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Key Findings

1.	 Persistent inequalities exist across and within the protected 
characteristics.

2.	 The COVID-19 pandemic impacts disproportionately on 
equality groups. In particular, those aged 16-24, minority ethnic 
communities, women and disabled people. The long-term impact 
in equality groups has yet to be fully understood.

3.	 Gender inequality is apparent throughout the education system 
and labour market. Girls perform well at school but are less likely 
to pursue STEM subjects and careers. Occupational segregation 
is evident in the labour market with women under-represented 
in certain occupations and in higher levels across all jobs – 
contributing to low pay and the gender pay gap for women.

4.	 Minority Ethnic groups face many labour market challenges 
including low pay, discrimination, lack of career progression and 
promotion and low representation at higher levels in the labour 
market. This is despite better educational performance at school 
and higher rates of progression into higher education. It should 
be noted that Minority Ethnic is not a homogenous group and 
there are important differences across and within minority ethnic 
groups. It is important to recognise this in any analysis. 

5.	 Care experienced groups have particularly poor outcomes in 
terms of educational attainment and progression. Although there 
have been improvements in recent years in the number of care 
experienced young people progressing onto higher education. 
There is a significant evidence gap in relation to the labour 
market outcomes of care experienced individuals. 

6.	 Poverty has a significant negative impact on labour market 
and educational outcomes. Those living in the most deprived 
areas are less likely to progress onto higher education and are 
more likely to enter low skilled and low paid employment. The 
evidence also highlights the growing issue of in-work poverty for 
many households. Poverty can be seen to interact with the other 
protected characteristics to produce the greatest inequalities. 

7.	 Disabled people are less likely to be in work and are more likely 
to be in insecure, low paid employment and less likely to be 
promoted. They also have lower levels of educational attainment. 
However, it should be noted that there are significant variations 
according to disability. Those with learning disabilities and mental 
health issues face the greatest challenges in education and the 
labour market. 

8.	 The evidence highlights that LGB+ young people can often 
face bullying and harassment at school, but this improves once 
at college or university. These challenges can also continue 
in the workplace. More evidence is required to improve our 
understanding of LGB+ individuals in the education system and 
the labour market. 

9.	 Trans individuals face significant barriers in both the education 
system and the labour market. Evidence highlights that bullying, 
harassment and discrimination are key issues. Further evidence 
is required to understand the issues trans people face in learning 
and employment. 
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Executive Summary

Background  

The SDS Equality Evidence Review provides a review of evidence 
in relation to schools, further and higher education and the labour 
market across the protected characteristics. 

The main purpose of the review is to support the SDS Equality 
Mainstreaming report and provide evidence to support the SDS 
Equality Outcomes. 

Evidence is also provided on care experience, poverty, young carers, 
veterans, those with an offending history, and the impact of the 
COVID-19 pandemic. 

Schools

	■ Pupils with Additional Support Needs (ASN) are less likely to 
progress on to higher education or go on to work. College is a 
key destination for these pupils.

	■ Care experienced young people are less likely to enter positive 
destinations.

	■ Girls outperform boys at school and go on to higher education in 
greater numbers. However, the subject choices made at school 
demonstrate early gender differences.

	■ Trans pupils are likely to experience bullying and harassment at 
school. 
 

	■ Poverty impacts on outcomes. Those living in the most deprived 
areas are less likely to go on to higher education.

	■ Minority ethnic pupils perform well at school. However, there are 
disparities across ethnic groups with gypsy travellers and white 
boys underperforming.

	■ LGB+ pupils can face bullying and harassment at school which 
can impact on outcomes. 

	■ A significant evidence gap exists in relation to sexual orientation, 
care experience, gender reassignment and religion or belief. 
In addition, there is a lack of information on the experiences of 
different disabilities, ethnicities, or on the interaction between 
protected characteristics.  

Further and Higher Education

	■ The numbers of care experienced young people going on to 
further and higher education has increased in recent years but is 
still low when compared to all young people.  

	■ Many disabled young people progress on to college, but smaller 
numbers go on to university.  

	■ Gender imbalance is an issue at college and university with 
significant gender disparities by subject choice. 
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	■ For trans young people the evidence suggests that the bullying 
and harassment experienced at school continues at college and 
university. 

	■ Those from the most deprived areas are less likely to progress 
on to higher education. 

	■ Minority ethnic young people progress on to higher education in 
large numbers, but their experiences of university can differ when 
compared to other young people.  

	■ The experience of college and university for LGB+ young people 
tend to be better when compared with school but bullying and 
harassment can still be an issue.  

	■ Gaps in evidence exist in relation to care experienced young 
people, sexual orientation, gender reassignment, religion or belief, 
the experiences of different ethnic groups and disabilities and the 
intersectionality between different groups.  

Labour Market

	■ In relation to age younger and older workers face the greatest 
barriers to labour market participation.

	■ A significant evidence gap exists in relation to the participation of 
care experienced people in the labour market. 

	■ Disabled people are less likely to be in work and can face 
significant barriers in the labour market.  

	■ Occupational segregation is a key feature of women’s participation 
in the labour market. Women are underrepresented in many 
sectors and at higher occupational levels across all sectors.

	■ Trans workers can face significant discrimination in the workplace. 
Further evidence is needed on the experiences of trans workers.   

