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Equalities Update

1. Introduction

1.1 This paper is the draft annual update on progress against our Equality Outcomes and

mainstreaming equality. The paper is due to go to Agency Board on the 26 April. This

update is part of our public commitment to scrutiny of our efforts in terms of equality

and our statutory duties under the Equality Act 2010.

1.2 The report provides an update on progress and highlights areas of success and also
highlights the Outcomes which are more challenging

2. Background

2.1 The Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012, required that
SEPA, being a listed public body, publish a Mainstreaming Report and Equality
Outcomes in April 2013. Every two years thereafter we have a duty to publish an
update on progress against our outcomes and progress on mainstreaming. In addition
to these statutory reports SEPA committed to providing annual updates on progress
to Agency Board.

2.2 The Specific Duties also require that we review and revise our published Equality
Outcomes every four years, with April 2017 being the next date for that requirement to
be met. Over the coming months the Agency Management Team and Agency Board
will have the opportunity to provide further direction for the determination of our 2017
– 2021 Outcomes.

2.3 The Outcomes relating to flooding and to our facilities (outcomes 3 and 4) have been
especially successful and it is unlikely that there will be a need for them to remain as
specific Outcomes.

2.4 Our Outcomes relating to Women in Leadership, Young People and the
Demographics of the organisation remain the most challenging.

3. The Issues

3.1 The challenges in progressing Outcomes 1 and 5 (Young People and Demographics).

3.1.1 The planning for revised Equality Outcomes in April 2017

4. Recommendations

4.1 The Agency Board is asked to note the current progress and to discuss and comment
on current challenges.

4.2 The Agency Board is asked to comment on the planning for 2017 Equality Outcomes.

Joan Robertson, Equality Specialist
Carol Johnston, Head of Employee Development and Safety
Fiona Martin, Chief Officer Resources.
18 April 2016
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1 Summary

1.1 The past year has seen significant progress in some of the Outcomes, whist others have proved more

challenging.

1.2 Our Flooding outcome (Outcome 3) has taken some significant steps, widening awareness of flood

warning services and increasing the numbers of people using the flooding web site and signing up to

Floodline

1.3 The outcomes that have proved most challenging are the Women in Leadership, (Outcome 1) and the

Demographics (Outcome5) outcomes. In relation to women into leadership, there has been a small

increase in that 2 women have been promoted into band B. Whilst we have a low turnover of staff

however, it will be challenging to continue to increase on that number. In relation to demographics we

have a reduced number of Black/Asian/Mixed ethnic staff, down from 3% of staff to 1.8%. The national

figure at the 2011 Census was 4%.

1.4 The challenges of meeting these outcomes will continue as we remain an organisation with low

turnover of staff.

1.5 Although these Outcomes are challenging, we have seen an increase in under 24 year olds in the

organisation. However the longer term commitment will need to have firm structures in place for longer

term recruitment and development for young people.

1.6 To encourage applications we have committed to making use of the ‘Happy to talk flexible working’ logo

in our vacancy advertising.

1.7 It is anticipated that Outcomes 1 and 5 will continue beyond the next reporting date of April 2017, in

order to make greater progress in both. The focus of the work in Outcome 5 will be on using more

inclusive and innovative means of advertising posts to access minority and hard to reach groups. For

Outcome 1 we will focus on the effectiveness of steps to increase opportunities for staff to develop

themselves, including opening up access to a professional skills development programme.

1.8 The Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012, require us to review our published

equality outcomes every four years. The next point for publication of revised outcomes in April 2017

and over the coming months engagements activities with external groups will be held to help determine

our next Outcomes. There will also be opportunities for the Agency Board and Agency Management

Team, as well as staff to contribute to the engagement needed to set these revised outcomes.

1.9 We are one of four principle sponsors in the 2050 Climate Group, which supports young professionals to

lead a social movement toward a low carbon economy.

2 Equality Outcomes

2.1 Our published equality outcomes are;

 To increase the number of women in leadership roles and young people employed within SEPA;

 The public, including hard to reach communities will have a better knowledge and understanding

of SEPA and our role in protecting the environment;



Equality Outcomes and Mainstreaming Annual Update 2015 - 2016

3

 Flood warning services will be more widely known and used by the public, including hard to reach

communities;

 Staff and public alike will have better access to our offices and public counter services and

 We will work toward a workforce profile that is in line with the demographic of Scotland.

These were determined using evidence from a variety of sources, including staff data and empirical

evidence from customers and operational staff regarding their experiences of accessing and delivering

SEPA services.

2.2 The Equality Specialist continues to work closely with the Outcome holders to provide advice and

direction to progress and will carry out the engagement work to determine any new outcomes for

approval from AMT and Agency Board in 2107.

3. Outcome achievements and direction

This section sets out some of the key achievements in relation to our equality outcomes and the steps

we will take next. More detail can be found in the action plans in Appendix A.

3.1 Outcome 1 – Part 1 – We will increase the number of women in leadership roles in SEPA

There are two distinct elements to this Outcome, hence the two part reporting element.

This is a challenging outcome for SEPA, and movement on this has been slow;

To date there has been a small increase of 2 women into senior leadership roles since our 2015

Mainstreaming Report.

The low turnover of staff will however continue to be a challenge for this Outcome.

