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1 Introduction
1.1 This report establishes an equality and diversity baseline for Scotland’s key economic sectors.  It forms part of the ongoing work of Scottish Enterprise (SE) and Highlands and Islands Enterprise (HIE) in the seven economic sectors which have been prioritised by the Scottish Government as key drivers of national economic growth.

1.2 The ‘Government Economic Strategy’ (Scottish Government, 2007) states that:

“Some sectors and firms offer the opportunity to strengthen Scotland's areas of international comparative advantage, through achieving critical mass and boosting productivity. Sectors have the potential to make a significant contribution to increasing Scotland's growth where:

· Scotland has distinctive capabilities and businesses with the potential to be internationally successful in areas of global demand;

· they currently account for a significant part of the Scottish economy and reflect the contribution of all areas of Scotland; and

· government intervention can make a significant difference to future success by facilitating or accelerating development in areas where the market alone cannot deliver the best outcome.”
1.3 And that:

“support for Scotland's priority industries will be an important focus of activity for both Scottish Enterprise and Highlands and Islands Enterprise.”
1.4 Six economic sectors were identified in the Strategy:

· creative industries (incorporating Digital Markets and Enabling Technologies);

· energy (with a particular focus on renewables);

· financial and business services;

· food and drink (including agriculture and fisheries);

· life sciences (including biotechnology and translational medicine); and 

· tourism. 

1.5 The Strategy also prioritised public sector dominated industries such as education and healthcare and subsequently the Scottish Government made universities the seventh key economic sector.   
1.6 Equity is one of the Strategy’s five priorities alongside Learning, Skills and Well-being; Supportive Business Environment; Infrastructure Development and Place; and Effective Government.  The Equity priority covers:

· solidarity or social equity; 

· cohesion or regional equity; and 

· sustainability or inter-generational equity.

1.7 The Strategy states that an Equality Impact Assessment (EIA) will be undertaken to identify the full range of equality implications arising from the document.  
Equality and diversity
1.8 The following principle underpins all work of the Scottish Government and its agencies:

“No one should be denied opportunities because of their race or ethnicity, their disability, their gender or sexual orientation, their age or religion.”
1.9 The Ministerial Statement on Race and Faith is more expansive and in it the Government sets out its vision of a Scotland where:

· Equality and fairness are evident;
· Racism, discrimination and prejudice are eliminated; 

· We have tackled the significant inequalities in our society; 

· Diversity of backgrounds and personal characteristics are positively valued and respected;
· Everyone is enabled to achieve their potential, and is not held back by prejudice and discrimination.  We all feel safe to live free from fear, harassment, abuse or threats and our human rights are respected; and
· Our institutions have fully embedded equality and are responsive to and reflective of the communities they serve.

1.10 The promotion of equalities by public sector organisations is enshrined in the Race Relations (Amendment) Act 2000, Disability Discrimination Act 2005, and Equality Act 2006.  The Equality Act, introduced by the UK Government in 2009, received Royal Assent in April 2010, and replaces the three existing duties with a single Equality Duty which also covers age, religion/belief, sexual orientation, gender reassignment and pregnancy and maternity.  All public sector bodies are bound by the general duty outlined in the Act; in addition, the Scottish Government has recently completed consultation on the specific duties it may place on certain public sector organisations to ensure the better performance of the general duty.  SE and HIE are both subject to this legislation.  

1.11 It is also important to note as a point of law that equality legislation applies to all six equality strands for all organisations – including those in the key economic sectors - in relation to employment and training and in the provision of goods and services.

1.12 The Equalities Review (EHRC, 2008) is an influential document that establishes the context for current thinking around progressing equality goals as well as the Equality Act.  It introduces the Equality Measurement Framework.  It states that:
“the Equality Measurement Framework is not a performance measurement framework.  Rather it provides a baseline of evidence for evaluating progress and deciding priorities.  The framework will enable the Commission to discharge its legal duties to monitor social outcomes under the Equality Act 2006.  It will also provide data that may help Government and other public bodies prioritise their activities to meet the public sector duties on equality.  As data are collected to fill the framework it is planned that a web-based tool will be developed to make the data accessible and useful to all groups and individuals with an interest in promoting equality and human rights in Britain.”
1.13 The Framework contains a chapter on Productive and Valued Activities which most closely relates to employment matters.
1.14 The Equality Bill white paper ‘Framework for a Fairer Future’ (2008) contains a useful summary of the present context related to equality and highlights the following estimates of the time need to achieve equality goals on the basis of progress to date:

· the pay gap between men and women will not close until 2085;

· it will take almost 100 years for people from ethnic minorities to get the same job prospects as white people; and
· disabled people will probably never get the same job prospects.

Study aims
1.15 The overriding aim of the study is to assist SE and HIE to promote equality issues in general, and more specifically, to promote the business case for equality and diversity, in their work with the key sectors.  As highlighted above, SE and HIE have a legislative duty to pay due regard to equality and diversity issues in the delivery of their services and this study is intended to strengthen the evidence base in addressing the equality and diversity issues and in raising awareness of how equality and diversity can make a positive contribution to businesses.  

1.16 The study brief highlighted the following specific aims: 

· provide an overview of equalities data for the seven key economic sectors; 

· identify gaps in equalities data for the seven key economic sectors;

· highlight the key equalities issues for the seven key economic sectors; and  

· highlight evidence of the impact on profitability and Gross Value Added (GVA) from addressing equalities issues. 

Methodology
1.17 The study has consisted of the following research:

· literature review of the business benefits and costs of addressing equalities issues and of specific equalities issues in the seven economic sectors;
· a review of key strategic documents relating to the seven economic sectors;
· in depth interviews with a range of stakeholders from Scottish Enterprise, Highlands and Islands Enterprise and other organisations (see Appendix 1);
· a review of sources of statistical evidence on equality and diversity in the seven economic sectors; and 
· detailed analysis and reporting.

1.18 The literature review is a key part of this study.  We undertook a critical review of literature published from 1999 to the present in Scotland, UK and included some research from overseas. We searched using the IDOX information service, Google Scholar, government publications, Equalities and Human Rights Commission publications as well as other organisations that represent the interests of specific groups (see Appendix 2).  Search terms included ‘diversity within the workplace’ ‘equal opportunities’ ‘discrimination’ ‘business case for equality’ and ‘business benefits of equalities’.  We found 47 research papers relevant to this study (see Appendix 3); we recognise that this does not represent a comprehensive coverage of the literature on this topic and additional sources also exist.

Report Structure
1.19 The remainder of this report is structured as follows:

· Section 2:
assesses the evidence of the business benefits and costs of addressing equality and diversity issues;

· Section 3:
provides an overview of evidence on equality and diversity issues in the workplace;

· Section 4:
identifies sources of equality and diversity data and provides an overview of the key findings from that data;

· Section 5:
highlights key issues in the creative industries sector;

· Section 6:
highlights key issues in the energy sector;

· Section 7:
highlights key issues in the financial services sector;

· Section 8:
highlights key issues in the food and drink sector;

· Section 9:
highlights key issues in the life sciences sector;

· Section 10:
highlights key issues in the tourism sector;

· Section 11:
highlights key issues in the university sector; and

· Section 12:
presents the study’s conclusions and recommendations.

2
Business benefits and costs of addressing equality and diversity

2.1 This section assesses evidence of the benefits and costs to organisations of addressing equality and diversity issues.  It primarily draws on evidence from our literature review but also incorporates findings from our stakeholder consultations.  Equalities issues which were specific to one of the key economic sectors are highlighted in sections 5 to 11 of this report.  

2.2 A summary of the evidence is presented below and covers the:

· business benefits of addressing equality and diversity issues; 
· potential business costs of addressing equality and diversity issues; and

· resistance to addressing equality and diversity issues and potential costs to businesses of not doing so.
Benefits for businesses 
2.3 There is considerable evidence of the benefits to businesses of addressing equality and diversity issues.  The evidence is mostly qualitative although significantly, some statistical evidence also exists.  The key statistics are:

· profitability increases threefold when women account for up to a third of directors (Gavurin, 2007);
· 44% of companies with at least one female director made a profit in the previous year compared to 41% for companies with only male directors (Experian Female Directors Report, 2007);

· increasing labour market participation of women could be worth £15-23 billion which is equivalent to 1.3-2% of UK GDP (The Women and Work Commission, 2006); and
· Catalyst (2004) found that companies in the top quartile for the number of women in senior management roles had an 18% return on equity and 128% return to shareholders compared to 13% and 95% respectively for companies in the bottom quartile for the number of women in senior management roles.
2.4 These statistics are discussed in more detail below.
2.5 The Work Foundation (2006) published a discussion paper which draws on a number of studies carried out in the UK and the US and highlights examples from organisations that have reported benefits linked to diversity practices.  It concluded that the business case for implementing diversity policies was clear and highlighted a range of benefits – it is a useful summary of this topic. 

2.6 From all the evidence gathered during this study, the key benefits to businesses of addressing equality and diversity issues include:

· increased financial performance;

· increased productivity;

· higher staff retention; 

· higher staff motivation;

· improved employer image;

· improved customer approval;

· increased brand awareness;

· improved ability to respond and change through creativity and innovation;

· innovative approaches to products;

· better service delivery;

· better marketing; and

· cost savings.

2.7 These issues are covered in more detail below.

Increased financial performance
2.8 The literature review found robust evidence of increased financial performance linked mainly to gender issues; evidence for the other equality issues was less.  This quantifiable evidence comes from both the UK and overseas.

2.9 A UK study by Gavurin (2007) used Companies House data and the Market Location Ltd business to business database - which has data on 2.2 million British companies - and reported that profitability increases threefold when women account for up to a third of directors. The study highlights that the impact women have on company performance is dependent on: the proportion of women on the executive and the type of industry.  The evidence presented shows profitability of over 20% for businesses where female directors account for up to a third of all directors compared to profitability levels of approximately 5% for businesses with all female directors and businesses with more than a third of female directors, and profitability of approximately 7% for businesses with all male directors.  This allows the study to conclude that ‘the evidence shows clearly that profitability is best where women influence the decision making process rather than when they have control over it’.  
2.10 In addition, the Experian Female Directors Report (2007) used the UK National Business Database to analyse business records and found that 44% of companies with at least one female director made a profit in the previous year compared to 41% for companies with only male directors.  This was attributed to female directors being involved in more stable low-risk businesses than males.
2.11 Further to this a UK study by Anderson and Metcalf (2003) cited in Thomson (2007) suggested that having women represented on company board of directors was linked to good governance and good business sense.  Companies with female directors had more process transparency and board development processes in place.  

2.12 There is also evidence of the wider benefits to the economy from greater gender equality.  The Women and Work Commission (2006) estimated that increasing labour market participation of women could be worth between £15 billion and £23 billion which is the equivalent of between 1.3% and 2% of GDP to the UK economy.  

2.13 A review of the literature regarding the promotion of gender equality and associated business benefits by Thomson (2007) at Napier University’s Employment Research Institute found robust evidence from three large scale longitudinal American studies - Adler (2001), Catalyst (2004) and Welbourne (1999) - which all use econometric regression techniques to positively link the proportion of women in corporate senior management with profit increases.  We have reviewed Catalyst (2004) and Welbourne (1999) for this study; we were unable to source Adler (2001).
2.14 Catalyst (2004) studied data on 353 Fortune 500 companies between 1996 and 2000 using two measures of performance: Return on Equity and Total Return to Shareholders.  Findings from this study include:

· of the 11 industries examined, those with the highest representation of women on their senior management teams had better financial performance than those will low numbers of women; 

· overall companies in the top quartile for the number of women in senior management roles, had a 17.7% return on equity compared to 13.1% for the bottom quartile; 

· in terms of total return to shareholders the difference between the top quartile and the bottom quartile companies for the number of women in senior management roles, was even more apparent at 127.7% for the top quartile compared to 95.3% for the bottom quartile;

· of the five industries examined in greater detail -  Consumer Discretionary
, Consumer Staples
, Financials, Industrials, and Information Technology/Telecommunication Services – those businesses in the top quartile for the number of women in senior management roles, all had a higher returns on equity and four out of the five had a higher total return to shareholders - the exception was Technology/Telecommunication Services. 

2.15 Welbourne (1999) selected a cohort of 476 Initial Public Offering firms that went public in 1993 and studied their performance using Securities and Exchange Commission data between 1993 and 1996.  It found that having women in the senior management team leads to higher earnings and greater shareholder wealth.  The author stress that they are not demonstrating causation between gender diversity and financial performance only that they are related.  The study emphasised the importance of businesses with a mix of women and men in the senior management team – a similar finding to Gavurin.  The author also noted that from an investment perspective the number of women within the senior management team of a company can be an important factor for women when deciding where to invest.  

2.16 Thomson (2007) highlighted these US studies and suggested that companies promoting diversity are viewed as understanding best practice in relation to human capital management and so are rewarded by investors having higher levels of confidence which raises the share value of the company.  Thomson also identified the areas which employers need to address to reap these benefits including reducing horizontal segregation in the workforce, increasing the number of women at senior management level and the implementation of flexible working practices. 

2.17 A survey of 285 organisations across all economic sectors in the UK (CIPD, 2007) provides some evidence of this issue for all equalities issues not just gender based issues insofar as businesses identified ‘improving business performance’ as one of the five key drivers for diversity in terms of business benefits.

2.18 Given the recent economic difficulties the European Commission (2008) suggestion that businesses with ‘a clear focus on inclusive diversity agenda are perhaps more likely to survive hard times’ is significant.  

2.19 It is important to note that not all the quantitative evidence supports a link between increased profitability and addressing equality and diversity issues.  For example, a discussion paper by Riley et al (2008) involving robust statistical analysis found no quantitative evidence to support this theory.  The study analysed data on 2,295 British workplaces from the Workplace Employment Relations Survey 2004 and found no statistically significant relationships between equal opportunities policies and business productivity and financial performance (measures of which included gross value added per employee).  It found that “there do not appear to be large and widespread business benefits associated with equal opportunities policies.......nor does there appear to be large and widespread costs”.  It did state however that the net benefits to society of equal opportunities policies are likely to be greater than the net benefits to businesses and this should be an important consideration for SE and HIE in their promotion of equality and diversity issues. 

2.20 Although not directly identifying improved financial performance as a major business benefit of addressing equality and diversity issues, the SE/HIE contacts interviewed highlighted issues such as staff recruitment which would offer financial benefits.  A robust evidence base to promote the benefits to the key economic sectors will assist SE/HIE in raising awareness of these issues. 

Staff recruitment, retention, motivation and productivity

2.21 Stakeholders from SE and HIE interviewed as part of this research generally identified staffing issues as the main business benefit of addressing equality and diversity issues.  In particular, a number highlighted that widening the recruitment pool to help overcome skills shortages as the main benefit.  Other stakeholders, most notably, the EHRC and Sector Skills Councils also highlighted the significance of staffing issues. The literature and stakeholder interviews highlighted the importance of the availability of reliable equality monitoring information in enabling employers to consider and address staffing issues.  
2.22 The Riley et al (2008) study highlighted above does present credible arguments of how equal opportunities policies may bring benefits through improved recruitment, improved staff utilisation, improved morale and employee commitment and greater employee diversity.  Although that study found no statistical evidence to support a link to increased productivity this was in contrast to an earlier study by Perotin and Robinson in 2000 quoted by Riley et al which used Workplace Employment Relations Survey 1998 data to highlight a positive and statistically significant relationship between a formal written equal opportunities policy and labour productivity.

2.23 We found no quantitative evidence of reduced recruitment costs, improved staff retention rates of higher motivation.  There was however substantial qualitative evidence which is discussed below.

2.24 The Work Foundation (2006) highlighted increased productivity, higher staff motivation, and higher staff retention among the business benefits of addressing equality issues. 
2.25 A more productive environment through increased equality and diversity was also discussed by the European Investment Bank (EIB) (2008) in their Diversity Strategy.  The EIB recognise that by promoting equality and diversity when recruiting and retaining staff, staff feel valued and are more productive which in turn helps “to reach the Bank’s strategic goals and high overall performance”.   

2.26 An article in People Management by Simms (2009) reported that diversity delivers key benefits including a greater sense of involvement, and therefore engagement among everyone in the workforce, and a stronger employee and employer brand.  

2.27 The UK business survey highlighted above (CIPD, 2007) also identified recruiting and retaining best talent and addressing recruitment problems as key business benefits of addressing equality and diversity issues. 

2.28 Another study by CIPD (see CIPD, 2003) on age related discrimination and legislation put forward the argument for age diversity as a cost effective business practice.  It outlined how age diversity can:

· attract and retain good people;

· form part of a healthy psychological contract between organisation and employee;

· retain corporate memory and experience – which it highlighted as a major aspect of knowledge management; and

· can reduce the problem of the ‘war for talent’ between employers. 

2.29 Thomson 2007 highlights that good flexible working practices will help retain female employees, support women to progress, reduce recruitment costs and enable skills to be utilised effectively.
2.30 Research by Stonewall (2008) found that a third of lesbian and gay people think lesbian and gay people who are open about their sexual orientation are more productive in the workplace.  

Increased customer approval

2.31 A number of sources highlighted the importance of increased customer approval among businesses that have a diverse workforce although the evidence was qualitative rather than quantitative.  This issue was also highlighted by a number of the stakeholders interviewed as part of this research – they highlighted both the ability to connect with and understand their customers and also the promotion of a positive image of their organisation.

2.32 Simms (2009) reported that addressing equality and diversity issues brings a truer reflection of the diverse group of customers and clients the business deal with.

2.33 Riley et al (2008) note that some customers do not want to support a business which is involved in discriminatory practices and having a diverse workforce is an indicator of a non-discriminatory business.  
2.34 The importance of the workforce reflecting the customer base was highlighted in a survey of customers aged 50-75 by Smeaton (2009).  One respondent said “if you’ve got a customer who’s coming in, in their 50s, 60s, 70s, to see older people working in the store who they can talk to and get advice from, I think that definitely is going to make things easier than just being full of youngsters who they don’t feel they can relate to”.
2.35 The UK business survey highlighted above (see CIPD, 2007) also identified improved customer relations as a key business benefit. 

2.36 Research by Stonewall (2008) found that:
· Lesbian and gay people are more likely to buy products from companies who show a positive commitment to recruiting lesbian and gay people;
· Six in ten gay people, equivalent to over two million British consumers, are more likely to buy products if they think a company is gay-friendly; and
· Half of lesbian and gay people would be more likely to buy products from companies that use images of lesbian and gay people in their advertising.

2.37 The EHRC interview provided a good example of how important it was for businesses to think about the needs of their consumers.  The example was of a company that sells predominantly through the internet and how they need to be aware of the needs of visually impaired web users as this is a group who tend to buy products online due to convenience.  Software used by those who are visually impaired which reads web pages for them is not able to recognise text which is contained within a text box and so the user would not know what was written on the webpage.  If businesses are not aware that their website is not accessible to visually impaired people then they are in danger of excluding this consumer group.   

Innovation

2.38 A number of the stakeholders from SE and HIE interviewed as part of this research identified the potential for increased innovation as one of the main benefits to businesses of addressing equality and diversity issues.  This is supported by the literature as highlighted below.
2.39 Patterson et al (2009) highlight the importance of diversity in promoting innovation.  It includes the views of the major employers such as the UK Border Agency, UBS and IBM and states that IBM view diversity as the ‘engine of innovation’.  The report included a survey of organisations which found that catalysts for innovation included ‘setting up the right team of people’.  The report recommended that ‘organisations should cultivate a diverse workforce and encourage the development of networking and relationship building to promote innovative working’.

2.40 Riley et al (2008) also note that employees who have different backgrounds may be able to provide alternative solutions to problems or different ways of working.  
2.41 In addition, the European Commission (2008) conducted a survey on innovation and diversity with 300 companies across Europe of which 35 were returned completed.  A focus group drawn from the survey respondents was also carried out.  This research concluded that businesses recognised that ‘like-minded people will usually produce like-minded results’.  In relation to creating new products and markets the research found that businesses also recognise that greater diversity can ‘break this mould and the cycle of limited unilateral thinking’.  

2.42 Peters et al (2002) echo the view that diversity amongst the workforce provides ‘more varied perspectives’. 

2.43 This view of diversity and unilateral thinking is supported by Florida (2002) which highlights the Creativity Index which he developed linking cities in America which are ‘more tolerant, diverse and open to creativity’ with having higher economic growth.  He explains that these cities attract what he calls a ‘creative class’, people who work in a wide range of jobs but ‘try something radically new from time to time’ within that role whether they are a scientist or a musician which can add value to the wider population. 

Potential costs to businesses

2.44 Our research has highlighted that there can also potentially be costs to businesses of addressing equality and diversity issues.  The identification of these costs is important to SE and HIE as they are possible barriers they may face in promoting equality and diversity issues to businesses in the key economic sectors e.g. justifying the time and the financial costs that businesses may incur if they addressed equality and diversity issues and the time involved in collecting and monitoring equal opportunities data.  
2.45 The Riley et at (2008) study highlighted above noted that companies face real costs such as:

· training and dissemination of equal opportunities policies;

· increased job advertising costs; 

· increased time to conduct selection processes; 

· increased time to collect and monitor equal opportunities data; and

· workplace modifications to accommodate employees who have a physical disability, which were more costly for companies with older buildings. 

2.46 The study did not however quantify these costs.

2.47 Concerns about the potential time incurred by businesses to collect and monitor equal opportunities data was echoed by some of the SE and HIE contacts we interviewed.  There was some resistance to requests for equality information from businesses – particularly small businesses - where it would involve a time commitment from the businesses. There was limited mention of whether the costs could be outweighed by the benefits and the availability of a robust evidence base may be of benefit to SE and HIE in this regard.  

2.48 Costs which can arise as a result of implementing diversity policies were also summarised by a European Commission study (2003).  This study used multiple sources of evidence including a survey of 200 companies in four EU countries, extensive literature reviews, case studies and interviews with businesses and public sector bodies.  Costs to businesses include: 

· the financial costs of compliance with laws on discrimination; 

· the opportunity cost of diverting management time; and 

· the execution risks associated with such organisational change programmes. 

2.49 Again these costs were not quantified.

2.50 One of the Sector Skills Councils we interviewed also highlighted that widening access through initiatives such as internships and work placements for under-represented groups also has financial implications for the businesses concerned.  
2.51 Riley et al (2008) highlighted other potential costs linked to equality and diversity issues.  They included reduced team working and morale due to hostility from prejudiced employees who harass, antagonise and resent some employees.  Businesses have to address these problems when they arise and have costs associated with diversity training, costs of having a team which is low in morale and even legal costs if employees do not feel grievances relating to discrimination are being handled sufficiently.  

2.52 There is a counter argument to Riley’s position outlined above - that these are not costs of addressing equality and diversity issues but the cost of not ensuring an appropriate, inclusive culture in the workplace.  This view was highlighted by the EHRC and the equalities managers at SE and HIE.  Other examples of this type of scenario were highlighted in the literature review and are summarised below.

Evidence of resistance to addressing equality and diversity issues and potential costs to businesses of NOT doing so
2.53 There is evidence of possible resistance to widening the recruitment of senior level people in businesses. An article in People Management by Arkin (2005) discussed how companies recognise that employees who interact with customers should be diverse to reflect their customers but they do not see why this should also apply at senior levels.  It explained that “business leaders tend to recruit people who are like themselves” when looking to fill senior positions which would be individuals who have similar career experiences or backgrounds.

2.54 On a similar theme, diversity expert Kandola (2009), again writing in People Management, questions some of the arguments made for a workforce to reflect its customers.  The report poses the question “what if your client base isn’t the consumers directly but another business – the senior people of which are white and male”.  The argument for a workforce to reflect its customer base could therefore apply to some of the key economic sectors more than others, for example, the Food and Drink sector has a direct interface with customers which is not the case for Life Sciences.  
2.55 A study by Adams et al (2007) into ethnic minority women in work found that although there was an awareness of equality and diversity issues, there was a lack of practical measures being implemented.  The study involved a large scale telephone survey with 801 employers and found that a third of employers had no formal system for monitoring equality and diversity issues, only a third of employers had a board-level champion for equality and diversity and only a fifth had an equality and diversity budget.

2.56 For some companies the lack of diversity programmes is due to the difficulty in quantifying the benefits or intermediate outcomes to sustain investment in such programmes (European Commission, 2003).  Many organisations take a short-term view on the business case for diversity (Noon, 2007).  Diversity and equality policies have high initial costs and often the benefits such as better market opportunities are ‘only realisable five to 10 years in the future’.  This therefore requires businesses to be convinced of the long term benefits of equality and diversity.

2.57 Many businesses – especially those that comply with quality management schemes such as IiP and EQMF - would weigh the costs against the benefits of selecting, nurturing and retaining the best staff.  In addition, the investment can be seen as supporting risk assessment, that is have businesses got the right people with the right skills in the right positions, or to what extent do people know about their rights and responsibilities under equality legislation and how far do managers understand how the law operates in recruitment, retention and treatment etc.
2.58 It is also noted that new guidance on procurement will flow from the Equality Act which includes the potential loss of government and public sector contracts for companies that do not comply with the legislation.  This could potentially represent a significant cost to businesses that do not address equality and diversity issues.  The EHRC highlighted how contractors for the London Olympics and Glasgow Commonwealth Games have had to demonstrate during the tender process that they comply with the Public Sector Duties relating to the equality strands; these private contractors have to be aware of and address equalities issues within their own companies. 

2.59 The legislation also changes the role of the employment tribunal in relation to discrimination cases.  There will now be the potential for tribunal decisions to include recommendations for change covering the whole sector from which the case has emerged and this could have significant implications.  As well as the financial costs of employment tribunals which cover legal costs and compensation, organisations also need to take into account the negative implications on their reputation that can accompany employment tribunals that receive media coverage. 
2.60 One example is the case of Marlene Bielak, a retail assistant who won an employment tribunal against her former employer, the high street retailer Next, on the grounds of sexual discrimination and unfair dismissal.  Ms Bielak, who is a lesbian, had lodged a formal complaint about sexual harassment from a female colleague.  Ms Bielak eventually resigned after a period of sick leave. Next was found to have failed to deal with the complaint 14 months after it was first raised and Ms Bielak won her case for unfair dismissal and was awarded compensation in excess of £120,000.   

2.61 The CIPD 2007 survey highlighted above concluded ‘that businesses are missing out on ways that diversity can add greater value’ and that success to date had been ‘cosmetic’ rather than ‘deep seated’ (see CIPD, 2007).  

2.62 Also of note to SE and HIE in terms of promoting these issues is a survey of 495 businesses across Europe in which 82% of respondents recognised the business benefits of diversity (European Commission, 2008).  While this is encouraging for SE and HIE in terms of future work, SE/HIE should carefully note the survey findings that the largest companies had made the most progress in terms of addressing diversity issues and that some SMEs ‘lack the time and resources to develop a diversity approach’. 
2.63 Business in the Community provides useful information on equality and diversity issues from the business perspective.  Its Race for Opportunity initiative along with the Employers’ Forum on Disability provide useful illustrations of corporate responses.  Race for Opportunity is a race diversity campaign that aims to improve employment opportunities for ethnic minorities by raising awareness of the barriers facing the BME community, highlight the responsibility and role of organisational leaders in delivering race diversity, and highlight the economic and business benefits of investing in race diversity.  Over 160 employers have signed up to the campaign and periodic Benchmarking reports highlight progress among these member organisations.  The Employers’ Forum on Disability has produced a Business case for disability confidence.
Summary of the evidence

2.64 The evidence presented here shows that there are both benefits and costs to businesses of addressing equality and diversity issues.  On balance there is more evidence of the benefits than the costs.  Importantly there is also evidence of resistance to change and the potential costs that can occur from NOT addressing equality and diversity issues.  There is therefore considerable scope for SE and HIE to work with organisations in the key economic sectors on promoting the benefits of equality and diversity issues.
2.65 A drawback that SE and HIE may face in promoting the business benefits of addressing equality and diversity issues is the predominance of qualitative evidence and limited quantitative evidence.  This is acknowledged in the literature with the Work Foundation (2006) study - referenced earlier in this review – stating that ‘compelling statistics [about the impact of diversity] are in the minority both because of the difficulties of establishing cause and effect when diversity policies are introduced alongside other organisational policies’.  It is hoped that the evidence presented in this report – both quantitative and qualitative – will enhance the promotion of equality and diversity with businesses in the key economic sectors.
3
Overview of Evidence on Equality and Diversity Issues in the Workplace
3.1 This section provides a short overview of the evidence on equality and diversity issues in the workplace gathered during this study.  It is not intended to be a comprehensive review of all equality and diversity issues in the workplace but does give an indication of some of the issues that SE and HIE may be able to help businesses address by promoting equality and diversity to organisations in the seven key economic sectors.

3.2 Each of the equality issues are addressed in turn and this section is therefore structured as follows:

· Gender;
· Ethnicity; 

· Age;

· Sexual orientation;

· Religion and belief; and

· Disability.
Gender

3.3 There is substantial evidence of gender imbalance among both directors and employers across all economic sectors.

3.4 Gavurin (2007) found that there were approximately 1,223,565 women in the UK registered as directors with Companies House and this equates to 32% of all directors.  This is higher than an estimate of approximately 800,000 or 28% of all directors made by Experian in 2007.  Gavurin highlights that there is considerable variation in this by business size with only 10% of large companies (those with more than 500 employees) had a female director compared to 30% of the smallest companies (those with 1-4 employees). 

3.5 Gavurin also used the term executives to capture the number of people who run businesses – generally smaller businesses - that may not be registered at Companies House and identified 619,781 female executives which equates to 29% of the total.  It also found that in Scotland women executives work mainly in Education (57.2%), Health and Social Work (56.8%) or Community, Social and Personal activities (45.1%) which is similar to the pattern for the UK as a whole.  
3.6 The study also found that 24% of all businesses in the UK were run wholly by women executives.
3.7 There is evidence of occupational segregation throughout Scotland’s workforce as shown by data published by the Scottish Government (2010).  For all occupational groups the gender split relatively evenly with 52.7% (1,331,600) males and 47.3% (1,197,100) females. However, women dominate the workforce within particular occupational groups such as:

· Personal Service Occupations
 (82.7%);

· Administrative and Secretarial (79.8%); and

· Sales and Customer Service Occupations (66.1%).

Gender pay gaps

3.8 Gender based pay inequalities have been the subject of significant research for a number of years.  
3.9 In Scotland, data from the 2009 Annual Survey of Hours and Earnings showed a 16% pay gap between men and women’s average (mean) hourly earnings with men earning on average (mean) £14.72 per hour compared to £12.35 for women.  The differences by full-time and part-time work were:

· Full-time - a 12% pay gap between men and women’s average (mean) hourly earnings with men earning on average (mean) £15.00 per hour compared to £13.17 for women; and
· Part-time - a 3% pay gap between men and women’s average (mean) hourly earnings with men earning on average (mean) £10.35 per hour compared to £10.09 for women.
3.10 The situation in Scotland is more equitable than the UK as a whole but still weighted strongly towards men.  The gender gap in average (mean) hourly was 20% overall, 16% for full-time workers and 13% for part-time workers.
3.11 Recent figures published by the Office for National Statistics (2009) for the UK suggest that the pay gap between men and women based on median hourly earnings narrowed between 2008 and 2009 but remains unequal:  
· for all employees the gender pay gap decreased to 22.0% from 22.5% in 2008; 
· full-time employees have a pay gap which is down from 12.6% on the previous year to 12.2%;  
· for part-time employees there is a negative gender pay gap of minus 2.0% which has also decreased from minus 3.7% in 2008 (in other words, part-time female employees in the UK earned slightly more than their male counterparts);
· based on median hourly rates part-time female employees earn £7.86 compared to £7.71 for part-time male workers.  This negative gender pay gap may be explained by the different working patterns between men and women with 1,517,000 males working part-time compared to 5,058,000 women;
· within the public sector the gender pay gap is 21.0% for all employees. For those working full-time it is 11.6% and 18.3% for part-time; and
· the gender pay gap in the private sector for all employees is similar to that of the public sector at 20.8%.  Full-time workers in the private sector have a gender pay gap of 20.8% but part-time workers are paid more equally with a gap of only 0.4%.