	■ Poverty is linked to low pay and low skilled work. A growing 
number of households experience in-work poverty. 

	■ Despite minority ethnic groups performing well educationally 
their labour market outcomes do not match the rest of the 
population.  

	■ LGB+ workers can still face discrimination and bullying in the 
workplace. 

	■ The statistics for Modern Apprenticeships have shown 
improvement, particularly in relation to gender and disability. 
However, under representation is still an issue in relation to 
gender, ethnicity and disability. 

	■ Fair Work and the Fair Work Framework are key mechanisms for 
understanding and promoting job quality in Scotland. 

	■ Gaps in evidence exist in relation to the experience of care 
experienced young people, different disabilities and ethnicities, 
gender reassignment, religion or belief and intersectionality 
between groups. 

	■ Evidence suggests that the COVID-19 Pandemic is having a 
disproportionate impact across equality groups particularly for 
young people, ethnic minority groups and those already living in 
poverty. 
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1.	 Introduction

Background  

The SDS Equality Evidence Review provides a review of evidence 
in relation to education and employment across the protected 
characteristics1. The review draws on evidence from relevant 
statistical data sets and academic and policy literature. The focus 
is primarily on Scottish evidence but draws on UK or international 
evidence where relevant. 

The main purpose of the review is to:

	■ Support the SDS Equality Mainstreaming report.

	■ Provide evidence to support the SDS Equality Outcomes.

	■ To provide evidence for SDS equality actions plans.  

	■ To provide evidence for Equality Impact Assessments in SDS. 

	■ Provide SDS colleagues with accessible and up to date 
information on the protected characteristics. 

The review includes evidence on care experienced young 
people and poverty. Although they are not one of the protected 
characteristics, these groups have poor educational and labour 
market outcomes and are key customer groups for SDS. Poverty is 
known to underpin and exacerbate many inequalities. The review 
also includes information on young carers, people with offending 
histories, and veterans.  

Finally, we have included evidence of the impact of the COVID-19 
pandemic on equality groups, although it is recognised that we do 
not yet fully understand the extent of the impact. Where possible 
evidence on intersectionality is provided as it is known this is often 
where there are the greatest inequalities. 

The evidence is presented in the following sections:

	■ School education.

	■ Further and higher education.

	■ Labour market.

Details on data availability are outlined in appendix 1. 

1 �	 Age, disability, gender identity, race, religion or belief, sex, sexual orientation, marriage and civil partnership, and pregnancy and maternity.

2 �	 Marriage and civil partnership are not considered due to a lack of relevant evidence in relation to this characteristic.
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2.	 School

Key findings  

	■ Pupils with ASN are less likely to progress on to higher education 
or go on to work when compared to pupils with no ASN. 

	■ Outcomes for care experienced young people are particularly 
poor and they are less likely to enter positive destinations.

	■ Girls outperform boys at school and go on to higher education 
in greater numbers. The subject choices made at school 
demonstrate gender differences at an early age.  

	■ Trans young people can face significant bullying and harassment 
at school which can impact on attainment and progression.

	■ Poverty impacts on academic attainment and initial destinations. 
Pupils living in the most deprived areas tend to have lower levels 
of educational attainment and progression. 

	■ Minority ethnic pupils perform well at school and high 
proportions go on to higher education. However, there are 
disparities across ethnic groups with gypsy travellers and white 
boys underperforming compared to other groups.

	■ LGB+ young people can face significant bullying and 
discrimination at school. 

	■ A significant evidence gap exists in relation to religion or belief, 
pregnancy and maternity, sexual orientation, gender reassignment 
and on the intersection of different characteristics. 

ASN and Disability  

According to the Pupil census 2020 32% of pupils have an 
additional support need (ASN) recorded. This includes pupils in 
special schools and mainstream schools. Of those with ASN 68% 
were male and 32% female. The number of pupils identified with 
ASN has increased markedly since 2010 and there continues to be 
year on year increases. These increases are likely due to continued 
improvements in recording. 

Definitions of ASN and Disability 

•	 Children and young people are considered to have Additional 
Support Needs (ASN) if, for any reason, they “require 
additional support, long or short term, in order to help them 
make the most of their school education.” Additional Support 
for Learning Act (2004; 2009)

•	 Disability relates to individuals of all ages and is defined as “a 
physical or mental impairment that has a substantial and long-
term adverse effect on the ability to carry out normal day-to-
day activities.” Equality Act (2010)

•	 Only the definition of disability applies to adults. However, the 
extended definition of additional support needs applies to 
children and young people and includes disability. 
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Boys, pupils from deprived areas, Gypsy/ Traveller pupils and looked 
after children are most likely to be identified as having additional 
support needs (EHRC, 2018).

The Participation Measure3 in 2020 for 16-19 year olds identifying 
as disabled was 89% compared to 92.3% of those identifying as not 
disabled. Of those identifying as disabled, 72.1% are in education and 
11% are in employment.  

Figure 2.1 shows that pupils with an additional support need are less 
likely to reach a positive destination or go on to higher education, but 
are more likely to progress to further education or be unemployed 
(Scottish Government, 2020a). For specific ASNs the poorest 
outcomes for positive destinations are for those with a learning 
disability (77%) and the best is for those with dyslexia (94%).