Whilst acknowledging that this is challenging, we have focussed our work on identifying barriers that

may have prevented women from applying for leadership roles;

We planned and ran a conference focusing on women in leadership roles, which we opened to our

partners in the environment sector and held a number of workshops with women in Bands E, D and C.

The purpose of these was to identify any actual or perceived barriers and understand the next steps for

us to pursue. The following issues were identified;

 There was a perception of long hours, which was not compatible with caring responsibilities

 In the selection process and job descriptions for senior roles, there was an apparent lack of

recognition of wider management skills, focusing on line management and past experience in line

management

 The Management Development programme at the time limited access to those already in a line

management role

 There was no formal network for women or mentoring opportunities to allow shared experience or

development

 There was a perception that flexible working was not available to senior leaders and

 Some male dominant management teams are seen to have a culture that would deter women from

applying for posts within them.
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 Women write themselves out of posts if they don’t exactly match the criteria

So what have we done since then? Whist not progressing all of the points raised, we identified a few

‘quick wins’ that have now been implemented;

 We have opened the Professional Skills training programme to all staff , to encourage those aspiring to

leadership to develop themselves. These are all included in the 2016 – 2017 Learning and

Development (L&D) Prospectus.

 We have developed and are delivering Unconscious bias training to address concerns about the

potential bias of selection panels. Again this is included in the new L & D Prospectus.

 To raise awareness and encourage application we used stories from women role models to provide

feedback on the experience and flexibility of leadership roles

 SEPA has committed to the use of ‘Happy to Talk Flexible Working’ logo in vacancy advertising. This

helps to promote to all our commitment externally and internally.

‘I thought the workshops were excellent and a fantastic opportunity to get ideas out in the open’

DB SEPA employee

The work to implement some of these changes will continue over 2016 to 2107, with plans to establish

networks and mentoring to support all staff.

3.2 Outcome 1 – Part 2 – Increase the number of young people working in SEPA

There has been an improvement on the number of young people in

the organisation from the low base in the 2015 report; we now have

21 16 – 24 year olds in the organisation, compared to 16 in 2015.

Included in this increase are two graduate interns and a modern

apprentice. In addition there has been an overall increase in the

number of applications coming from young people for posts.

Although this is good news, the availability of posts will also place

some restrictions on this element of Outcome 1.

Some of our young people have featured in articles in SEPA View, our

external magazine. It is hoped that by positively promoting SEPA and

its role, we will continue to increase the number of young people

applying for posts.

Caitlin Grant, who is 18 started as a modern apprentice with SEPA. She works in Dingwall as an Office

Assistant and told SEPA View,

“I grew up knowing people who already worked for SEPA and they told me that it was a great business to

work for. I’m the youngest here, but everyone is so friendly and welcoming. I have been given great help

in developing my skills. I attend the University of the Highlands and Islands where I am completing my

Modern Apprenticeship in Business and Administration, Level 3 and I also get access to a range of courses

internally to help me keep up to date with Microsoft applications”
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Ryan Dick is a hydrometric Data and Monitoring Intern working in Perth.

“I am digitising hydrometric charts from different gauging stations. This could help understand how rivers

have changed over time. I get to design my own methodology, which has had its teething problems, but

I’ve been able to ask my manager and colleagues for support. It’s been really satisfying.”

Another area of success is the partnerships that have been developed with four secondary schools,

providing employability support for pupils to prepare them for interview and the workplace. Our SEPA

STEM (science, technology, engineering and mathematics) Ambassadors have also contributed by taking

part in job fairs to encourage young people into the STEM career paths.

“I just wanted to say how much our pupils (and staff) enjoyed this event yesterday. The feedback we have

so far is all very positive and we’re confident that it will help some of our young people to re-engage in

science. They were so excited and enthused on the journey home!” Springburn Academy

In 2016 – 2017 we will continue to develop our business partnerships with the schools and consider a

framework for recruiting young people in the future. A graduate trainee scheme has been approved for

2017 and we will develop wider partnerships to explore other exciting opportunities to deliver on this

Outcome.

3.3 Outcome 2 – The public, including hard to reach communities, will have better knowledge of SEPA

and our role in protecting the environment

There are multiple benefits to this outcome; increased understanding of SEPA services, better

compliance with regulation, increasing numbers of people aware of flood risk warning and advice services

and, longer term, a potential to widen the recruitment pool for the future.

In 2015 – 2016 we have focused our efforts in increasing our engagement with some of the hard to reach

communities, either directly or indirectly through third sector groups.

In light of the new Food Waste Regulations, we met with Asian restaurant owners in Glasgow to

understand the level of knowledge of the regulations and SEPA services generally. We have established

relationships with the Scottish Disability Equality Forum and Edinburgh and Lothian’s Regional Equality
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Council, again to increase an understanding of SEPA services and provide information and guidance on

flooding and regulation.

Some of the key outcomes have been;

 Gathered evidence of understanding of SEPA services

 Developed leaflet on food waste regulations for ethnic minority restaurants and food outlets

 Developed plans of activity with Edinburgh and Lothian Regional Equality Council and Scottish

Disability Equality Forum

 Through local Operations team, delivered input to Orkney Disability Access Panel event on SEPA

services

 Provided input for Planning Aid for Scotland guidance to Gypsy Travellers on the planning

process

In 2016 – 2017 we will continue to provide information through our existing contacts, widen our

engagement network and develop equality and communications guidance for SEPA staff generally.