3.12 The EHRC put the cumulative effect of this pay gap into perspective with an estimate that across the UK an average woman in full-time work between the ages 18-59 will miss out on £369,000 over the course of her working life
.
3.13 Close The Gap - a partnership project which works to address the gender pay gap - also publishes updates on the gender pay gap in Scotland.  There are limitations on calculating the pay gap for each sector as the data is unreliable and the sample size too small. This information is provided, on request, by Labour Market Statistics at the Scottish Government who calculate using Annual Survey of Hours and Earnings (ASHE) figures.  Standard Industry Classifications (SIC) are used to aid sector classification. However, this can be problematic as some new sectors such as renewable energy can be difficult to classify. 
3.14 Close The Gap identifies the main causes of the pay gap as: 
· occupational segregation;
· lack of flexible working opportunities; and 

· discrimination in pay and grading systems.
3.15 Close the Gap works to enable action to address these three areas. Occupational Segregation is a Ministerial Priority reflecting the detrimental impact on Scotland’s economic sectors. 

3.16 A Close the Gap publication (Thomson 2007) states that undertaking an equal pay review and an equality impact assessment will help companies to avoid litigation costs and ensure compliance with equal pay law and discrimination law. 
Transgender
3.17 A survey of 71 transgender people was conducted by the Scottish Transgender Alliance (2008) and reported that more than half (53%) of respondents had suffered transphobic discrimination or harassment at work from work colleagues.  This is a finding supported by a literature review conducted by Mitchell and Howarth (2009).  Seventeen percent of respondents stated that they had never revealed their transgender identity to their work colleagues.  However, amongst all survey respondents, 15% said that their employer had failed to keep the details of their transgender identity private resulting in discrimination and harassment at work. 

3.18 Unemployment amongst the survey participants was high with many receiving Income Support, Jobseekers Allowance or Incapacity Benefit (37%).  Some (8%) had been sacked at least once from their job due to their transgender identity and 13% had made the decision to quit their job at least once in the fear that their employer or work colleagues would harass or discriminate against them.  Not unsurprisingly many transgender individuals are self-employed (20%). 

Ethnicity
3.19 There was substantial evidence of ethnicity-based issues and they are summarised below.

3.20 Those from an ethnic minority background are less well represented at senior management level.  Figures from the Census (2001) show that the ethnic minority population represented 7.9% of the UK total population in 2001.  However, amongst the FTSE100 companies only 27 directors or 4.7% of those on the board of directors are from an ethnic minority background (Sealy et al, 2009).  
3.21 Adams et al (2007) considered the interaction of gender and ethnicity issues and found that Black and Asian women across both the public and private sector account for only 3% of senior management whilst for all women the proportion is 9%.  More Black and Asian women were employed within senior management positions in the public sector (5%), mainly in health and social work, than the private sector (3%).  The public sector was reported to be more committed than the private sector to providing specific working arrangements for Black and Asian women such as tailored mentoring, support networks and leadership programmes.  Although women were represented in senior management roles in education in line with the proportion of women within the workforce this was not the case for Black and Asian women. 
3.22 Moosa (2009) explored some of the challenges surrounding ethnicity and gender and highlighted two particular issues: 

· Tokenism – hiring ethnic minority women into senior roles to signal that they ‘value diversity’; and 

· Typecasting – promoting ethnic minority women into senior equality and diversity roles when their skills lie elsewhere. 

3.23 The report included a survey of 50 second generation Muslim women in Manchester, Leicester and London.  It found one in five of the women had not been able to find work whilst wearing religious dress such as the hijab which covers the head or niqab which covers the face.  However all of these women found work when they did not wear their religious dress.

3.24 Promotion amongst ethnic minority groups was researched by the Department for Work and Pensions (2008) using a mixed methods approach of analysis of 22 promotion and selection interviews in  three selected companies and 62 interviews in two case study organisations.  It found that there were ‘persistent but intangible barriers to ethnic minority groups progressing into management positions’ and describe management selection interviews as a ‘highly culturally-specific event’.  It identified a ‘linguistic penalty’ which affected candidates born abroad and consisted of three distinct factors: differences in communicative style, different assumptions about the job interview, and difficulties in having their experiences of living and working abroad acknowledged. 
3.25 The Government Equalities Office (2010) highlights research into ethnicity based discrimination in recruitment process.  The research was undertaken by the National Centre for Social Research for the DWP and involved responding to actual job advertisements with identical CVs which randomly varied the names on them to give an apparent indication of ethnicity and gender.  The results included:
· of 987 applications with an apparently White British name, approximately 11% received a positive response compared to only 6% of the 1,974 applications with an apparently ethnic minority name;

· the adverse effect was larger for those with apparently Pakistani or Bangladeshi names than those with Indian, Chinese or Black Caribbean names, although the differences between these groups were not statistically significant;

· discrimination applied to both men and women; and
· discrimination was lower for public sector than private sector employers (4% compared to 35%).

3.26 The Equalities and Human Rights Commission (2009) conducted an inquiry into race discrimination within the construction industry.  It reported that 7% of non-white ethnic minority students were studying construction-related trades, but figures show that only 3.3% were employed or self-employed within the industry.  A number of barriers were identified within the construction industry including the prevalence of word of mouth recruitment, tendering and contracting which limits diverse entrants, a lack of progression within the industry as well as some more negative experiences such as a culture of racist ‘banter’ amongst some workers. 

3.27 Statistics demonstrate significant variation in self-employment rates by ethnicity (see Scottish Government, 2006).  The highest rates of self-employment were in the following ethnic groups: Pakistani (32%), Chinese (23%), Indian (22%), Bangladeshi (20%) and Other South Asian (20%) compared to only 10% amongst the White Scottish population.  The data therefore shows that those from an ethnic minority background are more likely to be self-employed than those who are of white ethnic origin.

3.28 More generally, employment rates for ethnic minority groups were lower than for white ethnic groups with rates of 58% and 75% respectively.  This was also the case for women but to lesser extent with employment rates of 72% in 2006 compared to 77% for males. 

3.29 Analysis published by the Joseph Rowntree Foundation (1999) based on data from the Labour Force Survey and the Family Resources Survey found that amongst young men aged 16 and 17 years old, 40% of those from a minority ethnic group were unemployed compared to just 18% of those who were white. It found young men of Black Caribbean heritage experienced particularly high unemployment levels.  Whilst one in eight white young men were unemployed, young Black Caribbean men with similar qualifications were more than twice as likely to be unemployed.  One in three young Black African men were unemployed compared to just one in eight young white men.

Ethnicity based pay gaps
3.30 Pay gaps exist both between those of white origin and ethnic minority groups as well as between men and women within particular ethnic groups.

3.31 Research carried out by Longhi et al (2008) using Labour Force Survey datasets found that all ethnic minority women and some ethnic minority men experience pay gaps relative to White British men.  It found that relative to White British men:

· Pakistani women were paid 26% less;

· Pakistani men were paid 23% less;

· Black African women were paid 21% less;

· Bangladeshi men were paid 21% less;

· Bangladeshi women were paid 18% less; 

· Black African men were paid 18% less;

· White British women were paid 16% less;

· Indian women were paid 14% less; and 

· Chinese women were paid 9% less.

3.32 The following groups were found not to have statistically significant pay gaps with White British men: Indian men, Chinese men and Black Caribbean men.

3.33 When looking at pay gaps amongst men and women within particular ethnic groups the research also found significant gaps, for example, Indian women were paid 18% less than Indian men. 

Age 

3.34 Research with equality and diversity issues relating to age were found for both young and older workers who each face particular stereotypes and barriers within the workplace.

3.35 A study by CIPD (2003) identified the following stereotypes associated with younger and older workers: 

· younger workers are perceived to be irresponsible, immature and ill-mannered; and 

· older workers are thought to be inflexible, slow learners and unable to adapt to change.

3.36 Further to this the CIPD found that young people experienced barriers in the workplace.  Eight percent of under 35s had been told they were too young for a job and a further 8% believed that they had been rejected for a job for being too young. 

3.37 A study of older workers by Smeaton et al (2009) reported that employers were aware that candidates could be judged by their age.  It was noted that employers saw that if they took the age of candidates out of application forms during the recruitment selection process it “automatically increases the pool of labour and improves recruitment and retention, particularly of those with hard-to-replace skills”.

3.38 In every age band, the number of male directors exceeds the numbers who are female.  However within the 70+ and the 18-29 age groups the number of female directors is highest with 41.3% and 37.6% respectively (Experian, 2007).  Women directors were found to be four years younger on average than men with the average age of 47 and 51 respectively (Gavurin, 2007). 

3.39 Longhi et al (2008) found that from a woman’s late 30s their pay started to fall behind that of men.

3.40 Some research has however highlighted that employers valued the experience that older workers can bring to a role.  Loretto et al (2003) found that smaller companies were more positive about recruiting people aged over 50 than larger organisations.
Sexual orientation 

3.41 ‘Serves You Right: Lesbian and gay people’s expectations of discrimination’ Stonewall (2008) found that nearly one in five lesbian and gay people, almost 350,000 employees in Britain, say they have experienced bullying from their colleagues because of their sexual orientation. 

3.42 In depth group discussions conducted by CIPD (2009) into employers’ experiences of addressing sexual orientation and religion/belief at work described how employees who were experiencing discrimination, harassment or intolerance as a result of their sexuality were less likely to report it compared to those with particular religious beliefs. 

3.43 The CIPD report found there were distinct barriers in relation to sexual orientation and religion/beliefs:

· lack of interest and limited competence among line managers;

· a pecking order for diversity issues;

· pervasive cultures of harassment and bullying; and
· limited diversity in employee profiles.
3.44 In terms of diversity policies line managers were ‘less confident about dealing with incidents related to sexuality’ due to reasons including personal prejudices or embarrassment.  Diversity training was also thought to not cover sexual orientation as much as other diversity issues.
3.45 In contrast to other equality groups, sexual orientation was positively correlated to pay.  Longhi et al found that “consistent with the previous literature......men in a same sex couple seem to earn higher pay on average than married men, and women in a same sex couple earn higher pay than married women”. 

Religion and Belief

3.46 The CIPD (2009) report cited above related to religion/belief as well as sexuality and the barriers apply to this group also.

3.47 Data on self-employment by religious groups showed that 33% of Sikhs, 29% of Muslims and 27% of those who are Jewish were self-employed (Scottish Government, 2006).  The lowest levels of self-employment were amongst Roman Catholics (8%), Another Religion (12%) and Christian (13%).  This evidence is linked to ethnicity. 

3.48 Levels of economic activity were also shown to vary amongst different religious groups.  Macpherson and Bond (2009) referred to Scottish Government statistics for 2006 which showed that Muslims have the lowest economic activity rate of all religious groups at just 53%.  The highest was for Church of Scotland at 76%.  When looking at this data by gender it becomes clear that Muslim women have a particularly low economic activity rate at just 35% compared to 67% for Muslim men.  A similar pattern for unemployment rates was evident with Muslims having the highest at 13%.  Almost a third of unemployed Muslims reported that they had never worked.  Those of the Jewish faith had the lowest unemployment rates at just 5% followed by Church of Scotland and Other Christian Groups with 6%.  This research did not discuss the reasons behind high levels of economic inactivity or unemployment rates amongst particular religious groups.
3.49 The evidence also shows that non-Christian religious groups are more likely to work for a micro-business, defined as having nine employees or less - 54% of Sikhs, 53% of Muslims, 44% of Jewish and 44% of Buddhists work in micro-businesses (Scottish Government, 2006).  Amongst the Church of Scotland religious group only 30% work in micro-businesses and for Roman Catholics the rate was 24%.   

3.50 Women of all religious denominations except Jewish are paid less on average than Christian men, with the largest gaps being for Sikh and Muslim women who have a pay gap of 22% (Longhi et al, 2008). 

Disability
3.51 A survey of senior workers by RADAR (2009) found that 62% of disabled people had the option not to reveal their impairment at work.  As many as 75% decided to not reveal their disability mainly due to fear of discrimination and limited career progression.  Those with mental health conditions were nearly four times more likely than other disabled people to be open to no one at work - 15.2% compared to 3.9%.  Employees who did choose to reveal their disability at work tended to only do so to their peers rather than to their managers or those in senior positions within the organisation.
3.52 Research on pay gaps found that disabled women earn 22% less than non-disabled men and disabled men earn 12% less than non-disabled men (Longhi et al, 2008).  This shows that the pay of disabled women is affected by both their gender and their disability.  The findings of the Longhi report are consistent with previous research findings highlighted in it.
3.53 Those with a disability were found to be less economically active than non-disabled people (Macpherson and Bond, 2009) – 75.1% compared to 83.2%.  
3.54 More specifically research has found that those who are or have been in contact with specialist mental health services remain the most excluded from the labour market with only one person in five in paid work or full-time education (Lockett et al, 2009). 
3.55 Explanations for lower economic activity rates were explored in Macpherson and Bond, 2009 and included the correlation between disability and poor health, disabled people tend to have lower qualifications, employment opportunities in the area, transport availability and costs. 

3.56 Patterns of working amongst those with a disability are broadly similar to that of the total working population.  There are more female part-time workers with a disability than males.  A study of the Welsh Health Survey (Jones and Latreille, 2009) found that the disabled/those in poor health who do work are more likely to be self-employed with 17.6% compared to 12.5% for non-disabled.  This was thought to be a reflection of how the individual is given the opportunity to accommodate their (often physical) impairment in their own working environment rather than fit with working practices and workplace adjustments of an employer.  
3.57 The RNIB (2008) noted that the employment rate of working age people with seeing difficulties is much lower than for the general working age population at 62% compared to 75%.  For those employees who have additional disabilities or health problems the employment rate is just 36%. 
3.58 Interestingly a higher proportion of people who are disabled with seeing disabilities would like to work compared to the total working age population.  Although 45% are economically inactive, one third would like to work, which is a higher proportion than for those who do not have seeing difficulties.

3.59 In addition to this the RNIB found that people with seeing difficulties were more likely to be in occupations classified as managerial, professional and technical (46%) compared to the general working population (42%) and those working with other disabilities (36%).   
4
Equalities Evidence

Data sources
4.1 We have reviewed a number of statistical sources to establish the level of equality and diversity information available.  The key sources with the greatest level of equality and diversity information on the key economic sectors were:
· Annual Business Inquiry;

· Scottish Household Survey; 

· Annual Population Survey;

· FAME database;

· Census of Population; and 
· HESA.
4.2 We have assessed each of these sources addressing the availability of data for the six equality groups and the seven key economic sectors, as well as the geographical coverage and whether data relates to employees and/or shareholder and directors.  Summaries of these assessments can be found in Appendix 4.  
4.3 The analysis that follows draws on a number of these sources.  
4.4 Information on directors is taken from FAME which contains data on age and gender.  None of the other sources shown above contain any information on directors.  
4.5 All sources of information on employees and employers have some drawbacks – the information presented in this report is drawn from the Scottish Household Survey (SHS) and the Annual Business Inquiry (ABI).  The SHS is used because it has the biggest sample size in Scotland (31,000 households), a wide range of equality data and is readily available via UK Data Archive; its only drawback is that the latest data relates to 2005-06.  Although the Annual Population Survey has more up-to-date data for 2007-08 its Scottish sample size was approximately half that of the SHS and access via UK Data Archive incurs a significant charge.  ABI data is used in this report primarily to provide statistics on the number, size and location of workplaces and associated employees; the equality information for this source is more limited than either the SHS or APS.  
Data analysis - Directors
4.6 The FAME database holds information on the gender and age of all registered company directors in Scotland and in March 2010 there were approximately 125,000.  
Gender
4.7 FAME data clearly highlights a gender imbalance among directors in the seven key economic sectors.  Across the seven sectors approximately three out of ten directors were female and seven out of ten were male.  

4.8 This gender ratio for the seven key economic sectors taken together is comparable to the situation for all economic sectors in Scotland.

4.9 There was considerable variation between the seven key economic sectors.  The proportion of female directors was highest in the university sector (30.3%) and lowest in the life sciences sector (18.7%).

Table 4.1:
Directors’ Gender in the Key Economic Sectors (Scotland)
	Area
	Female
	Male
	Total

	Food and Drink
	2,033
	5,960
	7,993

	
	25.4%
	74.6%
	100.0%

	Tourism
	4,143
	10,412
	14,555

	
	28.5%
	71.5%
	100.0%

	Finance and Business Services
	24,197
	59,336
	83,533

	
	29.0%
	71.0%
	100.0%

	Life Sciences
	235
	1,024
	1,259

	
	18.7%
	81.3%
	100.0%

	Energy
	832
	3,098
	3,930

	
	21.2%
	78.8%
	100.0%

	Creative Industries
	3,913
	9,186
	13,100

	
	29.9%
	70.1%
	100.0%

	Universities
	105
	241
	346

	
	30.3%
	69.7%
	100.0%

	Seven key economic sectors
	35,458
	89,257
	124,716

	
	28.4%
	71.6%
	100.0%

	All sectors
	79,782
	205,396
	285,178

	
	28.0%
	72.0%
	100.0%


Source: FAME Database, March 2010

4.10 Figure 4.1 demonstrates that the gender imbalance is evident in organisations in both the SE and HIE areas.
Figure 4.1:
Directors’ Gender in the Key Economic Sectors
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4.11 In organisations in the Scottish Enterprise area, 28.0% of directors were female and 72.0% were male.  The proportion of female directors ranged from 30.0% in the university sector to 18.8% in life sciences.

Table 4.2:
Directors’ Gender in the Key Economic Sectors (SE Area)
	Area
	Female
	Male
	Total

	Food and Drink
	1,569
	4,623
	6,192

	
	25.3%
	74.7%
	100.0%

	Tourism
	3,401
	9,087
	12,488

	
	27.2%
	72.8%
	100.0%

	Finance and Business Services
	21,797
	54,610
	76,407

	
	28.5%
	71.5%
	100.0%

	Life Sciences
	217
	937
	1,154

	
	18.8%
	81.2%
	100.0%

	Energy
	751
	2,822
	3,573

	
	21.0%
	79.0%
	100.0%

	Creative Industries
	3,503
	8,448
	11,951

	
	29.3%
	70.7%
	100.0%

	Universities
	83
	194
	277

	
	30.0%
	70.0%
	100.0%

	All key economic sectors
	31,321
	80,721
	112,042

	
	28.0%
	72.0%
	100.0%

	All sectors
	71,137
	186,818
	257,955

	
	27.6%
	72.4%
	100.0%


Source: FAME Database, March 2010

4.12 In organisations in the Highlands and Islands Enterprise area, a higher proportion of directors were female (32.6%) compared to organisations in the Scottish Enterprise area (28.0%) and this was also the case in six of the seven key economic sectors – the exception was Life sciences.  It is important to note however that a significant gender imbalance remained evident in the HIE area.

4.13 The proportion of female directors in the HIE area ranged from 35.9% in the tourism sector to 17.1% in life sciences.

Table 4.3:
Directors’ Gender in the Key Economic Sectors (HIE area)
	Area
	Female
	Male
	Total

	Food and Drink
	464
	1337
	1,801

	
	25.8%
	74.2%
	100.0%

	Tourism
	742
	1,325
	2,067

	
	35.9%
	64.1%
	100.0%

	Finance and Business Services
	2,400
	4,726
	7,126

	
	33.7%
	66.3%
	100.0%

	Life Sciences
	18
	87
	105

	
	17.1%
	82.9%
	100.0%

	Energy
	81
	276
	357

	
	22.7%
	77.3%
	100.0%

	Creative Industries
	410
	738
	1,149

	
	35.7%
	64.3%
	100.0%

	Universities
	22
	47
	69

	
	31.9%
	68.1%
	100.0%

	All key economic sectors
	4,137
	8,536
	12,674

	
	32.6%
	67.4%
	100.0%

	All sectors
	8,645
	18,578
	27,223

	
	28.0%
	72.0%
	100.0%


Source: FAME Database, March 2010

Age

4.14 Directors of organisations in the seven key economic sectors have an uneven age distribution and were generally older.  Approximately 6 out of 10 directors were aged between 40 and 59 and there were more directors aged over 70 (4.5%) than there were under 30 (3.1%).

4.15 The age distribution varied considerably between the seven sectors.  The highest proportions of directors below 30 were evident in tourism (3.9%) and creative industries (3.8%) and the lowest proportion of directors in this age group were in life sciences (2.1%), energy (2.3%) and university (2.3%).  A far greater proportion of directors in the university sector were aged 60 plus (39.0%) compared to the other key economic sectors.
4.16 The average age of a director in the seven key economic sectors was 49.8.  This ranged from 48.6 in the creative industries sector to 54.8 in the university sector.

Table 4.4:
Directors’ Age in the Key Economic Sectors (Scotland)
	Area
	<30
	30-39
	40-49
	50-59
	60-69
	70-79
	80+
	Total
	Average

	Food and Drink
	247
	1,049
	2,408
	2,278
	1,405
	495
	111
	7,993
	51.3

	
	3.1%
	13.1%
	30.1%
	28.5%
	17.6%
	6.2%
	1.4%
	100.0%
	

	Tourism
	561
	2,092
	4,150
	3,821
	2,831
	930
	171
	14556
	51.1

	
	3.9%
	14.4%
	28.5%
	26.3%
	19.4%
	6.4%
	1.2%
	100.0%
	

	Finance and Business Services
	2,444
	13,035
	27,156
	24,812
	12,875
	2,731
	482
	83,535
	49.6

	
	2.9%
	15.6%
	32.5%
	29.7%
	15.4%
	3.3%
	0.6%
	100.0%
	

	Life Sciences
	27
	134
	362
	417
	261
	51
	7
	1,259
	51.9

	
	2.1%
	10.6%
	28.8%
	33.1%
	20.7%
	4.1%
	0.6%
	100.0%
	

	Energy
	92
	554
	1,335
	1,345
	511
	83
	10
	3930
	49.3

	
	2.3%
	14.1%
	34.0%
	34.2%
	13.0%
	2.1%
	0.3%
	100.0%
	

	Creative Industries
	496
	2,535
	4,218
	3,433
	1,884
	455
	82
	13,102
	48.6

	
	3.8%
	19.3%
	32.2%
	26.2%
	14.4%
	3.5%
	0.6%
	100.0%
	

	Universities
	8
	25
	63
	115
	114
	19
	2
	346
	54.8

	
	2.3%
	7.2%
	18.2%
	33.2%
	32.9%
	5.5%
	0.6%
	100.0%
	

	All key economic sectors
	3,875
	19,424
	39,692
	36,221
	19,881
	4,764
	916
	124,721
	49.8

	
	3.1%
	15.6%
	31.8%
	29.0%
	15.9%
	3.8%
	0.7%
	100.0%
	


Source: FAME Database, March 2010

4.17 Directors’ age distribution in the SE areas is broadly similar to Scotland as a whole as shown in figure 4.2 below.  In the HIE area there were proportionately fewer directors aged 30-49 but more aged 60+.
Figure 4.2:
Directors’ Gender in the Key Economic Sectors
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4.18 The age distribution in organisations across the seven key economic sectors in the Scottish Enterprise area was broadly comparable to the situation for Scotland as a whole, as shown in the table below. Approximately 6 out of 10 directors were aged between 40 and 59 and the greatest proportion of directors under 30 were in tourism (3.9%) and creative industries (3.9%) and the university sector had a significant number of directors aged 60 plus (36.9%).

Table 4.5:
Directors’ Age in the Key Economic Sectors (SE Area)
	Area
	<30
	30-39
	40-49
	50-59
	60-69
	70-79
	80+
	Total
	Average

	Food and Drink
	184
	755
	1,916
	1,741
	1,106
	397
	93
	6,192
	51.6

	
	3.0%
	12.2%
	30.9%
	28.1%
	17.9%
	6.4%
	1.5%
	100.0%
	

	Tourism
	490
	1,848
	3,623
	3,268
	2,355
	781
	124
	12489
	50.9

	
	3.9%
	14.8%
	29.0%
	26.2%
	18.9%
	6.3%
	1.0%
	100.0%
	

	Finance and Business Services
	2,214
	12,031
	25,145
	22,733
	11,472
	2,391
	423
	76,409
	49.4

	
	2.9%
	15.7%
	32.9%
	29.8%
	15.0%
	3.1%
	0.6%
	100.0%
	

	Life Sciences
	23
	120
	326
	392
	240
	46
	7
	1,154
	52.1

	
	2.0%
	10.4%
	28.2%
	34.0%
	20.8%
	4.0%
	0.6%
	100.0%
	

	Energy
	74
	513
	1,223
	1,230
	456
	67
	10
	3573
	49.2

	
	2.1%
	14.4%
	34.2%
	34.4%
	12.8%
	1.9%
	0.3%
	100.0%
	

	Creative Industries
	466
	2,383
	3,906
	3,099
	1,644
	388
	68
	11,953
	48.2

	
	3.9%
	19.9%
	32.7%
	25.9%
	13.8%
	3.2%
	0.6%
	100.0%
	

	Universities
	7
	19
	53
	96
	91
	10
	1
	277
	54.8

	
	2.5%
	6.9%
	19.1%
	34.7%
	32.9%
	3.6%
	0.4%
	100.0%
	

	All key economic sectors
	3,458
	17,669
	36,192
	32,559
	17,364
	4,080
	772
	112,047
	49.6

	
	3.1%
	15.8%
	32.3%
	29.1%
	15.5%
	3.6%
	0.7%
	100.0%
	


Source: FAME Database, March 2010

4.19 The age distribution in organisations in the Highlands and Islands Enterprise area had some minor variations.  The majority of directors were again aged between 40 and 59 although the proportion was slightly less (56.5%) than across Scotland as a whole (60.8%).  The sectors with the highest proportion of directors aged under 30 were different - energy (5.0%) and life sciences (3.8%).  A higher proportion of directors in the university sector were aged 60 plus (47.7%) compared to Scotland as a whole (39%).

Table 4.6:
Directors’ Age in the Key Economic Sectors (HIE Area)
	Area
	<30
	30-39
	40-49
	50-59
	60-69
	70-79
	80+
	Total
	Average

	Food and Drink
	63
	294
	492
	537
	299
	98
	18
	1,801
	50.5

	
	3.5%
	16.3%
	27.3%
	29.8%
	16.6%
	5.4%
	1.0%
	100.0%
	

	Tourism
	71
	244
	527
	553
	476
	149
	47
	2067
	52.8

	
	3.4%
	11.8%
	25.5%
	26.8%
	23.0%
	7.2%
	2.3%
	100.0%
	

	Finance and Business Services
	230
	1,004
	2,011
	2,079
	1,403
	340
	59
	7,126
	51.1

	
	3.2%
	14.1%
	28.2%
	29.2%
	19.7%
	4.8%
	0.8%
	100.0%
	

	Life Sciences
	4
	14
	36
	25
	21
	5
	0
	105
	49.9

	
	3.8%
	13.3%
	34.3%
	23.8%
	20.0%
	4.8%
	0.0%
	100.0%
	

	Energy
	18
	41
	112
	115
	55
	16
	0
	357
	50.0

	
	5.0%
	11.5%
	31.4%
	32.2%
	15.4%
	4.5%
	0.0%
	100.0%
	

	Creative Industries
	30
	152
	312
	334
	239
	67
	14
	1,149
	51.9

	
	2.6%
	13.3%
	27.2%
	29.1%
	20.8%
	5.8%
	1.2%
	100.0%
	

	Universities
	1
	6
	10
	19
	23
	9
	1
	69
	54.8

	
	1.4%
	8.7%
	14.5%
	27.5%
	33.3%
	13.0%
	1.4%
	100.0%
	

	All key economic sectors
	417
	1,755
	3,500
	3,662
	2,516
	684
	144
	12,674
	51.3

	
	3.3%
	13.8%
	27.6%
	28.9%
	19.9%
	5.4%
	1.1%
	100.0%
	


Source: FAME Database, March 2010

Data analysis – Workplaces and Employees (Annual Business Inquiry)
4.20 The Annual Business Inquiry (ABI) provides data on the total number of workplaces and employees in each SIC code sector, using the updated 2007 classifications. Current Scottish Government guidelines on the SIC codes for the seven key economic sectors, and the definitions given by Scottish Enterprise and Highlands and Islands Enterprise, use the 2003 SIC codes.  This analysis uses the closest matches between the 2003 and 2007 SIC codes (see Appendix 5). 
4.21 The ABI is based on a sample survey so estimates are subject to sampling errors which need to be taken into account when interpreting the data.  The sample size in Scotland is approximately 8,100 firms.
Workplace Analysis by Key Economic Sector

4.22 There were 19,339 workplaces across Scotland in the seven key economic sectors.  

4.23 Tourism was the largest sector with approximately 7,500 workplaces and universities was the smallest with 207 workplaces.  Creative industries and finance and business services were also substantial sectors both with more than 4,000 workplaces across Scotland.
4.24 Three quarter of workplaces employ 10 or less employees with only 1.5% of workplaces employing 200 or more employees.  Significant variation is evident in the size of workplaces across the seven key economic sectors. 

Table 4.7:
Workplaces by Key Economic Sectors (Scotland)
	Area
	1-10
	11-49
	50-199
	200+
	Total

	Food and Drink
	1,277

69.0%
	389

21.0%
	138

7.5%
	46

2.5%
	1,850

	Tourism
	5,498

72.6%
	1,686

22.3%
	349

4.6%
	37

0.5%
	7,570

	Finance and Business Services
	3,329

78.5%
	679

16.0%
	139

3.3%
	93

2.2%
	4,240

	Energy
	208

57.8%
	57

15.8%
	66

18.3%
	29

8.1%
	360

	Life Sciences
	366

72.0%
	80

15.8%
	43

8.5%
	19

3.7%
	508

	Creative Industries
	3,993

86.7%
	482

10.5%
	110

2.4%
	19

0.4%
	4,604

	Universities
	103

49.8%
	35

16.9%
	24

11.6%
	45

21.7%
	207

	Seven key economic sectors
	14,774

76.4%
	3,408

17.6%
	869

4.5%
	288

1.5%
	19,339

	All SIC sectors (Scotland)
	147,786

81.4%
	26,094

14.4%
	6,143

3.4%
	1,447

0.8%
	181,470


Source: ABI, 2008

Note: ABI data is subject to a small sampling error
4.25 The following points were apparent in each of the key economic sectors across Scotland:

· The majority of workplaces in the food and drink sector have a small number of employees, with 69.0% having 1-10 employees. This was lower than the average for all sectors (81.4%), and there was a higher proportion of workplaces with 50+ employees (10.0%) than the average for all SIC sectors (4.2%). 

· The tourism sector had figures broadly comparable to the average for all SIC sectors in Scotland, although it had slightly fewer workplaces with 1-10 employees (72.6%) than the average for all SIC codes, and slightly more with 11-49 employees (22.3%) than the overall average for all SIC sectors (14.4%). 

· The financial services sector was similar to the averages for all SIC sectors, however it has more workplaces with 200+ employees (2.2%) than the figure of 0.8% for all SIC sectors. 

· The energy sector showed a marked difference to the pattern for all SIC sectors, with significantly fewer small sized workplaces (only 57.8% with 1-10 employees), and significantly more large workplaces, with 18.3% having 50-199 employees and 8.1% having 200+ employees, compared to 3.4% and 0.8% respectively for all SIC sectors. 

· The life sciences sector had a slightly lower number of small (1-10 employees) size workplaces compared to the average for all SIC sectors, with 72.0% compared to 81.4%. It had a similar level of workplaces with 11-49 employees, and a significantly higher number with 50-199 and 200+ employees (8.5% and 3.7% respectively, compared to 3.4% and 0.8% respectively for all SIC sectors). 

· The creative industries sector had the highest proportion of workplaces with 1-10 employees of all the key economic sectors, with 86.7% of workplaces in this category. The sector has a slightly lower percentage of employees in the other three categories, when compared to the average for all SIC sectors. 