Pupils with ASN tend to have poorer educational attainment than 
those without ASN. For example, 39% of pupils with an ASN attained 
SCQF at level 6 or above compared with 71% of those with no ASN 
(Scottish Government, 2020a).  

Figures for Foundation Apprenticeships show that 16.3% of FA starts 
self-identify as having an impairment, health condition or learning 
difficulty (SDS Apprenticeship Equality Action Plan, 2019). 

3 �	 The participation measure, although not focusing specifically on school pupils, it does provide information on the activity of this age group.  

Wider evidence suggests that the outcomes for disabled young 
people tend to be poorer and the outcomes for specific disabilities 
are particularly poor. For example, McTier et al (2016) states that 
there are weak post-school transitions for young people with a 
learning disability and that this can reflect a lack of aspiration for 
young people with a learning disability.  

Figure 2.1:  Pupil destinations by ASN, 2017 -18, percentage
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Source: Summary Statistics for Attainment and Initial Leaver Destinations, 2020

https://www.equalityhumanrights.com/en/publication-download/scotland-fairer-2018
https://www.gov.scot/publications/summary-statistics-attainment-initial-leaver-destinations-no-2-2020-edition/
https://www.gov.scot/publications/summary-statistics-attainment-initial-leaver-destinations-no-2-2020-edition/
https://www.gov.scot/publications/summary-statistics-attainment-initial-leaver-destinations-no-2-2020-edition/
https://www.scld.org.uk/wp-content/uploads/2016/08/SCLD-Report-2016.pdf
https://www.gov.scot/publications/summary-statistics-attainment-initial-leaver-destinations-no-2-2020-edition/
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Care experienced pupils

Care experienced children have poorer outcomes in comparison 
to other young people. Data highlights that looked after children’s 
outcomes have improved over the last five years; however, there is 
still a significant gap compared to all pupils (Scottish Government 
2020b).

Care experienced school leavers are less likely to go into positive 
destinations than school leavers in general – 71% compared  
with 93% of all pupils. This gap has narrowed since 2009/10.  
The lower proportion of care experienced children going into  
positive destinations is likely to be related to them leaving school  
at younger ages.

Care experienced children tend to leave school at younger ages. In 
2018/19 42% of school leavers who were looked after within the year 
left school in S4 or earlier, compared with 12% of school leavers more 
generally. 

Care experienced children obtain lower qualification levels on 
average than all school leavers, which is partly explained by the 
lower school leaving age. For instance, for 2018/19, only 35% of 
looked after children had 1 or more qualification at SCQF level 5, 
compared with 85% for all school pupils.

Educational attainment varies across the types of accommodation 
in which care experienced children are living. School leavers in foster 
care provided and purchased by the local authority perform better 
than those in other care settings. School leavers looked after at home 
with parents have the lowest overall levels of attainment.  

Definitions of Care experienced and  
Looked After Young people 

The term ‘looked after’ is legally defined in the Children and 
Young People (Scotland) Act 2014:

"A child or young person is considered to be ‘looked after’ if 
they fall into one of the categories set out in Section 17(6) of the 
Children (Scotland) Act 1995, as amended by Schedule 2 of the 
Adoption and Children (Scotland) Act 2007.” 

The term ‘care leaver' is legally defined in the Children and 
Young People (Scotland) Act 2014:

"From April 2015 any young person who ceases to be looked 
after on or after their 16th birthday will be classified as a ‘care 
leaver’. All looked after children can become ‘care leavers’, 
including young people who were classified as ‘looked after at 
home’ and in formal kinship care."

In line with good practice, SDS uses the term ‘care experienced’ 
in reference to the young people we support who are, or have 
been, looked after. This includes those currently looked after 
(according to the definition above), those have been looked after 
at some point in their lives, and care leavers. 

https://www.gov.scot/publications/education-outcomes-looked-children-2018-19/pages/3/
https://www.gov.scot/publications/education-outcomes-looked-children-2018-19/pages/3/
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Gender

The Participation Measure shows that the participation rate in 2020 
for girls/women was 92.9% and 91.4% for boys/men. Girls/women 
are more likely to participate in education at 77.1% compared to 
67.2% of men. 

Figure 2.2 shows that girls are more likely to enter positive 
destinations than boys and are more likely to progress to higher 
education (Scottish Government, 2020a).  

Differences are evident in the subject choices made by girls and 
boys. The gender breakdown for a selection of subjects taken at SQA 
National 5, Higher and Advanced Higher level are outlined in table 
2.1. At National 5 there is gender balance for mathematics, chemistry, 
and English. At Higher this balance is maintained for mathematics 
and chemistry but with a gap emerging at Advanced Higher. All 
other subjects show a gender imbalance, and this continues to the 
Higher and Advance Higher Level. The biggest gap by gender is for 
computing. 

Subject choice impacts on future college and university courses, 
choices of apprenticeship, and jobs and careers available to both 
boys and girls and is associated with gender segregation in the 
labour market (Scottish Government Social Research, 2017a). Data 
on subject choice highlights how early on segregation happens and 
the impact it may have on future career choices.  

