cont.)
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Gender Re-Assignment    %   

Yes   0 0.00% 0 0.00%

No   0 0.00% 0 0.00%

Not indicated   76 100.00% 63 100.00%

Total   76 100.00% 63 100.00%

At the present moment in time 
no member of staff has identified 
themselves as having undergone 
gender reassignment.

 COLLEGE FIGURES   

Breakdown  %   

Teaching 393 56.63% 94 91.26%

Non-Teaching 301 43.37% 9 8.74%

Total 694 100.00% 103 100.00%

Gender     

Male 296 42.65% 55 53.40%

Female 398 57.35% 48 46.60%

Transgender 0 0.00% 0 0.00%

Total 694 100.00% 103 100.00%

Percentage of staff undertaking qualifications 
(this includes Teaching qualifications / assessor awards / HNCs / Degrees etc)

Fewer support staff are  
undertaking qualifications than 
teaching staff. This is due to the 
range of awards that teachers 
require. However, more thought 
needs to be given to providing 
development opportunities for  
support staff.

Proportionately more men are 
undertaking awards than women. 
The reasons for this are unclear. 
However, the majority of staff 
undertaking awards are new 
and this may be reflected in  
recruitment patterns particularly 
in the high number of staff  
recently recruited to traditionally 
male dominated disciplines such 
as engineering.

Figures Showing Applications and Attendance at External Courses Broken Down By Job Type and Protected 
Characteristic. Note: Figures include all staff on payroll during the period from 1st August 2014 to 30th January 2015) (cont.)
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Ethnicity     None of these figures give particular 
cause for concern. A high proportion of 
Black Africans are undertaking awards 
but the three staff concerned are all 
relatively new. The percentage of white 
English staff undertaking awards is 
lower than the percentage employed. 
The reasons for this are not known 
but it is possible that the majority 
of English staff are longer serving and 
already fully qualified. This to be inves-
tigated.

Asian-Bangladeshi 0 0.00% 0 0.00%

Asian-Chinese 0 0.00% 0 0.00%

Asian-Indian 2 0.29% 0 0.00%

Asian-Other 2 0.29% 0 0.00%

Asian-Pakistani 1 0.14% 1 0.97%

Black-African 7 1.01% 3 2.91%

Black-Caribbean 0 0.00% 0 0.00%

Black-Other 0 0.00% 0 0.00%

Not indicated/Prefer 
Not to Say 252 36.31% 37 35.92%

Mixed 2 0.29% 0 0.00%

Other 1 0.14% 0 0.00%

White-English 49 7.06% 5 4.85%

White-Irish 4 0.58% 1 0.97%

White-Other 54 7.78% 7 6.80%

White-Scottish 318 45.82% 48 46.60%

White-Welsh 2 0.29% 1 0.97%

Total 694 100.00% 103 100.00%

Disability     A slightly lower than average number 
of disabled applicants are undertaking 
awards. Again this is probably due 
to the remaining staff being longer  
serving. However, this needs further 
investigation to ensure disabled staff 
are not facing barriers to advancing 
their careers.

Yes 22 3.17% 2 1.94%

No 407 58.65% 60 58.25%

Prefer Not to Say/Not 
Indicated 265 38.18% 41 39.81%

Total 694 100.00% 103 100.00%

Age     The figures suggest that younger 
staff are more likely to be taking a  
qualification than older staff but this is 
to be expected as a higher percentage 
of older staff will already be qualified. 
The figures do illustrate that the  
College is supporting older staff 
through awards. 

>29 51 7.35% 19 18.45%

30 - 49 319 45.97% 61 59.22%

50 - 59 254 36.60% 21 20.39%

60 - 65 53 7.64% 2 1.94%

66+ 17 2.45% 0 0.00%

Total 694 100.00% 103 100.00%

Percentage of staff undertaking qualifications 
(this includes Teaching qualifications / assessor awards / HNCs / Degrees etc) (cont.)
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Marital Status     The figures suggest that single staff 
are more likely to be undertaking 
an award than married staff but this 
is probably correlated with age and  
reflects the high number of new staff who 
are undertaking qualifications. 