· The universities sector had the lowest percentage of workplaces with a small number of employees, with less than half (49.8%) having between 1-10 employees. As might be expected the sector had a high proportion of workplaces with 50-199 and 200+ employees, with 11.6% and 21.7% respectively, significantly above the averages for all SIC sectors of 3.4% and 0.8% for these categories. 

4.26 The situation in the SE and HIE areas is described below.  

4.27 In the SE area there were 16,445 workplaces.  The size of the key economic sectors ranged from 5,962 workplaces in the tourism sector to 176 in the university sector.
4.28 The number of employees per workplace was similar to Scotland as a whole with approximately three quarters employing 10 or less employees.

4.29 The sectoral breakdown shown below in Table 4.8 is very similar to that for Scotland as whole.

Table 4.8:
Workplaces by Key Economic Sectors (SE Area)

	Area
	1-10
	11-49
	50-199
	200+
	Total

	Food and Drink
	1,000

70.3%
	267

18.8%
	113

7.9%
	42

3.0%
	1422

	Tourism
	4,296

72.1%
	1,324

22.2%
	306

5.1%
	36

0.6%
	5,962

	Finance and Business Services
	3,079

78.2%
	630

16.0%
	135

3.4%
	93

2.4%
	3,937

	Energy
	181

56.4%
	46

14.3%
	65

20.3%
	29

9.0%
	321

	Life Sciences
	328

71.6%
	72

15.7%
	39

8.5%
	19

4.2%
	458

	Creative Industries
	3,604

86.5%
	442

10.6%
	104

2.5%
	19

0.5%
	4,169

	Universities
	79

44.9%
	30

17.1%
	23

13.1%
	44

25.0%
	176

	Seven key economic sectors
	12,567

76.4%
	2,811

17.1%
	785

4.8%
	282

1.7%
	16,445


Source: ABI, 2008

Note: ABI data is subject to a small sampling error
4.30 In the HIE area there were 2,896 workplaces.  The size of the key economic sectors ranged from 1,608 workplaces in the tourism sector to 31 in the university sector.

4.31 The number of employees per workplace was broadly similar to Scotland as a whole with approximately three quarters employing 10 or less employees.  There were very few workplaces with more than 200 employees and fewer with 50-199 employees in the HIE area than Scotland as a whole and consequently there were more workplaces with 11-49 employees.

4.32 The sectoral breakdown for the HIE area is shown below in Table 4.9.

Table 4.9:
Number of Employees in Each Workplace by Key Economic Sectors (HIE Area)

	Area
	1-10
	11-49
	50-199
	200+
	Total

	Food and Drink
	277

64.4%
	122

28.4%
	27

6.3%
	4

0.9%
	430

	Tourism
	1,202

74.8%
	362

22.5%
	43

2.7%
	1

0.0%
	1,608

	Finance and Business Services
	250

82.5%
	49

16.2%
	4

1.3%
	0

0.0%
	303

	Energy
	27

69.2%
	11

28.2%
	1

2.6%
	0

0.0%
	39

	Life Sciences
	38

76.0%
	8

16.0%
	4

8.0%
	0

0.0%
	50

	Creative Industries
	389

89.4%
	40

9.2%
	6

1.4%
	0

0.0%
	435

	Universities
	24

77.4%
	5

16.1%
	1

3.2%
	1

3.2%
	31

	Seven key economic sectors
	2,207

76.2%
	597

20.6%
	86

3.0%
	6

0.2%
	2,896


Source: ABI, 2008

Note: ABI data is subject to a small sampling error
4.33 The following points were apparent in each of the key economic sectors in the HIE area:

· The food and drink sector in the HIE area had proportionately more workplaces with 11-49 employees (28.4%) than Scotland as a whole (21.0%).  The sector contains 4 of the 6 workplaces with 200+ employees in the HIE area although these workplaces account for less than 1% of workplaces in the sector compared to 2.5% across Scotland as a whole.

· The tourism sector in the HIE area was broadly comparable to the sector across Scotland as a whole. 

· The financial services sector in the HIE area had more workplaces with 10 or less employees than Scotland as a whole (82.5% compared to 78.5%) and fewer workplaces with 50 or more employees (1.3% compared to 5.5%). 

· The energy sector in the HIE area had a much greater proportion of workplaces with 10 or less employees than Scotland as a whole (69.2% compared to 57.8%) and far fewer workplaces in all other size categories. 

· The life sciences sector in the HIE area was broadly comparable to the sector across Scotland as a whole.  There were slightly more workplaces with 10 or less employees (76.0% compared to 72.0%) and no workplaces with 200+ employees compared to 3.7% across Scotland.
· The creative industries sector in the HIE area was broadly comparable to the sector across the whole of Scotland.  The sector had the highest proportion of workplaces with 1-10 employees (89.4%).  

· The universities sector in the HIE area only had 31 workplaces and consequently had a different size distribution to Scotland as a whole.  There was one workplace with more than 200 employees and this accounts for 3.2% of the total compared to 21.7% across Scotland as a whole.  Three quarters of workplaces in this sector in the HIE area employ 10 or less people compared to 49.8% across the whole of Scotland.
Employee Analysis of Key Economic Sectors
4.34 There were 413,631 employees in the seven key economic sectors across Scotland.

4.35 The tourism sector was the largest of Scotland’s key economic sectors, with approximately 103,000 employees. This represents 4.3% of Scotland’s workforce.

4.36 The second largest sector was financial and business services, with almost 96,000 employees, or 4.0% of the workforce. 

4.37 The food and drink sector was the third largest key economic sector, with 77,771 employees, or 3.2% of the Scottish workforce. 

4.38 Universities were the fourth largest key economic sector, with almost 50,000 employees, and 2.0% of the workforce. 

4.39 Creative industries contained 44,602 employees, which equates to 1.8% of the workforce.  It should be noted that this is an over-estimation of the creative industries workforce, as no pre-specified proportions for estimating the number of creative industry employees within each SIC industry have been developed for the 2007 SIC codes, as they have for the 2003 codes. 

4.40 The energy sector was the second smallest key economic sector, with 29,370 employees, which represents 1.2% of the total workforce. 

4.41 The smallest key economic sector was the life sciences, with 14,958 employees representing 0.6% of the total workforce in Scotland.

4.42 In total the key economic sectors in Scotland account for 21.4% of the Scottish workforce (without calculating levels of proportionality for the creative industries sector).
Table 4.10:
Employees in the Key Economic Sectors (Scotland)
	Key Economic Sector
	Number of Employees in Scotland
	% of All SIC codes in Scotland

	Tourism
	103,072
	4.3%

	Finance and Business Services
	95,928
	4.0%

	Food and Drink
	77,771
	3.2%

	Universities
	47,930
	2.0%

	Creative Industries
	44,602
	1.8%

	Energy
	29,370
	1.2%

	Life Sciences
	14,958
	0.6%

	Total key sector employees
	413,631
	17.1%

	All industrial sectors
	2,420,441
	100.0%


Source: ABI, 2008

Note: ABI data is subject to a small sampling error
4.43 The relative size of the key economic sectors in the SE and HIE areas is shown below in figure 4.3.  There were some significant differences which are discussed further below.

Figure 4.3:
Number of Employees by Key Economic Sectors
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4.44 There were 371,967 employees in the seven key economic sectors in the SE area.
4.45 Analysis of the Scottish Enterprise area showed much the same pattern as Scotland, however the financial services sector was the largest of SE’s key economic sectors, rather than tourism, with 93,534 employees. This represents 4.2% of SE’s workforce.

4.46 Tourism was the second largest sector, with 86,330 employees, or 3.9% of the workforce. 

4.47 The food and drink sector was the third largest key economic sector, with 59,661 employees, or 2.7% of the Scottish Enterprise area workforce. 

4.48 Universities were the fourth largest key economic sector, with almost 47,208 employees, and 2.1% of the workforce. 

4.49 Creative industries contained 42,050 employees, which equates to 1.9% of the workforce in the SE area. It should again be noted that this is an over-estimation of the creative industries workforce, as no pre-specified proportions for estimating the number of creative industry employees within each SIC industry have been developed for the 2007 SIC codes, as they have for the 2003 codes. 

4.50 The energy sector was the second smallest key economic sector, with 28,854 employees, which represents 1.3% of the total workforce. 

4.51 The smallest key economic sector was the life sciences, with 14,320 employees representing 0.7% of the total workforce in Scotland.

4.52 In total the key economic sectors account for 20.7% of the workforce in the Scottish Enterprise area (without calculating levels of proportionality for the creative industries sector).

Table 4.11:
Employees in the Key Economic Sectors (SE Area)
	Key Economic Sector
	Number of Employees in SE Area
	% of All SIC codes in SE Area

	Finance and Business Services
	93,534
	4.2%

	Tourism
	86,330
	3.9%

	Food and Drink
	59,661
	2.7%

	Universities
	47,208
	2.1%

	Creative Industries
	42,060
	1.9%

	Energy
	28,854
	1.3%

	Life Sciences
	14,320
	0.7%

	Total key sector employees
	371,967
	16.8%

	All industrial sectors
	2,203,762
	100.0%


Source: ABI, 2008

Note: ABI data is subject to a small sampling error
4.53 There were 41,664 employees in the seven key economic sectors in the HIE area.
4.54 Analysis of the key economic sectors in the HIE area showed that there were considerable differences with Scotland as a whole, and the Scottish Enterprise area, with food and drink and tourism being the largest sectors by some margin. 

4.55 Food and drink had slightly over 18,000 employees, representing 8.4% of the workforce in the SE area, and tourism had 7.7% of the workforce, with 16,742 employees.

4.56 The creative industries and finance and business services were the next largest sectors, with 1.2% and 1.1% respectively. This was significantly lower than the Scottish level, particularly in the financial and business services sector.  Again, creative industries figures were calculated without any proportionality being applied to the analysis.

4.57 The Universities and life sciences sectors both had 1.3% of the SE area workforce, with 722 and 638 employees respectively. 

4.58 Finally the smallest sector in the SE area was energy, with only 0.2% of the workforce, and 516 employees. 

Table 4.12:
Employees in the Key Economic Sectors (HIE Area)

	Key Economic Sector
	Number of Employees in HIE Area
	% of All SIC codes in HIE Area

	Food and Drink
	18,110
	8.4%

	Tourism
	16,742
	7.7%

	Creative Industries
	2,542
	1.2%

	Finance and Business Services
	2394
	1.1%

	Universities
	722
	0.3%

	Life Sciences
	638
	0.3%

	Energy
	516
	0.2%

	Total key sector employees
	41,664
	19.2%

	All industrial sectors
	2,16,679
	100.0%


Source: ABI, 2008

Note: ABI data is subject to a small sampling error
Data analysis – Employees (Scottish Household Survey)
4.59 The Scottish Household Survey provides information on the gender, age, ethnicity, disability and religion/belief of employees across several of the key economic sectors.

4.60 The latest publically available data is from the 2005-2006 dataset. The data can be analysed by 2003 Standard Industrial Classifications (SIC), however these are only readily available for broad industrial sectors, making it difficult to accurately analyse the key economic sectors, as follows: 

· Food and Drink: has been analysed using the SIC codes for ‘Agriculture, Hunting and Forestry’ and ‘Fishing’. While the SIC of ‘Manufacturing’ will contain employees in the Food and Drink sector, it is not possible to breakdown this SIC code to include this group;

· Tourism: has been analysed using the SIC code 'hotels and restaurants'. There are several other SIC codes that include employees in the tourism sector, however the broad categories available do not allow for this level of analysis;  
· Financial and Business Services: has been analysed using the broad SIC codes for 'Financial intermediation' and 'Real estate, renting and business activities'. This is the closest match to the sector definition;
· Energy has been analysed using the broad SIC codes for ‘'Mining and quarrying' and 'Electricity, gas and water supply'. This is the closest match to the sector definition;
· Life Sciences: it is not possible to capture the life sciences using two digit SIC codes, as life sciences activity spans a number of different parts of different industries and analysis requires three or four digit SIC codes.

· Creative Industries: it is not possible to capture the creative industries using two digit SIC codes, as activity spans a number of different parts of different industries and analysis requires three or four digit SIC codes; and
· Universities: it is not possible to capture the university sector using two digit SIC codes, as analysis requires three or four digit SIC codes.

4.61 The following analysis is based on SHS data which is extrapolated from a survey of approximately 31,000 households across Scotland and as with any survey, there is therefore a degree of sampling error.  However, the SHS is the largest annual survey in Scotland and the statistical significance of the results is high.

Analysis by Equalities Strands
Gender

4.62 It is clear from the data that there were significant gender imbalances in several of the key economic sectors in Scotland.  The gender breakdown of the Scottish population in the Census shows that 52.0% of the population are female and 48.0% are male.  Within the Scottish Enterprise area the spilt is 52.1% female to 47.9% male and in the HIE area the spilt is 50.7% female and 49.3% male.  
4.63 In both the food and drink sector and the energy sector there were significantly more males than females in the workforce, with 86.5% and 74.1% of the workforce being male respectively, compared to an average of 46.8% across all industrial sectors in Scotland.  
4.64 There was also a significant gender imbalance in the tourism sector although this was weighted towards women.  In this sector 66.8% of employees were female and 33.2% male. Within the tourism sector 52.7% of employees were full-time, while 47.3% were part-time. This compares to an average across all sectors of 73.1% full-time and 26.9% part-time. 

4.65 The financial and business services sector was the most balanced sector, with 53.4% of employees being female and 46.7% being male. This was very close to the average across all industrial sectors in Scotland, with 53.2% female and 46.8% male. 

Table 4.13:
Employees’ Gender in the Key Economic Sectors (Scotland)
	Area
	Female
	Male
	Total

	Food and Drink
	13.5%
	86.5%
	100.0%

	Tourism
	66.8%
	33.2%
	100.0%

	Finance and Business Services
	53.4%
	46.7%
	100.1%

	Energy
	26.0%
	74.1%
	100.1%

	Life Sciences
	n/a
	n/a
	n/a

	Creative Industries
	n/a
	n/a
	n/a

	Universities
	n/a
	n/a
	n/a

	All industrial sectors
	53.2%
	46.8%
	100.0%


Source: SHS Survey 2005-6, UK Data Archive

Note: SHS data is subject to a small sampling error
4.66 The gender imbalance seen at the Scottish level was also evident in the Scottish Enterprise area, where the food and drink sectors again had more males than females, and the tourism sector was dominated by females.
4.67 However in the Scottish Enterprise area there were slightly more females working in the food and drink sector (18.0%) than the Scottish figure (13.5%), and similarly in the tourism sector there were more females (76.2%) than the Scottish average (66.8%).   
4.68 The energy and financial and business services sectors were very similar to the Scottish profiles. 

Table 4.14:
Employees Gender in the Key Economic Sectors (SE Area)
	Area
	Female
	Male
	Total

	Food and Drink
	18.0%
	82.1%
	100.1%

	Tourism
	76.2%
	34.8%
	100.0%

	Finance and Business Services
	53.1%
	47.0%
	100.1%

	Energy
	25.9%
	74.1%
	100.1%

	Life Sciences
	n/a
	n/a
	n/a

	Creative Industries
	n/a
	n/a
	n/a

	Universities
	n/a
	n/a
	n/a

	All industrial sectors
	53.2%
	46.8%
	100.0%


Source: SHS Survey 2005-6, UK Data Archive

Note: SHS data is subject to a small sampling error
4.69 In the Highlands and Islands Enterprise area there were again similar gender imbalances, with the food and drink and energy sectors dominated by males and the tourism sector by females.

4.70 There were actually slightly fewer females in the food and drink sector, with 12.7% compared to 13.5% in Scotland.  Similarly in the energy sector there were only 24.6% females, compared to 26.9% in Scotland. 

4.71 In the tourism sector the gender imbalance was again slightly higher than the Scottish average, with 76.2% females compared to 66.8% in Scotland. 

4.72 In the financial and business services sector there were slightly more women in the HIE area than the Scottish average, with 57.2% and 53.4% respectively.   

Table 4.15:
Employees Gender in the Key Economic Sectors 
(HIE Area)

	Area
	Female
	Male
	Total

	Food and Drink
	12.7%
	87.4%
	100.1%

	Tourism
	76.2%
	23.8%
	100.0%

	Finance and Business Services
	57.2%
	42.8%
	100.0%

	Energy
	24.6%
	75.4%
	100.0%

	Life Sciences
	n/a
	n/a
	n/a

	Creative Industries
	n/a
	n/a
	n/a

	Universities
	n/a
	n/a
	n/a

	All industrial sectors
	53.2%
	46.8%
	100.0%


Source: SHS Survey 2005-6, UK Data Archive

Note: SHS data is subject to a small sampling error
Age

4.73 When examining the demographics of the workforce in each key economic sector it was clear that there were certain age related equalities issues in several of the sectors. 

4.74 Within the food and drink sector there was a lack of young people in the workforce, as only 6.2% were aged 16-24, compared to 10.1% in all industrial sectors. This sector also had by far the largest number of people aged 75 or older working in it, with 1.5% compared to 0.3% for all industrial sectors. 

4.75 In the tourism sector there was a very young workforce, with 30.6% aged 16-24 and 23.1% aged 25-34, compared to 10.1% and 20.0% for the same age categories for all industrial sectors.  This means almost half of the workforce was under the age of 35.  As would be expected there were less people over the age of 44 than the level for all industrial sectors, with 32.9% compared to 43.8%. 

4.76 In the financial and business services sector there was a slightly younger workforce than the average with 37.0% aged between 16 and 34 compared to 30.1% for all industrial sectors.  

4.77 The energy sector had less young people aged 16 to 24 in the workforce, with only 8.0% compared to 10.1% for all SIC code sectors and a higher number of employees in the age range 35-59, with 64.4% compared to 43.5% for all industrial sectors. 

Table 4.16:
Employees’ Age in the Key Economic Sectors (Scotland)
	Area
	16-24
	25-34
	35-44
	45-59
	60-74
	75+
	Total

	Food and Drink
	6.2%
	23.1%
	30.4%
	28.9%
	10.1%
	1.5%
	100.0%

	Tourism
	30.6%
	17.8%
	18.8%
	24.4%
	8.1%
	0.4%
	100.0%

	Finance and Business Services
	12.4%
	24.6%
	27.1%
	28.1%
	7.8%
	0.2%
	100.1%

	Energy
	8.0%
	21.8%
	29.5%
	34.9%
	6.1%
	0.0%
	100.1%

	Life Sciences
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a

	Creative Industries
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a

	Universities
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a

	All industrial sectors
	10.1%
	20.0%
	26.1%
	31.8%
	11.7%
	0.3%
	100.0%


Source: SHS Survey 2005-6, UK Data Archive

Note: SHS data is subject to a small sampling error
4.78 In the Scottish Enterprise area the sectors showed broadly similar characteristics to the Scottish analysis. 

4.79 Within the food and drink sector in the Scottish Enterprise area there was an even older workforce than at the Scottish level. Only 3.4% of employees were aged 16-24, compared to 6.2% in Scotland while there were only 13.8% in the 25-34 age group compared to 23.1% in Scotland. 

4.80 The tourism sector in the Scottish Enterprise area showed a similar pattern to the Scottish profile, although there were slightly less employees aged 16-24, with 28.3% compared to 30.6% in Scotland, and slightly more aged 25-34, with 20.5% compared to 17.8% in Scotland. This still shows that the tourism sector had a relatively young workforce. 

4.81 The financial and business services sector in the Scottish Enterprise area had a very similar profile to that at the Scottish level, with a slightly younger workforce than the Scottish average – 37.0% of employees were aged between 16 and 34 compared to 30.1% for all SIC code sectors in Scotland.

4.82 The energy sector had less young people aged 16 to 24 in the workforce, with only 6.1% compared to 10.1% for all SIC code sectors in Scotland and a higher number of employees in the age range 35-59, with 62.0% compared to 43.5% for all SIC code sectors in Scotland. As with the Scottish profile, this shows there was a slightly older workforce in the energy sector. 

Table 4.17:
Employees’ Age in the Key Economic Sectors (SE Area)
	Area
	16-24
	25-34
	35-44
	45-59
	60-74
	75+
	Total

	Food and Drink
	3.4%
	13.8%
	33.9%
	36.1%
	11.2%
	1.7%
	100.1%

	Tourism
	28.3%
	20.5%
	19.7%
	22.3%
	8.5%
	0.7%
	100.0%

	Finance and Business Services
	10.8%
	26.2%
	27.8%
	26.7%
	8.5%
	0.3%
	100.3%

	Energy
	6.1%
	24.4%
	31.9%
	30.1%
	7.6%
	0.0%
	100.1%

	Life Sciences
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a

	Creative Industries
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a

	Universities
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a

	All industrial sectors
	10.1%
	20.0%
	26.1%
	31.8%
	11.7%
	0.3%
	100.0%


Source: SHS Survey 2005-6, UK Data Archive

Note: SHS data is subject to a small sampling error
4.83 In the Highlands and Islands Enterprise area the sectors again showed broadly similar characteristics to the Scottish analysis. 

4.84 Within the food and drink sector there were still a low number of young people in the workforce, with only 6.9% of employees aged 16-24 compared to a 10.1% average for all industrial sectors in Scotland. There were also a high number of employees in the 60 plus age category, with 15.8% compared to 11.6% for the Scottish analysis, and an average of 12.0% across all industrial sectors in Scotland.

4.85 In the HIE area the tourism sector had slightly less employees in the 16-24 age category, with 14.5% compared to 30.6% across Scotland, and in the 25-34 category, with 19.4% compared to 23.1% for Scotland. Overall the tourism workforce in the HIE area has a more varied age profile, that is closer to the average for all industrial sectors in Scotland, when compared to either the Scottish Enterprise or Scotland area analysis. 
4.86 The financial and business services sector in the HIE area had a similar profile to the age profile of all industrial sectors in Scotland, although there were slightly more employees aged 16-24 (14.5%) than the Scottish industrial sectors average (10.1%), and slightly fewer aged 25-34 (17.2%) compared to 20.0% for all Scottish industrial sectors. 
4.87 In the energy sector there were again less young people aged 16 to 24 in the workforce, with only 6.8% compared to 10.1% for all industrial sectors in Scotland and a higher number of employees in the age range 35-59, with 65.9% compared to 43.5% for all industrial sectors in Scotland. In particular there was a high number of employees in the 45-59 age category, with 47.7% of the workforce. As with the Scottish and Scottish Enterprise areas, this shows there was a slightly older workforce in the energy sector. 

Table 4.18:
Employees’ Age in the Key Economic Sectors (HIE Area)
	Area
	16-24
	25-34
	35-44
	45-59
	60-74
	75+
	Total

	Food and Drink
	6.9%
	19.4%
	27.1%
	31.0%
	12.8%
	3.0%
	100.0%

	Tourism
	14.5%
	17.3%
	22.9%
	28.5%
	16.8%
	0.0%
	100.0%

	Finance and Business Services
	14.8%
	17.2%
	28.7%
	28.2%
	10.8%
	0.4%
	100.1%

	Energy
	6.8%
	20.5%
	18.2%
	47.7%
	6.8%
	0.0%
	100.0%

	Life Sciences
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a

	Creative Industries
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a

	Universities
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a

	All industrial sectors
	10.1%
	20.0%
	26.1%
	31.8%
	11.7%
	0.3%
	100.0%


Source: SHS Survey 2005-6, UK Data Archive

Note: SHS data is subject to a small sampling error
Ethnicity
4.88 Data from the Census 2001 shows that within Scotland the ethnic profile is predominantly white accounting for 97.9% of the population. The proportion who are white is higher in the HIE area at 99.2% compared to 97.8% in the SE area.  The largest ethnic group in Scotland is Pakistani and Other South Asian (0.8%) followed by Other (0.6%), Chinese (0.3%) and Indian (0.3%).
4.89 Within the SE area there are larger proportions of each of the ethnic groups when compared to the HIE area.  The SE Area has 0.9% Pakistani and Other South Asians, 0.6% Other, 0.3% Chinese and 0.3% Indian.  
4.90 As the HIE area has such a high proportion of white residents, only 0.8% of its population are from another ethnic background - 0.4% Other, 0.2% Pakistani and Other South Asian, 0.1% Chinese and 0.1% Indian. 
3.60 Scotland has witnessed significant immigration of people from the A8 Accession countries - Poland, Lithuania, Estonia, Latvia, Czech Republic, Slovakia, Hungary and Slovenia since 2004.  Statistics on the total number of A8 migrants are limited but an indication can be gained from the Workers Registration Scheme (WRS).  Between May 2004 and June 2006 there were 427,095 successful applicants to the WRS in Scotland; this is likely to be an underestimation as it does not include self-employed workers and those who do not register.  Key statistics for this group are:

· The majority were Polish (62%) followed by Lithuanians (12%) and Slovaks (10%); 
· 82% were aged 18-34;
· 58% were male and 42% female;
· 7% had dependents living with them; 
· 97% were working full-time and 49% were in permanent employment;

· 78% were earning between £4.50 and £5.99 per hour;

(Source: Cosla Strategic Migration Partnership, ‘Asylum and Migration Statistics’).  
4.91 The rate of A8 immigration has slowed in recent years with UK figures showing that there were 106,000 successful applications in the year ending December 2009, a fall of 33% on the previous year (Source: ‘Migration Statistics Quarterly Report: February 2010’, ONS).
4.92 It is clear from the data that there were significant differences in the ethnic profiles of the key economic sectors, with the food and drink industry having a very low number of ‘non-white’ employees at 0.1%, and the energy sector having 1.4%, both of which were below the average for all industrial sectors in Scotland at 1.8%. 

4.93 Conversely both the financial and business services and tourism sectors had a relatively high number of ‘non-white’ employees, with 2.4% and 3.8% respectively. In the case of the tourism industry this was more than twice the average for all industrial sectors in Scotland.   

Table 4.19:
Employees’ Ethnicity in the Key Economic Sectors (Scotland) 
	Area
	White
	Non-white
	Don’t know
	Refused
	Total

	Food and Drink
	99.9%
	0.1%
	0.0%
	0.0%
	100.0%

	Tourism
	96.2%
	3.8%
	0.0%
	0.0%
	100.0%

	Finance and Business Services
	97.7%
	2.4%
	0.0%
	0.0%
	100.1%

	Energy
	98.7%
	1.4%
	0.0%
	0.0%
	100.1%

	Life Sciences
	n/a
	n/a
	n/a
	n/a
	n/a

	Creative Industries
	n/a
	n/a
	n/a
	n/a
	n/a

	Universities
	n/a
	n/a
	n/a
	n/a
	n/a

	All industrial sectors
	98.2%
	1.8%
	0.0%
	0.0%
	100.0%


Source: SHS Survey 2005-6, UK Data Archive

Note: SHS data is subject to a small sampling error
4.94 In the Scottish Enterprise area there was a similarly low level of ‘non-white’ employees in the food and drink sector, with only 0.4%. 

4.95 In the energy sector however, there were significantly more ‘non-white’ employees than the Scottish level, with 2.6% compared to 1.4%. This means the number of ‘non-white’ employees in the energy sector in the Scottish Enterprise area was above the average for all industrial sectors in Scotland.

4.96 The financial and business services and tourism sectors were similar to the Scottish profiles, with a relatively high number of ‘non-white’ employees, with 2.2% and 3.8% respectively. 

Table 4.20:
Employees’ Ethnicity in the Key Economic Sectors 
(SE Area)
	Area
	White
	Non-white
	Don’t know
	Refused
	Total

	Food and Drink
	99.7%
	0.4%
	0.0%
	0.0%
	100.1%

	Tourism
	96.2%
	3.8%
	0.0%
	0.0%
	100.0%

	Finance and Business Services
	97.9%
	2.2%
	0.0%
	0.0%
	100.1%

	Energy
	97.5%
	2.6%
	0.0%
	0.0%
	100.1%

	Life Sciences
	n/a
	n/a
	n/a
	n/a
	n/a

	Creative Industries
	n/a
	n/a
	n/a
	n/a
	n/a

	Universities
	n/a
	n/a
	n/a
	n/a
	n/a

	All industrial sectors
	98.2%
	1.8%
	0.0%
	0.0%
	100.0%


Source: SHS Survey 2005-6, UK Data Archive

Note: SHS data is subject to a small sampling error
4.97 Analysis from the HIE area shows that there were significantly less employees of a ‘non-white’ ethnicity than in either the Scottish Enterprise or Scotland areas. 

4.98 Both the food and drink sector and the energy sector had no employees from a ‘non-white’ ethnicity. 

4.99 In the tourism sector, where there were relatively high numbers of ‘non-white’ employees in the Scottish Enterprise area (2.6%), there were only 0.6% from this category. This is significantly below the average for all industrial sectors in Scotland at 1.8%. 

4.100 The financial and business services sector was similar to the Scottish Enterprise and Scottish profiles, with a relatively high number of ‘non-white’ employees at 2.7%. 

Table 4.21:
Employees’ Ethnicity in the Key Economic Sectors 
(HIE area)
	Area
	White
	Non-white
	Don’t know
	Refused
	Total

	Food and Drink
	100.0%
	0.0%
	0.0%
	0.0%
	100.1%

	Tourism
	99.4%
	0.6%
	0.0%
	0.0%
	100.0%

	Finance and Business Services
	97.3%
	2.7%
	0.0%
	0.0%
	100.0%

	Energy
	100.0%
	0.0%
	0.0%
	0.0%
	100.0%

	Life Sciences
	n/a
	n/a
	n/a
	n/a
	n/a

	Creative Industries
	n/a
	n/a
	n/a
	n/a
	n/a

	Universities
	n/a
	n/a
	n/a
	n/a
	n/a

	All industrial sectors
	98.2%
	1.8%
	0.0%
	0.0%
	100.0%


Source: SHS Survey 2005-6, UK Data Archive

Note: SHS data is subject to a small sampling error
Disability

4.101 The 2001 Census shows that 20.3% of Scotland’s population had a limiting long-term illness, health problem or disability which limits daily activities or work a person can do.  The figures in the SE and HIE areas were 20.5% and 18.3% respectively. 

4.102 The key economic sectors showed some differences in the number of employees that had either a ‘disability’ or ‘disability and illness or health problems’. The combined average for these categories for all industrial sectors in Scotland was 4.5% of employees. 
4.103 In three of the key economic sectors the percentage of employees with a disability (including those with a disability and illness or health problem) was higher than the average for all industrial sectors in Scotland: food and drink had 5.4%; tourism had 4.8%; and energy had 5.6%. 

4.104 The financial and business services sector was the only one to have a lower average, at 3.7% of employees.  

Table 4.22:
Employees’ Disability in the Key Economic Sectors (Scotland)
	Area
	Yes, disability
	Yes, illness or health problem
	Yes, both disability and illness or health problem
	No, neither
	Total

	Food and Drink
	3.4%
	8.0%
	2.0%
	86.7%
	100.1%

	Tourism
	3.1%
	10.0%
	1.7%
	85.2%
	100.0%

	Finance and Business Services
	2.6%
	6.6%
	1.1%
	89.9%
	100.2%

	Energy
	2.6%
	6.2%
	3.0%
	88.4%
	100.2%

	Life Sciences
	n/a
	n/a
	n/a
	n/a
	n/a

	Creative Industries
	n/a
	n/a
	n/a
	n/a
	n/a

	Universities
	n/a
	n/a
	n/a
	n/a
	n/a

	All industrial sectors
	3.1%
	6.9%
	1.4%
	88.5%
	100.0%


Source: SHS Survey 2005-6, UK Data Archive

Note: SHS data is subject to a small sampling error
4.105 In the Scottish Enterprise area the same sectors showed a greater percentage of employees with either a ‘disability’ or ‘disability and illness or health problems’ than the average for all SIC code sectors in Scotland.  

4.106 The food and drink sector had a combined average of 6.0%, the tourism sector had 5.2% of employees and the energy sector had 6.7%, meaning that in the Scottish Enterprise area there were actually slightly more employees with a disability than in Scotland as a whole in these sectors. 