For example, the gender imbalance in the STEM sector can partly 
be linked to the subject choices made at school. UK Engineering 
(2020) argue that key to addressing the future demand for STEM 
occupations like engineering is encouraging young people to study 
STEM subjects and pursue engineering-related qualifications. 

Information on subject choice at school by the other protected 
characteristics is not available, highlighting a significant evidence gap. 
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Source: Summary Statistics for Attainment and Initial Leaver Destinations, 2019

Figure 2.2: Pupil destinations by gender 2018-19, percentage

https://www.gov.scot/publications/summary-statistics-attainment-initial-leaver-destinations-no-2-2020-edition/
https://www.gov.scot/publications/life-chances-young-people-scotland-evidence-review-first-ministers-independent/
https://www.engineeringuk.com/research/briefings/gender-disparity-in-engineering/
https://www.engineeringuk.com/research/briefings/gender-disparity-in-engineering/
https://www.gov.scot/publications/summary-statistics-attainment-initial-leaver-destinations-no-2-2020-edition/
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Girls have higher levels of attainment, at SCQF Level 4, 5 and 6 than 
boys and this gap increases at the higher SCQF levels. Attainment 
for selected subjects across National 5, Higher and Advanced Higher 
is outlined in Table 2.2. Girls tend to score higher than boys across 
all subjects and levels. In physics and computing, where girls are 
underrepresented, their attainment is above that of boys.

For Foundation Apprenticeships the numbers are still relatively small 
but highlight that gender splits across the FA frameworks reflect 
gender balance in subject choice (SDS Apprenticeship Equality 
Action Plan, 2020). For example, girls are more likely to choose 
social service frameworks, while boys are more likely to opt for 
engineering and financial services.

Gender reassignment 

Research suggests that trans young people experience high levels 
of bullying and harassment at school and at higher levels than LGB+ 
young people. Stonewall (2017) found from survey research that 64% 
of trans interviewees were bullied at school. LGBT Youth Scotland 
(2017) found that 29% of trans young people left education due to 
bullying compared to 20% of LGB young people. Furthermore, 72% 
of trans young people cited low self-efficacy as a barrier to achieving 
their career goals compared to 66% of LGB young people. 

There is an evidence gap in relation to the experiences and 
attainment of trans young people at school.

Table 2.2: Attainment for National 5, Higher and Advanced 
Higher by gender, achieving grade c and above, 2019

Table 2.1: Entrants for selected subjects for Nat 5, Higher and 
Advanced Higher by gender, 2019

National 5 Higher Advanced Higher

Female Male Female Male Female Male

English 91% 82% 77% 69% 80% 75%

Art and Design 90% 80% 82% 75% 91% 92%

French 87% 82% 88% 84% 77% 80%

History 83% 75% 75% 68% 81% 78%

Physics 82% 72% 82% 72% 85% 77%

Computing Science 80% 73% 72% 62% 74% 64%

Chemistry 77% 77% 77% 74% 82% 83%

Biology 71% 70% 72% 74% 75% 72%

Mathematics 66% 65% 75% 70% 78% 74%

Number of entries 2019

National 5 Higher Advanced Higher

Female Male Female Male Female Male

English 76% 24% 81% 19% 83% 17%

Art and Design 66% 34% 66% 34% 71% 29%

French 65% 35% 75% 25% 76% 24%

History 56% 44% 63% 37% 62% 38%

Physics 53% 47% 53% 47% 56% 44%

Computing Science 53% 47% 48% 53% 41% 59%

Chemistry 51% 49% 58% 42% 72% 29%

Biology 29% 71% 27% 73% 23% 77%

Mathematics 20% 80% 17% 83% 15% 86%

Source: SQA Attainment Statistics 2019

Source: Summary Statistics for Attainment and Initial Leaver Destinations, 2019

https://www.skillsdevelopmentscotland.co.uk/media/47244/equality-action-plan-2020.pdf
https://www.skillsdevelopmentscotland.co.uk/media/47244/equality-action-plan-2020.pdf
https://www.stonewall.org.uk/school-report-2017
https://www.lgbtyouth.org.uk/media/1354/life-in-scotland-for-lgbt-young-people.pdf
https://www.lgbtyouth.org.uk/media/1354/life-in-scotland-for-lgbt-young-people.pdf
https://www.sqa.org.uk/sqa/91419.html
https://www.gov.scot/publications/summary-statistics-attainment-initial-leaver-destinations-no-2-2020-edition/
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The Participation Measure shows that those living in the most deprived 
areas are less likely to be participating – 85.6% compared to 96.9% 
of those living in the least deprived areas. Those in the most deprived 
areas are less likely to be in education – 63.8% compared to 84.6% of 
those in the least deprived. However, the participation gap between 
those living in the 20% most deprived areas and those in the 20% least 
deprived areas has narrowed between 2016 and 2020.  

Figure 2.3 shows that pupils living in the most deprived areas are less 
likely to enter Higher Education as their initial destination compared to 
those from the least deprived areas.

Pupils from the most deprived areas consistently have lower levels of 
attainment than those in the least deprived areas. Over the past three 
academic years there has been significant attainment gaps between 
those who are the most deprived and the least deprived and this 
attainment gap becomes more severe at SCQF Level 5 and above 
(Scottish Government, 2020a). 