Single 145 20.89% 25 24.27%

Married 366 52.74% 31 30.10%

Divorced 33 4.76% 2 1.94%

Widowed 2 0.29% 0 0.00%

Civil Union 2 0.29% 0 0.00%

Prefer Not to Say/Not 
Indicated 146 21.04% 45 43.69%

Total 694 100.00% 103 100.00%

Religion     The figures do not give any cause for 
concern. The three Muslim staff are all 
new and undertaking awards as part of 
their induction.

Baha’I 0 0.00% 0 0.00%

Buddhist 1 0.14% 0 0.00%

Christian 171 24.64% 32 31.07%

Hindu 2 0.29% 0 0.00%

Jain 0 0.00% 0 0.00%

Jewish 1 0.14% 0 0.00%

Muslim 3 0.43% 3 2.91%

Sikh 0 0.00% 0 0.00%

Other 1 0.14% 0 0.00%

No Religion/Belief 133 19.16% 16 15.53%

Prefer Not to Say/Not 
Indicated 382 55.04% 52 50.49%

Total 694 100.00% 103 100.00%

Sexual Orientation     The figures do not give any particular 
cause for concern. The figures might 
seem disproportionately high for gay 
men but the three men concerned 
are all relatively new and undertaking 
awards necessary for their role in col-
lege.

Bisexual 1 0.14% 0 0.00%

Homosexual 0 0.00% 0 0.00%

Heterosexual 309 44.52% 54 52.43%

Gay 6 0.86% 3 2.91%

Lesbian 2 0.29% 0 0.00%

Prefer Not to Say/Not 
Indicated 376 54.18% 46 44.66%

Total 694 100.00% 103 100.00%

Gender Re-Assignment     No members of staff have, at this  
present moment in time, declared that 
they are transgender.

Yes     

No     

Not indicated     

Total     

Percentage of staff undertaking qualifications 
(this includes Teaching qualifications / assessor awards / HNCs / Degrees etc) (cont.)
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Employee Data and Monitoring

North East Scotland College was formed on 1 November 2013 following the merger of Aberdeen College and Banff and Buchan 
College.  Consequently staffing information for the new College relates to the period since November 2013.

Following the merger the College has been focussing on aligning different HR systems using data that was held and collected 
in different ways.  This has limited the data that can be accurately produced at this point in time.  There is a project underway 
to bring together the system and to cleanse and refresh the data held.  The way data is collected in the future is also under 
review.  The aim is to produce consistent staff information that can be used to meet the requirements of the specific duties 
on employee information:

• Identify key issues in employment
• Assess whether we are discriminating unlawfully in any of your employment functions and help identify action to  

remedy this
• Identify any actions we can take to avoid discrimination and harassment, advance equality of opportunity or foster good 

relations
• Understand the impact of our employment policies, practices and decisions on people with different protected  

characteristics and thereby plan them more effectively
• Consider taking steps to meet the needs of staff and potential staff who share relevant protected characteristics
• Make informed decisions about policies and practices which are based on evidence about the impact of our activities 

on equality
• Demonstrate to the public and to audit, scrutiny and regulatory bodies how we are performing on equality
• Assess our performance against that of similar organisations, nationally or locally.

For the purposes of monitoring the impact of HR policies and procedures to ensure they are free from unlawful  
discrimination and to advance equality, diversity and inclusion, the College requests information regarding protected  
characteristics from all employees and job applicants.  This information is disregarded for the purpose of recruitment and 
other employment decisions such as training or promotion.