4.107 As with the Scottish analysis the financial and business services sector was the only one to have an average lower than all SIC code sectors in Scotland, and in the Scottish Enterprise area it was even lower at 3.6% of employees.  

Table 4.23:
Employees’ Disability in the Key Economic Sectors 
(SE Area)

	Area
	Yes, disability
	Yes, illness or health problem
	Yes, both disability and illness or health problem
	No, neither
	Total

	Food and Drink
	5.3%
	5.1%
	0.7%
	89.0%
	100.1%

	Tourism
	3.5%
	9.9%
	1.7%
	84.9%
	100.0%

	Finance and Business Services
	2.5%
	6.7%
	1.1%
	89.9%
	100.2%

	Energy
	3.1%
	6.0%
	3.6%
	87.4%
	100.1%

	Life Sciences
	n/a
	n/a
	n/a
	n/a
	n/a

	Creative Industries
	n/a
	n/a
	n/a
	n/a
	n/a

	Universities
	n/a
	n/a
	n/a
	n/a
	n/a

	All industrial sectors
	3.1%
	6.9%
	1.4%
	88.5%
	100.0%


Source: SHS Survey 2005-6, UK Data Archive

Note: SHS data is subject to a small sampling error
4.108 Compared to either Scotland as a whole or the Scottish Enterprise area, there were significantly less employees with either a ‘disability’ or ‘disability and illness or health problems’ in the HIE area.

4.109 Food and drink was the only sector where the percentage of employees with a disability (6.0%) was above the Scottish average for all SIC code sectors (4.5%). 

4.110 The financial and business services sector had a slightly higher level of employees with a disability than the Scottish average or the figure for the Scottish Enterprise area, however at 4.4% it was still below the average for all SIC code sectors in Scotland. 

4.111 The tourism sector had a significantly lower percentage of people with a disability (2.8%) than either the Scottish average or the Scottish Enterprise area figures (4.8% and 5.2% respectively).  

4.112 The energy sector in the HIE area had very low numbers of employees with a disability which does not register as a percentage of the overall workforce. 

Table 4.24:
Employees’ Disability in the Key Economic Sectors 
(HIE Area)
	Area
	Yes, disability
	Yes, illness or health problem
	Yes, both disability and illness or health problem
	No, neither
	Total

	Food and Drink
	3.0%
	8.2%
	3.0%
	85.9%
	100.1%

	Tourism
	1.1%
	10.6%
	1.7%
	86.6%
	100.0%

	Finance and Business Services
	3.0%
	5.8%
	1.4%
	89.8%
	100.0%

	Energy
	0.0%
	6.8%
	0.0%
	93.2%
	100.0%

	Life Sciences
	n/a
	n/a
	n/a
	n/a
	n/a

	Creative Industries
	n/a
	n/a
	n/a
	n/a
	n/a

	Universities
	n/a
	n/a
	n/a
	n/a
	n/a

	All industrial sectors
	3.1%
	6.9%
	1.4%
	88.5%
	100.0%


Source: SHS Survey 2005-6, UK Data Archive

Note: SHS data is subject to a small sampling error
Religion/Faith
4.113 Analysis of religion/faith by the key economic sectors showed some differences between the economic sectors, with the tourism and financial and business services sectors appearing to have more employees from the non-Christian categories than the food and drink or energy sectors. 

4.114 In the food and drink sector there was a relatively high concentration of employees of ‘Church of Scotland’ faith, at 47.3% compared to an average of 37.0% for all industrial sectors in Scotland. The analysis showed that there were no employees of ‘Hindu’, ‘Muslim’, ‘Jewish’ or ‘Sikh’ faith. 

4.115 Similarly in the energy sector there was a fairly high concentration of employees from the Church of Scotland category, at 44.9%, while there were no employees of ‘Buddhist’, ‘Muslim’, ‘Jewish’, ‘Sikh’ or ‘Other’ faith. 

4.116 The tourism sector had more employees from the ‘None’ category, at 42.8% compared to an average of 39.8% for all industrial sectors in Scotland, as well as slightly more representation from non-Christian faiths, including 0.2% ‘Buddhist’, 0.3% ‘Hindu’, 1.0% ‘Muslim’, 0.3% ‘Sikh’ and 1.1% from ‘Other’ although clearly these percentages are still very low. 

4.117 In the financial and business services sector there was also low levels of representation of non-Christian faiths, with 0.1% ‘Buddhist’, 0.5% ‘Hindu’, 1.0% ‘Muslim’, 0.1% ‘Jewish’, 0.1% ‘Sikh’ and 0.6% from ‘Other’. The sector had a very similar profile to that of all the SIC code sectors in Scotland. 

Table 4.25:
Employees’ Religion/Faith in the Key Economic Sectors (Scotland)
	Area
	None
	Church of Scotland
	Roman Catholic
	Other Christian
	Buddhist
	Hindu
	Muslim
	Jewish
	Sikh
	Other
	Total

	Food and Drink
	34.5%
	47.3%
	8.7%
	8.6%
	0.2%
	0.0%
	0.0%
	0.0%
	0.0%
	1.0%
	100.3%

	Tourism
	42.8%
	33.5%
	14.9%
	5.9%
	0.2%
	0.3%
	1.0%
	0.0%
	0.3%
	1.1%
	100.0%

	Finance and Business Services
	40.5%
	36.7%
	13.8%
	7.1%
	0.1%
	0.5%
	1.0%
	0.1%
	0.1%
	0.6%
	100.5%

	Energy
	39.8%
	44.9%
	11.7%
	3.4%
	0.0%
	0.3%
	0.0%
	0.0%
	0.0%
	0.0%
	100.1%

	Life Sciences
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a

	Creative Industries
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a

	Universities
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a

	All industrial sectors
	39.8%
	37.0%
	13.8%
	7.5%
	0.1%
	0.2%
	0.6%
	0.1%
	0.1%
	0.8%
	100.0%


Source: SHS Survey 2005-6, UK Data Archive

Note: SHS data is subject to a small sampling error
4.118 In the Scottish Enterprise area a similar picture was found, with slightly more non-Christian representation in the tourism and financial and business services sectors.  

4.119 In the food and drink sector over half of employees were of ‘Church of Scotland’ faith, at 51.7% compared to an average of 37.0% for all industrial sectors in Scotland.  Again there were very few employees of ‘Hindu’, ‘Muslim’, ‘Jewish’ or ‘Sikh’ faith which do not register in percentage terms. 

4.120 In the energy sector there was a fairly high concentration of employees from the Church of Scotland category, at 41.6%, while there were again very few employees of ‘Buddhist’, ‘Muslim’, ‘Jewish’, ‘Sikh’ or ‘Other’ faith which do not register in percentage terms. 

4.121 The tourism sector had more employees from the ‘None’ category, at 45.2% compared to an average of 39.8% for all industrial sectors in Scotland, as well as slightly more representation from non-Christian faiths, including 0.3% ‘Buddhist’, 0.3% ‘Hindu’, 1.1% ‘Muslim’, 0.1% ‘Sikh’ and 1.1% from ‘Other’. 

4.122 In the financial and business services sector there was a similar spread of non-Christian faiths, with 0.1% ‘Buddhist’, 0.5% ‘Hindu’, 0.7% ‘Muslim’, 0.1% ‘Jewish’, 0.2% ‘Sikh’ and 1.1% from ‘Other’. 

Table 4.26:
Employees’ Religion/Faith in the Key Economic Sectors (SE Area)
	Area
	None
	Church of Scotland
	Roman Catholic
	Other Christian
	Buddhist
	Hindu
	Muslim
	Jewish
	Sikh
	Other
	Total

	Food and Drink
	27.7%
	51.7%
	8.3%
	10.9%
	0.4%
	0.0%
	0.0%
	0.0%
	0.0%
	1.0%
	100.0%

	Tourism
	45.2%
	30.9%
	15.9%
	5.3%
	0.3%
	0.3%
	1.1%
	0.0%
	0.1%
	1.1%
	100.2%

	Finance and Business Services
	42.2%
	35.0%
	14.2%
	6.8%
	0.1%
	0.5%
	0.7%
	0.1%
	0.2%
	0.5%
	100.3%

	Energy
	38.2%
	41.6%
	14.8%
	5.0%
	0.0%
	0.6%
	0.0%
	0.0%
	0.0%
	0.0%
	100.2%

	Life Sciences
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a

	Creative Industries
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a

	Universities
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a

	All industrial sectors
	39.8%
	37.0%
	13.8%
	7.5%
	0.1%
	0.2%
	0.6%
	0.1%
	0.1%
	0.8%
	100.0%


Source: SHS Survey 2005-6, UK Data Archive

Note: SHS data is subject to a small sampling error
4.123 In the HIE area there were very few employees of any faith other than Christian, and within the Christian faiths there was a low number of employees from the ‘Roman Catholic’ category.

4.124 In the food and drink sector the majority of employees were either from the ‘None’ category (41.6%) or ‘Church of Scotland (46.0%). There were no employees from ‘Hindu’, ‘Muslim’, ‘Jewish’ or ‘Sikh’ and only 1.3% from ‘Other’. Only 5.0% were from ‘Roman Catholic’, compared to an average of 13.8% for all SIC code sectors in Scotland. 

4.125 A similar pattern was found in the energy sector, where 47.7% of employees were from the ‘none’ category, and 43.2% were from ‘Church of Scotland’. There were none from ‘Buddhist’, ‘Hindu’, ‘Muslim’, ‘Jewish’, ‘Sikh’ or ‘Other’. Only 2.3% were from ‘Roman Catholic’, compared to an average of 13.8% for all industrial sectors in Scotland. 

4.126 In the tourism sector there were also no employees from the ‘Buddhist’, ‘Hindu’, ‘Muslim’, ‘Jewish’ or ‘Sikh’ categories, and only 0.6% from the ‘Other’ category. 

4.127 Only 6.7% were from ‘Roman Catholic’, and there were a relatively high number of employees from the ‘Other Christian’ category, with 10.6%. 

4.128 The financial and business services sector was the only one to have any employees from the ‘Hindu’ or ‘Muslim’ categories, with 1.2% in each. It also had a fairly high number of employees from the ‘Other Christian’ category, with 9.5%, and a low level of ‘Roman Catholics’ at 6.7%. 

Table 4.27:
Employees’ Religion/Faith in the Key Economic Sectors (HIE Area)
	Area
	None
	Church of Scotland
	Roman Catholic
	Other Christian
	Buddhist
	Hindu
	Muslim
	Jewish
	Sikh
	Other
	Total

	Food and Drink
	41.6%
	46.0%
	5.0%
	6.2%
	0.0%
	0.0%
	0.0%
	0.0%
	0.0%
	1.3%
	100.1%

	Tourism
	39.7%
	42.5%
	6.7%
	10.6%
	0.0%
	0.0%
	0.0%
	0.0%
	0.0%
	0.6%
	100.1%

	Finance and Business Services
	34.2%
	46.7%
	6.3%
	9.5%
	0.0%
	1.2%
	1.2%
	0.0%
	0.0%
	1.0%
	100.1%

	Energy
	47.7%
	43.2%
	2.3%
	6.8%
	0.0%
	0.0%
	0.0%
	0.0%
	0.0%
	0.0%
	100.0%

	Life Sciences
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a

	Creative Industries
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a

	Universities
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a
	n/a

	All SIC Codes Scotland
	39.8%
	37.0%
	13.8%
	7.5%
	0.1%
	0.2%
	0.6%
	0.1%
	0.1%
	0.8%
	100.0%


Source: SHS Survey 2005-6, UK Data Archive

Note: SHS data is subject to a small sampling error
Sexual Orientation
4.129 Although the Scottish Household Survey now asks questions related to a person’s sexual orientation the published data is based on an earlier version of the questionnaire which does not include these questions (see pro-forma in Appendix 4).  Future releases of SHS data using the updated questionnaire will enable analysis by sexual orientation.  

4.130 Data on sexual orientation from the Annual Population Survey is available via UK Data Archive but at a significant cost.
4.131 Information on the sexual orientation of directors is not available via FAME or similar databases which are based on Companies House data.  The availability of such data – and the other equality issues not captured by this source - in the future would require it to be captured by Companies House when directors register their details.  Alternatively a survey would be required to gather the information from employers but this would entail considerable cost.
Awareness of evidence sources among SE and HIE stakeholders
4.132 Consultation with SE/HIE stakeholders identified that they had a reasonable awareness of organisations that could provide information on equality and diversity within the key economic sectors.  They included the Sector Skills Councils, Scottish Government (including Future Skills Scotland), and industry groups/trade associations.  There was also recognition that some organisations will have equality information for their own employees and directors which could be used if SE/HIE key sectors employees were working specifically with that organisation.  
4.133 SE/HIE stakeholders were generally of the view that there were significant gaps in equality and diversity information for the key economic sectors.

4.134 The above concentrates on quantitative evidence which it has been highlighted can face difficulties based on the collection of monitoring data or the collection of characteristics via surveys and we therefore highlight the role and importance of qualitative evidence.  The EHRC’s guidance on equality impact assessment highlights the value of qualitative information that can be gleaned from research and focus groups using purposive sampling techniques.  It also highlights that in certain circumstances standard monitoring data is not recommended, for example for the presence of transgender people in the workforce.  Small employers may also find it difficult to justify the cost of introducing and maintaining monitoring systems.  Alternate avenues to address the same requirements can be taken in such circumstances and we highlight the role of the wider evidence base as a means of countering any potential arguments around the absence or incompleteness of data or the cost of gathering data.

Usefulness of evidence sources among SE and HIE stakeholders

4.135 Generally speaking key economic sector teams in SE and HIE were of the opinion that a greater awareness of equality and diversity issues would be of some use to them and ultimately to businesses although the majority felt that it had not been a hindrance to date.  SE/HIE stakeholders highlighted that information for both employees and directors would be useful.  Greater levels of information would mainly help the teams understand the sectors better and could identify specific equality issues and market opportunities that they were not aware of and that this would in turn enable SE/HIE to provide more appropriate services.  

4.136 Contacts in SE/HIE felt that the gathering of equality and diversity monitoring information should not be a bureaucratic process which could risk alienating businesses.  They emphasised the need for the information to have a clear end use for businesses and not to be an exercise in itself.  There was also a minority view that some organisations would be reluctant to provide the information “if it showed them in a bad light”.
4.137 The difficulty of categorising businesses in some of the key economic sectors such as the creative industries, life sciences and renewable energy was also noted as a constraint on the usefulness of some of the existing data.
4.138 Overall the SE/HIE key economic sector teams would welcome detailed equality and diversity information.
5
Creative Industries
5.1 The Scottish Government’s definition of the Creative Industries sector includes:

· Advertising;

· Architecture;

· Art/antiques trade;

· Crafts;

· Design;

· Designer fashion;

· Video, film, music and photography;

· Music and the visual and performing arts;

· Publishing;

· Computer games, software and electronic publishing; and

· Radio and TV.

5.2 The definition was developed by the UK Department for Culture Media and Sport that takes pre-specified proportions of these industry groups to provide an estimate of the Creative Industries sector. A full list of the sectors and SIC codes included, with the level of proportionality, can be found in the document ‘Government Economic Strategy Key Sectors: Definitions for Measurement and Analysis’, published by the Scottish Government in February 2009. 
5.3 Scottish Enterprise’s definition of Creative Industries includes Digital Markets and Enabling Technologies.
Summary of Key Documents
5.4 There are a number of key documents relating to the creative industries sector in Scotland and these are highlighted below.  Some sources do not explicitly addressed equality issues and we have focussed our attention on those which provide useful evidence.  
Creative Industries Key Sector Report, Scottish Government
5.5 This report includes an overview of the sector, the challenges and opportunities facing the creative industries, a description of how the sector interacts with the public sector, an assessment of the effectiveness of this interaction and an examination of the international perspective on creative industries. It identifies the potential for considerable growth in the sector, as well as challenges including the impact of the economic downturn, implications of limitations in the statistical picture (caused by difficulties in defining the creative industries), ensuring effective industry engagement, ensuring the industry has the required skills - such as protecting and enforcing copyright as technology advances as well as entrepreneurial, management and business skills – and responding to technological advances and new business models.

5.6 Equalities issues are not directly addressed in the report.

Digital Markets Industry Demand Statement 2010-2013 and Enabling Technologies Industry Demand Statement 2010-2013, Scottish Enterprise

5.7 These documents set out the key strategic goals and approaches for the  Digital Markets and Enabling Technologies sectors, key partners and their roles in this development, the key contributions of Scottish Enterprise, outcome objectives, key interventions and evidence gaps. 
5.8 Equalities issues are not directly addressed in the statements.

Enabling Technologies Strategy for Scotland – Towards a Brighter Future, Technology Advisory Group
5.9 This document outlines a strategy to focus policy and resources to further develop Scotland’s competitive strength in enabling technologies, across the key economic sectors in Scotland, and suggests a nine-step implementation plan for doing so. 
5.10 Equalities issues are not directly addressed in the strategy.

Creative Industries Sector Profile, HIE
5.11 HIE published a profile of the Creative Industries sector in 2007. The profile highlights that skills gaps include management, business and new technology skills and that there are increasing opportunities for Gaelic commissioning, with the Gaelic Channel.  
5.12 Equalities issues are not directly addressed in the profile.

Creative Industries Framework Agreement, Scottish Government
5.13 This framework agreement described the roles that Scottish Government, Scottish Enterprise, Highlands and Islands Enterprise, Creative Scotland and Scottish Local Government have supporting the creative industries sector, and it set out how partners would take forward work to delivering the Agreement.

5.14 Creative Scotland is the name of the proposed new strategic body tasked with leading the development of the arts, creative and screen industries across Scotland. The new organisation will take over the functions and resources of Scottish Screen and the Scottish Arts Council as well as having a wider set of responsibilities for developing the sector. Creative Scotland Ltd is to be established in 2010.
5.15 The Framework Agreement has been taken forward by a short life working group, the Creative Industries Framework Agreement Implementation Group (CIFAIG). This group focused on the practical work needed to implement the Framework Agreement effectively.
5.16 The CIFAIG produced ‘Scotland's Creative Industries Partnership Report’ which identifies and recommends action to ensure its effective operational delivery of the Framework and identifies gaps in current provision and recommend what needs to be done to address those gaps.  The report outlines that Creative Scotland will lead on drawing together information and coordinating research on the sector, so that partners can continue to develop their understanding of the sector and can respond to the needs of the sector appropriately.
5.17 Equalities issues are not directly addressed in the framework agreement or the CIFAIG report. 
Sector Skills Councils
5.18 There are three Sector Skills Councils which are relevant to this sector:

· Skillset;

· Creative and Cultural Skills; and
· E-Skills UK.

Skillset
5.19 Skillset is an independent UK–wide organisation that is owned and managed by the creative media industries and works with both the industry and government to identify and tackle the skills and productivity needs of these industries throughout the UK.
5.20 Skillset and another Sector Skills Council, e-skills UK, published ‘Digital Britain: Creating the Skills for the Digital Economy’ as part of the Digital Britain interim report.  It assesses productivity and skills gaps in the sector by providing a detailed analysis covering: an assessment of the existing education and training infrastructure; the case for change; and recommendations for action.

5.21 The report identifies that 131,200 new entrants a year are needed to fill increasingly complex and high level roles in the Digital Technology sector, and over a fifth of companies trying to recruit Digital Technology Professionals report difficulties in attracting applicants with the right skills, resulting in a negative impact on their company’s business as a result. 
5.22 It also highlights that for both Digital Technology and Digital Media sectors, there are significant gaps in the provision of accurate careers information, advice and guidance, with a lack of quality advice to students and adults both within and outside the workforce. This means potential employees may not understand the opportunities that are open to them. Consequently it suggests promoting ‘Digital Careers’ with a coherent programme that transforms the understanding and attitudes of young people and which signposts adults to appropriate training. 
5.23 Skillset’s 2009 Employment Census maps the shape and size of the workforce of the creative media industries, gathering information on total employment estimates for each sector, occupation, nation and English region, broken down by gender, ethnic origin and disability.
5.24 Key findings from the latest edition show a major decline in employment in almost every sector apart from independent production for TV and cinema exhibition and a decline in the use of freelancers in TV, radio and facilities but up in interactive media and computer games. 
5.25 In terms of equalities, representation of women is down in every sector falling most sharply and at its lowest in interactive media, games, commercials and corporate production, while dropping least in broadcast television, radio, and film production. Representation of people from a BME background is down in six sectors and overall across all sectors of the industry in scope, being highest in processing labs, cable and satellite, film production (excl. freelancers which were outside the scope of the Census) and Terrestrial Broadcast, and lowest in mobile content, offline multimedia, and other interactive media. The proportion of the workforce described by their employers as disabled has remained the same since 2006, at 1.0%. This is very much lower than the proportion reporting themselves as disabled in Skillset’s suite of workforce surveys. Most recently, in Skillset’s 2008 Creative Media Workforce Survey, 5.8% of the workforce said they had a disability. These recent changes are a concern to Skillset, representing a significant skills drain and loss of talent.
5.26 Skillset also has specific figures on the size and shape of the creative media sector in Scotland on its website.

5.27 The Creative Media Industries workforce in Scotland numbers just under 27,000 people, approximately 6% of the UK's creative media industries workforce. Women represent 36% of the workforce; people from BME backgrounds make up 2% of the workforce and 2% of the workforce is reported as having a disability.
Creative and Cultural Skills
5.28 Creative and Cultural Skills is the Sector Skills Council for Advertising, Crafts, Cultural Heritage, Design, Literature, Music, Performing, and Visual Arts. 
5.29 The ’Skills Sector Skills Agreement for the creative and cultural industries in Scotland’ suggests that a diversity programme is needed to include Black and Asian communities, women, disabled people, social and economic inclusion, and the increase in Eastern European communities. It states that the business case for diversity needs to be ‘sold’ to industry and that if the issue is ignored the industries will be recruiting from an increasingly narrow pool of talent.

5.30 Unstructured entry routes, lack of clear progression paths, the need to volunteer to get a job and low pay are suggested as reasons that combine to make the sector less attractive to talented young Black and Asian people.
5.31 It also suggests that in the cultural industries the workforce needs to better reflect the demography of their communities, as this is important for audience development and participation.

5.32 A programme of action on diversity will address the following skills needs: 
· creative; 
· technical; 
· management; 
· leadership; 
· digital technology; 
· business/professional; and 

· negotiation, selling and marketing 
5.33 The programme will also address the following industry issues: 
· entry to industry; 
· management and leadership; 
· business and enterprise; 
· continuing professional development; and 
· information, advice and guidance.

5.34 To promote the business case and value of a diverse workforce, Creative and Cultural Skills is developing a resource and campaign, with a pilot focusing on advertising and museums in England, with a possible  Scottish profile and best practice guide to follow.
5.35 Research conducted by the Creative and Cultural Skills in 2008 - based on data collected from various sources in 2006 - showed that there was a majority of male workers (59%), particularly in managerial positions, 98% of workforce was white, and over half of the workforce was 39 or under (55%). The sector suffers from a lack of diversity, and for many starting out in the creative and cultural industries involves a period of unpaid, or low paid work, even for graduates. This can exclude large numbers of people from economically deprived and excluded backgrounds. 
E-Skills UK
5.36 E-skills UK is the Sector Skills Council for Business and Information Technology, covering software, internet and web, IT services, telecommunications and business change.
5.37 ‘Creating the IT Nation: Strategic Plan for Scotland 2009-2014’ sets out the skills needs and issues facing the IT sector.  Employment in the IT industry is growing five times faster than the national average, and Scotland currently needs 10,400 new IT professionals a year, a level of demand at risk of not being met.  Attracting high quality recruits into the IT workforce is critical for the competitiveness of all sectors of the economy. The IT sector needs a vibrant, well-skilled recruitment pool from multiple sources, with a particular focus on business and higher level technical skills.  However, declining numbers of young people studying technology at school and university mean that the talent pool from which to recruit is reducing, and a pervasive gender imbalance means the sector is missing out on a large proportion of what talent is available, as many females are put off from applying to work in the sector.
5.38 E-Skills UK’s ‘Technology Counts Scotland’ summarises the findings of research to provide an in-depth understanding of the existing IT and Telecoms landscape in Scotland, and forecasts of the future based on the best available intelligence.  It included input from over 2,300 employers across the UK, including 183 in Scotland.  The document ‘highlights a number of equalities issues within the sector, in particular gender imbalance, which is worsening:

· Gender remains a significant issue, and in 2009, only 27% of IT and Telecoms professionals in Scotland were female;
· Males comprised 66% and females 34% of all attainments on Computing/Computing Studies courses in schools in 2008/09; 
· At all levels, the higher the grade, the lower the proportion of attainments accounted for by females;
5.39 In terms of other equalities, the document notes that: 
· The ethnic mix of IT and Telecoms professionals in general mirrors that of Scotland as a whole, but with a smaller proportion of ‘Asian/ Asian British’.  Ninety-six percent identify themselves as being ‘White’ (compared to 97% for all occupations in all sectors in Scotland) and 2% as ‘Asian/Asian British’ (compared to 4% for all occupations).
· Nine percent of IT and Telecoms professionals in Scotland have some form of work limiting disability. This compares to 13% across all occupations.
· Globalisation is also affecting the age profile of IT and Telecoms professionals - the proportion aged 16-29 has dropped from 34% in 2001 to 21% in 2009 as the sector favours experienced workers from other sectors over young recruits from the education system.
5.40 E-Skills UK’s Strategic Skills Assessment for the Digital Economy highlights a number of issues for the sector that relate to equalities.
· Deep rooted gender imbalances, evident across the workforce, limit the recruitment pool with the result that only 17% of Technology professionals are female.
· In the Creative Media industries, 42% of people are female, but proportions vary by occupation, there has been significant decline in recent years in some areas, and representation of older women is particularly low.

· In the Advertising, Music and Design industries, women comprise 34% of the workforce and are just as likely as men to have a qualification at level 4 or above, yet men are six times more likely to earn above £29,000. 
· Creative Media has experienced a sharp drop in representation from workers from Black, Asian or Minority Ethnic backgrounds between 2006 and 2009, down to 6%. 
· In Technology occupations, the proportion of those aged 16-29 has dropped from 33% in 2001 to 22% in 2009. This is a result of globalisation; the need for hybrid technical / business capability means the sector often favours workers with a level of business experience in other occupations over young recruits from the education system. 
· Employers tend to recruit experienced people, and, where recruitment is from full time education, graduates. Less that 1% of those employed in Technology occupations are under 18 years old. 
· The tendency for business managers to be older can have an economic impact on businesses. Competitiveness and productivity require the utilisation of advances in technology, however many leaders who tend to be older do not have the expertise themselves to recognise and embrace this for their business.
· There are correlations between technology uptake and both company size and the age of the decision makers in an organisation. Smaller organisations and those run by older people are much less likely to embrace technology, and these segments need more targeted support to improve their ability to operate in the digital economy. Companies that do not adopt digital technology miss out on the productivity and competitiveness benefits it offers.
Industry Advisory Groups (Scotland)
5.41 A number of Industry Advisory Groups (IAG) are relevant to the Creative Industries sector.  These include the following. 

Scottish Construction Forum
5.42 The IAG for the Construction sector is the Scottish Construction Forum (SCF). Membership of the SCF spans a large cross section of industry from quarry products through to architecture and design, and includes representation from the Construction Licensing Executive, Scottish Construction Centre, Scottish Building Federation, Scottish Enterprise, Health and Safety Executive, Local Construction Forums, COSLA, Scottish Government and Consumer Focus Scotland.
Digital Media IAG

5.43 The Digital Media IAG covers the increasingly converging and growing areas of Publishing, TV Production, Mobile Content, Games, Marketing, Design and Music and was established to shape and inform the priorities for growth in the sector, and provides strategic leadership and advice to the industry and its public sector partners. 
ICT Markets

5.44 The ICT Markets IAG was established in October 2008 to provide leadership in the ICT Markets technology sector, covering the Software and Computer Services area of the Creative Industries, the largest sub-sector.  The group produces industry priorities for market areas in which Scottish companies can play an increasing role and develop a comparative advantage. It also works to identify areas in which the Industry needs to strengthen, for example in increasing the number of software product companies that can be quickly internationalised.  Their remit is similar to that of the Digital Media IAG and there are a number of areas they have in common, for example their interest in communications infrastructure and attraction of investment. The two IAGs share their findings in these areas. 
Technology Advisory Group 

5.45 The Technology Advisory Group (TAG) is a public and private partnership, established in January 2009, to develop a Technology Strategy for Scotland.  It aims to maximise the potential of cross-cutting technologies that support all of the key economic sectors outlined in the Scottish Government’s Economic Strategy.  The group has representatives from across the economic sectors, Scottish Funding Council, Scottish Enterprise, Scottish Government and HIE.

Information from Stakeholder Interviews
5.46 A number of relevant issues were raised during our stakeholder interviews.

5.47 An example of gender issues was highlighted in the development of computer games which related to the fact that there is a growing market of females aged 30+ who are game players.  This group are more interested in games such as Wii Fit than shooting or ‘beat ‘em up’ type games.  It was suggested that male game developers do not have the insight to target female game buyers and so one interviewee explained if you only have male game developers then you are only recruiting from half of the population.  The interviewee concluded that increasing female game developers to develop games for female buyers is a market opportunity that needs to be explored as ‘digital media needs to be aware of all areas of society’. 

5.48 A number of stakeholders acknowledged that it is well known that Enabling Technologies was male orientated, although the stakeholders highlighted that this varied from company to company.  It was also highlighted that employees were paid dependent on the amount of work they win and winning commissions and having a good track record was the key determinant.  However, in our opinion, this fails to address the issue. 

5.49 There was some discussion about some Asians in Scotland viewing Creative Industries as not a first choice sector for employment compared with traditional professions such as doctors and lawyers – jobs like DJs are viewed as risky but this view is changing with second and third generation Asians. 

5.50 Stakeholders also highlighted how Creative Industries is a competitive industry and often there are barriers to entry, particularly new graduates.  For example those who are entering employment for the first time need to gain experience which often means taking voluntary or very low paid jobs.  For some people this would not be possible financially.  

5.51 Other age-related equalities issues identified for Enabling Technologies specifically were:

· older people nearing retirement age not being replaced;

· graduates from both the rest of the UK and abroad leaving Scotland to find employment.

5.52 One interviewee highlighted equalities issues concerning the Industry Advisory Groups for both Digital Markets and Enabling Technologies.  For Digital Markets the interviewee explained that all of the members were middle aged white men.  This interviewee added that there needed to be more members who were from different cultural backgrounds, ages and gender on these Groups.  In contrast the Industry Advisory Group for Enabling Technologies had been aware of their membership being male dominated and had therefore taken positive action to ensure females were included.  However this had meant that females had been selected from senior management level rather than a higher grade which members were typically drawn from.  

5.53 Within the IT sector there is a failure to bring women into the industry and so there is a ‘limited culture’.  They added that there is a lack of skills in the sector because they do not draw employees from a wide pool of talent. 
Other research
5.54 ‘Creative Graduates Creative Futures’ is a longitudinal study of the early careers of over 3,500 graduates in practice-based art, design, crafts and media subjects who qualified between 2002 and 2004 from 26 UK higher education institutes.  The latest report found that 78% were working in the creative industries when surveyed in autumn 2008 with 18% working in non-creative jobs.  The most common employment sector for those working in creative industries was design (28%), education (23%), fine art (14%), fashion/textile design (14%) and media production and photography (13%).  The survey found that approximately half of graduates working in the creative industries had more than one job (described as portfolio working).  A similar proportion of graduates had worked on a freelance or self-employed basis.

5.55 A scoping study by Sinclair et al (2006) for the UK Film Council emphasised the importance of gender balance within the industry. Particular attention was given to screen writers as only 26% were female despite 53% of all writers working in the UK being female.  The study explained that a significant proportion of UK film audiences are women – the largest group being women aged 35 and over (18%) - and therefore films need to be written with ‘a women’s perspective on the world’ as opposed to films written by men therefore ‘possibly reinforcing gender stereotypes’.  This study also found that films written by women are less likely to be released with only 15% of UK films between 1999 and 2003 had women screenwriters.  The Sinclair study identified a number of barriers for women seeking employment as screen writers included: capitalising on networks; men dominate positions of power and decision making; erratic working patterns which does not fit well with family life; and a risk averse nature to commissioning. 