3.4 Outcome 3 – Flood Warning Services will be more widely known and used by the public, including in

hard to reach communities

This outcome supports our role in ensuring that at risk communities have the necessary information to

enable them to take steps to protect themselves and their property from flooding.

This Outcome has made significant progress, with equality considerations truly embedded in the

business. This represents a real success in embedding equality generally and, as a result, it is unlikely that

this will continue as a specific equality outcome beyond the next Outcome review in 2017. However the

good works will continue as business in flooding communication and customer service. Keys areas of

progress have been;

 432, 340 people viewed the Floodline website a total of 1.7 million times. This compares to 4,000

people viewing the site 10,000 times the previous year

 20, 000 school children engaged in flood awareness through direct school engagement and

events such as Safe Taysiders

 An essential guide produced for the elderly and distributed through the Contact the Elderly

charity

 Relationships developed Edinburgh ad Lothian Regional Equality

Council and Scottish Disability Equality Forum for feeds on flooding

and flood warning services

“We would like to offer our thanks to SEPA for hosting a wonderful tea

party and for providing the older people we support with important flood

awareness information. Older people who live alone are particularly

vulnerable when bad weather strikes so that is why it is so important that charities, agencies and

other partners work together to offer much-needed help and advice.” Morna O’May from Contact the

Elderly
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The next significant piece of work will be with Citizens Advice Scotland to increase their knowledge

on flood awareness and the services available to people generally. Citizens Advice has a lead role in

providing advocacy to the wider public, particularly those who are less financially able to access legal

advice.

3.5 Outcome 4 - Staff and public alike will have better access to our offices and public counter services

This outcome has progressed substantially in the past year. Although the estate is changing, we have now

in place a timetable for Access Audits to help us identify accessibility issues. Here are some of the key

achievements;

 Two facilities staff members trained to undertake Access Audits

 Two access audits undertaken,

 Hearing loops introduced to meeting rooms and at the reception area in Strahallan House

 Budget planned for future works

 Disabled parking bays in Strathallan House clearly marked.

In 2016 – 2017 we will continue to carry out access audits across our estate and another two are planned

for the first half of 2016. The information gleaned from those will inform a plan of improvement for

accessibility. We recognise that some of the steps needed to address accessibility are very easy to achieve

and these will be done in the round of our day to day business.

Although this Outcome started slowly, because there is now a real understanding of the approach to

accessibility , with a sound business structure in place that takes account of equality it is likely that this

Outcome will also move to business as usual from 2017, without need for it to be a specific Outcome.

3.6 Outcome 5 – We will work toward a profile that is in line with the demographic of Scotland.

This is the outcome which has made least progress and a re think of activity will be required to turn this

around.

Although there has been some success in increasing the numbers of people completing their monitoring

data, there has been a drop in the overall numbers of staff with some of the protected characteristics;

 Staff with disclosed disability reduced from 2.1% to 2.08

 Staff who are Black/Asian or Mixed ethnicity has fallen from 3% to 2.62%. This is against a

national figure of 4%.

Analysis of the applications coming into the organisation shows no evidence of race discrimination in the

selection process for candidates. However there is still a significant gap in people applying for posts and

work will continue to widen the reach of our advertising and raising awareness of SEPA roles. More work

will be done with third sector bodies to increase awareness of the role of SEPA, the variety of roles within

the organisation and the opportunities available. Similar marketing as that done in relation to young

people can also help. Current engagement with Edinburgh and Lothians Regional Equality Council and the

Scottish Disability Equality Forum has taken first steps in relation to recruitment, with their inclusion in

the marketing of posts on SEPA Board.

4.0 Equality Mainstreaming
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The main tool used to promote equality across the organisation is the Equality Impact Assessment (EqIA)

process. In the past year EqIAs have been undertaken on the following;

 East Estates Perth move

 Annul Leave Policy

 Recruitment and Selection Procedures

 Social Media Guidelines

 Flood map viewer

 Science Advice Helpline

 Scotland’s Aquaculture Website

 West Business Continuity Plans

 Our Digital Strategy

To support this we ran three courses to train staff in undertaking the EqIAs and these courses continue

as part of the L&D Prospectus.

We have developed an equality monitoring form, targeting ethnicity, disability and age. It will be used in

areas such as regulation and flooding. The information gathered will help determine whether there are

any particular needs such as language support and specific targeting or styles needed to communicate

more widely and effectively.

These are some of the other measures we have taken over the past year to help mainstream equality;

 Formalised external engagement with equality groups and providing regular information feeds

provided to them.