Therefore for the purpose of informing our Equality Action Planning and to advance equality, diversity and inclusion, going 
forward the College aims to monitor, analyse and use information by protected characteristic on the following:

• Recruitment and promotion
• Numbers of part-time and full-time staff
• Pay and remuneration
• Training and development
• Return to work of women on maternity leave 
• Return to work of disabled employees following sick leave relating to their disability
• Appraisals
• Grievances (including about harassment)
• Disciplinary action (including for harassment)
• Dismissals and other reasons for leaving.
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Staffing Section

Employee Information for North East Scotland College

Staff Profile
The College has a headcount of 592 permanent employees.

Gender Profile
Male - number Male

% of headcount
Female - number Female 

% of headcount
Overall 

headcount
Overall staff

%

Full-time 238 40% 203 34% 441 74%

Part-time 20 3.4% 131 22% 151 26%

Total 258 44% 334 56% 592 100%

According to the 2011 Census, 51.5% of the Scottish population is female and 48.5% is male. 
In Aberdeenshire 50.5% is female and 49.5% is male. 
In Aberdeen City, 50.6% is female and 49.4% is male.

Sources: http://www.aberdeenshire.gov.uk/statistics/census/PopulationReportCensus2011.pdf; 2011 Census Release 2 Aberdeen 
City available online at: http://www.aberdeencity.gov.uk/nmsruntime/saveasdialog.asp?lID=55102&sID=53

The College has a slightly higher percentage of female employees than in Scotland/Aberdeenshire/Aberdeen.  
Part-time employees in the College are also predominantly female (26%), compared with only 3.4% being male.

Age Profile
The age profile of staff is as follows:

Age Total
number

Total
% 

Male
Total

number

Male
Part-time

Male
Full-time

Female
Total

Female
Part-time

Female
Full-time

16-29 49 8% 16 - 16 33 5 28

30-44 195 33% 76 5 71 119 54 65

45-59 304 51% 143 9 134 161 64 97

60-74 44 7% 23 6 17 21 8 13

75+ - - - - - - - -

Total 592 258 20 238 334 131 203

Note:  Percentage figures are rounded to the nearest whole number and so may not add up to 100%

According to the 2011 Census, the age distribution (%) in Scotland is as follows:

Age Scotland
(% of population)

Aberdeenshire
(% of population)

Aberdeen
(% of population)

0-4 years 5.5 6 5.2

5-15 years 11.8 12.7 9.2

16-29 years 18.5 15.2 25.6

30-44 years 20 20.6 20.9

45-59 years 21.1 22.5 19.1

60-74 years 15.5 15.9 12.9

75 years and over 7.7 7.2 7.1

Total 100 100 100
Sources: http://www.aberdeenshire.gov.uk/statistics/census/PopulationReportCensus2011.pdf; 2011 Census Release 2 Aberdeen City available online at: 

http://www.aberdeencity.gov.uk/nmsruntime/saveasdialog.asp?lID=55102&sID=53
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The age-ranges 1-15 years are not applicable.  The age ranges 16-29 for the general population would also include people 
who are still at school or in further/higher education and as an educational establishment, North East Scotland College 
would generally look to employ staff once they had completed their education.  This would account for a difference between  
College figures and those of the general population.  Consequently, most of the College’s staff are in the age ranges  
30-59 years.  The age range 60-74 for the general population would include people who have retired.  Although the default  
retirement age has been abolished, may people still chose to retire at some point within this age category and this could 
account for the difference between the College and general statistics.

Marital Status Profile
The marital status profile for the College is as follows:

Marital Status
Total 
Staff

% of 
Headcount

Male
Total

Male 
Full-time

Male
Part-time

Female
Total

Female
Full-time

Female
Part-time

Cohabiting 3 0.5 3 3

Married/Civil 
Partnership 314 53 139 130 9 175 83 92

Separated / 
Divorced 32 5 11 11 21 17 4

Single 124 21 52 48 4 72 59 13

Widowed 3 0.5 3 3

Not Indicated 116 20 56 49 7 60 38 22

TOTAL 592 100 258 238 20 334 203 131

Note: Figures are actual staff numbers, unless otherwise indicated.