Definitions of Poverty

Poverty can be defined in several ways:

•	 Geography based – Poverty can be measured by geography. 
The Scottish Index of Multiple Deprivation (SIMD) ranks 
Scottish postcodes between 1-10 to indicate how deprived the 
area is. This ranking is based on a range of factors, including 
average education levels of residents, crime levels, and 
housing quality (see SIMD, 2020). In this document SIMD 1 = 
most deprived and SIMD 5 = least deprived. 

•	 Income – Income is widely used as an indicator for individual 
or household poverty. Households in the UK are classed as 
living in poverty if they are 60% below the median household 
income (Scot Gov, 2017).   

•	 Occupation – The job that an individual has can be 
categorised hierarchically. The ‘NS-SEC’ measurement fits 
occupations into a scale of occupational prestige, which also 
broadly captures levels of pay too. 

59 17 1 19

47 22 2 25

39 27 3 25

31 33 4 24

26 37 7 21

Figure 2.3: Percentage of school leavers by initial destination category by SIMD, 2018/19
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Source: Summary Statistics for Attainment and Initial Leaver Destinations, 2020

https://www.skillsdevelopmentscotland.co.uk/media/46999/2020-annual-participation-measure-report.pdf
https://www.gov.scot/publications/summary-statistics-attainment-initial-leaver-destinations-no-2-2020-edition/
https://www.gov.scot/collections/scottish-index-of-multiple-deprivation-2020/
https://www.gov.scot/publications/poverty-income-inequality-scotland-2015-16/pages/3/
https://www.gov.scot/publications/summary-statistics-attainment-initial-leaver-destinations-no-2-2020-edition/
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Research indicates that social class in known to have a strong 
relationship with educational outcomes (Playford et al, 2016) and can 
influence life chances and long-term wage levels (Hayward et al, 2014; 
Naylor et al, 2015). As children progress through the school system, the 
gap between disadvantaged and non-disadvantaged children widens 
in terms of exam performance. Overall, at UK-level the gap between 
children’s educational performance by social class grows throughout 
primary and secondary education (Connolly, Sullivan and Jerrim; 2014).

Girls generally outperform boys at school in Scotland and the UK, 
regardless of social class with the worst performing gender/social class 
intersection being for boys living in the most deprived areas (Scot Gov, 
2017a; Playford et al, 2016).

Pregnancy and Maternity

Teenage pregnancy can have a severe impact on the education of 
mothers attending school, by interrupting schooling and possibly 
hindering the return to school. For example, UK Level statistics show 
that teenage mothers are 20% more likely to have no qualifications 
than older mothers (Scottish Government, 2018).  

A strong correlation exists between deprivation and teenage 
pregnancy. However, pregnancies in young people aged under 20 
in Scotland are at their lowest level since reporting began in 1994 
(Scottish Government, 2019). Rates of pregnancy have reduced across 
all levels of deprivation in recent years, with those in the most deprived 
areas falling more. Those living in areas of highest deprivation still have 
pregnancy rates five times higher than those in the least deprived.

More evidence is needed on the impact of teenage pregnancy on 
education.

Race

According to the Pupil Census 2020, 83.3% of pupils were recorded 
as being White-Scottish or White-other British. The next largest 
proportions of ethnic backgrounds were White-Other (3.2%), White-
Polish (2.3%), Asian Pakistani (2.1%) and mixed (1.5%).

The Participation Measure for 2020 for minority ethnic groups is 95.2% 
compared to 92% for those identified as white. Minority ethnic groups 
are more likely to participate in education at 87.5% compared to white 
groups at 71%. Figures from the participation measure demonstrate the 
dominance of education as a post 16+ choice for those from Mixed or 
Multiple; Asian; African; Caribbean or Black; and Other ethnic groups.

Figure 2.4 shows that minority ethnic groups are more likely to 
progress on to higher education than those from a white background 
(Scottish Government, 2020a).

Definitions of ethnicity

A range of definitions of ethnicity are used in administrative data, 
surveys and research reports. In this review the terms minority 
ethnic, ethnic minority, BAME, and BME are all used – depending 
on the definition used in the source data or research.

We use the term ‘minority ethnic’ wherever possible and when 
referring to people from a Mixed or Multiple; Asian; African; 
Caribbean or Black; and Other ethnic group, in line with 
reporting official statistics. We recognise that any one term will 
not resonate with everyone and we support everyone’s right to 
define themselves.

https://www.gov.scot/publications/equality-impact-assessement-eqia-results-scottish-attainment-challenge/
https://www.gov.scot/publications/pregnancy-parenthood-young-people-national-progress-report-no-2/
https://www.gov.scot/publications/summary-statistics-schools-scotland-2020/
https://www.skillsdevelopmentscotland.co.uk/media/46999/2020-annual-participation-measure-report.pdf
https://www.gov.scot/publications/summary-statistics-attainment-initial-leaver-destinations-no-2-2020-edition/
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Pupils from minority ethnic backgrounds tend to have higher levels of 
attainment. Pupil attainment by ethnicity shows that those who identify 
as Asian - Chinese, Asian – Other and Asian – Indian are the highest 
performing groups in terms of the percentage of students with one 
or more SCQF Level 6 or better. While the Not Disclosed/Not Known, 