 Unconscious bias and disability and reasonable adjustments training developed and being

delivered

 Contributed to the revised Leading for Success and Professional Skills training programmes and

the Managers Handbook

 Provided access to a translation service through the Scottish Government Framework for

Translation and Interpretation

At a strategic level, the development of the 2050 Climate Group reflects the commitment of SEPA’s

leadership team to support young people, both internally and externally. The Group helps develop young

people, leaders of the future, to develop leadership skills in a manner that encourages their long term

commitment to a low carbon economy. Sam Curran, one of several young SEPA staff members involved

in the Group explained how it works and has supported him;

“The 2050 Climate Group, Scotland’s youth climate group, is a collection of young professionals who

aim to lead a social movement towards a low carbon economy. The Group was founded by SEPA and

we are one of its four principal sponsors. The current focus of the group is delivering the Young Leaders

Development Programme (YLDP) aimed at developing climate change awareness and the leadership

skills in 150 leaders of the next generation in the Scottish public, private and third sectors. As a young

SEPA employee the 2050 group has opened up numerous doors of opportunity. Having led the design

and delivery of aspects of the YLDP I have worked with senior leaders from numerous organisations,

gained valuable leadership skills and learned how to best influence others to make decisions that puts

the environment first. The First Minister sums it up best “the 2050 Young Leaders Development
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Programme is a world first – it’s a mark of our determination to ensure that Scotland continues to be at

the forefront of progress toward a truly sustainable model for economic growth”

4.1 Statutory Obligations

The Statutory Duties require that we publish our Mainstreaming Report and Equality Outcome update

report every two years. In addition we must review and revise and publish new equality outcomes every

four years. Our next reporting time for both of these is in April 2017 and so we will be focusing on

planning engagement activities and gathering evidence to determine our future new outcomes.

Continuing to develop our relationships externally with equality groups and organisations will form a big

part of this work.

5.0 Employment Information

This section provides the details of our staff make up and the monitoring information with regard to the

protected characteristics in relation to recruitment, leavers, training, promotion and staff performance.

The data shows a continuing trend of women being underrepresented in management grades and over

represented at lower grades. Outcome 1 sets out the work being done to reduce these differentials.

Similarly Outcome 5 sets out activities to increase the diversity of our staff overall, in relation to the

protected characteristics.

5.1 Workforce Composition

This detailed information provided is taken from our Human Resources Management Information System

and is valid as at 31 December 2015. Information not provided denotes that a member of staff has not

supplied information, prefer not to say denotes that a member of staff has chosen to not provide the

required information.

SEPA does not currently hold data on gender re-assignment and so this is not reflected in any of the

tables.

Numbers less that 10 are not disclosed for reasons of confidentiality and are marked as *.

Table 1: Gender Percentage
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Maternity /Adoption Leave

At 31 December 2015 there were 23 staff members absent from work due to maternity or adoption
leave and 1 staff member absent due to shared parental leave.

Flexible Working

SEPA has committed to use the ‘Happy to Talk Flexible Working’ logo in our vacancy advertising. Our
Flexible Working policy has been in place for some time and enables staff to request changes to their
work pattern e.g. reduced hours, compressed hours. By using the logo, we show outwardly our
commitment to flexibility in the workplace.

Flexible working can be requested by all members of staff, however approval will be based on business
need and resilience. At the 31 December 2015, 19% of male staff members and 37% of females
currently have a work to a flexible working pattern. Within the Senior Leadership team (6 males and 6
females) 19% have either a part time or a non-standard working pattern

Additionally there are 159 individual shift patterns in place. Table 2 reflects the gender and individual
Portfolio percentage of staff members contracted to a non-standard work pattern.
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N.B The following data was accurate at 31/12/2015 and some changes have occurred since
these tables were produced.

Table 3: The table below provides a brief explanation of our current grade structure

Grade Description

Y Members of Agency Management Team: Executive Directors
and Chief Officers

A Members of Senior Management Team

B Managers of Managers or National Experts with Management
responsibility

C Core Manager roles or Technical Specialists

D Manager/Supervisor roles or Technical roles

E Core Officer roles

F Support officer roles

G Administrative roles

H Office Assistants/Modern Apprentices or Interns

T Trainee Grade

Table 4: Gender by Grade

Table 5: Equality information response rate
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Gender by Grade 31 December 2015

Female

Male

Protected

Characteristic

Responses

Expected

Responses

Received

Information not

provided

Disability 1296 1239 57

Marital Status 1296 1296 0

Sexual Preference 1296 1065 231

Religion 1296 1031 265

Ethnicity 1296 1204 92
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Table 6: Full time versus part time by gender split

Table 7: Staff members age profile by gender

Table 8: Staff member’s marital or civil partnership status

Table 9: Disability data

Table 10: Sexual Orientation

Gender Full time Part time % Full time % Part time Total

Male 562 35 94.14% 5.86% 597

Female 511 188 73.10% 26.90% 699

Age Female Male Total

16 - 24 14 * 21

25 - 34 137 109 246

35 - 44 294 189 483

45 - 54 199 185 384

55 - 64 54 99 153

65 and over * * 9

Totals 699 597 1296

Marital Status Total Percentage

Civil Partnership * 0.31%

Divorced 22 1.70%

Information not provided 74 5.71%

Married 682 52.62%

Not married 497 38.35%

Separated 11 0.85%

Widowed/Widower * 0.46%

Totals 1296 100.00%

Disability Yes No Information not provided

Total 27 1212 57

Percentage 2.08% 93.52% 4.40%

Sexual Orientation Gay, Lesbian, Bi-Sexual or

Other

Heterosexual Prefer not to say Total

Total 25 1040 231 1296

Percentage 1.93% 80.25% 17.82% 100.00%
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Table 11: Religion and Belief

Table 12: Ethnic Origin

Table 13: Staff grade mix

There is a continuing trend that female employees are under-represented at management grades and
over-represented at lower grades. The majority of female employees are in Grades D, E and F, whilst in
comparison the majority of male employees are in Grade C, D and E.