According to the 2011 Census, the marital status profile for Scotland is as follows:

Marital status % of Scottish population

% Single 35.4

% Married or in registered same-sex civil partnership 45.4

% Separated 3.2

% Divorced or in same-sex civil partnership which is now dissolved 8.2

% Widowed or surviving partner from same sex civil partnership 7.8

Source: http://www.aberdeenshire.gov.uk/statistics/census/PopulationReportCensus2011.pdf.

The College profile illustrates that more staff are married/in a civil partnership than for the Scottish population as a whole 
and that fewer are single.  However, according to the census statistics for Aberdeenshire, the figures are: 56% are married 
and 27% are single and it would appear that the College more closely reflects the statistics of this geography.
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Ethnicity Profile
The ethnicity breakdown of staff is as follows:

Ethnicity Total - number Total
% of headcount

Male - number Female - number

White: Scottish 305 52% 176 129

White: English 43 7% 21 22

White: Welsh 1 - - 1

White: Irish 3 0.5% 1 2

White: Other 53 9% 23 30

Mixed 2 - - 2

Asian: Indian 3 0.5% 1 2

Asian: Pakistani 1 - 1 -

Asian: Bangladeshi - - - -

Asian: Chinese - - - -

Asian: Other 1 - 1 -

Black: Caribbean - - - -

Black: African 6 1% 5 1

Other 3 0.5% 1 2

Not indicated 171 29% 75 96

Note: Due to small numbers in some ethnic categories, information has not been broken out further as this could potentially lead to individual staff being 
identified; % figures are rounded, so may not total to 100%

The College is currently working towards gathering data for the “not indicated” category as part of the realigning of HR 
systems and processes, post-merger.   However, that aside, of those staff who have disclosed their ethnicity, it would appear 
that the College is in line with national and regional statistics (detailed below) in that the ethnicity of staff is predominantly 
from a White ethnic group.

According to the “Analysis of Equality Results from the 2011 Census” p4 produced by the Scottish Government, 84% of the 
Scottish population recorded their ethnicity as White Scottish; 8% recorded their ethnicity as White Other British; with 4% 
being White Non-British; and 4% being minority ethnic (Asian, Asian Scottish/Asian British; other ethnic group).

A more detailed break out is as follows: 

Ethnicity Scotland
(% of population)

Aberdeenshire
(% of population)

Aberdeen
(% of population)

White – Scottish 84 82.2 75.3

White – Other British 7.9 12.3 7.6

White – Irish 1.0 0.5 1.0

White – Polish 1.2 1.2 3.2

White – Other 1.9 2.2 4.8

Asian, Asian Scottish or Asian 
British

2.7 0.8 4.3

Other 1.4 0.8 3.9

Sources: http://www.aberdeenshire.gov.uk/statistics/census/IdentityReportCensus2011.pdf; 2011 Census Release 2 Aberdeen City available online at: 

http://www.aberdeencity.gov.uk/nmsruntime/saveasdialog.asp?lID=55102&sID=53
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Religion or Belief Profile
The staff breakout for the College is as follows:

Religion Total
number

Total
% of headcount

Male
number

Female
number

Christian 165 28% 56 109

Buddhist 1 - 1 -

Hindu 2 - 1 1

Jewish 1 - - 1

Muslim 3 0.5% 3 -

Other 3 0.5% 3 -

No Religion/ Belief 126 21% 54 72

Not indicated 291 49% 140 151

Note: Due to small numbers in some categories, information has not been broken out further as this could potentially lead to individual staff being  

identified; % figures are rounded, so may not total to 100%.

The College is currently working towards gathering data for the “not indicated” category as part of the realigning of HR 
systems and processes, post-merger.   However, of those staff who have disclosed a religion/belief, the largest categories are 
Christian and No Religion/Belief, which would be in line with broader statistics as outlined below.

According to the “Analysis of Equality Results from the 2011 Census” p69 produced by the Scottish Government, No religion 
is represented by 37% of the population; combined Christian denominations represented 54%; Muslim 1%; other religions 
represented 1%; 7% did not state their religion.