All Other Categories and White – Scottish respondents have the 
lowest levels of attainment.  Chinese pupils have the highest level of 
achievement across all ethnic groups, with 92% achieving one or more 
awards at SCQF level 6 or better and white Scottish having the lowest 
at 60% (Scottish Government, 2020a). 
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Figure 2.4: Pupil destinations by ethnicity, 2018-2019, percentages
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https://www.gov.scot/publications/summary-statistics-attainment-initial-leaver-destinations-no-2-2020-edition/
https://www.gov.scot/publications/summary-statistics-attainment-initial-leaver-destinations-no-2-2020-edition/


15

Gypsy/Travellers experience poor attainment and high levels of school 
exclusions (EHRC, 2018b, Khan, 2020). The EHRC (2018b) highlight 
that only 10.4% of Gypsy/Traveller school leavers achieved five or 
more qualifications at SCQF Level 5 over 2014/15 to 2015/16.

Figures for Foundation Apprenticeships show that 6.5% come from an 
minority ethnic background (SDS Apprenticeship Equality Action Plan, 
2020). 

Religion or Belief

Limited evidence exists in relation to religion or belief at school. 
Information is available on denomination4 but no detailed information 
on the religion or belief of school pupils.

Sexual Orientation

Evidence on sexual orientation and school education is limited 
but highlights the impact of bullying and the negative outcomes 
this has on future education and career plans.  A survey by LGBT 
Youth Scotland (2017) reported that 92% of LGBTI young people 
experienced homophobic or transphobic bullying at school in the form 
of harassment, rumours, and social exclusion. In this survey 66% of 
LGB young people cited low self-efficacy as a barrier to achieving their 
career goals and 20% of LGB young people left school due to bullying 
and harassment. Nine percent of harassment was reported as coming 
from teachers rather than students.

Stonewall (2020) found that in the UK many LGBT+ young people 
encountered challenges in school which led to them being unable 
to engage in education. These included: homophobic and biphobic 
bullying, feelings of isolation and fears surrounding the exploration 
of their LGBT+ identity and coming out. Stonewall (2020) states that 
nearly all the LGBT+ young people interviewed experienced difficulties 
when coming out. Many also mentioned that there was a lack of LGBT+ 
inclusion and inadequate LGBT+ support. 

4 �	 Roman Catholic and non-denominational  

Impact of COVID-19 pandemic on schools

Evidence from the Scottish Government highlights that school 
closures due to COVID-19 are likely to widen pre-existing 
educational inequalities (Scottish Government, 2020c): 

•	 The closures are likely to widen the learning gap between 
children from lower-income and higher-income families.

•	 Home learning is most challenging for children and young 
people experiencing socio-economic disadvantage and 
missed education risks creating a cohort of pupils who carry 
disadvantage throughout their lives. 

•	 Disruption to schooling may have a particularly negative effect 
on Gypsy/Travellers, and further exacerbate the considerable 
inequalities in educational outcomes that they already 
experience.

https://www.equalityhumanrights.com/en/publication-download/scotland-fairer-2018
https://www.runnymedetrust.org/uploads/publications/pdfs/2020%20reports/The%20Colour%20of%20Money%20Report.pdf
https://www.equalityhumanrights.com/en/publication-download/scotland-fairer-2018
https://www.skillsdevelopmentscotland.co.uk/media/47244/equality-action-plan-2020.pdf
https://www.skillsdevelopmentscotland.co.uk/media/47244/equality-action-plan-2020.pdf
https://www.lgbtyouth.org.uk/media/1354/life-in-scotland-for-lgbt-young-people.pdf
https://www.lgbtyouth.org.uk/media/1354/life-in-scotland-for-lgbt-young-people.pdf
https://www.stonewall.org.uk/resources/shut-out-experiences-lgbt-young-people-not-education-training-or-work
https://www.stonewall.org.uk/resources/shut-out-experiences-lgbt-young-people-not-education-training-or-work
https://www.gov.scot/binaries/content/documents/govscot/publications/research-and-analysis/2020/09/the-impacts-of-covid-19-on-equality-in-scotland/documents/full-report/full-report/govscot%3Adocument/Covid%2Band%2BInequalities%2BFinal%2BReport%2BFor%2BPublication%2B-%2BPDF.pdf
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3.	 Further and Higher Education 

Key findings  

	■ Care experienced young people are less likely to progress onto 
further and higher education. 

	■ The representation of disabled students at college and university 
has improved, but disabled people continue to have lower levels 
of qualifications.

	■ Gender imbalance is an issue for certain subjects at college and 
university highlighting gender segregation.  

	■ For many trans young people incidences of discrimination and 
bullying continue at college and university.

	■ Those living in the most deprived areas are least likely to 
progress on to higher education. 

	■ Ethnic minority people progress on to higher education in large 
numbers, however, their experience and outcomes can differ.  

	■ The experience of education for LGB young people tends to 
improve once at college or university. 

	■ Evidence gaps exist in relation to the participation and outcomes 
of care experienced young people at college and university as 
well as for sexual orientation, gender identity, religion or belief, 
and pregnancy and maternity.

Age   

Younger age groups make up the majority of college and university 
students. Those age 16-24 accounted for 43% of qualifiers at higher 
education institutions in 2018-19 (SFC, 2020a). At postgraduate level, 
as would be expected, the largest age profile is those age 25 to 29. 