5.56 A study conducted by the DTI (2005) included three focus groups with staff from a range of IT companies as well as a review of existing published research considered the business case for diversity in relation to women in the IT industry in response to recruitment and retention problems.  The research found that women were not attracted to careers in IT due to a ‘poor stereotyped image from a women’s perspective’; it was also reported that women ‘feel excluded in such a male-dominated industry’ as there was seen to be a lack of female role models. 
5.57 Specific retention issues within the IT industry for women who had reached ‘the peak of their careers’ were examined by the above DTI study and Penny (2006).  Reasons were found to include salary inequalities, lack of flexible working and a culture of long unsociable hours, frequent travel, lack of training and development, lack of promotion prospects and undesirable work locations. Penny also highlighted the failure of IT companies to recruit women with relevant degrees in science or technology with just 30% of women with such degrees going on to work in the industry compared to 91% of men.  A wider pool of talent to recruit from can also help to address skills shortages within industries.  Penny discussed the problem of low numbers of women in the IT sector with women who are senior managers in IT companies and one highlighted that ‘by eliminating 40% of the workforce [women] from the pool of potential workers the chance of reducing that shortfall [in skills] is radically reduced’. 

5.58 A report on women in the IT sector by BERR (2008) found women were paid 13% less than men in an equivalent role.  

5.59 Gavurin (2007) reported that 21% of company directors were female within the Computers and Other Information Processing Equipment Industry, which is much higher than the proportion of women executives as a whole in the IT industry (13%). 
Data Analysis
5.60 There were 13,100 directors of businesses in Scotland’s creative industries sector in March 2010 and approximately 3 out of 10 were female.  A higher proportion of directors of businesses in the creative industries sector in the HIE area were female (35.7%) than in the SE area (29.3%).

Table 5.1:
Directors’ Gender in the Creative Industries Sector 
	Area
	Female
	Male
	Total

	Scottish Enterprise
	3,503
	8,448
	11,951

	
	29.3%
	70.7%
	100.0%

	Highlands and Islands Enterprise
	410
	738
	1,149

	
	35.7%
	64.3%
	100.0%

	All Scotland
	3,913
	9,186
	13,100

	
	29.9%
	70.1%
	100.0%


Source: FAME Database, March 2010

5.61 The average age of directors in the creative industries sector across Scotland was 48.6 which was the youngest average of any of the seven key economic sectors.  The 40-49 and 50-59 age brackets account for almost 6 out of 10 directors in this sector.  Only 3.8% of directors were aged under 30 and only 4.1% were aged 70 plus.  The age distribution in the HIE and SE areas were broadly similar although there were more directors aged 60 plus in the HIE area (27.8%) than in the SE area (17.6%) but fewer aged under 40 (15.9% in the HIE area compared to 23.8% in the SE area).

Table 5.2:
Directors’ Age in the Creative Industries Sector 
	Area
	<30
	30-39
	40-49
	50-59
	60-69
	70-79
	80+
	Total
	Average

	Scottish Enterprise
	466
	2,383
	3,906
	3,099
	1,644
	388
	68
	11,953
	48.2

	
	3.9%
	19.9%
	32.7%
	25.9%
	13.8%
	3.2%
	0.6%
	100.0%
	

	Highlands and Islands Enterprise
	30
	152
	312
	334
	239
	67
	14
	1,149
	51.9

	
	2.6%
	13.3%
	27.2%
	29.1%
	20.8%
	5.8%
	1.2%
	100.0%
	

	All Scotland
	496
	2,535
	4,218
	3,433
	1,884
	455
	82
	13,102
	48.6

	
	3.8%
	19.3%
	32.2%
	26.2%
	14.4%
	3.5%
	0.6%
	100.0%
	


Source: FAME Database, March 2010

5.62 HESA Destinations of Leavers from Higher Education Institutions 2007/08 provides data for the information and communication sector and the arts, entertainment and recreation sector.

5.63 It shows that there were 8,485 UK domiciled leavers who obtained first degrees and entered employment in the information and communication sector, of whom only 39% were female and 61% were male.
5.64 It also shows that there were 6,905 UK domiciled leavers who obtained first degrees and entered employment in the arts, entertainment and recreation sector, of whom 52% were female and 48% were male.

5.65 There were significant gender variations in the degrees held by new graduates entering these two creative industry sectors as shown below.

Table 5.3:
Directors’ Age in the Creative Industries Sector
	First degree subject
	Information and Communication
	Arts, entertainment and recreation

	
	Total
	Male
	Female
	Total
	Male
	Female

	Total
	8,485
	5,155

61%
	3,330

39%
	6,905
	3,325

48%
	3,580

52%

	Computer science
	23%
	33%
	7%
	2%
	3%
	1%

	Creative arts and design
	17%
	15%
	18%
	35%
	29%
	40%

	Mass communication and documentation
	12%
	10%
	15%
	4%
	4%
	4%

	Business and administrative studies
	11%
	10%
	12%
	9%
	11%
	8%

	Languages
	10%
	5%
	17%
	6%
	4%
	8%

	Biological sciences
	4%
	3%
	6%
	17%
	21%
	14%


5.66 The HESA study also demonstrates that only 14% of creative art and design graduates who entered employment were working in the Arts, entertainment and recreation sector.  This varied by gender as follows: males 16% and females 14%.
5.67 Among the other creative art and design graduates in employment: 

· 21% were working in wholesale and retail trade, repair of motor vehicles and motorcycles sector (18% for males and 23% for females);

· 13% were working in education (10% for males and 15% for females);
· 12% were working in professional, scientific and technical activities (14% for males and 10% for females); and

· 8% were working in information and communication sector (13% for males and 6% for females).
Summary
5.68 The key findings for the creative industries are:

· Equalities issues are partially addressed in the Sector Skills documents but are not explicitly addressed in the key Scottish Government or SE/HIE documents;

· Skills gaps include management, business and new technology skills in the HIE area and there were increasing opportunities for Gaelic commissioning in the area;
· 131,000 new entrants a year are needed in the UK to fill increasingly complex and high level roles in the Digital Technology sector.  Over a fifth of companies trying to recruit Digital Technology Professionals report difficulties in attracting applicants with the right skills;
· for both Digital Technology and Digital Media sectors, there are significant gaps in the provision of accurate careers information, advice and guidance;
· The Creative Media Industries workforce in Scotland numbers just under 27,000 people, approximately 6% of the UK's creative media industries workforce. Women represent 36% of the workforce; people from BME backgrounds make up 2% of the workforce and 2% of the workforce is reported as having a disability;
· The Skills Sector Skills Agreement for the creative and cultural industries in Scotland suggests that a diversity programme is needed to include Black and Asian communities, women, disabled people, social and economic inclusion, and the increase in Eastern European communities. It states that the business case for diversity needs to be ‘sold’ to industry and that if the issue is ignored the industries will be recruiting from an increasingly narrow pool of talent; 
· Unstructured entry routes, lack of clear progression paths, the need to volunteer to get a job and low pay are suggested as reasons that combine to make the sector less attractive to talented young Black and Asian people;
· To promote the business case and value of a diverse workforce, Creative and Cultural Skills is developing a resource and campaign, with a pilot focusing on advertising and museums in England, with a possible Scottish profile and best practice guide to follow;
· E-Skills UK estimated that Scotland needs 10,400 new IT professionals a year a level of demand at risk of not being met.  It also states that a declining numbers of young people studying technology at school and university mean that the talent pool from which to recruit is reducing, and a pervasive gender imbalance means the sector is missing out on a large proportion of what talent is available, as many females are put off from applying to work in the sector;
· ‘Technology Counts Scotland’ highlights a number of equalities issues within the sector, in particular a gender imbalance;
· ‘Creative Graduates Creative Futures’ is a longitudinal study of the early careers of over 3,500 graduates in practice-based art, design, crafts and media subjects who qualified between 2002 and 2004 from 26 UK higher education institutes.  The latest report found that 78% were working in the creative industries when surveyed in autumn 2008 with 18% working in non-creative jobs;  

· There were 13,100 directors of businesses in Scotland’s creative industries sector in March 2010 and approximately 3 out of 10 were female;
· The average age of directors in the creative industries sector across Scotland was 48.6 which was the youngest average of any of the seven key economic sectors.  The 40-49 and 50-59 age brackets account for almost 6 out of 10 directors in this sector.  Only 3.8% of directors were aged under 30 and only 4.1% were aged 70 plus;
· HESA data shows gender imbalance in the entry of new graduates into the information and communication subsector and variation by gender in the degrees held by new graduates entering the creative sector.  
6
Energy
6.1 Scottish Enterprise includes the following industries in its definition of the energy sector:
· Extraction of Crude Petroleum and Natural Gas; 

· Service Activities Incidental to Oil and Gas Extraction Excluding Surveying;
· Manufacture of refined petroleum products;
· Production and distribution of electricity; and
· Manufacture of gas; distribution of gaseous fuels through mains.
6.2 The Scottish Government definition also includes:
· Mining of coal and Lignite and Extraction of Peat;
· Manufacture of Coke and Nuclear Fuel;
· Hot water and Steam Supply; and
· Collection, Purification and Distribution of water.
6.3 Renewable energy activities cannot be separately identified using SIC codes. The Scottish Government, Scottish Enterprise and the renewables sector are currently working together to establish how best to capture activity in this area.
Summary of Key Documents
Energy Sector Key Sector Report, Scottish Government, 2009
6.4 This report provides an overview of the sector and its importance to Scotland’s economy, outlines the overall objectives of current activity, highlights challenges and opportunities facing the sector, describes and assesses interaction with the public sector, and provides an examination of the international perspective on the energy industry.

6.5 The overall objectives of current activity in the energy sector are to strengthen Scotland’s areas of international comparative advantage in the energy sector and to contribute to the commitment to reduce emissions by 80% by 2050, and specifically:
· to capitalise on current opportunities to strengthen the Scottish supply chain for energy investments, especially in respect of oil and gas, renewable and low carbon energy and distributed energy systems; 

· to strengthen productivity and competitiveness of the Scottish industry providing energy efficiency and distributed energy services to communities and businesses both at home and out with Scotland; 

· to ensure Scotland captures benefits from current technology developments and capitalises on them by building strong world leading energy businesses of the future; 

· for all these tasks, building the skills base that can deliver the exponential change in output from the energy sector as a whole that will be required to place energy at the centre of Scotland’s future prosperity; and
· the delivery of cost savings for consumers and business through energy efficiency improvements which will free up resources and increase demand for goods and services. 
6.6 Equalities issues are not directly addressed in the report.
Oil and Gas Industry and Renewables Industry Demand Statements 2010-2013, Scottish Enterprise
6.7 These documents set out the key strategic goals and approaches for the industries in Scotland, key partners and their roles in this development, the key contributions of Scottish Enterprise, outcome objectives, key interventions and evidence gaps. 
6.8 Equalities issues are not directly addressed in the statements.
Bio-fuels Mapping Expertise Across Scottish Enterprise Priority Industries, Scottish Enterprise, Jan 2009
6.9 This report presents the results of a mapping study of the Scottish Bio-fuels Sector, provides an up-to-date picture of the bio-fuels sector structure and prospects and, thus, highlight potential interventions for Scottish Enterprise, Highlands and Islands Enterprise and Scottish Development International. 

6.10 Equalities issues are not directly addressed in the report.
Economic Analysis and Rational for Engagement with the Energy Industry, Industries, Research and Policy Directorate, Nov 2008
6.11 This report provides an economic overview of the energy industry; an analysis of economic performance and information on the contribution of the industry to Performance Committee indicators which monitors  progress of the Scottish economy over time.  It also describes the current focus of Scottish Enterprise’s support to the industry and the competitive advantages to be exploited.   
6.12 Equalities issues are not directly addressed in the document.
Sector Skills Councils
6.13 There are two Sector Skills Councils which are relevant to this sector:

· Cogent; and
· Energy and Utility Skills.
Cogent
6.14 Cogent is the Sector Skills Council for the Chemicals and Pharmaceuticals, Oil and Gas, Nuclear, Petroleum and Polymer Industries. Their key national objectives are to:

· Reduce the sector’s skills gaps and shortages and anticipate future needs in the Cogent industries;
· Improve productivity and business performance through specific strategic actions, based on our analysis of sectoral priorities; 

· Increase opportunities to develop the productivity of the sector’s workforce; and
· Improve learning supply, including the development of apprenticeships, higher education and of national occupational standards.
6.15 The Sector Skills Assessment (Cogent, Feb 2010) provides an overview of the current and future skills demands for the sector, the drivers for change, the regional variations that exist, and the actions that will support the skills developments the sector will require.

6.16 It states that the overall level of employment in the sector has fallen recently and that a high proportion of this loss of employment has been at the lower end of the age range, with the number of those between 19-24 years old falling by 33% while the number of those aged over 60 rose to 62%. This clearly raises serious concerns over the need to replace the relatively higher proportion of people who will be retiring in the next few years, while recent recruitment of young people has been lower.
6.17 The gender balance varies between industries ranging from 27% in polymers to 51% in chemicals and 55% in pharmaceuticals.

6.18 There is some evidence to show that the Cogent workforce is becoming slightly more representative of the UK workforce as a whole than previously was the case. The proportion of the Cogent workforce that is female has risen from 26% to 29%, at a time when the female proportion of the overall UK workforce increased by only 0.25%. The proportion of those from ethnic minorities has risen slightly to 7%, a little behind the proportion of the UK workforce, at 9% in 2008.
6.19 Cogent gathers some of the information on equalities for their Sector Skills Assessment via the Skills Oracle Survey in relation to ethnicity, gender and age. 
Energy and Utility Skills
6.20 Energy and Utility Skills is the Sector Skills Council for the gas, power, waste management and water industries.
6.21 Their Sector Skills Assessment 2009 Summary Report details the skills needs of the industry, including transferable managerial skills, project management, industry specific knowledge, management and leadership and degree and HND level engineering graduates.
6.22 It also highlights some of the key issues in terms of equalities, including:
· Within the power industry just 16% of the workforce is female compared to 43% for the UK economy as a whole (Northern Ireland has the lowest proportion of females in the sector and Scotland the highest);
· High concentrations of female workers operate in administrative and secretarial and sales and customer service roles;
· Across the sector, only around one-in-five managerial employees is female;
· BME groups account for around 5% of the gas (transmission and distribution), power and water industries’ workforce; 
· data for the period October 2007 to September 2008 for the ‘energy and water’ sector shows 6.3% of the workforce are from a BME group;

· Less than 1% of the power industry’s workforce regard themselves as having a disability;
· approximately one quarter of the workforce is aged 50 plus;
· The gas (utilisation) industry has the highest age profile of all the industries. Almost half of the workforce is over 45 years old, with just one-quarter aged under 34 years;
· EU Skills’ workforce planning model presents a picture of significant levels of retirements over the coming decade in the gas, power and water industries. An increasing number of the core technical and engineering workforce is expected to retire year-on-year between 2010 and 2024; and
· Data from Energy and Utility Skills Register (EUSR) confirms this, showing that in the higher-level technical and engineering occupations there are a high number of workers due to retire within the next decade.
6.23 Some of the factors that contribute to the ageing workforce are:
· The poor image that the industry has that leads some potential new recruits to reject it as an attractive long-term career option;
· From an employers’ perspective, anecdotal evidence suggests that it can be a difficult and costly exercise in gaining adequate insurance to cover young people working in what can be a dangerous environment, leading them to seek more experienced and mature employees; and
· the lack of long-term workforce planning, due to the short-term regulatory cycles imposed by the economic regulators in the gas (transmission and distribution), power and water industries.

6.24 ‘Diversity in the Energy and Utility Sector’ (Energy and Utility Skills, 2008) identified the perceived drivers and barriers to the recruitment of minority groups in the sector, how the sector is perceived as a place to work by prospective employees and good and best practice from both within and outside of the sector. Some of the findings were reported in the Sector Skills Assessment highlighted above; other key findings were:
· female engineers accounts for just 3% of the total;
· across the four Energy and Utility Skills sector industries, only the gas (upstream) industry approaches the national average for BME workers;
· The mean age of Chartered and incorporated Engineers is 55, whilst Engineering Technicians’ mean age is over 50. Over a quarter of chartered engineers are aged over 65.  The age profile for registered engineers which has been getting steadily older over the past 2 decades. 
· Companies believe that they have more employees with a disability than they are aware of they have a concern about the low number of people with a disability (physical or mental) who are willing to disclose this.
· There was no data relating to sexual orientation, however a few of the project participants were voluntarily starting to monitor it.
· There was no data relating to religion and belief. 
6.25 The document identified the following key diversity challenges: 
· To attract people that better represent the communities they serve.

· To attract more females and BME’s into engineering, management and training roles.

· To attract more female and BME apprentices and graduates.

· To attract more young people into the workforce.

· To improve representation of people with disabilities.

· To create a greater enthusiasm within existing employee base to embrace diversity.
Scottish Energy Advisory Board
6.26 The Scottish Government has established The Scottish Energy Advisory Board for effective, high-level, open and informed engagement between Ministers, the energy industry and other relevant bodies, on the key issues facing the energy sector in Scotland. 

6.27 The Board consists of members from the Scottish Government, STUC, Highlands and Islands Enterprise, COSLA, Scottish Enterprise, Sustainable Development Commission Scotland, Oil and Gas UK, Skills Development Scotland, and a range of industry representatives. 

6.28 The Board has met twice since its inception. Minutes from these meetings show that the advancing age profile of the specialist engineering skills pool was raised as an issue for the sector. No other equalities issues have been raised.  

Information from Stakeholder Interviews
6.29 The SE and HIE interviewees felt that there were equalities issues in the energy sector, however they this was based on anecdotal evidence. 
6.30 There is a perception that the energy sector has a gender imbalance, being dominated by males, and that this would apply particularly to oil and gas, with the renewables industry probably less affected by such an imbalance, as it is a younger industry with less traditional roles. The view that the sector was male dominated was seen as a problem in encouraging women to work in the sector.
6.31 It was also felt that there are almost certainly less women at board/senior management level, that occupational segregation is an issue, particularly in off-shore work along gender lines, and that there is probably a pay gap along gender lines for people in the same position and with same qualifications. 
6.32 One of the interviewees also felt that employers would benefit from considering non-traditional recruitment to fill skills shortages. 
6.33 There was also a view that disability equality was an issue however again this was based on anecdotal evidence. It was suggested that because many jobs require site visits, there was a perception that accessibility could be an issue. It was also suggested that some industries acknowledge that they have equalities issues, but that they lack sufficient information to address them effectively. 
6.34 An issue identified as significant within the HIE area is the significant lack of people in the 15-30 age group.  Many young people leave the area, requiring creative recruitment, especially in more remote rural areas. 
6.35 The stakeholders did highlight however that the situation has improved over the last 40 years.  Exposure to the Scandinavian energy industry, which has had a much more liberal attitude to women working in the sector, has helped to change attitudes. 
Other research
6.36 No other relevant research was reviewed.
Data Analysis
6.37 There were 3,930 directors of businesses in Scotland’s energy sector in March 2010 and approximately 2 out of 10 were female.  A slightly higher proportion of directors of businesses in the energy sector in the HIE area were female (22.7%) than in the SE area (21.0%).

Table 6.1:
Directors’ Gender in the Energy Sector 

	Area
	Female
	Male
	Total

	Scottish Enterprise
	751
	2,822
	3,573

	
	21.0%
	79.0%
	100.0%

	Highlands and Islands Enterprise
	81
	276
	357

	
	22.7%
	77.3%
	100.0%

	All Scotland
	832
	3,098
	3,930

	
	21.2%
	78.8%
	100.0%


Source: FAME Database, March 2010

6.38 The average age of directors in the energy sector across Scotland was 49.3 with the 40-49 and 50-59 age brackets accounting for over two thirds of directors.  Only 2.3% of directors were aged under 30 and only 2.4% were aged 70 plus.  The age distribution in the HIE and SE areas were broadly similar although there were more directors aged under 30 and 60 plus in the HIE area (5.0% and 4.5% respectively) than in the SE area (2.1% and 2.2% respectively).

Table 6.2:
Directors’ Age in the Energy Sector 

	Area
	<30
	30-39
	40-49
	50-59
	60-69
	70-79
	80+
	Total
	Average

	Scottish Enterprise
	74
	513
	1,223
	1,230
	456
	67
	10
	3573
	49.2

	
	2.1%
	14.4%
	34.2%
	34.4%
	12.8%
	1.9%
	0.3%
	100.0%
	

	Highlands and Islands Enterprise
	18
	41
	112
	115
	55
	16
	0
	357
	50.0

	
	5.0%
	11.5%
	31.4%
	32.2%
	15.4%
	4.5%
	0.0%
	100.0%
	

	All Scotland
	92
	554
	1,335
	1,345
	511
	83
	10
	3930
	49.3

	
	2.3%
	14.1%
	34.0%
	34.2%
	13.0%
	2.1%
	0.3%
	100.0%
	


Source: FAME Database, March 2010

6.39 HESA Destinations of Leavers from Higher Education Institutions 2007/08 shows that there were 835 UK domiciled leavers who obtained first degrees and entered employment in the electricity, gas, steam and air conditioning supply sector, of whom:

· 43% were female and 57% were male;

· 20% had studied business and administrative studies (19% for males and 21% for females); 
· 17% had studied engineering and technology (26% for males and 4% for females);

· 10% had studied social studies (8% for males and 11% for females); 

· 8% had studied physical sciences (9% for males and 6% for females); and

· 8% had studied biological studies (6% for males and 11% for females).
Summary
6.40 The key findings for energy sector are: 
· Equalities issues are partially addressed in the Sector Skills documents but are not explicitly addressed in the key Scottish Government or SE/HIE documents;

· The two Sector Skills Councils raise concerns over the need to replace the relatively higher proportion of people who will be retiring in the future and the low levels of recruitment of young people. They also highlight that the workforce is becoming slightly more representative of the UK workforce as a whole in terms of its equality makeup but a marked gender imbalance remains;
· Three factors contribute to the ageing workforce: poor image; cost of insuring younger workers; and the lack of long-term workforce planning;
· It was also highlighted that within the power industry just 16% of the workforce is female and less than 1% regard themselves as having a disability;
· 6.3% of the energy and water sector workforce are from a BME group;

· Energy and Utility Skills highlighted the skills needs of the industry, including transferable managerial skills, project management, industry specific knowledge, management and leadership and degree and HND level engineering graduates;
· There were 3,930 directors of businesses in Scotland’s energy sector in March 2010 and approximately 2 out of 10 were female;
· The average age of directors in the energy sector across Scotland was 49.3 with the 40-49 and 50-59 age brackets accounting for over two thirds of directors.  Only 2.3% of directors were aged under 30 and only 2.4% were aged 70 plus;  
· 43% of graduates entering employment in the electricity, gas, steam and air conditioning supply sector were female and 57% were male.  The new graduates entering this sector came from a variety of degree subjects which varied by gender.
7
Financial and Business Services
7.1 The Scottish Government definition of the financial and business services sector covers :

· financial intermediation, except insurance and pension funding;

· insurance and pension funding, except compulsory social security;

· activities auxiliary to financial intermediation; and 

· Other Business Activities.
Summary of Key Documents
Financial and Business Services Key Sector Report, Scottish Government, February 2010
7.2 This report provides an overview of the financial and business services sector and its importance to Scotland’s economy, the scope and performance of the sector, current challenges and opportunities facing financial and business services, how the sector interacts with the public sector and assessment of the effectiveness of this interaction, and an examination of the international perspective on the sector.

7.3 It identifies numerous challenges for the sector, in a time of unprecedented change in the global financial services industry, however potential opportunities for the Scottish financial and business sector to not only recover but grow and expand, once market conditions ease, are also identified. These include scope for future inward investment, and for business services to support growth sectors such as life sciences and creative industries.

7.4 Equalities issues are not directly addressed in the report.

Financial and Business Services Industry Demand Statement 2010-2013, Scottish Enterprise

7.5 This document sets out the key strategic goals and approaches for the sector in Scotland, key partners and their roles in this development, the key contributions of Scottish Enterprise, outcome objectives, key interventions and evidence gaps. 
7.6 Equalities issues are not directly addressed in the statement.
The Contribution of the Financial Services to the Scottish Economy – Scottish Enterprise, Sept 2009
7.7 This report outlines the recent performance of the financial services sector and its contribution to economic growth and the Government Economic Strategy, the rationale for support by Scottish Enterprise and a summary of Scottish Enterprise support.
7.8 Equalities issues are not directly addressed in the report.

A Strategy for the Financial Services Industry in Scotland, Scottish Government, March 2005
7.9 This is a joint industry-government strategy for the Scottish financial services industry, which outlines a vision to maximise and sustain the success and impact of the sector on the Scottish economy.  It is important to note that it was published before the recent problems affecting financial markets across the globe.

7.10 It sets out the three strategic goals: strengthening the world-class workforce and improving business infrastructure; building the industry profile within and beyond Scotland; and exploiting market opportunities through innovative products and services. 

7.11 Within the section on people and infrastructure, the strategy highlights the need to attract a wider range of people to work in financial services. 

A Strategy for the Financial Services Industry in Scotland – 2009 Annual Report, Scottish Government

7.12 This report provides a summary of achievements in delivering the Strategy objectives, comparative data on the progress made by the industry in Scotland and an outline of plans for future years.
7.13 It notes that the Financial Services Advisory Board has decided to refocus the work of the Gender Pay Gap delivery group to ensure that availability of access to a career in the financial services provides the industry with the widest possible talent pool. The terms of reference of a new group with the working title Access Talent are being approved, and it will take forward action on this.
7.14 The report also highlights that the sector has been working collaboratively with Young Scot to help young people to become more financially capable.

Sector Skills Councils 

Financial Services Skills Council (FSSC)

7.15 The Financial Services Skills Council (FSSC) is the Sector Skills Council for the sector. It is an independent, employer-led organisation, established in 2004 to provide strategic leadership for education, training and skills development for financial services, accountancy and finance across the UK. 
7.16 ‘Skills Bill: Sector Skills Agreement for Financial Services – Scotland’ (FSSC, 2008) is an industry-stakeholder led action plan for Scotland based on the priorities for action and proposed solutions to the skills issues in the sector.  It addresses a number of key themes, including: 

· the need to source more and better skilled staff at entry level;

· the need to maintain its commitment to the wider development needs of its workforce; and

· smaller businesses need to be further engaged in training and the development of skills in the workforce.

7.17 Under the Agreement the FSSC agreed to consult with unions on the development of a diversity policy for the sector, to work jointly to provide training within the sector where applicable, and to work closely to with unions to provide language and life skills for migrant workers in the sector.

7.18 It states that trade unions will work closely with the FSSC on the development of a diversity policy for the sector to ensure that all employers are aware of equalities issues.
7.19 ‘Skills Assessment: The Financial Services Industry, the Accountancy Sector and the Finance Function in Scotland’ (FSSC, 2009) highlights a number of current and future skills priorities within this sector in Scotland. Of particular interest are the following: 
Financial Services

7.20 Overall, Scotland’s financial services employ more women (53%) than men (47%).

7.21 Three quarters of workers in Scotland’s financial services are aged between 25 and 54, in keeping with the age distribution of the UK overall, however some subsectors, namely re-insurance, trust funds and related entities employ a greater proportion of mature (aged 55 and above) employees than other subsectors.

7.22 The number of young recruits in the retail investment sector has been dwindling for a number of years and there is growing concern that there are not enough young advisers entering the industry. In March 2009, only 3.7 per cent of advisers were 30 year old or younger.
Accounting and Finance
7.23 Whilst accountancy and finance employment generally reflects the diversity of the UK labour market, increasing women’s representation at the more senior professional occupations is still a challenge for employers, despite the report’s claims of extensive promotion of part-time working arrangements. While there was a relatively equal gender split in accountancy firms, the finance function is nearly two thirds comprised of women (who are employed in book-keeping and other administrative roles). Conversely, taxation roles are mostly held by males with women representing only one quarter of the tax expert workforce in Scotland.

7.24 Although accountancy and finance staff are older than the rest of the UK workforce, the industry’s demographics are not yet a cause for concern – although the administrative finance workforce has an older age profile than other subsectors.

7.25 The distribution of Scotland’s workers in this subsector is similar to the rest of the UK. Nearly half of the accountancy and finance workforce is aged between 25 and 45 years.

Industry Advisory Groups

7.26 Financial Services Advisory Board (FiSAB) is a collaboration between the Scottish Government, Scottish Enterprise, Scottish Development International, Universities Scotland, Scottish Financial Enterprise (SFE), the union Unite and the financial services industry. It is chaired by the First Minister and representatives from HM Treasury have observer status. It is tasked with delivering the Strategy for the Financial Services in Scotland. 
7.27 The Financial Services Implementation Group (FiSIG) is tasked with implementing the strategy and has a sub group on Widening Access.  Its membership mirrors FiSAB.
Information from Stakeholder Interview
7.28 The SE/HIE stakeholders identified some skills shortages in the financial and business services sector that could be addressed by equalities solutions, in particular at the team leader and supervisor level and the lack of IT skills in the Highlands. 

7.29 Both the SE and HIE interviewees mentioned a number of equalities issues that they were aware of in the sector. In particular both mentioned the gender pay gap and both had some awareness of previous research that had been done in this area, and of ongoing work to tackle that issue. Having said that this was seen as less of an issue in the HIE area compared to the Central Belt or London.

7.30 The interviewees were aware of the perception that there is an under-representation of women at senior and Board level. The HIE interviewee was not aware of evidence to support this and the SE interviewee said the extent of the problem was very much dependent on the sub-sector, and may be caused by a perception that flexible working arrangements are not  suitable for some senior positions. 

7.31 A representative from the FSSC stated that there was an unequal share of the employment at professional levels of the financial and business services sector, with females constituting a smaller share of the workforce across the UK. They also stated that this gender imbalance is mirrored by unequal pay. 

Other research
7.32 Within the financial services sector the gender pay gap is greater and more persistent than in any other sector of the economy. A recent report by Metcalf and Rolf (2009) which formed part of evidence for the EHRC Financial Services Inquiry (2009) found that: 
· the full-time hourly gender pay gap for financial services was 39.6%, compared to 17.1% for the economy as a whole, and the part-time gender gap in financial services was even higher at 53.4%; 

· in 2007-08, 70% of men in the financial services sector earned more than £29,400, while 70% of women earned less than £29,500;

· women working full-time in so called auxiliary roles
 suffer the largest pay gap in the financial services sector, earning on average 60% less than their male colleagues;

· among the highest earners in the finance sector full-time female employees earn 45% less an hour than men, while in the lowest paid jobs women receive 16% less on average; and

· at the more senior level only 11% of managers are women, compared to 28% in the economy as a whole, contributing to a pay gap of 79% for annual incentive pay, including bonuses, for full-time workers.
7.33 Gavurin (2007) found that only 21% of directors within financial services were female although this varied from 27% in ‘insurance and pension funding, excluding social security’ to 18% in ‘activities auxiliary to financial intermediation’.

Data Analysis
7.34 There were approximately 83,500 directors of businesses in Scotland’s finance and business services sector in March 2010 and approximately 3 out of 10 were female.  A higher proportion of directors in the finance and business services sector in the HIE area were female (33.7%) than in the SE area (28.5%).

Table 7.1:
Directors’ Gender in the Finance and Business Services Sector 

	Area
	Female
	Male
	Total

	Scottish Enterprise
	21,797
	54,610
	76,407

	
	28.5%
	71.5%
	100.0%

	Highlands and Islands Enterprise
	2,400
	4,726
	7,126

	
	33.7%
	66.3%
	100.0%

	All Scotland
	24,197
	59,336
	83,533

	
	29.0%
	71.0%
	100.0%


Source: FAME Database, March 2010

7.35 The average age of directors in the finance and business services sector across Scotland was 49.6 with the 40-49 and 50-59 age brackets accounting for approximately 6 out of 10 directors.  Only 2.9% of directors were aged under 30 and only 3.9% aged 70 plus.  The age distribution in the HIE and SE areas were broadly similar although there were more directors aged 60 plus in the HIE area (25.3%) than in the SE area (18.7%) but fewer aged between 30 and 49 (42.3% in the HIE area compared to 48.6% in the SE area).