A more detailed breakdown is as follows:

Religion Scotland
(% of population)

Aberdeenshire
(% of population)

Aberdeen
(% of population)

Church of Scotland 32.4 36.3 25.3

Roman Catholic 15.9 4.8 8.9

Other Christian 5.5 7.6 6.7

Muslim 1.4 0.3 1.9

Other religion 1.1 0.6 1.9

No religion 36.7 42.8 48.1

Not stated 7 7.6 7.2

Sources: http://www.aberdeenshire.gov.uk/statistics/census/IdentityReportCensus2011.pdf; 2011 Census Release 2 Aberdeen City available online at: 

http://www.aberdeencity.gov.uk/nmsruntime/saveasdialog.asp?lID=55102&sID=53
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Disability Profile
The disability profile for the College is as follows:

Total - number Total
% of headcount

Male - number Female - number

Disabled 21 3.5% 10 11

Not disabled 392 66% 170 222

Not indicated 179 30% 78 101

Note:  The “disabled” figures have not been further broken down due to the relatively small numbers involved as this could potentially lead to information 

being disclosed that could identify individual staff; Figures have been rounded and so may not add up to 100%

The College is currently working towards gathering data for the “not indicated” category as part of the realigning of HR 
systems and processes, post-merger. 

Wider statistics from the “Analysis of Equality Results from the 2011 Census” p107/108 produced by the Scottish Government, 
indicate that 20% of people in Scotland reported a limiting health problem or disability (i.e. day-to-day activities being  
limited ‘a little’ or ‘a lot’ by health problems), compared with 18% for the UK as a whole.

The College’s statistics relate to whether staff consider themselves to be disabled and not whether they consider themselves 
to have a limiting health problem, so it is difficult to make any comparisons.

Although the College has relatively few staff who have declared themselves disabled, the College works closely with  
occupational health to provide support for any member of staff who has or who develops a health condition/disability which 
may impact on their ability to do their job.  Adjustments are made after consultation with occupational health and the  
member of staff so that they can continue at work.  This includes a variety of mechanisms such as phased returns.

Maternity
Since merger, the College 14 employees have gone on maternity leave (excluding those staff currently still on leave).  
11 employees returned to work, of which 18% returned on a full-time basis and 82% returned on a part-time basis. Only 3 
employees decided not to return to work at all. 

Other Protected Characteristics
Information as regards sexual orientation and transgender status for the College is as follows:

Sexual orientation Total
number

Total
% of headcount

Male
number

Female
number

Bisexual 1 - 1 -

Gay/Lesbian 8 1.4% 6 2

Heterosexual 292 49% 113 179

Not indicated 291 49% 138 153

The College is currently working towards gathering data for the “not indicated” category as part of the Re-aligning of HR 
systems and processes, post-merger.

Statistics for this sensitive area, as they relate to the UK, are detailed below to give some perspective to these figures.
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Table source: Office for National Statistics

Table notes:
1. In 2013 there were 178,820 eligible respondents (aged 16 and over) to the sexual identity question. Of these, 169,102  

provided a valid response. The question was not asked by proxy.
2. ONS defines ‘no response’ as no data provided to the question by an eligible responder. A background note explains the 

sources of non-response to this question, the impact this has on the estimates, and ways to account for it.
3. The ‘no response’ category includes respondents who were aged 15 in their wave 1 of the LFS/APS but are now aged 16 in 

the January to December 2013 field period.
4. Percentages might not add to 100 per cent due to rounding.
5. Confidence intervals for the latest estimates in the above table can be found in the Excel download table. Information on 

what confidence intervals are is in the background notes.

Source: http://www.ons.gov.uk/ons/dcp171778_379565.pdf

At present, it is difficult to obtain reliable information regarding the transgender population as statistics are not gathered by 
the Census and the Integrated Household Survey focuses on Gay/Lesbian/Bisexual (as detailed above).  