Overall in the UK older people are less likely to have a degree; in 
2016/17 22% of those aged 55–64 had a degree-level qualification 
compared with 39% of those aged 25–34 (EHRC, 2018a).

Care Experience 

The proportions of care experienced students across the college and 
university sector are small but increasing. Across all levels of study at 
college and university the number of care experienced entrants has 
increased from 1,500 in 2015-16 to 2,070 in 2016-17 (SFC, 2018).   
At university the number of care experienced undergraduate full-time 
first degree entrants has increased from 160 in 2016 to 320 in 2018 
(SFC, 2018). However, participation in further and higher education by 
care experience is only about half of that for the general population. 

At all levels, care experienced students have lower success rates. 
There is a performance difference of 7.4 percentage points for 
retention at university; the largest gap at 13 percentage points is in 
successful completion of full-time FE courses at college (SFC, 2018).

http://www.sfc.ac.uk/web/FILES/statisticalpublications_sfcst012020/College_Statistics_2018-19.pdf
https://www.equalityhumanrights.com/en/publication-download/scotland-fairer-2018
http://www.sfc.ac.uk/web/FILES/statisticalpublications_sfcst062018/SFCST062018_Report_on_Widening_Access_2016-17.pdf
http://www.sfc.ac.uk/web/FILES/statisticalpublications_sfcst062018/SFCST062018_Report_on_Widening_Access_2016-17.pdf
http://www.sfc.ac.uk/web/FILES/statisticalpublications_sfcst062018/SFCST062018_Report_on_Widening_Access_2016-17.pdf
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A survey carried out by CELCIS of 500 care experienced young people 
in college and university in Scotland (O’Neill, Harrison, Fowler, and 
Connelly, 2019) highlighted the challenges care experienced students 
face. They identified the following:

	■ The importance of consistent relationships with a trusted member 
of staff.

	■ The impact of complicated personal lives impacting on the ability 
to access and stay on at college and university.

	■ For older students (age 26+) the importance of continued 
financial, emotional, support, advice and guidance was important 
to successful study.

	■ Practical support for accommodation and finance. 

	■ The importance of placing care experience students at the centre 
of service design as processes and systems can feel bureaucratic 
and disempowering for some students.

	■ Care experienced students who are disabled or have caring 
responsibilities can face additional challenges and may need 
more support. 

Disability 

College is a key destination for disabled school leavers. At college 27% 
of those studying at further education level have a declared disability; 
at higher education level it is 18% and at university 14% of degree 
entrants have a known disability (SFC, 2020b). McTier et al (2016) 
report that in Scotland, 52% of those with a learning disability go on to 
college which is double the national average.  

At the UK level disabled people are less likely to have a degree-level 
qualification – 19% compared with 34% of non-disabled people (EHRC, 
2018b).

Students with a declared disability have lower rates of successful 
completion compared to the overall sector rate and this difference is 
more pronounced at HE level (SFC, 2018). In 2016-17, the retention of 
students with a declared disability was 1.8 percentage points lower 
than students with no known disability (SFC, 2018).

At college those subjects with the highest proportions of disabled 
students are family care and personal development, while at 
university it is combined studies. Disabled students are least likely to 
study engineering, medicine or architecture at Scottish universities 
(SFC, 2020b). At the UK level, Engineering and Technology had 
the lowest proportion of disabled entrants in 2018 to 2019 – 
only 8% were disabled compared with 12% of the wider student 
cohort (UK Engineering, 2020). UK Engineering states that such 
underrepresentation highlights the need for reasonable adjustments to 
be made to remove barriers to study.

https://www.celcis.org/files/9115/6147/3751/SFC_Report_FINAL_for_web_and_print.docx.pdf
https://www.celcis.org/files/9115/6147/3751/SFC_Report_FINAL_for_web_and_print.docx.pdf
http://www.sfc.ac.uk/publications-statistics/statistical-publications/2020/SFCST062020.aspx
https://www.scld.org.uk/wp-content/uploads/2016/08/SCLD-Report-2016.pdf
https://www.equalityhumanrights.com/sites/default/files/is-britain-fairer-accessible.pdf
https://www.equalityhumanrights.com/sites/default/files/is-britain-fairer-accessible.pdf
http://www.sfc.ac.uk/web/FILES/statisticalpublications_sfcst062018/SFCST062018_Report_on_Widening_Access_2016-17.pdf
http://www.sfc.ac.uk/web/FILES/statisticalpublications_sfcst062018/SFCST062018_Report_on_Widening_Access_2016-17.pdf
http://www.sfc.ac.uk/publications-statistics/statistical-publications/2020/SFCST062020.aspx
https://www.engineeringuk.com/media/196594/engineering-uk-report-2020.pdf
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The Commission for Fair Access (2019) highlighted key trends in 
relation to the participation and outcomes of disabled students in 
Scotland:

	■ Disabled people are still likely to be underrepresented at 
university.

	■ The number of first-degree entrants declaring a mental health 
condition/Autism Spectrum Disorder (ASD) has trebled over the 
last 5 years, now making up over 3% of first-degree entrants.

	■ Retention rates are lower for some disability groups, particularly 
for students in the mental health/ASD or multiple impairment 
groups.