Table 7.2:
Directors’ Age in the Finance and Business Services Sector 

	Area
	<30
	30-39
	40-49
	50-59
	60-69
	70-79
	80+
	Total
	Average

	Scottish Enterprise
	2,214
	12,031
	25,145
	22,733
	11,472
	2,391
	423
	76,409
	49.4

	
	2.9%
	15.7%
	32.9%
	29.8%
	15.0%
	3.1%
	0.6%
	100.0%
	

	Highlands and Islands Enterprise
	230
	1,004
	2,011
	2,079
	1,403
	340
	59
	7,126
	51.1

	
	3.2%
	14.1%
	28.2%
	29.2%
	19.7%
	4.8%
	0.8%
	100.0%
	

	All Scotland
	2,444
	13,035
	27,156
	24,812
	12,875
	2,731
	482
	83,535
	49.6

	
	2.9%
	15.6%
	32.5%
	29.7%
	15.4%
	3.3%
	0.6%
	100.0%
	


Source: FAME Database, March 2010

7.36 HESA Destinations of Leavers from Higher Education Institutions 2007/08 shows that there were 8,475 UK domiciled leavers who obtained first degrees and entered employment in the financial and insurance sector, of whom:

· 48% were female and 52% were male;

· 26% had studied business and administrative studies (27% for males and 25% for females); 
· 16% had studied social studies (18% for males and 14% for females);

· 8% had studied biological studies (6% for males and 11% for females); and

· 7% had studied languages (5% for males and 9% for females).
7.37 The HESA study also demonstrates that 37% of male finance graduates and 33% of female finance graduates who entered employment were working in the financial and insurance sector.
7.38  Among the others a number were employed in: 

· Professional, scientific and technical activities (19% for males and 25% for females); and 

· Wholesale and retail trade, repair of motor vehicles and motorcycles sector (11% for males and 10% for females).
Summary
7.39 The key findings for the financial services sector are:

· The Strategy for the Financial Services Industry in Scotland highlights the need to attract a wider range of people to work in financial services. 

· ‘Skills Bill: Sector Skills Agreement for Financial Services – Scotland’ (FSSC, 2008) highlights the need to source more and better skilled staff at entry level.  
· The FSSC agreed to consult with unions on the development of a diversity policy for the sector, to work jointly to provide training within the sector, and to work closely with unions to provide language and life skills for migrant workers.

· ‘Skills Assessment: The Financial Services Industry, the Accountancy Sector and the Finance Function in Scotland’ found that re-insurance, trust funds and related entities employ a greater proportion employees aged 55+ than other subsectors. 
· It also highlighted that financial services employ more women than men.
· The number of young recruits in the retail investment sector has been dwindling for a number of years and there is growing concern that there are not enough young advisers entering the industry.
· Whilst accountancy and finance employment generally reflects the diversity of the UK labour market, increasing women’s representation at the more senior professional occupations is still a challenge for employers.
· Some significant gender imbalances exist with two thirds of employees in the finance function were female but only one quarter of the tax expert workforce in Scotland were female.
· the gender pay gap is greater and more persistent in the financial services sector than in any other sector of the economy.
· Only 3 out of 10 directors of businesses in Scotland’s financial sector are female.

· The average age of directors in this sector is 49.6.

· 48% of new graduates entering the financial and insurance sector were female and 52% were male and there were differences by gender in their first degree subject.
· 37% of male finance graduates and 33% of female finance graduates who entered employment were working in the financial and insurance sector.

8
Food and Drink

8.1 The Scottish Government define the food and drink sector as:

· manufacture of food and beverages;

· agriculture; and
· fishing. 

Summary of Key Documents
Scotland Food and Drink Strategy
8.2 Scotland’s Food and Drink strategy is currently being reviewed.  The existing strategy
 sets out the vision, strategy and action plan for Scotland Food and Drink, as well as setting out the size and structure of the sector in Scotland, and examining lessons to be learnt from elsewhere. 

8.3 Equalities issues are not directly addressed in the Strategy.

Food and Drink Key Sector Report (Scottish Government, 2009)

8.4 This report includes an overview of the food and drink sector, a description of the scope, performance and productivity of the sector, the challenges and opportunities facing the sector, a description of how it interacts with the public sector, an assessment of the effectiveness of this interaction and an examination of the international perspective on the food and drink industry.

8.5 It identifies a number of threats to the sector, including the economic downturn, with potential job losses and closure of businesses, and difficulties accessing credit. 

8.6 It also suggests various opportunities, including the potential for increased differentiation on the environmental side of food production, increasing viability in the higher quality premium food market, and benefits to be had from Scotland’s strength in food research.

8.7 Equalities issues are not directly addressed in the report.

Food and Drink Demand Statement 2010-2013, Scottish Enterprise

8.8 This document sets out the key strategic goals and approaches for the sector in Scotland, key partners and their roles in this development, the key contributions of Scottish Enterprise, outcome objectives, key interventions and evidence gaps. 
8.9 It also contains a specific section on equal opportunities, under the broad title of equity drivers. It states that:
“more under-represented groups are needed in certain sectors of the industry to fill skills gaps and maximise potential labour pool. Economic migrants are a particular issue, specifically retention as many of them are now returning home.”
8.10 It suggests that the Scottish Enterprise response will be to have mandatory Equality Impact Assessment methodology applied to all projects emanating from the Statement and for consideration to be given to further research to identify any other equality issues prevalent in the industry, including possibly monitoring business for different ownership (women, ethnic minorities, older and younger people).

8.11 The document also includes an objective to ‘build industry scale to access the investment, technology and skills base needed to compete in global markets with respect to equal opportunities’.

Food and Drink Sector Profile 2007, Highlands and Islands Enterprise
8.12 This profile gives an overview of the food and drink industry in Scotland, detailing the industries importance to the economy, and the size and shape of the industry in the Highlands.  

8.13 In terms of the workforce it reports that food and drink jobs are most likely to be full-time (87%) and held by males (67%). It suggests that more needs to be done to encourage new entrants, including graduates, into the industry, and that better skills are needed in management and leadership.

Sector Skills Councils
8.14 There are two Sector Skills Councils relevant to this sector:

· Improve; and

· Lantra.
Improve 
8.15 Improve is the Sector Skills Council for the Food and Drink Manufacturing Industry in the UK and seeks to address the skills needs of the sector by:
· Driving the employer-led sector qualifications strategy.

· Supporting the development of vocational learning.

· Promoting sector entry and career development.

· Providing insight to the sectors skills issues.

· Continuing to engage with employers to give them a voice.

8.16 ‘Sector Skills Agreement Food and Drink Manufacturing Sector, Scotland’ (Improve, 2007) sets out the skills needs of the sector, and provides demographic information on the workforce. 

8.17 It states that employers are facing significant skills deficiencies in areas such as supervisors/managers, technical roles (including food scientists), machine operators and craft skills. In addition, language, communication and basic skills are highlighted as issues and barriers to entry and progression for both migrant workers and the indigenous population.
8.18 The report highlights that the age structure of the Scottish sector presents an issue that needs to be tackled. The UK has an ageing population and this will have a significant impact on the age structure of the future workforce.  Demographic trends highlight that the number of young people entering the workforce each year is falling. Overall the Scottish industry needs to recruit an estimated 15,000 people between 2004 and 2014 to meet sector demand.
8.19 The report states that if the industry is to attract the people and talent it requires to meet skills demands and increase productivity then it must raise its awareness, increase its attractiveness and improve accessibility to the majority of the population e.g. female, ethnic and younger sections of the workforce.
8.20 Official figures show just over 5% of employees in the UK food and drink manufacturing sector are non-UK nationals.  However, employer anecdotes suggest this proportion is much higher i.e. 15% to 20%. The document suggests that if the industry is to maximise the skills within this group, then there needs to be increased access to language and communication skills for overseas nationals together with parallel work on improving supervisory/management skills within the current workforce. This will enable employers to make the most of the overseas nationals skills whilst also ensuring that cultural differences are managed to enable all employees to work well together.
8.21 ‘The Food and Drink Manufacturing Industry in Scotland, Labour Market Information Profile 2009/2010’ (Improve, 2009) provides further detail on the demographics of the labour force in Scotland. The workforce is primarily male, full-time, permanent and of white ethnic origin, and migrant workers play a key role for employers.

8.22 Approximately 64% of the Scottish Food and Drink manufacturing workforce are male and they dominate particularly in the Meat, Drinks and Dairy sectors whereas females account for a greater than average share in the Bakery and Confectionery sectors. This may be linked to working hours and the need for flexible working, as a greater share of the female workforce tend to work part-time in these sectors.
8.23 Future projections indicate a move to an even more male dominated industry; by 2017 the male share of the workforce is forecast to increase from 64% to 72%.
8.24 In total 88% of the Scottish Food and Drink manufacturing workforce are employed full-time compared to 12% part-time although this varies by gender.  26% of all female workers are employed part-time, compared with 5% of all male workers.
8.25 In terms of age, a quarter of workers are aged in their 20s and a quarter are aged between 35-44.  Over a third of the current workforce will retire in the next 20 years.
8.26 Around 12% of industry workers in Scotland had some form of disability.  Four percent had a disability as defined by the Disability Discrimination Act (DDA)
, 3% had a work-limiting condition and 5% had both a disability as defined by the DDA and a work-limiting condition.
8.27 Despite a decline in employment numbers, projections indicate that the industry in Scotland will need to find in the order of 16,000 new recruits 2007-2017 (this is equivalent to recruitment to 34% of current levels).  These new jobs are forecast for the expanding numbers and replacement demands of occupations including managers, senior officials, professionals and skilled trades (replacement demands are created by those who leave their jobs because of retirement or other reasons).

8.28 ‘Investigation into the impact of an ageing workforce on the UK food and drink manufacturing industry’ (Improve, 2006) highlights that opportunities such as shorter hours, working from home, or self employment, are more likely to entice employees aged 55 and over to remain in their jobs. The research highlights the fact that already 19 per cent of over-55s in the sector are in part-time employment.  It suggests that employers should consider adopting these practices in order to attract and retain older staff, as they experience continued difficulty in recruiting younger workers. 
8.29 The above evidence highlights the importance of migrant workers and the skills issues associated with this group.  Further information is provided in ‘The Role of Migrant Workers in the Food and Drink Manufacturing Industry in Scotland’ (Improve, 2008) that includes reliable, and detailed information on the employment of migrant workers in order to inform the industry and help employers to maximise the opportunities this group of workers can bring to the UK.  It notes that migrant workers often fill vacancies that arise due to a lack of local labour, or an unwillingness of local labour to perform certain roles (local labour is not prepared to undertake the roles being offered).
8.30 The perception of a migrant’s lack of skills appears to be divorced from the reality experienced by those UK industry employers who actually employ migrant workers, with 79% feeling that migrants had no additional training needs to those of local staff. Similarly, when asked outright, only 8% of employers felt that migrants did not have the necessary skills.

8.31 In general, Scotland’s employers felt that migrants were beneficial for them as they had a good work ethic (33%), were eager to please (18%) and were willing to do the roles required (13%). However, only a very small proportion of employers saw past the filling of low or unskilled positions towards migrants’ potential to fill more skilled positions. Only 4% felt they had specialist skills. With a great number of migrants being in UK employment in roles below their skills levels it appears that it may be employers’ perceptions as to their uses and benefits that need addressing to make the most of the migrant resource.

Lantra

8.32 Lantra is the Sector Skills Council for environmental and land-based industries and works with 17 industries across the UK, which can be grouped into land management and production, animal health and welfare, or environmental industries. 

8.33 In Scotland, Lantra represents the interests of over 24,000 businesses which employ approximately 108,500 employees and a further 40,000 volunteers and 30,000 casual workers.  Its aim is to raise the level of skills, knowledge and enterprise of everyone working in the industries, to improve the productive and economic growth of the sector.  The Scottish Team works with government, trade associations, funding bodies, training and education providers and other key strategic partners to drive forward Scotland's skills and business development agenda. 

8.34 ‘Skills Priorities for the Environmental and Land Based Sector – A Summary of the Skills Assessment Report’ (Lantra, 2009) sets out the skills gaps and shortages of the current workforce and identifies the projected skills needs through to 2017, and reports on progress in addressing these. The report notes that the sector is experiencing a critical shortage of skilled workers. This is particularly the case for skilled trade roles, and roles at all levels in agriculture. 

8.35 The report notes that the sector has an ageing workforce, with an older age profile than any other major industrial sector. One in twelve (8%) of all workers are over 65, compared to 2% across the economy as a whole. The average age of key decision makers on farms is 55, and close to half of these do not have successors in place. 

8.36 Approximately 110,000 new entrants are needed over the next decade. In recent years migrant workers have been a key source of labour, helping to meet the mismatch between supply and demand, however the numbers of migrant workers have fallen in the last two years, and the long-term sustainability of this solution is questionable.  Attracting new entrants to the sector is a key priority, and this includes women and people from minority ethnic groups who are currently under-represented.
8.37 ‘Environmental and land based industries – Labour Market Information: Scotland Factsheet’ (Lantra, 2009)
 again highlights the demographics of the workforce, with domination from:
· older age groups, with 44% being 50 or over, compared to 27% for Scottish average;

· men, who account for 74% of employment; and

· those from a white ethnic background, who make up 98% employment.
Industry Advisory Groups
Scotland Food and Drink Policy - Leadership Forum

8.38 Since the National Food and Drink Policy was published a refocused leadership forum has set out the monitoring and evaluation framework and provided leadership to drive action forward on the strategy.  It was originally established by the Cabinet Secretary for Rural Affairs and the Environment in 2008, to consider the real opportunities and challenges for the policy and to make recommendations for the future, delivering a degree of consistency and coherence on a broad spectrum of cross-cutting objectives. 

8.39 The Leadership Forum was made up of a high profile group of champions to oversee and challenge the workstream chairs to properly reflect the key fundamentals of health, environment, affordability and the economy, including representatives from Scottish Government, Universities, Scotland Food and Drink, Learning and Teaching Scotland, Visit Scotland, Consumer Scotland, Scottish Retail Consortium, Sustainable Development Commission, NFU Scotland, Greenspace and a number of other organisations.
Scotland Food and Drink

8.40 Scotland Food and Drink is an industry-led organisation that is the lead body helping to deliver the Sustainable Economic Growth workstream of the Scottish Government's National Food and Drink Strategy. Its members, through involvement in one of four working groups (Reputation, Collaboration, Innovation and Skills), help shape the future of the food and drink industry in Scotland. 
8.41 The working groups contain representatives from a wide range of organisations, including the Scottish Government, Scottish Enterprise, Highlands and Islands Enterprise, Scotland Food and Drink, Scottish National Heritage, Food Standards Agency Scotland, VisitScotland, National Famers' Union of Scotland, Universities, Soil Association Scotland and the Scottish Funding Council. 

Information from Stakeholder Interview
8.42 Stakeholders highlighted that many more women than men are employed part-time particularly in lower skilled production and manufacturing roles and that this was due to the availability of flexible shift work.  They also noted that senior roles were dominated by middle aged men. 

8.43 There was also awareness of the role of migrant workers particularly in the North East and the Borders working in food production.  These workers have often been overskilled for these jobs and some employers have commented on it being a ‘wasted resource’. 

8.44 The overall image of the Food and Drink industry is poor and it is a relatively low paid sector. There are skills gaps at operator level but there is a lack of food related training in colleges.  With higher level jobs there are skills shortages for those who have post-graduate technical qualifications.  

Other research
8.45 No other relevant research was reviewed.
Data Analysis
8.46 There were approximately 8,000 directors of businesses in Scotland’s food and drink sector in March 2010.  A quarter of the directors are female and three quarters are male.  The gender ratio is broadly similar in both the SE and HIE areas.

Table 8.1:
Directors’ Gender in the Food and Drink Sector 

	Area
	Female
	Male
	Total

	Scottish Enterprise
	1,569
	4,623
	6,192

	
	25.3%
	74.7%
	100.0%

	Highlands and Islands Enterprise
	464
	1337
	1,801

	
	25.8%
	74.2%
	100.0%

	All Scotland
	2,033
	5,960
	7,993

	
	25.4%
	74.6%
	100.0%


Source: FAME Database, March 2010

8.47 The average age of directors in the food and drink sector across Scotland was 51.3 with the 40-49 and 50-59 age brackets accounting for approximately 6 out of 10 directors.  Only 3.1% of directors were aged under 30 with more than twice this level aged 70 plus (7.6%).  The age distribution in the HIE and SE areas were broadly similar although there were more directors under 40 in the HIE area (19.8%) than in the SE area (15.2%) but fewer aged 60 plus (23.0% in the HIE area compared to 25.8% in the SE area).

Table 8.2:
Directors’ Age in the Food and Drink Sector 

	Area
	<30
	30-39
	40-49
	50-59
	60-69
	70-79
	80+
	Total
	Average

	Scottish Enterprise
	184
	755
	1,916
	1,741
	1,106
	397
	93
	6,192
	51.6

	
	3.0%
	12.2%
	30.9%
	28.1%
	17.9%
	6.4%
	1.5%
	100.0%
	

	Highlands and Islands Enterprise
	63
	294
	492
	537
	299
	98
	18
	1,801
	50.5

	
	3.5%
	16.3%
	27.3%
	29.8%
	16.6%
	5.4%
	1.0%
	100.0%
	

	All Scotland
	247
	1,049
	2,408
	2,278
	1,405
	495
	111
	7,993
	51.3

	
	3.1%
	13.1%
	30.1%
	28.5%
	17.6%
	6.2%
	1.4%
	100.0%
	


Source: FAME Database, March 2010

8.48 HESA Destinations of Leavers from Higher Education Institutions 2007/08 shows that there were 490 UK domiciled leavers who obtained first degrees and entered employment in the agriculture, forestry and fishing industries, of whom:
· 36% were female and 64% were male;

· 42% had studied agriculture and related subjects (45% for males and 37% for females);

· 11% had studied biological sciences (8% for males and 17% for females);

· 9% had studied business and administrative studies (10% for males and 9% for females);

· 6% had studied physical sciences (6% for males and 6% for females); and 

· 5% had studied historical and philosophical studies (5% for males and 6% for females).

8.49 The HESA study also demonstrates that only 17% of agriculture and related subjects graduates who entered employment were working in the agriculture, forestry and fishing sector.  This varied significantly by gender - males 35% and females 8%.
8.50 Among the other agriculture and related subjects graduates in employment: 

· 15% were working in Wholesale and retail trade, repair of motor vehicles and motorcycles sector (9% for males and 18% for females);

· 13% were working in Professional, scientific and technical activities (5% for males and 18% for females);

· 9% were working in manufacturing (9% for males and 9% for females);

· 8% were working in education (5% for males and 10% for females); and

· 8% were working in Arts, entertainment and recreation (5% for males and 9% for females). 

Summary
8.51 The key findings for the food and drink sector are:

· Scottish Enterprise’s ‘Food and Drink Demand Statement 2010-2013’ highlights the need for more under-represented groups in certain sectors of the industry to fill skills gaps and maximise the potential labour pool. It highlights the importance of economic migrants but also highlights the increasing retention difficulties faced by employers as the migrants return to their homeland. 

· It also suggests that the Scottish Enterprise response will be to have mandatory Equality Impact Assessment methodology applied to all projects emanating from the statement and for consideration to be given to further research to identify other equality issues.
· Improve highlights that employers are facing significant skills deficiencies in areas such as supervisors/managers, technical roles (including food scientists), machine operators and craft skills. In addition, language, communication and basic skills are highlighted as issues and barriers to entry and progression for both migrant workers and the indigenous population. Work on improving supervisory/management skills will enable employers to make the most of the overseas nationals skills whilst also ensuring that cultural differences are managed to enable all employees to work well together.  Research also shows that the skills of migrant workers are under-utilised.
· Improve also highlights that the number of young people entering the workforce each year is falling and that overall the Scottish industry needs to recruit an estimated 15,000 people between 2004 and 2014 to meet demand.  It states the industry must raise its awareness, increase its attractiveness and improve accessibility to the majority of the population e.g. female, ethnic and younger sections of the workforce.

· Improve highlights that the workforce in this sector is primarily male, full-time, permanent and of white ethnic origin, and migrant workers play a key role for employers.  Future projections indicate a move to an even more male dominated sector.
· Around 12% of industry workers in Scotland had some form of disability.
· Despite a decline in employment numbers, projections indicate that the Food and Drink Manufacturing Industry in Scotland will need to find in the order of 16,000 new recruits 2007-2017 which is equivalent to recruitment to 34% of current levels.
· Research by Improve highlights that opportunities such as shorter hours, working from home, or self employment, are more likely to entice employees aged 55 and over to remain in their jobs.
· Lantra, 2009 report that the Environmental and Land Based Sector is experiencing a critical shortage of skilled workers, particularly skilled trade roles, and roles at all levels in agriculture. The organisation also highlight the ageing workforce, with the average age of key decision makers on farms being 55, and close to half of these do not have successors in place. Approximately 110,000 new entrants are needed over the next decade in the UK.  Attracting new entrants to the sector is a key priority, and this includes women and people from minority ethnic groups who are currently under-represented. 

· A quarter of directors of Scottish firms in this sector are female and the average age of directors is 51.3.

· Four out of 10 new graduates in employment in the agriculture, forestry and fishing sector had first degrees in agriculture and related subjects, other subjects included biological sciences, business and administrative studies, physical sciences and historical and philosophical studies.  There were significant differences by gender.
· Less than 1 in 5 new graduates in employment with first degrees in agriculture and related subjects worked in the agriculture, forestry and fishing sector, other destinations included Wholesale and retail trade, repair of motor vehicles and motorcycles sector; Professional, scientific and technical activities; manufacturing; education; and Arts, entertainment and recreation. There were significant differences by gender.
9
Life Sciences

9.1 The Life Sciences sector includes at its core biotechnology companies, pharmaceutical companies, contract research organisations and medical device companies.  However the sector is not captured easily using SIC codes as activity often spans a number of different parts of different industries.

9.2 Scottish Enterprise has developed a database of life science related companies, which the Scottish Government matches to official datasets each year, however this is a clustered approach and covers activity beyond direct life sciences.

9.3 The sector is measured using this analysis, as well as the following:

· manufacture of pharmaceuticals, medicinal chemicals and botanical products;

· manufacture of medical and surgical equipment and orthopaedic appliances; and

· research and experimental development on natural sciences and engineering.

Summary of Key Documents

Scottish Life Sciences Strategy 2008 - Achieving Critical Mass (Life Sciences Scotland, 2008) 

9.4 Life Sciences Scotland represents ‘the entire life sciences community in Scotland, from industry and academia to healthcare and government’.  This strategy sets out the following vision:

“A globally focused, sustainable life sciences sector built on a fully connected national strategy that exploits strengths in scientific excellence, financial services and innovative business models, and that develops, retains and builds upon Scotland’s talents”
9.5 The Strategy states that the sector needs to:

· be the location of choice for leading entrepreneurs and academics;
· provide an environment that encourages young people to select life sciences as a successful career of choice;
· retain graduates, providing exciting and interesting career development opportunities emanating from the sector in Scotland; and
· attract individuals and companies who want to grow and develop their talents in Scotland.

9.6 It also highlights that Scotland ‘produces a disproportionately high number of life science graduates compared to the rest of the UK, providing a highly skilled workforce and making it the ideal location for complex drug research and development’.

9.7 Equalities issues are not directly addressed in the strategy.
Life Sciences Key Sector Report (Scottish Government, 2009)
9.8 This report includes an overview of the life sciences sector, a description of the scope, performance and productivity of the sector, the challenges and opportunities facing the sector, a description of how it interacts with the public sector, an assessment of the effectiveness of this interaction and an examination of the international perspective on the life sciences industry.

9.9 It identifies challenges specific to Scotland, such as facilitating better working relationship between firms and universities and some inconsistency in funding schemes offered by public organisations.  It also highlights opportunities for the sector, based on Scotland’s science base producing a large number of graduates and world-leading scientific research. 

9.10 The report mentions that the Scottish Government introduced a Life Sciences Modern Apprenticeship Framework at Level 2 and 3 in 2009, with the intention of attracting younger people from schools and colleges into the sector.

9.11 Equalities issues are not directly addressed in the report.

Life Sciences Industry Demand Statement 2010-2013, Scottish Enterprise

9.12 This document sets out the priorities for the sector in Scotland, key partners and their roles in this development, the contribution of Scottish Enterprise, outcome objectives, key interventions and evidence gaps. 

9.13 It includes an objective to ‘retain and attract suitably qualified and experienced individuals to facilitate growth of the life sciences industry’ and a key intervention to maximise the ‘talent pool by promoting equality of access to opportunities (through working with SET and Close the Gap)’.

Sector Skills Councils

9.14 There are three Sector Skills Councils which are relevant to this sector:

· Semta; 

· Cogent; and

· Skills for health.

Semta

9.15 Semta is the Sector Skills Council for Science, Engineering and Manufacturing Technologies. Semta supports UK businesses in achieving global competitiveness through investment in skills and represents aerospace, automotive, bioscience, electrical, electronics, maintenance, marine, mathematics, mechanical, metals and engineered metal products industries.

9.16 Its key strategic objectives are to: 

· improve the match between skills supply and demand to suit the local economy;

· upskill those with no qualifications;

· improve management and leadership skills;

· tackle issues relating to an ageing workforce;

· widen business-university links to include more smaller companies;

· work with employers to increase the number of apprenticeships;

· delivery of the Business-Improvement Techniques (B-IT) NVQ;

· increasing take-up of Semta’s Leadership Development and Managing for Success programmes;

· equipping existing employees with better skills and knowledge; and

· encouraging more young people to follow science, technology, engineering and maths options.

9.17 ‘Skills and the future of UK Science, Engineering and Manufacturing Technologies’ (Semta, 2010) sets out the skills issues in the Science, Engineering and Manufacturing Technologies sector, and provides information on workforce demographics.  It highlights that there are hard-to-fill vacancies within the sector, due mainly to a lack of applicants with required qualifications and/or skills, working experience, or a general lack of applicants. 

9.18 In the Science Industries, technical, practical or job specific skills are highlighted as the key gaps.

9.19 The main impacts of the recruitment difficulties cited by businesses within the sector were loss of business/orders, restriction to business development activities, increased work in progress, missed deadlines, loss of quality of service/products and increased running costs. All of these impacts will influence bottom line profitability of establishments.
9.20 Semta has also highlighted the following workforce demographics:
· Three quarters of employees are male compared with a broadly 50:50 split of male and female employment in all sectors in the UK.

· There are significant differences in the gender balance of the workforce within the different industry groups. Of particular note is the relatively high proportion of females working within the Science Industries, compared to the engineering and manufacturing technologies, where over 80% of the workforce is male. 
· Approximately 13% of employees had some sort of disability in 2008, slightly higher than the figure for all sectors in the UK (11%). This does not vary much across the main industry groups.
· 5.5% of the workforce is non-White, which compares with 7.8% for all sectors in the UK. About 5% of the workforce is non-White in the Mature Engineering and Leading-Edge Technology sectors, compared with almost 9% in the Science Industries. Most of the non-white employees in each of the sectors are of Asian ethnicity.

· The workforce has a higher age profile than all sectors in the UK. There is a higher proportion of those aged 45+ and only 1.9% of the workforce is aged 16-19 compared with 4.5% in all sectors in the UK. In terms of the main industry groups, there is some variation: the Science Industries have a lower proportion of the workforce aged 16-24 (1.1%) and half of the Science Industries workforce is aged 25-44 years.

9.21 ‘Life Sciences and Pharmaceuticals: A Future Skills Review with Recommendations to Sustain Growth in Emerging Technologies’ (Cogent, Skills for Health and Semta, 2010) established that the most critical, and hard-to-fill occupations, are those of the scientific and technical variety. In the Pharmaceutical sector, for example, the industry absorbs at least 1,000 graduates per year, of which 46% are from scientific backgrounds – mainly chemical and biological sciences. 

9.22 The Sector Skills Councils state that the scientific and technical occupations are hardest to fill, and that employers articulate significant skill gaps in this workforce.

9.23 The age profile of the workforce suggests a significant workforce replacement demand due to retirement in the years leading to 2020 while the older technologies and products will naturally decline introducing ‘negative’ skills demand in the same period. The net effect is predicted to be stable employment overall, provided the UK retains capability in the emerging technologies.

9.24 The research team at Semta stated that they are currently working on a new skills balance sheet, to be published in May 2010, which will contain new demographic information for the Life Sciences sector. They also commented that they feel more innovative techniques for researching equalities information should be used, as often companies, especially in the life sciences sector, can be reluctant to participate in research because they have a culture of not sharing information about their company. 

Skills for health

9.25 Skills for Health is the Sector Skills Council for the UK health sector including life sciences and it works with a wide range of partners including universities, government bodies, voluntary and business organisations.  It appears however, to be focused primarily on health services rather than life sciences and documents such as ‘Skills and Labour Market Intelligence Report for Scotland’ (Skills for Health, 2010) do not include any information on the life science sector.
Cogent

9.26 Cogent’s remit covers pharmaceuticals which fall within the life sciences definition as well as chemicals, oil and gas, nuclear, petroleum and polymer industries.  An overview of Cogent was provided in the energy section of this report.
9.27 The Sector Skills Assessment (Cogent, Feb 2010) highlights that within the STEM (science, technology, engineering and maths) industries female students make up 32% of the STEM total. Within engineering and technology the proportion of female students is lowest at 12%; it rises in mathematics to 37%, in physical sciences to 41%, and forms the majority in the biological sciences, at 64%. 
Life Sciences Advisory Board (LiSAB)
9.28 LiSAB was established in 2009 to build on the successful work previously carried out by the Life Sciences Industry Advisory Group. LiSAB is co-chaired by the Scottish Government Cabinet Secretary for Health and Wellbeing and a leading industry representative.  The Board - with the vast majority of representatives from the company base in Scotland - is responsible for developing the overall strategy for the growth of the Life Sciences sector in Scotland, and advising the Scottish Government and the wider public sector on key issues facing the industry and what needs to be delivered to help the industry fulfil its growth potential. 
Information from Stakeholder Interviews

9.29 There was a suggestion that there were issues around the number of women at Board level, and possible equal pay issues, however the stakeholders were not aware of any evidence to support this. 

Other research
9.30 Gavurin found that only 16% of directors of businesses in the pharmaceutical preparations sector were female.
9.31 A study by The Royal Society (2004) looked at Labour Force Survey data for those employed in science, engineering and technology.  It found that males dominated employment in this sector (84%).
9.32 It also found that under-representation of workers by ethnic group - of all the ethnic minority groups the largest working in science, engineering and technology was Indian (2.3%) followed by Other (1.7%), Black-African (0.5%), and Pakistani (0.5%).  Combining ethnicity and gender, Indian men are the largest group of male employees (1.9%) from an ethnic background whilst the smallest group of females is Bangladeshi women (0.09%).  The largest employee group within this industry was white males at nearly 80%.  

9.33 A Life Sciences Sector Report by Close The Gap examined the issue of gender equality in the life sciences sector.  It highlighted that the Roberts Review
 of the supply of people with science, technology, engineering and mathematics (STEM) skills and the Set Fair report
 on women in STEM occupations both identify under-representation of women as a key challenge for the Life Sciences sector. 
9.34 Although women are considered by Semta to be well-represented within the sector, the number of women working in biological sciences falls significantly short of the number of women who study biological sciences at undergraduate or postgraduate level. There are many women ‘missing’ from the life sciences sector, and action to address women’s under-representation could be part of the solution to ensuring an adequate supply of labour to meet the needs of employers. 