There is also very limited transgender information currently available for the College:

Transgender status Total number

Transgender 1

Non-Transgender -

Not indicated 591

Discipline and grievance
Six disciplinary actions have been taken since Nov 2013.

Dismissals
There have been no dismissals.
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Pay and Remuneration
The breakout of pay by male/female and full time/part-time is detailed below:

In order to produce one table for all staff, both lecturing and support staff are included in the appropriate salary banding 
detailed in the table above.

Part-time staff are in the banding for their FTE equivalent salary.  
The salaries in the bandings overlap, as the top 2 points in one salary banding are also the bottom 2 bandings in the next 
salary grade. 

Due to the merger of two different HR systems and databases post-merger, this information has just become available for all 
staff and further analysis will be required.

Recruitment and Selection
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Recruitment and Selection

In order to effectively monitor recruitment and selection and advance equality, diversity and inclusion the College will 
report on all the protected characteristics of job applicants.  In order to progress this the College will be participating a 
Colleges Scotland initiative to provide a “one stop shop approach” to recruitment in the FE Sector and has therefore adopted  
MyJobsScotland as its e-recruitment tool. MJS is the market leader for public sector jobs in Scotland and has exceptional 
functionality which will give applicants a quality experience as well as enabling the College to effectively track and extract 
equalities information.  

Note:  The College does not have “promotions”.  Instead, where there is a promoted vacancy, the post is advertised and is subject to the normal recruitment 

and selection process.  The recruitment and selection figures, therefore, include promotions.

Rectruitment Statistics
All recruitment statistics for the College relate to the period April 2014-April 2015 are split between support staff and  
lecturing staff.

Gender Profile 
Support Staff Posts:

Total Number Male -  Number Male - % Female – Number Female - %

Positions Vacant 68

Applicants 380 117 31% 263 69%

Appointed 75 14 19% 61 81%

This illustrates that more females than males apply for – and are appointed to - support positions within the College.

Lecturing Staff Posts:

Total Number Male -  Number Male - % Female – Number Female - %

Positions Vacant 35

Applicants 299 156 52% 143 48%

Appointed 28 15 54% 13 46%

However, more males apply for – and are appointed to - lecturing positions, although the balance between the two genders 
is more equal than for support positions.
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Age Profile

Support Staff Posts:

Age Bandings Total Number Appli-
cants

(n= 380)

% of Total Applicants Total Number Ap-
pointed
(n=75)

% of Total
Appointed

16 - 24 48 13% 7 9%

25 - 34 83 22% 20 27%

35 – 44 147 39% 20 27%

45 – 54 58 15% 20 27%

55+ 16 4% 8 11%

Not Indicated 28 7% 0 0

Note – Percentage figures are rounded to the nearest whole number and so may not add up to 100%

Lecturing Staff Posts:

Age Bandings Total Number 
Applicants (n=299)

% of Total Applicants Total Number 
Appointed (n=28)

% of Total Appointed

16 - 24 2 1% 1 4%

25 - 34 14 5% 11 39%

35 – 44 10 3% 5 18%

45 – 54 11 4% 11 39%

55+ 6 2% 0 0%

Not Indicated 256 86% 0 0%

Note – Percentage figures are rounded to the nearest whole number and so may not add up to 100%
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Marital Status Profile

Support Staff Posts:

Marital Status Total Number 
Applicants (n=380)

% of Total 
Applicants

Total Number 
Appointed (n=75)

% of Total Ap-
pointed

Cohabiting 54 14% 3 4%

Married / Civil Partnership 147 39% 35 47%

Separated / Divorced 20 5% 4 5%

Single 131 34% 14 19%

Widowed 4 1% 0 0%

Not Indicated 24 6% 19 25%

Note – Percentage figures are rounded to the nearest whole number and so may not add up to 100%

Lecturing Staff Posts:

Marital Status Total Number 
Applicants (n=299)

% of Total 
Applicants

Total Number 
Appointed (n=28)