Recruitment

From 01 January 2015 to 31 December 2015, recruitment levels remained high with 241 vacancies being
approved receiving 2738 job applications. HR monitor’s all job applications in terms of disability and
liaises with the recruiting line managers to ensure that reasonable adjustments are applied during and
after the recruitment process.

SEPA allows its job applicants to own their applications from the initial registration state, as such
information is modified throughout the recruitment process therefore this is information is only
relevant at the point of application as opposed to the point of securing a post.

Total 113 268 91 559 265 1296

Percentage 8.72% 20.68% 7.02% 43.13% 20.45% 100.00%

TotalReligions Belief Roman Catholic Church of

Scotland

Other None Prefer not

to say

Ethnic Origin Black/Asian/Mixed/Other White

Scottish

White

British

White

Other

Information

not

provided

Totals

Total 34 680 385 105 92 1296

Percentage 2.62% 52.47% 29.71% 8.10% 7.10% 100.00%

Grade Mix Female Male Total

Y 1 5 6

A 6 14 20

B 15 26 41

C 66 105 171

D 211 169 380

E 217 193 410

F 113 57 170

G 65 22 87

H 4 3 7

T 1 3 4

Totals 699 597 1296
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The following data represents all job applicants from 01 January 2015 until 31 December 2015.

Table 14: Job applicants per gender

Table 15: Job applicants per marital status

Table 16: Job applicants by religious belief

Religious Belief Roman
Catholic

Church of
Scotland

Other None Not
Specified

Total

Total applicants for vacancy 404 317 288 1396 333 2738

Number of successful applicants 17 30 10 105 12 174

Table 17: Job applicants by ethnic origin

Ethnic Origin Black/Asian/M
ixed/ Other

White
Scottish

White
British

White
Other

Not
specified

Total

Total applicants for
vacancy

208 1420 591 389 130 2738

Number of successful
applicants

13 102 38 12 9 174

Table 18: Job applicants by disability

Table 19: Job applicants by sexual orientation

Gender Female Male Not Specified Total

Total applicants for vacancy 1321 1404 13 2738

Number of successful applicants 110 61 3 174

Marital Status Married Not Married Not Specified Total

Total applicants for vacancy 611 1403 724 2738

Number of successful applicants 55 97 22 174

Disability Disabled Not

Disabled

Not

Specified

Total

Total applicants for vacancy 56 2669 13 2738

Number of successful applicants 4 167 3 174

Sexual Orientation Bisexual Heterosexual Homosexual Not Specified Total

Total applicants for vacancy 18 2655 51 14 2738

Number of successful applicants 2 165 4 3 174
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Table 20: Age range of job applicants

Staff Promotions

From 01 December 2015 to 31 December 2015 there were 65 internal promotions (24 male and 41
female). Of those, 36 were temporary and 29 permanent.

Table 21: Staff Promotions by grade and gender

Grade Female Male

A * *

B * *

C * *

D 17 10

E 14 *

F * *

G 0 0

H 0 0

T 0 0

Total 41 24

The following tables represent promotions by protected characteristic

Table 22: Disability

Disability Not Disabled Disabled Information not disclosed

Total 61 0 4

Table 23: Ethnic origin

Table 24: Sexual orientation

Sexual orientation Gay, Lesbian, Bi-
Sexual or Other

Heterosexual Prefer not to say

Total * 60 *

Age Band 16 - 24 25 - 34 35 - 44 45 - 54 55 - 64 65 + Not specified Total

Total applicants for vacancy 328 1156 750 362 102 1 39 2738

Number of successful applicants 8 65 58 32 4 1 6 174

Ethnic Origin Black/Asian/Mixed/

Other

White

Scottish

White British White

Other

Information

not provided

Total 0 41 15 * *
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Table 25: Religion and belief

Table 26: Age

Age 16 - 24 25 - 34 35 - 44 45 - 54 55 - 64 65 and over

Total 0 28 26 11 0 0

Appraisal and Performance

A Staff Appraisal Scheme is an essential part of every organisation’s performance management
framework. The Staff Appraisal Scheme is effective in assisting assist with recognition and reward and
dealing with underperformance as well as highlighting areas for development. The following tables
present the 2015 – 2016 staff appraisal scheme return.

Table 27: Gender analysis for each rating category

Gender Exceptional Performing
well

Performing
Improvements
Agreed

Underperforming Not rated % appraisals

Male 69 485 21 * 11 47.35%

Female 59 563 * * 24 52.65%

Totals 128 1048 28 * 35 100.00%

The majority of male and females were graded at performing well level which is consistent with both
the overall submission rates and headcount.