9.35 Close The Gap suggests that such action would also ensure that there was a return on the investment in the human capital of graduate and postgraduate life scientists, enhance the quality of the research and development carried out within the sector, and avoid missing markets through having a workforce that lacks diversity. Although there is considerable research to support the notion that women’s lack of participation in STEM careers is to the detriment of the sector as well as the wider economy, the sector skills agreement and other strategic documents do not include action on gender gaps. 

Data Analysis
9.36 There were 1,259 directors of businesses in Scotland’s life sciences sector in March 2010 and only 18.7% were female – the lowest proportion of any of the seven key economic sectors.  A slightly higher proportion of directors in the finance and business services sector in the SE area were female (18.8%) than in the HIE area (17.1%).

Table 9.1:
Directors’ Gender in the Life Sciences Sector 

	Area
	Female
	Male
	Total

	Scottish Enterprise
	217
	937
	1,154

	
	18.8%
	81.2%
	100.0%

	Highlands and Islands Enterprise
	18
	87
	105

	
	17.1%
	82.9%
	100.0%

	All Scotland
	235
	1,024
	1,259

	
	18.7%
	81.3%
	100.0%


Source: FAME Database, March 2010

9.37 The average age of directors in the life sciences sector across Scotland was 51.9 with the 40-49 and 50-59 age brackets accounting for approximately 6 out of 10 directors.  Only 2.1% of directors were aged under 30.  The age distribution in the HIE and SE areas were broadly similar although there were more aged between 30 and 49 (47.6% in the HIE area compared to 38.6% in the SE area).

Table 9.2:
Directors’ Age in the Life Sciences Sector 

	Area
	<30
	30-39
	40-49
	50-59
	60-69
	70-79
	80+
	Total
	Average

	Scottish Enterprise
	23
	120
	326
	392
	240
	46
	7
	1,154
	52.1

	
	2.0%
	10.4%
	28.2%
	34.0%
	20.8%
	4.0%
	0.6%
	100.0%
	

	Highlands and Islands Enterprise
	4
	14
	36
	25
	21
	5
	0
	105
	49.9

	
	3.8%
	13.3%
	34.3%
	23.8%
	20.0%
	4.8%
	0.0%
	100.0%
	

	All Scotland
	27
	134
	362
	417
	261
	51
	7
	1,259
	51.9

	
	2.1%
	10.6%
	28.8%
	33.1%
	20.7%
	4.1%
	0.6%
	100.0%
	


Source: FAME Database, March 2010

Summary
9.38 The key findings for the life sciences sector are:

· The under-representation of women is highlighted in a number of sources as a key challenge for the Life Sciences sector.
· Life Sciences Key Sector Report (Scottish Government, 2009) highlights the introduction of a Life Sciences Modern Apprenticeship Framework at Level 2 and 3 to attracting younger people from schools and colleges into the sector.

· ‘Life Sciences Industry Demand Statement 2010-2013’ (Scottish Enterprise) includes an objective to ‘retain and attract suitably qualified and experienced individuals to facilitate growth of the life sciences industry’ and a key intervention to maximise the ‘talent pool by promoting equality of access to opportunities (through working with SET and Close the Gap)’.
· ‘Skills and the future of UK Science, Engineering and Manufacturing Technologies’ (Semta, 2010) highlights that there are hard-to-fill vacancies within the sector, due mainly to a lack of applicants with required qualifications and/or skills, working experience, or a general lack of applicants. In the Science Industries, technical, practical or job specific skills are highlighted as the key gaps.  It also highlights the impacts which include loss of business/orders, restriction to business development activities, increased work in progress, missed deadlines, loss of quality of service/products and increased running costs.
· Life Sciences and Pharmaceuticals: A Future Skills Review with Recommendations to Sustain Growth in Emerging Technologies’ (Cogent, Skills for Health and Semta, 2010) established that the most critical, and hard-to-fill occupations, are those of the scientific and technical variety. It also highlighted gender, ethnicity and age issues among the workforce.
· The number of women working in biological sciences falls significantly short of the number of women who study biological sciences at undergraduate or postgraduate level.

· Approximately 1 in 5 directors of life science businesses in Scotland were female and the average age of directors was 51.3.
10
Tourism

10.1 Tourism spans a number of different industries including:
· hotels and restaurants;

· activities of travel agencies and tour operators;

· tourist assistance activities not elsewhere classified;

· library, archives, museums and other cultural activities;

· sporting activities; and

· other recreational activities.

10.2 Because it spans a number of industrial sectors, tourism is not captured easily using SIC codes.

Summary of Key Documents
Tourism Key Sector Report, Scottish Government
10.3 This report provides an overview of the tourism sector, examines the opportunities and challenges facing the industry and examines interaction with the public sector, and the effectiveness of these interactions. It also offers an international perspective on the tourism industry, looking at Government support in other countries, key international issues and the impact of the global recession.
10.4 Specific challenges to the sector include the economic downturn, improving direct access and infrastructure, capitalising on Scotland’s tourist brand and providing industry leadership. Opportunities identified by the report include Scotland’s existing reputation and product, quality assurance penetration, the benefits of Homecoming 2009 and new partnership working.
10.5 Equalities issues are not directly addressed in the report.
Tourism Industry Demand Statement 2010-2013, Scottish Enterprise

10.6 This document sets out the key strategic goals and approaches for the sector in Scotland, key partners and their roles in this development, the key contributions of Scottish Enterprise, outcome objectives, key interventions and evidence gaps. 
10.7 Equalities issues are not directly addressed in the statement.
Economic Analysis and Rationale for Engagement with the Tourism Sector, Scottish Enterprise, 2009
10.8 This paper provides an economic overview of the tourism sector, an analysis of the economic performance against key benchmarks and information on its contribution to National Performance Framework and other economic indicators.  It also describes the current focus of Scottish Enterprise’s support to the sector, the sector’s competitive advantages and the future outlook for the sector in Scotland.
10.9 Equalities issues are not directly addressed in the report.
 

Sector Skills Councils
10.10 People First is the sector skills council for hospitality, leisure, travel and tourism, and works to transform skills in the sector, particularly in the areas of management and leadership, customer service and craft skills. 

10.11 The organisation states that there are approximately 18,000 hospitality, leisure, travel and tourism businesses across Scotland.  The Scottish sector employs a workforce of 183,500 - 10% of the total UK sector workforce - and 77% of businesses employ fewer than ten people.
10.12 ‘Sector Skills Agreement for the hospitality, leisure, travel and tourism sector in Scotland’ (People First, 2008) was developed to tackle the skills and labour market priorities across the sector; it followed large scale research People First undertook in 2006, which consulted over 850 Scottish employers.  The Agreement centres on a ten point plan which addresses four priorities: 

· Management and leadership;
· Customer service; 

· Chef skills; and
· Retention.
10.13 The Agreement gives some demographic information on the workforce, noting that the sector employs a young workforce. Overall, 36% of staff are under the age of 25 with pubs, bars and nightclubs employing the highest proportion under 25, many of which are students.

10.14 It also points out that recruitment of international workers is widespread especially for lower skilled back and front of house roles. 12% of the sector’s workforce are from overseas. 

10.15 Ethnic minorities make up just two percent of the sector workforce – much lower than elsewhere in the UK where the figure is 11%. The highest numbers of people from ethnic minorities work in restaurants.
10.16 The interviewee from People First highlighted that their main source of equalities data on students is the Scottish Funding Council Infact database which provides information relating to all six equality strands.  Most of the research they do is related to age and gender because that is what the demand is for from businesses.  However if information into one of the other equalities strands was requested then they would certainly research it.  Some recent thematic research they have worked on is management and leadership in SMEs, women in business and older workers.
Information from Stakeholder Interviews

10.17 Although awareness of relevant issues was high among the SE/HIE stakeholders interviewed they were not aware of associated hard evidence. For example, one SE/HIE stakeholder recognised the value of age profiling the sector but was not aware that this information was available. 
10.18 Stakeholders felt that there was a need for businesses (both owners and employees) within the Tourism sector, particularly in the accommodation sector, to be more aware of equalities issues.

10.19 One interviewee felt that some of the sector is already quite innovative at filling skills shortages with alternative sources of labour, and cited the  number of migrant workers in the industry as an example.  However the interviewee felt there may be an issue with skilled migrant workers working in under-skilled positions, and that this was a particular problem due to the transient nature of the workforce.

10.20 Visit Scotland also suggested that awareness around equalities could help businesses to take advantage of the ‘grey pound’, as people are living longer and taking more holidays and short breaks in their late 50s and early 60s. Visit Scotland is also currently working on an Accessible Tourism project to raise awareness of the economic value of disabled people who travel and the ‘disabled pound’.  It is estimated that this market is worth an additional £81 billion additional revenue to the UK economy.  

10.21 Other disability issues were also highlighted.  Stakeholders felt that some people in the sector wrongly assume that those who are disabled are on benefits but this is not always the case and many have disposable income which they can spend on going on holiday, which is a market opportunity that may be being missed. One stakeholder highlighted a survey of 500 disabled people by the Employers Forum on Disability on the reasons they leave accommodation soon after they arrive which found 83% left due to the attitude of the receptionist.  There was also a view that hotels and other accommodation may focus on wheelchair access and do not accommodate those who are either blind or deaf.  One example was a man who was told to leave a guest house with his hearing dog because no dogs were allowed on the premises. 
10.22 Other equalities issues raised included:

· The rapid promotion of young people which can sometimes be based on staff shortages rather than capabilities;

· A perception that there are more males at senior and Board level in the sector; 

· within the sector there are more female employees than males as there is better availability of part time and shift work (this was noted to be a structural issue by one stakeholder rather than an equalities and diversity issue);

· a high profile case concerning a same sex couple being refused a double room was highlighted as an example of some of the difficulties in the sector and the fact this was against the law and the agreements that they sign when they become VisitScotland accredited was noted.   

· The introduction of the minimum wage had helped to reduce any pay gap in the industry.
· It was also noted that across Scotland and in the Highlands and Islands especially there is a structural/demographic issue with the workforce, as there are less young people available to work. 
10.23 The People First interviewee also cited an example of how some businesses had adapted as a result of shortages of labour.  Some ethnic minority run restaurants have trained and employed migrant workers to work in the kitchens whereas before staff in these restaurants would all have been recruited from the same ethnic background. 

Other research
10.24 No other relevant research was reviewed.
Data Analysis
10.25 There were approximately 14,500 directors of businesses in Scotland’s tourism sector in March 2010 and approximately three out of ten were female.  A higher proportion of directors in tourism businesses in the HIE area were female (35.9%) than in the SE area (27.2%).

Table 10.1:
Directors’ Gender in the Tourism Sector 

	Area
	Female
	Male
	Total

	Scottish Enterprise
	3,401
	9,087
	12,488

	
	27.2%
	72.8%
	100.0%

	Highlands and Islands Enterprise
	742
	1,325
	2,067

	
	35.9%
	64.1%
	100.0%

	All Scotland
	4,143
	10,412
	14,555

	
	28.5%
	71.5%
	100.0%


Source: FAME Database, March 2010

10.26 The average age of directors in the tourism sector across Scotland was 51.1 with the 40-49 and 50-59 age brackets accounting for approximately 55% of directors.  Only 3.9% of directors were aged under 30 with almost twice this level aged 70 plus (7.6%).  The age distribution in the HIE and SE areas were broadly similar although there were fewer directors under 40 in the HIE area (15.2%) than in the SE area (18.7%) but more aged 60 plus (32.5% in the HIE area compared to 26.2% in the SE area).

Table 10.2:
Directors’ Age in the Tourism Sector 

	Area
	<30
	30-39
	40-49
	50-59
	60-69
	70-79
	80+
	Total
	Average

	Scottish Enterprise
	490
	1,848
	3,623
	3,268
	2,355
	781
	124
	12,489
	50.9

	
	3.9%
	14.8%
	29.0%
	26.2%
	18.9%
	6.3%
	1.0%
	100.0%
	

	Highlands and Islands Enterprise
	71
	244
	527
	553
	476
	149
	47
	2,067
	52.8

	
	3.4%
	11.8%
	25.5%
	26.8%
	23.0%
	7.2%
	2.3%
	100.0%
	

	All Scotland
	561
	2,092
	4,150
	3,821
	2,831
	930
	171
	14,556
	51.1

	
	3.9%
	14.4%
	28.5%
	26.3%
	19.4%
	6.4%
	1.2%
	100.0%
	


Source: FAME Database, March 2010

10.27 HESA Destinations of Leavers from Higher Education Institutions 2007/08 shows that there were 7,070 UK domiciled leavers who obtained first degrees and entered employment in the accommodation and food service sector, of whom:

· 56% were female and 44% were male;

· 18% had studied creative arts and design (16% for males and 20% for females); 
· 17% had studied business and administrative studies (17% for males and 17% for females);

· 12% had studied biological studies (10% for males and 13% for females);

· 10% had studied social studies (10% for males and 10% for females);

· 8% had studied languages (6% for males and 10% for females)
10.28 The HESA study also demonstrates that 22% of male graduates and 27% of female graduates with degrees in hospitality, leisure, tourism and transport who entered employment were working in the accommodation and food service sector.
10.29 Hospitality, leisure, tourism and transport graduates were also working in: 

· administrative and support services (10% for males and 14% for females);

· Wholesale and retail trade, repair of motor vehicles and motorcycles sector (14% for males and 12% for females);

· Arts, entertainment and recreation (14% for males and 8% for females); and

· education (9% for males and 7% for females). 

Summary

10.30 The key findings for the tourism sector are:

· Equalities issues are partially addressed in the Sector Skills documents but are not explicitly addressed in the key Scottish Government or SE documents;

· There are approximately 18,000 hospitality, leisure, travel and tourism businesses employing approximately 183,500 people.
· People First’s Sector Skills Agreement for the hospitality, leisure, travel and tourism sector in Scotland identified four skills and labour market priorities: Management and leadership; Customer service; Chef skills; and Staff retention.  It also highlighted that the young people and international workers are represented in significant numbers but BME groups are under-represented. Stakeholders had some awareness of these issues.
· Stakeholders also highlighted that some equality groups face barriers and discrimination and if they were addressed they would present additional market opportunities for disabled, lesbian and gay, and older tourists.

· There were approximately 14,500 directors of businesses in Scotland’s tourism sector and approximately 3 out of 10 were female.  The average age of directors in this sector is 51.1.
· HESA data for 2007/08 shows that there were 7,070 UK domiciled leavers who obtained first degrees and entered employment in the accommodation and food service sector, of whom 56% were female and 44% were male.  They came from a variety of degree subject areas including creative arts and design and business and administrative studies.

· The HESA data also demonstrates that only 22% of male graduates and 27% of female graduates with degrees in hospitality, leisure, tourism and transport who entered employment were working in the accommodation and food service sector.  Other new graduates with degrees in hospitality, leisure, tourism and transport were working in a variety of sectors and there was some variation by gender.

11
Universities

11.1 At the launch of ‘New Horizons – Responding to the challenges of the 21st century, The Report of the Joint Future Thinking Taskforce on Universities’, in November 2008, the then Education and Lifelong Learning Secretary Fiona Hyslop, co-chair of the taskforce, confirmed that the Scottish Government supported the taskforce’s recommendation that universities should be a key economic sector in their own right, becoming the ‘seventh sector’ in Scotland.  This was in recognition of the important contribution the sector can make in delivering the Scottish Government’s Economic Strategy.
Summary of Key Documents
Universities Key Sector Report, Scottish Government, 2009
11.2 This report includes an overview of the university sector in Scotland, a description of strategic and operational public sector interaction and the effectiveness of this, and an examination of the international perspective. 

11.3 The report also highlights various challenges to the sector, including demonstrating that funding from the Scottish Government is used to support achieving the Government’s Purpose, providing more flexible learning provision and embedding more engagement with business. Various opportunities identified include the internationalisation of business research and development, improving engagement with businesses and increasing collaboration. 

11.4 The report makes some mention of the age of the workforce, noting that by 2028 there will be:
· far fewer people aged 25 or under in the workforce than in 2008; and

· many more people aged 45 and over in the workforce than in 2008.

11.5 Consequently the Joint Future Thinking Taskforce on Universities has suggested that universities can provide part of the solution to this demographic problem.  The one area in which Scotland has a net population inflow is of those in their late teens and early twenties, in part because of the number of learners coming to study at Scottish Universities. 

11.6 An increase in the number of these students staying in Scotland after graduation would help to counteract the effects of the changing demographics of the workforce outlined above.  As such the taskforce has recommended that universities work with employers to ensure that employment opportunities are available to enable these learners to remain in Scotland after graduation. 

11.7 There is no other mention of any equalities issues in the report. 
Sector Skills Council
11.8 Lifelong Learning UK (LLUK) is the independent employer-led sector skills council responsible for the professional development of those working in career guidance, community learning and development, further education, higher education, libraries, archives and information services, and work based learning across the UK. 
Innovation During a Recession – How Skills for Learning Professionals Will Drive the Economy, Annual Report 2008-9, LLUK
11.9 This review provides information on the work of LLUK, and includes a section on promoting equality and diversity.  It notes that evidence shows that inclusive organisations benefit from their diversity with improved staff relations, customer service, performance and outcomes, making them overall more competitive.
11.10 Some of the key activities undertaken to address equality and diversity include:

· continued work with interest groups such as the Disability Equality Implementation Group (DEIG), The Forum for Sexual Orientation and Gender Identity and the Workforce Race Advisory Group (WRAG);
· an initiative to promote equality for disabled people in post-compulsory education; 
· the first ever UK guidance on transgender equality for the whole post-compulsory education sector;
· publishing ‘Staff Disability Disclosure in the Lifelong Learning Sector’; and
· publishing ‘Attracting Disabled People to Employment in the Lifelong Learning Sector - A Guide’.
Industry Advisory Groups (Scotland)
11.11 Set up following the Joint Future Thinking Taskforce on Universities, the Tripartite Advisory Group (TAG) enables a new, more open and direct relationship between the Scottish Government, the Scottish Funding Council (SFC) and Universities Scotland. The Group consists of eight members - two each from the Scottish Government and Scottish Funding Council, two from Universities Scotland and two independent experts.

11.12 It allows universities to offer feedback to the SFC on how well the new General Fund and Horizon Fund are operating, and how quickly the SFC is moving to a ‘lighter touch’ approach and giving universities the autonomy they need to innovate and develop.  TAG has also started to develop a shared evidence base on which to base its advice to the Scottish Government about the level of public investment required to maintain broad overall comparability with the rest of the UK and remain internationally competitive.

Other research
11.13 The Equality Challenge Unit (2009) presents evidence of issues related to gender, ethnicity and disability.

11.14 Overall, the proportions of men and women working within the university sector are similar, with women representing 53.2% in 2007-08.  However a gender imbalance is evident when considering the type of roles women have within the sector.  Women for example are less likely to work in the science, engineering and technology (SET) departments with 25.4% compared to 49% in non-SET departments.  The number of women who hold the highest positions is also low within universities with only 18.7% of professors or heads of department.  The difference in earnings between men and women is also significant with a median pay gap of 18.2% (Equality Challenge Unit, 2009).
11.15 In terms of ethnicity the report noted that:
· 6.4% of all staff in 2007-08 were from a BME group which was an increase on the year before (5.4%);

· BME staff were less likely to be in senior academic grades than white academic staff, with 9.7% and 12.1% respectively; 

· BME staff were less likely to be earning a high salary, that is over £50,000 with 17.4% compared to 19.5% for white staff 
· BME staff were less likely to benefit from a permanent/open-ended contract of employment;

· BME staff in senior positions report feeling that their leadership ability is questioned, and that assumptions are often made that they are in junior positions even when they occupy senior (for example, professorial) roles;
· BME staff report experiences of invisibility, isolation, marginalisation and racial discrimination in higher education; and
· BME staff report having fewer opportunities to develop research capacity and enhance their promotion prospects.
11.16 In terms of disability the report noted that:
· 2.7% of all staff disclosed that they had a disability in 2007-08 according which shows a slight increase from 2003-04 (2.4%).     

· the level of job performed by those with a disability tended to be in lower grades with only 2.1% employed at professor or head of department level compared with 2.4% at lower grades; and

· a median pay gap was identified between those who had a disability and non-disabled staff of 3.4%.
Data Analysis

11.17 There were less than 350 directors of universities in March 2010 and 30.3% were female – the highest proportion of the seven key economic sectors.  A slightly higher proportion of university directors in the HIE area were female (31.9%) than in the SE area (30.0%).

Table 11.1:
Directors’ Gender in the University Sector 

	Area
	Female
	Male
	Total

	Scottish Enterprise
	83
	194
	277

	
	30.0%
	70.0%
	100.0%

	Highlands and Islands Enterprise
	22
	47
	69

	
	31.9%
	68.1%
	100.0%

	All Scotland
	105
	241
	346

	
	30.3%
	69.7%
	100.0%


Source: FAME Database, March 2010

11.18 The average age of directors in the university sector across Scotland was 54.8 which was the highest average of any of the seven key economic sectors.  The 50-59 and 60-69 age brackets accounted for approximately three quarters of directors in this sector.  Only 2.3% of directors were aged under 30 but almost three times this number were aged 70m plus (6.1%).  The age distribution in the HIE area was weighted more heavily towards the older ages with 47.4% aged 60 plus and 14.4% aged 70 plus compared to 36.9% and 4.0% respectively in the SE area.

Table 11.2:
Directors’ Age in the University Sector 

	Area
	<30
	30-39
	40-49
	50-59
	60-69
	70-79
	80+
	Total
	Average

	Scottish Enterprise
	7
	19
	53
	96
	91
	10
	1
	277
	54.3

	
	2.5%
	6.9%
	19.1%
	34.7%
	32.9%
	3.6%
	0.4%
	100.0%
	

	Highlands and Islands Enterprise
	1
	6
	10
	19
	23
	9
	1
	69
	56.8

	
	1.4%
	8.7%
	14.5%
	27.5%
	33.3%
	13.0%
	1.4%
	100.0%
	

	All Scotland
	8
	25
	63
	115
	114
	19
	2
	346
	54.8

	
	2.3%
	7.2%
	18.2%
	33.2%
	32.9%
	5.5%
	0.6%
	100.0%
	


Source: FAME Database, March 2010

Summary
11.19 The key findings for the university sector are:

· Universities Key Sector Report highlights the ageing workforce in the sector and more generally and proposes the retention in Scotland of a greater number of students after graduating from Scottish universities.  

· Lifelong Learning UK’s ‘Innovation During a Recession – How Skills for Learning Professionals Will Drive the Economy, Annual Report 2008-9’  highlights information on promoting equality and diversity.  It notes that evidence shows that inclusive organisations benefit from their diversity with improved staff relations, customer service, performance and outcomes, making them overall more competitive.  It also highlights some of the key activities undertaken to address a broad range of equality and diversity issues covering disability, sexual orientation, and ethnicity.
· Although the proportions of men and women working within the university sector was broadly equal there was an imbalance is evident when considering the type of roles women have within the sector.  Women are less likely to work in the science, engineering and technology departments or hold the highest positions (professors or heads of department) within universities.  The difference in earnings between men and women is also significant.

· The proportion of BME staff was rising but was still an under-representation compared to the workforce as a whole and BME staff were less likely to be in senior academic grades or benefit from a permanent/open-ended contract of employment than white academic staff; BME staff were consequently less likely to be earning a high salary.  BME staff reported a number of significant issues: those in senior positions report feeling that their leadership ability is questioned, that assumptions are often made that they are in junior positions even when they occupy senior roles, they report experiences of invisibility, isolation, marginalisation and racial discrimination, and report having fewer opportunities to develop research capacity and enhance their promotion prospects.
· In terms of disability evidence shows that numbers are rising slowly but are still small, the level of job performed by those with a disability tended to be in lower grades, and a pay gap exists between those with a disability and non-disabled staff.
· The sector has the highest proportion of female directors (30%) and highest average age of directors (54.8 years) of the seven key economic sectors.   
12
Conclusions and Recommendations
12.1 This report provides comprehensive equality and diversity baseline information which will assist SE and HIE in the promotion of equality issues in general and particularly help them to make the case for addressing equality and diversity with businesses in the key economic sectors.  It covers issues related to gender, ethnicity, age, disability, sexual orientation and religion/belief in the creative industries, energy, financial and business services, food and drink, life sciences, tourism, and university sectors.  It contains extensive quantitative and qualitative evidence drawn from a range of sources including a literature review, stakeholder interviews, and data analysis. 

The business benefits of equality and diversity

12.2 Significantly the report highlights that there are many benefits to businesses from addressing equality and diversity issues and that crucially some of this evidence is robust statistical evidence of improved financial performance related to gender issues.  The evidence relates to profitability and return on investment.  The evidence shows that profitability increases threefold when women account for up to a third of directors (Gavurin, 2007); 44% of companies with at least one female director made a profit in the previous year compared to 41% for companies with only male directors (Experian Female Directors Report, 2007); increasing labour market participation of women could be worth £15-23 billion which is equivalent to 1.3-2% of UK GDP (The Women and Work Commission, 2006); and Catalyst (2004) found that companies in the top quartile for the number of women in senior management roles had a 18% return on equity and 128% return to shareholders compared to 13% and 95% respectively for companies in the bottom quartile for the number of women in senior management roles.  This will be powerful evidence for SE and HIE in their future work with businesses in the key economic sectors.  
12.3 Evidence of the impact that promoting equality and diversity has on gross value added (GVA) was a specific requirement identified in the brief.  We found only one source which analysed GVA and the evidence showed no link between the two.  Riley et al (2008) analysed data on 2,295 British workplaces from the Workplace Employment Relations Survey 2004 and found no statistically significant relationships between equal opportunities policies and business productivity and measures of financial performance which included gross value added per employee. 

12.4 The absence of GVA related evidence and evidence of financial performance related to equality issues other than gender are highlighted as key information gaps.  Addressing these gaps would require detailed research with a statistically significant sample of organisations.

12.5 Other key benefits were supported by qualitative evidence and are also important; they relate to improved recruitment, retention and productivity among staff, improved employer image, customer approval and brand awareness, and an improved ability to respond and change through creativity and innovation.
12.6 It would be wrong to present a picture in this report which suggested that addressing equality and diversity issues has no costs to businesses.  However, the evidence reviewed for this study is, in our opinion, weighted in favour of the business benefits.  Furthermore, the costs that can occur relate mainly to recruitment, training and possible physical adaptations and are mostly small and/or initial costs whereas the benefits are mostly long term and potentially significant.

12.7 The research also highlighted that businesses can also incur costs if they do not adequately address equality and diversity issues.  This finding could also be a powerful argument for SE and HIE in their future work with businesses in the key economic sectors.

12.8 SE and HIE stakeholders were generally aware of both the benefits and the costs although their knowledge of the range of benefits was limited primarily to the widening of the recruitment of staff.  It is intended that the information presented in this report will provide a robust evidence base to assist in the promotion of the business case for equality and diversity.  A number of the SE and HIE stakeholders felt that practical examples of Scottish businesses successfully addressing these issues would be powerful tools for them to engage other businesses.  The EHRC emphasised how the message should be tailored to each firm and that one size will not fit all when it comes to awareness raising.
Equality and diversity evidence sources

12.9 Our review of equality data sources highlighted a small number of sources.  However these sources do provide detailed information on equality and diversity issues across the seven key economic sectors.  Significantly, the data relates to both employees and directors.  

12.10 Up-to-date information is available for employees broken down by age, gender, ethnicity, disability and faith via the Scottish Household Survey and the Annual Population Survey.  
12.11 For directors data on age and gender is available via the FAME database or any other similar database that uses Companies House data as its source.

12.12 Current gaps in equality information therefore relate to sexual orientation for employees and ethnicity, disability, faith and sexual orientation for directors.  

12.13 Although the Scottish Household Survey now asks questions related to a person’s sexual orientation, data is only currently available based on an earlier version of the questionnaire which does not include these questions.  Future releases of SHS data using the updated questionnaire will enable analysis by sexual orientation for employees.  Data on employees’ sexual orientation is available from the Annual Population Survey although access is restricted via the UK Data Archive.
12.14 The future availability of equality information on directors’ ethnicity, disability, faith and sexual orientation would require it to be captured by Companies House when directors register their details.  Alternatively, a representative survey would be required to gather the information from employers but this would entail considerable cost.
Equality and diversity issues and solutions
12.15 The review has highlighted that there are gaps in equality and diversity information and in the awareness and use of existing data.  This report aims to draw this data together to form a robust data source for equality issues particularly relevant to the key economic sectors.
12.16 The coverage of equality issues by the UK-wide Sector Skills Councils is of particular note.  Generally speaking the Sector Skills Council have equalities as a key strand of their work.  This may be the result of government or public sector commitment to address the public duty and to do something practical about tangible inequalities.  The Scottish Industry Advisory Groups are aware of the issues around an ageing workforce which can be addressed through workforce planning.  Equality can play a key role in targeting under-represented groups if more traditional sources are drying up.  
12.17 Evidence from our data analysis, document review and stakeholder interviews highlighted numerous equality and diversity issues.  These include: the under-representation of women and BME people in senior management positions and as directors; lower pay for women, BME people and disabled people; occupational segregation; and discrimination and barriers to promotion among women, transgender people, BME people, gay and lesbians, disabled people, and religious groups.  Sections 5 to 11 of this report discussed sector specific issues in detail.  They included ageing workforces such as in the energy, finance, food and drink, and university sectors; and the use of migrant workers in the tourism and food and drink sectors.  
12.18 We are struck by the potential for the key economic sector teams in SE and HIE to focus on equality solutions rather than equality issues.  The teams have an awareness of the relevant issues such as skills gaps in their sectors and with the support of further evidence they can help promote action to tackle the under-representation of equality groups as part of their response to the public sector equality duty. 
Overview

12.19 In conclusion, this report provides a substantial volume of information on equality and diversity in the key economic sectors.  It will help to inform the debate and should enable SE and HIE to progress its equality and diversity duties in the key economic sectors.