% of Total Appoint-
ed

Cohabiting 47 16% 3 11%

Married / Civil Partnership 130 43% 17 61%

Separated / Divorced 16 5% 1 4%

Single 67 22% 5 18%

Widowed 1 - 0 0%

Not Indicated 38 13% 2 7%

Note – Percentage figures are rounded to the nearest whole number and so may not add up to 100%
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Ethnicity Profile

Support Staff Posts:

Ethnicity Total Number 
Applicants (n=380)

% of Total Applicants Total Number Appointed
(n=75)

% of Total 
Appointed

White: Scottish 216 57% 41 55%

White: English 27 7% 7 9%

White: Welsh 1 - 0 0%

White: Irish 10 3% 0 0%

White: Other 65 17% 12 16%

Mixed 0 0% 0 0%

Asian: Indian 12 3% 1 1%

Asian: Pakistani 2 1% 0 0%

Asian: Bangladeshi 1 - 0 0%

Asian: Chinese 0 0% 0 0%

Asian: Other 1 - 0 0%

Black: Caribbean 0 0% 0 0%

Black: African 14 4% 1 1%

Black: Other 3 1% 0 0%

Other 5 1% 1 1%

Not Indicated 23 6% 12 16%

Note – Percentage figures are rounded to the nearest whole number and so may not add up to 100%

Lecturing Staff Posts:

Ethnicity Total Number 
Applicants (n=299)

% of Total 
Applicants

Total Number 
Appointed (n=28)

% of Total 
Appointed

White: Scottish 151 51% 17 61%

White: English 33 11% 2 7%

White: Welsh 1 0% 0 0%

White: Irish 3 1% 1 4%

White: Other 56 19% 2 7%

Mixed 1 0% 0 0%

Asian: Indian 5 2% 0 0%

Asian: Pakistani 3 1% 0 0%

Asian: Bangladeshi 3 1% 0 0%

Asian: Chinese 2 1% 0 0%

Asian: Other 4 1% 0 0%

Black: Caribbean 0 0% 0 0%

Black: African 11 4% 1 4%

Black: Other 0 0% 0 0%

Other 4 1% 0 0%

Not Indicated 22 7% 5 18%

Note – Percentage figures are rounded to the nearest whole number and so may not add up to 100%
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Religion or Belief Profile

Support Staff Posts:

Religion / Belief Status Total Number 
Applicants (n= 380)

% of Total 
Applicants

Total Number 
Appointed (n=75)

% of Total Appointed

Buddhist 2 1% 0 0%

Christian 171 45% 30 40%

Hindu 8 2% 1 1%

Jewish 0 0% 0 0%

Muslim 8 2% 1 1%

Other 1 - 0 0%

No Religion / Belief 124 33% 21 28%

Not Indicated 66 17% 22 29%

Note – Percentage figures are rounded to the nearest whole number and so may not add up to 100%

Lecturing Staff Posts:

Religion / Belief Status Total Number 
Applicants (n=299)

% of Total 
Applicants

Total Number
Appointed (n=28)

% of Total Appointed

Buddhist 0 0% 0 0%

Christian 104 35% 9 32%

Hindu 6 2% 0 0%

Jewish 0 0% 0 0%

Muslim 18 6% 0 0%

Other 2 1% 0 0%

No Religion / Belief 119 40% 10 36%

Not Indicated 50 17% 9 32%

Note – Percentage figures are rounded to the nearest whole number and so may not add up to 100%
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Disability Profile

Support Staff Posts:

Total Number Applicants % of Total Applicants Total Number 
Appointed

 % of Total
Appointed

Disabled 17 4% 4 5%

Not Disabled 330 87% 65 87%

Not Indicated 33 9% 6 8%

TOTAL 380 100% 75 100%

Lecturing Staff Posts:

Total Number Applicants Total % of Applicants Total Number 
Appointed

Total % Appointed

Disabled 11 4% 0 0%

Not Disabled 266 89% 24 86%

Not Indicated 22 7% 4 14%

TOTAL 299 100% 28 100%

Other Protected Characteristics Profile

Support Staff Posts:

Sexual Orientation Total Number Applicants
(n=380)

% of Total Applicants Total Number Appointed
(n=75)

% of Total Appointed

Bisexual 3 1% 0 0%

Gay/Lesbian 15 4% 3 4%

Heterosexual 324 85% 61 81%

Not Indicated 38 10% 11 15%

Note: % figures are rounded

Lecturing Staff Posts:

Sexual Orientation Total Number 
Applicants (n=299)

% of Total Applicants Total Number 
Appointed (n=28)

% of Total Appointed

Bisexual 2 1% 0 0%

Gay/Lesbian 7 2% 0 0%

Heterosexual 253 85% 22 79%

Not Indicated 37 12% 6 21%

Note: % figures are rounded
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Transgender Profile

Support Staff Posts:

Total Number 
Applicants (n=380)

% of Total 
Applicants

Total Number Appointed
(n=75)

% of Total Appointed

Transgender 0 0% 0 0%

Non-Transgender/
Not Indicated

380 100% 75 100%

Lecturing Staff Posts:

Total Number 
Applicants (n=299)

% of Total 
Applicants

Total Number Appointed
(n=28)

% of Total Appointed

Transgender
1 - 0 0%

Non-Transgender/
Not Indicated

298 99% 28 100%

Note: % figures are rounded to the nearest whole number

Equal Pay

The College is committed to the principle of equal pay for work of equal value for all its employees. We aim to eliminate 
gender bias, unfair, unjust and unlawful practices and to operate fair and just remuneration practices. We will monitor pay 
statistics annually and take appropriate remedial action should the need arise.

To this end Following merger the College has harmonised terms and conditions of employment and put in place new  
transparent pay and grading structures and Job Evaluation System (FEDRA) which is specifically set up for the FE and HE 
sectors and which promotes equality as its design ensures that scoring, grading and pay outcomes are fair and equitable 
and remain free from all kinds of bias, in particular gender.   In addition the College has fully trained Job Analysts in place.

It is important that employees have confidence in a fair system of pay and the College works in partnership with the  
recognised staff representatives with all matters being consulted on via the Local Joint Negotiating Committees.
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Gender Pay Gap

The (mean) gender pay gap for the College is as follows:

 Hourly Weekly Annual

Women Full-time  £     18.71  £  654.99  £  34,059.35 

Men Full-time  £     20.88  £  730.76  £  37,999.68 

Women Part-time  £     15.94  £  333.26  £  17,329.69 

Men Part-time
 £     17.79  £  381.64  £  19,845.45 

Women All  £     17.61  £  526.88  £  27,397.54 

Men All  £     20.63  £  702.35  £  36,522.01 

Ful-time Gender Pay Gap: Women FT as 
% of Men Full-time

10.40% 10.40% 10.40%

Part-time Gender Pay Gap: Women PT as 
% of Men Full-time

23.70% 54.40% 54.40%

Part-time Gender Pay Gap: Men PT as % 
of Men Full-time

14.80% 47.80% 47.80%

Women All as % of Men All 14.70% 25% 25%

This compares with the (mean) gender pay gap for the UK as outlined in the following table.

The mean calculation was used, as opposed to the median, as comparative data are available over a longer time period and 
the mean captures the full pay gap and does not exclude those on very high earnings.
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Source: http://www.equalityhumanrights.com/sites/default/files/documents/research/Briefing_papers/bp_6_final.pdf

The full-time gender pay gap has narrowed in recent years and was lower in 2012 for both median and mean earnings than 
in any previous year (Source: Gender Pay Gaps, 2012, EHRC p 3). Comparative figures for the UK in 2010 are detailed below.

Comparative figures for North East Scotland College are not available as it was only formed as the result of a merger in 
November 2013.

 

Source: http://www.equalityhumanrights.com/sites/default/files/documents/research/gender_pay_gap_briefing_paper2.pdf