Table 28: Age range of all completed appraisals

Age Exceptional Performing
well

Performing
Improvements
Agreed

Underperforming Not rated

16 - 24 0 * * 0 *

25 - 34 19 209 * * 13

35 - 44 52 393 * * 10

45 – 54 43 305 11 0 *

55 – 64 14 126 * * *

65 and over 0 * 0 0 0

Totals 128 1048 28 * 35

Table 29: Appraisal distribution rate reflecting disability rate

Disability Exceptional Performing
well

Performing
Improvements Agreed

Underperforming Not rated

Disabled 0 24 * 0 0

Total 10 12 * 34 *

Prefer not to sayReligions Belief Roman

Catholic

Church of Scotland /

England / Wales

Other None
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Not
Disabled 120 981 26 * 35

Not
Specified * 43 * 0 0

Total 128 1048 28 * 35

Table 30: Appraisal distribution by ethnic minority

Ethnic Origin Exceptional Performing
well

Performing
Improvements Agreed

Underperforming Not rated

Black/Asian/Mixed/
Other

0 25 0 * *

White Scottish 61 561 11 * 18

White British 47 299 11 0 10

White Other 10 86 * * *

Information not
provided

* 77 * * *

Total 128 1048 28 * 35

Table 31: Appraisal distribution by sexual orientation

Sexual Orientation Exceptional Performing
well

Performing
Improvements Agreed

Underperforming Not rated

Gay, Lesbian, Bi-
Sexual or Other

* 21 0 0 *

Heterosexual 103 839 23 * 27

Prefer not to say 23 188 * * *

Total 128 1048 28 * 35

Table 32: Appraisal distribution by religion and belief

Religion and Belief Exceptional Performing
well

Performing
Improvements Agreed

Underperforming Not
rated

Roman Catholic 11 95 * * *

Church of
Scotland/England/
Wales 24 231

* * *

Other 10 74 * * *

None 51 440 * * 18

Prefer not to say 32 208 * * *

Total 128 1048 28 7 35
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Leavers

The following tables reflect leavers from 01 January 2015 – 31 December 2015 (including end of fixed
term contracts, retirements, voluntary severance, dismissal and ill health retirements). This information
is presented by gender, disability, sexual orientation, religious belief, age and ethnic minority.

Table 33: Leavers by gender

Gender Female Male Total

Total 51 50 101

Percentage 50.50% 49.50% 100%

Table 34: Disabled leavers

Disability Disabled Not disabled Total

Total 3.96% 96.04% 100%

Table 35: Sexual Orientation of leavers

Sexual
Orientation

Gay, Lesbian, Bi-Sexual
or Other

Heterosexual Prefer not to say

Total 0.99% 82.18% 16.83%

Table 36: Religious belief of leavers

Religious Belief Church
Scotland/England/W
ales

Roman
Catholic

None Other Prefer not to
say

Total

Total 17.82% 11.88% 37.62% 11.88% 20.80% 100%

Table 37: Age group of leavers

Age Group 16-24 25-34 35-44 45-54 55-64 65 and
over

Total

Total * 37 25 20 12 * 101

Table 38: Ethnic Origin of leavers

Ethnic Origin White Ethnic
Minority

Other Not
provided

Total

Total 82.18% 8.91% 0.99% 7.92% 100%
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Training and Development

From 01 January 2015 – 31 December 2015, 318 training events were held with 2737 staff members
attending.

The provision of appropriate health and safety training continued throughout 2015. 374 staff members
attended health and safety courses during this period.
E learning packages for Equality and Diversity and Bullying and Harassment are included in the
mandatory e learning for all staff. In addition the L&D Prospectus provides staff with a range of training
courses from Professional Skills to Management Development and Induction. These include Reasonable
Adjustments and Disability training and Unconscious bias training. There are also role specific training
courses available for individuals. Existing course have been revised to better meet the need of business.

Table 39: Total training interventions by gender

Gender Female Male Total

Total 1547 1190 2737

Table 40: Training Interventions by disability

Disability Disabled Not Disabled Not Specified Total

Total 45 2572 120 2737

Table 41: Training Interventions by ethnic origin

Ethnic Origin Black/Asian/Mixed/
Other

White
Scottish

White
British

White
Other

Information
not provided

Total

Total 71 1389 882 241 154 2737

Table 42: Training Interventions by sexual orientation

Sexual
Orientation

Gay, Lesbian,
Bi-Sexual or
Other

Heterosexual Prefer not to
say

Total

Total 52 2295 390 2737

Table 43: Training Interventions by religion and belief

Religion and
Belief

Roman Catholic Church of Scotland Other None Prefer not to
say

Total

Total 257 595 214 1221 450 2737

Table 44: Training Interventions by age

Age 16 - 24 25 - 34 35 - 44 45 - 54 55 - 64 65 and over Total

Total 36 635 1179 692 194 * 2737
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Appendix 1 - Equality Outcomes activity plans

Outcome 1 – Increase the number of women into leadership roles and young people

employed by SEPA

2015 – 2016
commitments

Key activities Progress to date Next steps

Encourage more
applications from
women

Review recruitment
pages for content
and style

Language revised to ensure no
gender bias;
Information on equality
monitoring added to FAQs;
Interviews with senior women
undertaken for inclusion on
intranet site;
Greater detail on employment
benefits introduced to
recruitment page.

Identify and remove
barriers which may
discourage
applications

Hold workshops with
men and women to
understand what
barriers exist or are
perceived to exist
that deter people
applying for senior
posts

Workshops completed. Main
findings;
Perception of lack of flexibility;
Lack of lateral development
opportunities;
Examples of ‘macho’
behaviors in some areas of
senior management;
Desire for genuine job
requirements;
Lack of women in senior roles.

Changes made to
management
development
program to widen
opportunities for all.
Profiles of senior
women taken and to
be promoted widely.