Appendix 1

Stakeholder consultation

	Scottish Enterprise
	HIE
	Others
	Sector skills Councils/ Industry Advisory Groups

	Stephen Williamson, Senior Project Executive Business and Skills development.
	Donna Chisholm - STEM Director North  

	Scottish Government Statistics 


	People 1st  

Kate Slater

	Sharon McKendry, Manager Life Sciences
	Steven Dodsworth, Head of Life Sciences

	EHRC 

Pauline Fountain


	Catherine Parkinson Creative and Cultural Skills 

	Jim Davis, Senior Manager Energy
	Audrey MacIver and Elaine Hanton, Head of Energy (job-share) 
	Close the Gap 
	Joanna Alderson

Improve Ltd

	Sharon Smith, Senior Project Executive
	Alison Wilson and Joyce MacLennan (job share) Head of Financial and Business Services
	Institute of Asian Professionals


	

	Jan Reid, Senior Manager Enabling Technologies
	Iain Hamilton, Head of Creative Industries
	VisitScotland Chris McCoy 
	

	David Hartley, Senior Manager Digital Markets
	Susan Purves, Development Manager, Creative Industries
	Scottish Resource Centre for Women in Science Engineering and Technology 
Jenny Tizard
	

	Richard Malloch, Senior Executive  Food and Drink

	Chris Taylor, Head of Food, Drink and Tourism
	
	


Appendix 2

Organisations reviewed for evidence

We looked at the following list of organisations websites for any research publications related to equality and diversity issues:

Sexual Orientation:

· Stonewall

· LGBT Youth

· Equality Network - www.equality-network.org
Ethnicity:

· Scottish Refugee Council

· Scotland Against Racism

· Runnymede Trust

· The Information Centre about Asylum and Refugees
· Black Mental Health UK

· Black and Ethnic Minority Infrastructure - www.bemis.org.uk/role_of_bemis.html
· CERES – Centre for Education for Racial Equality in Scotland - www.education.ed.ac.uk/ceres
· COSLA – Strategic Migration project - www.asylumscotland.org.uk/csmpbackground.php
· Council of Ethnic Minority Voluntary Sector Organisations - www.cemvo.org.uk
· Ethnic Minority Law Centre - ww.emlc.org.uk

· Grampian Racial Equality Council - www.grec.co.uk
· Talent Scotland - www.talentscotland.com
Age:

· Princes Trust

· YMCA

· YWCA

· Young Scot

· Age Concern

· Help the Aged

· British Youth Council - www.byc.org.uk
· Employers Forum on Age - www.efa.org.uk
· The Age and Employment Network - www.taen.org.uk (lot of research on age and employment)

Disability:

· Scope

· Capability Scotland

· RNIB

· Foundation for People with learning disabilities

· Leonard Cheshire Disability

· National Autistic Society 

· Employers Forum on Disability - www.efd.org.uk/
· Inclusion Scotland - www.inclusionscotland.org
· Skill : National Bureau for Students with Disabilities - www.skill.org.uk
· Royal National Institute for Deaf People - www.rnid.org.uk
· Update National disability information service - www.update.org.uk/
· Scottish Disability Equality Forum - www.sdef.org.uk
Gender:

· Close the Gap project - www.closethegap.org.uk
· Engender - www.engender.org.uk
· Fawcett Society - www.fawcettsociety.org.uk
· Women into technology - www.jivepartners.org.uk
· Scottish Transgender Alliance - www.scottishtrans.org
· The Gender Trust - www.gendertrust.org.uk
· Women at Work project - www.weawomenatwork.org.uk
· Science, Technology , Engineering and Maths (mainly gender but also race etc) - www.hie.co.uk/stem-north-of-scotland.html

Religion/Faith:

· Muslim Council of Scotland

· Scottish Inter Faith Council

All:

· Equality and Human Rights Commission (and predecessor organisations’ archives)

· Joseph Rowntree Foundation

· DWP

· Department for Business Enterprise and Regulatory Reform
· Federation of Small Businesses

· Commission for Rural Communities 

· Government Equalities Office

· Economic and Social Research Centre

· Scottish Government

· SE

· HIE – Young People in the Highlands and Islands - www.hie.co.uk/youth-migration.html
· Audit Scotland

· ACAS –research on sexual orientation in the workplace, migrant labour etc - www.acas.org.uk
· Chartered Institute of Personnel and Development - cipd.co.uk
· Highlands and Islands Equality Forum - www.hief.org.uk
· One Workplace Equal Rights - www.oneworkplace.org.uk/oneworkplace
· Scottish Trades Union Congress – www.stuc.siteiscentral.com 
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Appendix 4
Statistical Sources Used
	Name:
	Annual Business Inquiry

	Author:
	Office for National Statistics 

	Description:
	The Annual Business Inquiry is a survey collecting information from a sample of businesses across Great Britain (a separate survey is undertaken in Northern Ireland).  The survey is conducted in two parts dealing with employment and financial information.  The financial inquiry covers about two thirds of the economy including: production, construction, distribution and service industries, agriculture (part), hunting, forestry and fishing; coverage of the employment inquiry is wider.  

The sample size is approximately 78,000 and is stratified by employee numbers, region and Standard Industrial Classification. The sample size in Scotland is approximately 8,100 firms.
Data is available by workplace or employees.

Access to ABI data is restricted, and users must obtain a Chancellor of the Exchequer’s Notice from ONS



	Equalities data availability:
	 FORMCHECKBOX 
 Gender

 FORMCHECKBOX 
 Ethnicity

 FORMCHECKBOX 
 Age

 FORMCHECKBOX 
 Disability

 FORMCHECKBOX 
 Religion/Faith

 FORMCHECKBOX 
 Sexual orientation



	Commentary on equalities data:
	ABI data is only available by gender for male or female employees (transgender is not included in the categories).  

None of the other equality groups are covered.



	Key economic sectors:
	 FORMCHECKBOX 
 Creative industries

 FORMCHECKBOX 
 Energy

 FORMCHECKBOX 
 Financial services

 FORMCHECKBOX 
 Food and drink

 FORMCHECKBOX 
 Life Sciences

 FORMCHECKBOX 
 Tourism

 FORMCHECKBOX 
 Universities



	Commentary on key economic sectors data:
	Information is available by Standard Industrial Classification 2007 using 2, 3 or 4 digit codes.  Therefore data can be gathered for all of the key economic sectors.



	Type of information:
	 FORMCHECKBOX 
 All employees

 FORMCHECKBOX 
 Senior managers

 FORMCHECKBOX 
 Board members

 FORMCHECKBOX 
 Shareholders

 FORMCHECKBOX 
 Other__________________________



	Commentary on type of information:
	Information is only available for all employees.  It cannot be broken down any further, such as by Standard Occupational Code which would have allowed for analysis of senior management.

There is no information for Board members or shareholders.



	Latest publication date:
	2008

	Frequency of publication:
	 FORMCHECKBOX 
 Live/continually updated

 FORMCHECKBOX 
 Monthly

 FORMCHECKBOX 
 Quarterly

 FORMCHECKBOX 
 Six monthly

 FORMCHECKBOX 
 Annually

 FORMCHECKBOX 
 One-off

 FORMCHECKBOX 
 Other__________________________



	Level of data availability:
	 FORMCHECKBOX 
 Great Britain

 FORMCHECKBOX 
 Scotland

 FORMCHECKBOX 
 Local authorities/CPPs

 FORMCHECKBOX 
 Wards

 FORMCHECKBOX 
 Data zones

 FORMCHECKBOX 
 Other: Intermediate Geographies, Scottish Enterprise and HIE areas, Parliamentary constituencies, Travel to work areas, and Postcode sectors



	Other information:
	Data is available for part-time and full-time employees.



	Web link:
	https://www.nomisweb.co.uk/Default.asp 




	Name:
	Annual Population Survey

	Author:
	Office for National Statistics 

	Description:
	The Annual Population Survey (APS) is a combined statistical survey of households in Great Britain which is conducted quarterly by the Office for National Statistics. It combines results from the Labour Force Survey and the English, Welsh and Scottish Labour Force Survey boosts which are funded by the Department for Work and Pensions, Department for Education and Skills, the National Assembly for Wales and the Scottish Government. 

Topics covered include: household composition and relationships, housing tenure, nationality, ethnicity and residential history, employment and training (including government schemes), workplace and location, job hunting, educational background and qualifications.

APS datasets are produced quarterly with each dataset containing 12 months of data.  Across Great Britain there are approximately 170,000 households and 360,000 persons per dataset. 

Data is available by workplace or employees. 

Access to APS data is available through NOMIS and requires registration, agreement to an End User Licence (EUL) and the registration of usage details. 

As of September 2005 a ‘Special License’ APS dataset has also been available. This contains more detailed data than a normal ‘End User License’, relating to:

· age: including single year of age, year and month of birth, age completed full-time education and age obtained highest qualification, age of oldest dependent child and age of youngest dependent child

· family unit and household: including a number of variables concerning the number of dependent children in the family according to their ages, relationship to head of household and relationship to head of family

· nationality and country of origin

· geography: including county, unitary/local authority, place of work, Nomenclature of Territorial Units for Statistics 2 (NUTS2) and NUTS3 regions, and whether lives and works in same local authority district

· health: including main health problem, and current and past health problems

· education and apprenticeship: including numbers and subjects of various qualifications and variables concerning apprenticeships

· industry: including industry, industry class and industry group for main, second and last job, and industry made redundant from

· occupation: including 4-digit Standard Occupational Classification (SOC) for main, second and last job and job made redundant from

In order to access this data users are required to be accredited by the UK Statistics Authority as an Approved Researcher.


	Equalities data availability:
	 FORMCHECKBOX 
 Gender

 FORMCHECKBOX 
 Ethnicity

 FORMCHECKBOX 
 Age

 FORMCHECKBOX 
 Disability

 FORMCHECKBOX 
 Religion/Faith

 FORMCHECKBOX 
 Sexual orientation



	Commentary on equalities data:
	APS data is available for all equality strands as follows:

Gender by male or female (transgender is not included in the categories).  

Ethnicity by: 

· White

· Mixed

· Asian or Asian British

· Black or Black British

· Chinese

· Other Ethnic Group

Age (banded)

Disability by four categories:

· Disability Discrimination Act (DDA) disabled and work-limiting disabled;

· DDA disabled;

· Work-limiting disabled only; and

· Not disabled.

Religion/Faith by the following categories: 

· Christian
· Buddhist
· Hindu
· Jewish
· Muslim
· Sikh
· Any other religion
· No religion at all


Sexual Orientation

A question on sexual orientation is only asked with respondents who are interviewed either face-to-face or by telephone. Response categories are: Heterosexual/Straight; Gay/Lesbian; Bisexual; and Other.
In addition to this there are several questions that can be used as proxies to estimate population numbers in this category, including:

Marital Status

· Single, never married
· Married, living with spouse
· Married separated from spouse
· Divorced
· Widowed
· Currently or previously in civil partnership
Same Sex Family Unit (categories not listed)



	Key economic sectors:
	 FORMCHECKBOX 
 Creative industries

 FORMCHECKBOX 
 Energy

 FORMCHECKBOX 
 Financial services

 FORMCHECKBOX 
 Food and drink

 FORMCHECKBOX 
 Life Sciences

 FORMCHECKBOX 
 Tourism

 FORMCHECKBOX 
 Universities



	Commentary on key economic sectors data:
	Information is available by Standard Industrial Classification 2007 using 2, 3 or 4 digit codes.  Therefore data can be gathered for all of the key economic sectors.



	Type of information:
	 FORMCHECKBOX 
 All employees

 FORMCHECKBOX 
 Senior managers

 FORMCHECKBOX 
 Board members

 FORMCHECKBOX 
 Shareholders

 FORMCHECKBOX 
 Other__________________________



	Commentary on type of information:
	Information is available by type of occupation, defined by Standard Occupational Classification (SOC) 2000, using 1, 2 or 3 digit codes. Therefore data can be gathered on all employees, and on senior managers. 

There is no information for Board members or shareholders.



	Latest publication date:
	January 2010

	Frequency of publication:
	 FORMCHECKBOX 
 Live/continually updated

 FORMCHECKBOX 
 Monthly

 FORMCHECKBOX 
 Quarterly

 FORMCHECKBOX 
 Six monthly

 FORMCHECKBOX 
 Annually

 FORMCHECKBOX 
 One-off

 FORMCHECKBOX 
 Other__________________________



	Level of data availability:
	 FORMCHECKBOX 
 Great Britain

 FORMCHECKBOX 
 Scotland

 FORMCHECKBOX 
 Local authorities/CPPs

 FORMCHECKBOX 
 Wards

 FORMCHECKBOX 
 Data zones

 FORMCHECKBOX 
 Other: Intermediate Geographies, Scottish Enterprise and HIE areas, Parliamentary constituencies, Nomenclature of Units for Territorial Statistics (NUTS), Travel to work areas and Postcode sectors



	Other information:
	Data is available for part-time and full-time employees.



	Web link:
	https://www.nomisweb.co.uk/Default.asp 




	Name:
	Scottish Household Survey

	Author:
	Scottish Government

	Description:
	The Scottish Household Survey (SHS) is a continuous survey based predominantly on a sample of the general adult population in private residences in Scotland. It is designed to provide accurate, up-to-date information about the characteristics, attitudes and behaviour of Scottish households and individuals on a range of issues. 

The survey is a continuous cross-sectional survey, each complete sample being covered in the course of two years. The overall design of the sample is to pursue a wholly random sample where fieldwork conditions allow - namely in areas of high population - and to cluster interviews in the remaining areas (also on a random basis).

The Highest Income Householder, or their partner/spouse, is interviewed face-to-face about themselves and other members of the household. In addition, a randomly selected adult member of the same household aged 16 or over (who may, by chance, be the same person) is interviewed on other topics. In this way, results from the survey are representative of both Scottish households and adult individuals.

SHS datasets are produced quarterly, with each sample over two years containing approximately 31,000 households. 

The Highest income householder or spouse/partner survey questions cover:

· Household composition

· Accommodation 

· Sharing accommodation, Internet access, Recycling 

· Driving and transport 

· Young people in the household 

· Health and disability 

· Employment of Highest Income Householder

· Household Income 

· Financial Services, Savings and Housing Costs

· Mortgage and rent 

The Random Adult survey questions cover:

· Accommodation 

· Neighbourhoods and Community Safety

· Education and Training

· Travel and Transport 

· Volunteering, Convenience of Services 

· Health and Disability 

· Employment 

· Income 
Access to SHS data is available through the Scottish Government and UK Data Archive. 

	Equalities data availability:
	 FORMCHECKBOX 
 Gender

 FORMCHECKBOX 
 Ethnicity

 FORMCHECKBOX 
 Age

 FORMCHECKBOX 
 Disability

 FORMCHECKBOX 
 Religion/Faith

 FORMCHECKBOX 
 Sexual orientation



	Commentary on equalities data:
	SHS data is available for all equality strands as follows:

Gender by male or female (transgender is not included in the categories).  

Ethnicity by: 

· White (Scottish, English, Welsh, Northern Irish or other British, Irish, Other European (please specify), and any other white background
· Mixed (any mixed background
· Asian, Asian Scottish or Asian British (Indian, Pakistani, Bangladeshi, Chinese, Any other Asian background)
· Black, Black Scottish or Black British (Caribbean, African, Any other Black background)

· Other Ethnic Background (Any other background)

· Don’t know
· Refused

Age (banded)

Disability by four categories:

· Yes, disability

· Yes, illness or health problem

· Yes, both disability and illness or health problem

· No, neither 

Religion/Faith by the following categories: 

· None


· Church or Scotland
· Roman Catholic
· Other Christian
· Buddhist
· Hindu

· Muslim


· Jewish


· Sikh


· Another religion
There is no specific question on sexual orientation, however the question on marital status includes the categories:

· Single / never been married


· Cohabiting / living together


· Married and living with spouse
· In a same-sex civil partnership
· Separated
· Divorced
· Dissolved  civil partnership
· Widowed
· Bereaved civil partner

These could be used as proxy measures to capture sexual orientation, although certain categories do not allow for analysis by sexual orientation.



	Key economic sectors:
	 FORMCHECKBOX 
 Creative industries

 FORMCHECKBOX 
 Energy

 FORMCHECKBOX 
 Financial services

 FORMCHECKBOX 
 Food and drink

 FORMCHECKBOX 
 Life Sciences

 FORMCHECKBOX 
 Tourism

 FORMCHECKBOX 
 Universities



	Commentary on key economic sectors data:
	The latest SHS gathers Standard Industrial Classification 2007 information using 2, 3 or 4 digit codes.  Therefore data can be gathered for all of the key economic sectors. However the latest publically available dataset (2005-2006) uses SIC 2003 classifications, which are only available for broad industrial sectors 2 digit SIC codes; 3 or 4 digit analysis requires access to the raw data. 


	Type of information:
	 FORMCHECKBOX 
 All employees

 FORMCHECKBOX 
 Senior managers

 FORMCHECKBOX 
 Board members

 FORMCHECKBOX 
 Shareholders

 FORMCHECKBOX 
 Other__________________________



	Commentary on type of information:
	Information is available by type of occupation, defined by Standard Occupational Classification (SOC) 2000, using 1, 2 or 3 digit codes. Therefore data can be gathered on all employees, and on senior managers. 

There is no information for Board members or shareholders.



	Latest publication date:
	February 2010

	Frequency of publication:
	 FORMCHECKBOX 
 Live/continually updated

 FORMCHECKBOX 
 Monthly

 FORMCHECKBOX 
 Quarterly

 FORMCHECKBOX 
 Six monthly

 FORMCHECKBOX 
 Annually

 FORMCHECKBOX 
 One-off

 FORMCHECKBOX 
 Other__________________________



	Level of data availability:
	 FORMCHECKBOX 
 Great Britain

 FORMCHECKBOX 
 Scotland

 FORMCHECKBOX 
 Local authorities/CPPs

 FORMCHECKBOX 
 Wards

 FORMCHECKBOX 
 Data zones

 FORMCHECKBOX 
 Other: Intermediate Geographies, Scottish Enterprise and HIE areas, Parliamentary constituencies, Nomenclature of Units for Territorial Statistics (NUTS), Travel to work areas and Postcode sectors

Note: Although the SHS has a large sample that covers the whole of Scotland, it has some geographical limitations because of the sample sizes in small local authorities and because it is designed to be representative only at national and local authority level.

In particular, the SHS is designed to be nationally representative every quarter, representative for larger Local Authorities (LA) every year, and all LA's (regardless of size) over a two-year period.

It is not appropriate to undertake geographical analysis below local authority level since the sampling techniques used in some local authorities cannot guarantee representativeness in smaller areas.

	Other information:
	Data is available for part-time and full-time employees.



	Web link:
	http://www.scotland.gov.uk/Topics/Statistics/16002



	Name:
	Financial Analysis Made Easy (FAME)

	Author:
	Bureau van Dijk (BvD)

	Description:
	FAME contains comprehensive information on approximately 2.9 million companies in the UK and Ireland. It includes:

· Financial information for the last 10 years

· Financial strength indicators

· Directors and contacts

· Original filings/images as filed at Companies House 

· Stock data for listed companies

· Detailed corporate structures and the corporate family

· Shareholders and subsidiaries

· Market research

· Adverse filings

· Business and company-related news

· Merger and acquisitions deals and rumours

Access to the information is by subscription only.



	Equalities data availability:
	 FORMCHECKBOX 
 Gender

 FORMCHECKBOX 
 Ethnicity

 FORMCHECKBOX 
 Age

 FORMCHECKBOX 
 Disability

 FORMCHECKBOX 
 Religion/Faith

 FORMCHECKBOX 
 Sexual orientation



	Commentary on equalities data:
	Data is available for the following equality strands for Company Directors only (not for employees):

· Gender by male or female (transgender is not included in the categories); and

· Age (by date of birth).

Information is not available for ethnicity, disability, religion/faith or sexual orientation for Company Directors.

Employee data is not broken down by any equalities group.



	Key economic sectors:
	 FORMCHECKBOX 
 Creative industries

 FORMCHECKBOX 
 Energy

 FORMCHECKBOX 
 Financial services

 FORMCHECKBOX 
 Food and drink

 FORMCHECKBOX 
 Life Sciences

 FORMCHECKBOX 
 Tourism

 FORMCHECKBOX 
 Universities



	Commentary on key economic sectors data:
	Information is available by Standard Industrial Classification 2003 using 4 digit codes.  Therefore data can be gathered for all of the key economic sectors.



	Type of information:
	 FORMCHECKBOX 
 All employees

 FORMCHECKBOX 
 Senior managers

 FORMCHECKBOX 
 Board members

 FORMCHECKBOX 
 Shareholders

 FORMCHECKBOX 
 Other__________________________



	Commentary on type of information:
	Employee information is not available by occupational type and cannot therefore be broken down below the total figures. 

Information is available on Directors registered with Companies House.



	Latest publication date:
	Continually updated

	Frequency of publication:
	 FORMCHECKBOX 
 Live/continually updated

 FORMCHECKBOX 
 Monthly

 FORMCHECKBOX 
 Quarterly

 FORMCHECKBOX 
 Six monthly

 FORMCHECKBOX 
 Annually

 FORMCHECKBOX 
 One-off

 FORMCHECKBOX 
 Other__________________________



	Level of data availability:
	 FORMCHECKBOX 
 Great Britain

 FORMCHECKBOX 
 Scotland

 FORMCHECKBOX 
 Local authorities/CPPs

 FORMCHECKBOX 
 Wards

 FORMCHECKBOX 
 Data zones

 FORMCHECKBOX 
 Other: company addresses are provided including postcodes which could be used to match the data to any other geographical areas such as Scotland, local authorities/CPPs, wards and datazones.



	Other information:
	None.

	Web link:
	http://www.bvdinfo.com/Products/Company-Information/National/FAME.aspx 




	Name:
	Census of Population

	Author:
	Office for National Statistics

	Description:
	The Census of Population is undertaken every ten years and aims to gather comprehensive information on people of all ages across the UK.  Survey forms are delivered to every household in the UK and cover the following:

· Health;

· Caring responsibilities;

· Qualifications;

· Economic activity;

· Employment and employment history;

· Housing; and

· Household composition.



	Equalities data availability:
	 FORMCHECKBOX 
 Gender

 FORMCHECKBOX 
 Ethnicity

 FORMCHECKBOX 
 Age

 FORMCHECKBOX 
 Disability

 FORMCHECKBOX 
 Religion/Faith

 FORMCHECKBOX 
 Sexual orientation



	Commentary on equalities data:
	Data is gathered on the following equality strands for all individuals:

· Gender by male or female (transgender is not included in the categories); 

· Ethnicity (White, Mixed, Asian/Asian Scottish/Asian British, Black/Black Scottish/Black British, and Other);

· Age (reported by specific age and five year age brackets);

· Disability (long term illness health problem or disability which limits your daily activities or the work you can do); and

· Religion/Faith (none, Church of Scotland, Roman Catholic, Other Christian, Buddhist, Hindu, Jewish, Muslim, Sikh Other).

Information is not available on sexual orientation.



	Key economic sectors:
	 FORMCHECKBOX 
 Creative industries

 FORMCHECKBOX 
 Energy

 FORMCHECKBOX 
 Financial services

 FORMCHECKBOX 
 Food and drink

 FORMCHECKBOX 
 Life Sciences

 FORMCHECKBOX 
 Tourism

 FORMCHECKBOX 
 Universities



	Commentary on key economic sectors data:
	Information is gathered on people in work or previously in work including the business of the organisation worked for.  Information is available by the main Standard Industrial Classification 1992 categories: 

· Agriculture, hunting and forestry; 

· Fishing; 

· Mining and quarrying; 

· Manufacturing; 

· Electricity, gas and water supply; 

· Construction; 

· Wholesale and retail trade, repairs; 

· Hotels and restaurants; 

· Transport, storage and communications; 

· Financial intermediaries; 

· Real estate, renting and business activities; 

· Public administration and defence, social security;  

· Education; 

· Health and social work; 

· Other community, social and personal service activities; 

· Private households with employed persons; and 

· Extra-territorial organisations and bodies.



	Type of information:
	 FORMCHECKBOX 
 All employees

 FORMCHECKBOX 
 Senior managers

 FORMCHECKBOX 
 Board members

 FORMCHECKBOX 
 Shareholders

 FORMCHECKBOX 
 Other__________________________



	Commentary on type of information:
	Information is gathered on people in work or previously in work.  The information includes occupational type using Standard Occupational Codes 1992 and can therefore be broken down for senior managers as well as all people in employment. 

Information is not available on shareholders of Company Directors.



	Latest publication date:
	2001 Census data was published in 2003

	Frequency of publication:
	 FORMCHECKBOX 
 Live/continually updated

 FORMCHECKBOX 
 Monthly

 FORMCHECKBOX 
 Quarterly

 FORMCHECKBOX 
 Six monthly

 FORMCHECKBOX 
 Annually

 FORMCHECKBOX 
 One-off

 FORMCHECKBOX 
 Other: every 10 years.



	Level of data availability:
	 FORMCHECKBOX 
 Great Britain

 FORMCHECKBOX 
 Scotland

 FORMCHECKBOX 
 Local authorities/CPPs

 FORMCHECKBOX 
 Wards

 FORMCHECKBOX 
 Data zones

 FORMCHECKBOX 
 Other: Health Board, Scottish Parliamentary Constituency, Civil Parish, Locality, Inhabited Island, Scottish Parliamentary Region, 2005 Westminster Parliamentary Constituency, Settlement, Census Area Statistic Sector, Census Standard Sector, and Census Output Area 

	Other information:
	Not all of the equalities information is readily available from the existing publications.  However, customised information can be requested from GROS at a cost of £20 per completed hour.

	Web link:
	http://www.scrol.gov.uk/scrol/common/home.jsp 


	Name:
	Destinations from Higher Education Institutions

	Author:
	Higher Education Statistics Agency (HESA)

	Description:
	Destinations from Higher Education Institutions is one of four documents published annually by HESA.  It is based on information from a survey of leavers from UK universities approximately six months after completion of their studies.  It provides information on their economic status.  The survey covers part-time and full-time students who were domiciled in the UK or other EU countries at the time they started their studies; it therefore excludes students domiciled outside the EU. Survey data is linked to student records data.  
The survey covers:

· Destination of leavers (full-time paid work only, part-time paid work only, voluntary/unpaid work, work and further study, further study only, assumed to be unemployed, not available for employment);

· Mode of study(full-time and part-time);

· Level of study (postgraduate, first degree, and other undergraduate);

· Subject of study (19 broad subject categories which are expanded for some analysis);

· Type of study (research, taught);

· Occupation classification;

· Location of employment;

· Length of employment contract; and

· Salary levels.

166 Higher Education Institutions are covered including 19 in Scotland. 

The 2007/08 survey is based on 344,715 valid responses from a possible total of 474,455 qualifiers giving a response rate of 73%.



	Equalities data availability:
	 FORMCHECKBOX 
 Gender

 FORMCHECKBOX 
 Ethnicity

 FORMCHECKBOX 
 Age

 FORMCHECKBOX 
 Disability

 FORMCHECKBOX 
 Religion/Faith

 FORMCHECKBOX 
 Sexual orientation



	Commentary on equalities data:
	Data is gathered on the age of leavers and in some cases is presented in the published tables.  However, the published tables on industrial sectors and occupations are not available by age.
Data for gender covers males and females but does not include transgender.  The majority of the published data is available by gender including tables on industrial sectors and occupations.

Data is not gathered on ethnicity, disability, religion/faith, or sexual orientation.



	Key economic sectors:
	 FORMCHECKBOX 
 Creative industries

 FORMCHECKBOX 
 Energy

 FORMCHECKBOX 
 Financial services

 FORMCHECKBOX 
 Food and drink

 FORMCHECKBOX 
 Life Sciences

 FORMCHECKBOX 
 Tourism

 FORMCHECKBOX 
 Universities



	Commentary on key economic sectors data:
	Information is available by Standard Industrial Classification 2007 using 2 digit codes.  Some tables also break down the information to 3 digit codes although this is not always the case.  Therefore data can be gathered for the key economic sectors for some issues.


	Type of information:
	 FORMCHECKBOX 
 All employees

 FORMCHECKBOX 
 Senior managers

 FORMCHECKBOX 
 Board members

 FORMCHECKBOX 
 Shareholders

 FORMCHECKBOX 
 Other__________________________



	Commentary on type of information:
	Information is available by Standard Occupational Classification 2000 using 2 digit codes.  Some tables also break down the information to 3 digit codes although this is not always the case.  Therefore data can be gathered for senior managers for some issues.
There is no information on Board members or shareholders of the Higher Education Institutions.



	Latest publication date:
	2009 Publication presents information for leavers from the academic year 2007/08

	Frequency of publication:
	 FORMCHECKBOX 
 Live/continually updated

 FORMCHECKBOX 
 Monthly

 FORMCHECKBOX 
 Quarterly

 FORMCHECKBOX 
 Six monthly

 FORMCHECKBOX 
 Annually

 FORMCHECKBOX 
 One-off

 FORMCHECKBOX 
 Other: __________________________



	Level of data availability:
	 FORMCHECKBOX 
 Great Britain

 FORMCHECKBOX 
 Scotland

 FORMCHECKBOX 
 Local authorities/CPPs

 FORMCHECKBOX 
 Wards

 FORMCHECKBOX 
 Data zones

 FORMCHECKBOX 
 Other: Higher Education Institute



	Other information:
	None.

	Web link:
	www.hesa.ac.uk 


Appendix 5
Standard Industrial Classifications (SIC) 2007

Food and Drink

· SIC 01: Crop and animal production, hunting and related service activities

· SIC 10: Manufacture of food products

· SIC 11: Manufacture of beverages

Tourism

· SIC 55.1: Hotels and similar accommodation

· SIC 5.2: Holiday and other short stay accommodation

· SIC 79: Travel agency, tour operator and other reservation service and related activities

· SIC 91: Libraries, archives, museums and other cultural activities

· SIC 93: Sports activities and amusement and recreation activities

Financial and Business Services

· SIC 64: Financial service activities, except insurance and pension funding

· SIC 65: Insurance, reinsurance and pension funding, except compulsory social security

· SIC 66: Activities auxiliary to financial services and insurance activities
Energy

· SIC 05.1: Mining of hard coal

· SIC 05.2: Mining of lignite

· SIC 06.1: Extraction of crude petroleum

· SIC 06.2: Extraction of natural gas

· SIC 09.1: Support activities for petroleum and natural gas extraction

· SIC 19.1: Manufacture of coke oven products

· SIC 19.2: Manufacture of refined petroleum products

· SIC 24.46: Processing of nuclear fuel

· SIC 35.13: Distribution of electricity

· SIC 35.22: Distribution of gaseous fuels through mains

Life Sciences

· SIC 21: Manufacture of basic pharmaceutical products and pharmaceutical preparations

· SIC 721: Research and experimental development on natural sciences and engineering

· SIC 325: Manufacture of medical and dental instruments and supplies

Creative Industries

· SIC 18: Printing and reproduction of recorded media

· SIC 58: Publishing activities

· SIC 59: Motion picture, video and television programme production, sound recording and music publishing activities

· SIC 60: Programming and broadcasting activities

· SIC 71.11: Architectural activities

· SIC 73.1: Advertising

· SIC 90 : Creative, arts and entertainment activities

Universities

· SIC 854: Higher education[image: image4][image: image5]
� Includes advertising, apparel retail, apparel, auto parts and equipment, automobile manufacturers, broadcast and cable television, computer and electronics retail, department stores, footwear, general merchandise stores, home furnishings, home improvement retail, homebuilding, hotels, resorts and cruise lines, household appliances, internet retail, leisure products, media companies, restaurants, specialty stores and tyres and rubber.


� Includes agricultural products, brewers, distillers and vintners, drug retail, food distributors, food retail, household products, hypermarkets and supercentres, packaged foods and meats, personal products, soft drinks and tobacco. 


� This includes care assistants, childminders and hairdressers for example.


��HYPERLINK "http://www.equalityhumanrights.com/en/newsandcomment/Pages/PaygapwillnevercloseunlessBritainworksbetterandsmarterwarnsheadofEqualityandHumanRightsCommission.aspx"�http://www.equalityhumanrights.com/en/newsandcomment/Pages/PaygapwillnevercloseunlessBritainworksbetterandsmarterwarnsheadofEqualityandHumanRightsCommission.aspx�


� Auxiliary roles was defined in accordance with the Office for National Statistics (1997) Standard Industrial Classification (SIC) 67 which includes Activities Auxiliary to Finance, Administration of financial markets, Security broking and fund management, Activities auxiliary to financial intermediation not elsewhere classified and Activities auxiliary to insurance and pension funding.


� � HYPERLINK "http://www.scotlandfoodanddrink.org/Asset.aspx?item_id=15507&name=Scottish%20Food%20&%20Drink%20Strategy.pdf" ��http://www.scotlandfoodanddrink.org/Asset.aspx?item_id=15507andname=Scottish Food and Drink Strategy.pdf�


� � HYPERLINK "http://www.direct.gov.uk/en/DisabledPeople/RightsAndObligations/DisabilityRights/DG_4001068" �http://www.direct.gov.uk/en/DisabledPeople/RightsAndObligations/DisabilityRights/DG_4001068� 


� � HYPERLINK "http://www.lantra.co.uk/EasySiteWeb/GatewayLink.aspx?alId=16045" �http://www.lantra.co.uk/EasySiteWeb/GatewayLink.aspx?alId=16045�


� Roberts, S. G. (2004). SET for Success: The Supply of People with Science, Technology, Engineering and Mathematics Skills. London : HM Treasury.


� HYPERLINK "http://www.hm-treasury.gov.uk/d/robertsreview_introch1.pdf" �http://www.hm-treasury.gov.uk/d/robertsreview_introch1.pdf�


� � HYPERLINK "http://extra.shu.ac.uk/nrc/section_2/publications/reports/R1182_SET_Fair_Report.pdf" �http://extra.shu.ac.uk/nrc/section_2/publications/reports/R1182_SET_Fair_Report.pdf�
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