Increase the
competence and
confidence of females
within SEPA and in
particular those who
are currently
employed in
leadership roles and
those in band C (i.e.
the potential leaders
of the future

Develop Women in

Leadership

conference. This will

be aimed at those

women who wish to

move up the career

ladder and also at

our existing

managers to raise

awareness of the

issues faced by

women.

Conference completed and
findings reported to AMT.
These match the findings from
the earlier workshops.
The conference was open to
RAFE partners and well
attended.
Feedback shared with partner
agencies and AMT for further
direction.

Revision of role
requirements and
the approval for
lateral development
opportunities
without detriment
will support this
work further. This is
tied closely to job
evaluation which has
yet to be
undertaken.
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2015 – 2016
commitments

Key activities Progress to date Next steps

Encourage more
applications from
younger people

Consider ranges of
media used to
attract young people

Wide range of contacts
available to recruiting
managers, including use
of social media and
external contacts

Evaluate usage across
range of recruiting
styles

Explore with external
organisations how to
attract young people

SEPA is a member of
NDPB Youth
employability group and
benefits from access to
Examples of best practice
in youth recruitment

Continue membership of
group and evaluation of
best practice.

Increase opportunities
for work experience,
raising awareness of
SEPA as an employer

Identify examples of
good practice and
consider how this
could be applied by
SEPA

Paper to AMT on youth
employability and cost
implications for medium
and long term
commitment provided in
November 2015.

Business partnerships
established with schools
and pilot employability
training for pupils trialed.

Employability work being
continued with focus on
STEM subjects. Work
being considered to
support teachers of STEM
subjects to help prepare
pupils for employment

Raise awareness
internally of the range
of youth employment
schemes available

Arrange workshops

to establish the

following:

Positive experiences

of working with

younger people;

 Challenges

 Changing of

management

skills

 a young

person’s

view of SEPA

Workshops completed
and paper to AMT in
November 2015.
Included in paper analysis
of time required to
support young people
and range of schemes
which could be supported
with budgets of £100K
and £150K.

Agreement to introduce
graduate scheme from
September 17

1 X Modern apprentice
and 2 X interns appointed
since August 2015

Structure for continuing
these types of schemes
need to be in place.
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Outcome 2 – Improve accessibility of our communications (including web site)

specifically in relation to the protected characteristics of race, disability and age

2015 – 2016
commitments

Key activities Progress to date Next steps

Ensure and
continually improve
the accessibility of
information on our
web site by;

Establish and
equality user tester
group

Carry out annual
testing and revision
of web site

31/04/15 – Initial contact
made with Scottish
Disability Equality Forum
and Edinburgh and
Lothian’s Equality Council
To be progressed.

31/10/15 – Relationship
established with wider
comms and progress
from there

This will be done on an
annual basis

29/02/16 - Activity
planned agreed with
organisations. These will
include regular
information feed on SEPA
roles, environmental
advice and flooding
information.

Workshops planned with
ELREC for May 2016,
targeted at BME
businesses, women and
the wider community and
the environment

Funding to SDEF for
quarterly articles on
website and newsletter
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Ensure
communications
planning takes
account of equality
outcomes by;

Agreeing internal
guidance for equality
in communication

Establish external
equality group to
inform
communication
planning

31/04/15 - Included in
annual objectives for
Head of Strategic Comms

31/04/15 - Guidance
drafted and agreed
objective for Marketing
and Campaigns Manager

29/02/16 – Guidance to
be completed

31/04/15 - Scottish
Disability Equality Forum
identified, and initial
contact made.

31/10/15 – Action plans
established for
engagement work with
above groups

31/10/15 – Materials
distributed regarding
food waste legislation

31/10/15 – Presentation
at SDEF meeting in
Orkney by local staff.
Well received by
audience.

See above.

Explore potential for
partnership working
with other
environmental
organisations to
achieve equality
outcomes relating to
communication by;

Joint working and

training on equality

in communication

within Rafe

partnership

Consider shared

service arrangement

for equality and

communications

31/04/15 - Proposal
identified for submission
to future RAFE Comms
Group. Work with SNH
already ongoing in limited
areas of comms and in
equality training

31/10/15 – No further
progress meantime.
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Raise awareness
within SEPA of
equality and equality
outcomes and help
establish a supportive
culture by;

Review, revise and
maintain the
equality intranet site

Review and revise
internal
communications in
all forms for
consistency

31/04/15 - Equality

Champion identified in

Comms Dept, with

responsibility for

oversight of intranet site

along with Equality

Specialist.

31/10/15 – this is

business as usual and will

be directed at Equality

Champions Group to

continue.

31/04/15 – Ongoing

business as usual.
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Outcome 3 - Flood warning services will be more widely known and used by the public,

including hard to reach communities

2015 – 2016
commitments

Key activities Progress to date Next steps

Develop

understanding of

Floodline services

with equality groups

Develop

relationships with

regional equality

councils and

equality groups

Analysis of

feedback and

consultation with

groups

31/05/15 – Initial
meetings held with
Edinburgh and Lothian
Regional Equality
Council (ELREC) and
Scottish Disability
Equality Forum (SDEF).

Relationship developed
with Contact with the
Elderly and specific leaflet
developed and in use.

Relationship with Citizens
Advice Scotland and
Neighbourhood Watch
have been established
and will see advice
provided to vulnerable
people on flooding and
also providing training to
Citizens Advice staff on
flooding advice.

Quarterly feeds to SDEF
and ELREC from April
2016.

To be done annually

Improve access to

Floodline

Communication

materials

Review and Revise
marketing materials

Identify and develop
opportunities for
marketing with
partner agencies

Explore service
leaflet signposting in
alternative formats
and languages

Ongoing and use of EqIA
being made to support
this

See above regarding
partnership work.

Leaflets designed and
awaiting organizational
approach to translation
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Evaluate and respond

to any Floodline

customer equality

issues;

Include equality

accessibility within

annual customer

survey

Analyse and respond

to aspects raised

In place for 2015 and to
be extended in 2016

Analysis to be undertaken
following 2016 response.
No equality issues
identified through 2015
survey.

Improve equalities

understanding and

awareness with

Flooding

Communication and

Customer Service

staff;

Include equalities in
team development
days

Include equalities
element in team
appraisal objectives

Identify team
members for full
EqIA training

Basic EqIA training

included in 2015 training

Equality objectives

included for individuals

1 team member trained to

day. Next training dates

scheduled for April 2016.
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Objective 4 - Staff and public alike will have better access to our offices and public
counter services

2015 – 2016
commitments

Key activities Progress to date Next steps

To increase facilities

staff understanding

of access issues

Provide EqIA training
for staff

Provide staff with
Access Audit training

Ensure knowledge
transfer to
caretaking staff

Developing
relationships with
external equality
groups

1 staff member training
to date in EqIA

2 staff members trained
in Access Audits

No specific progress with
this, although will be part
of the overall external
engagements approaches
to equality

Further dates provided
for staff to attend

Introduce Facilities
Manager to external
equality groups related to
disability and race.

Ensure delivery of
equality objective
embedded in SEPA
Estate Strategy 2014 -
2020

Development of
Estate Strategy
Implementation Plan

Option appraisals to
inform business
plans to address
accessibility
requirements
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To carry out works to
address access issues
in existing estate

Appoint property

management

consultancy

Develop and

complete schedule

of access audits

Develop

prioritization plan for

improvement work

Ensure budgetary

planning includes

capital spend for

improvement to

accessibility

Develop program of

work

DTZ appointed.

Program of audits
completed and being
progressed

To be developed
following completion of
first tranche of audits

Capital budget bid
includes amount for
accessibility
improvements

Programme of works will
be carried out on
confirmation of budget
available.

2 audits complete and 1
planned for end of March
2016.

This will be an annual
step to ensure the
necessary funds are
available to continue
work.
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Outcome 5 – Work toward a workforce that is in profile with the demographics of

Scotland

2015 – 2016
commitments

Key activities Progress to date Next steps

To ensure SEPA holds

equality data for all

staff and prospective

candidates, enabling a

more accurate

comparison with the

Scottish working age

population.

Encourage better

completion of staff

monitoring forms

Development of an

internal networking

site within Equality

Intranet site

Continue to
encourage
completion of
monitoring
information by
applicants

Regular article in staff

bulletin to explain and

encourage submissions

(quarterly)

Reminders sent through

AWS Agresso to staff

members who have yet

to submit equality data.

Stonewall’s publication

‘What’s it got to do with

me?’ continues to be

issued at Corporate

Induction. Publication

also available on Equality

Intranet pages.

Signposting to Stonewall

included within the

Equalities intranet site to

support increased

understanding of need

for monitoring

The internal networking

site has been created,

including reference

materials and signposting

to equality organisations

to support external

networking.

External recruitment
pages updated to include
Q and A on reason for
equality monitoring

Continue to introduce
articles regarding equality
monitoring

Maintain intranet site to
reflect external
networking opportunities

Equality Champions to be
involved in intranet site
maintenance and
improvement

Recruitment pages will be
reviewed by Equality
Champions for feedback
and review.
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Continue to raise

awareness of

importance of

equality across SEPA

staff

Lunchtime seminars on
Unconscious bias and
‘Disability and
Reasonable Adjustments’
delivered.

Both subjects included in
2016 – 2017 Learning and
Development Prospectus

Identify gaps

between SEPA

workforce and

2011 Census data

Carry out analysis of

data and make

available on equality

intranet site

Breakdown completed

and the analysis has been

compared to the Scottish

Census data. Shortfalls

have been identified and

will be monitored to

ascertain whether they

are significant. This data

will be monitored 6

monthly.

Equality data regarding
the difference in
demographics is now
available on the
Equalities intranet
evidence pages

Widen means of
advertising and
engagement with hard to
reach communities.

Encourage

applications from

under-

represented

groups

Review the range of

advertising media

currently used and

its associated

success rates to

identify the

effectiveness of the

media

Undertake a review

of the internal and

external recruitment

page

A suite of media contacts

for advertising job

vacancies together with

the associated success

rates is available to all

recruiting managers in HR

Intranet pages.

The internal and external

recruitment pages do not

reflect any elements of

unconscious bias.

Profiles of SEPA role

models on recruitment

pages.

Training for recruitment
managers to be
developed.

Consider social media as
a regular means of
promoting vacancies

Equality Champions
Group to assist with
review and feedback to
HR.
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