	■ Degree outcomes for disabled students are slightly worse, while 
analysis suggests that socio-economic deprivation has a larger 
effect on degree outcome than disability status. 

Gender

At college the gender balance for enrolment in 2018-19 was 49% 
male and 51% female while at university women account for 59% of 
students (SFC, 2020a).

At both college and university there is gender imbalance by subject 
choice. Figure 3.1 shows that at college, the top subjects for women 
are health care; arts and crafts; and humanities, while for men the  
top subjects are oil; transport services; and services to industry. 
Figure 3.2 shows that at university the top subjects for women are 
veterinary science; education; and social studies, while for men it is 
engineering; computing; and architecture. These figures highlight a 
clear gender imbalance in subject choice which may impact on future 
labour market options. 

Gender reassignment

Trans students are more likely to continue to have negative 
experiences of education. Stonewall (2017b) outlines that trans 
students experience harassment and discrimination at university.  
They report that more than a third of trans university students have 
experienced negative comments or conduct from staff and 14% have 
considered dropping out or have dropped out of a higher education 
course due to harassment or discrimination from students and staff. 
Furthermore, Stonewall (2020) research highlights that trans students 
experience challenges while transitioning at university. 

The lack of research on trans young people’s experience at college 
and university is a significant evidence gap. 

https://www.gov.scot/publications/commissioner-fair-access-discussion-paper-disabled-students-university/
http://www.sfc.ac.uk/publications-statistics/statistical-publications/2020/SFCST062020.aspx
https://www.stonewall.org.uk/lgbt-britain-trans-report
https://www.stonewall.org.uk/resources/shut-out-experiences-lgbt-young-people-not-education-training-or-work
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Figure 3.1: Number of college enrolments by gender and subject choice 2018-19 
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Figure 3.2: Subject choice at for university entrants at Scottish Universities 2018-19
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Poverty

Poverty impacts on participation and attainment in further and higher 
education. Those from the most deprived areas are more likely to 
attend college. At college in 2018/19 25% of full time undergraduate 
entrants came from 20% of the most deprived areas, while 16% of 
university full time first degree entrants were from 20% of the most 
deprived areas (SFC, 2020b). The representation of those from most 
deprived areas at university has increased in recent years from 12% in 
2015/16 to 16% in 2018/19.   

At university those from the most deprived areas are most likely to 
study subjects allied to medicine and computer science and the least 
likely to study veterinary science; technology; physical sciences; and 
medicine and dentistry (SFC, 2020b). 

Research highlights the additional barriers experienced by people from 
disadvantaged areas to HE study include (Sosu et al, 2016):

	■ Low academic attainment and grade-based admissions.

	■ Cost of university study and perceptions about debt burdens.

	■ Subject choices made at school – for example students from 
poorer backgrounds are less likely to study subjects that facilitate 
entry into university, such as English, maths, science (Ianelli and 
Klein, 2015).

	■ Confidence and fears regarding ‘fitting in’.

	■ Family knowledge and understanding of HE.

At the postgraduate level students from deprived areas are less likely 
to progress to postgraduate study, or gain a professional job after 
completing a PhD (Scottish Government, 2020d).   

Pregnancy and Maternity

Young parents are likely to face additional challenges in the further and 
higher education system. For example, findings from the Growing Up 
in Scotland survey (Scottish Government, 2014) suggest that mothers 
under 20 are more likely to experience socio-economic disadvantage; 
lower qualification levels; lower employment levels; and lower income, 
when compared to mothers in older age groups. 

A lack of data and evidence exists in relation to further and higher 
education participation and outcomes of young parents.

Race

At college BME students accounted for 7% of full time FE and HE 
students and 8% of first degree students at university in 2018-19 (SFC, 
2020b).  

At college the subjects with the highest proportion of BME students 
is Area Studies, Culture and Language (SFC Infact database) while at 
university it is Medicine and Dentistry (SFC, 2020b). 

Minority ethnic groups are more likely to enter university than white 
British regardless of their background (EHRC, 2018; Zwysen and 
Longhi, 2016) and more likely to hold a degree level qualification 
(McGregor-Smith Review, 2017). However, participation, attainment, 
outcomes and experiences at university differ by ethnic groups 
and may partly explain poorer labour market outcomes. Pakistani, 
Bangladeshi, black African and black Caribbean students on average 
graduate from less prestigious universities than their white British 
peers, while Indian and Chinese students graduate from better 
universities (Zwysen and Longhi, 2016).  

http://www.sfc.ac.uk/publications-statistics/statistical-publications/2020/SFCST062020.aspx
http://www.sfc.ac.uk/publications-statistics/statistical-publications/2020/SFCST062020.aspx
http://www.docs.hss.ed.ac.uk/education/creid/NewsEvents/57_ix_WA_PPT_Iannelli.pdf
http://www.docs.hss.ed.ac.uk/education/creid/NewsEvents/57_ix_WA_PPT_Iannelli.pdf
https://www.gov.scot/publications/commissioner-fair-access-discussion-paper-access-postgraduate-study-representation-destinations/
https://www.gov.scot/publications/experiences-mothers-aged-under-20-analysis-data-growing-up-scotland-study/pages/8/
http://www.sfc.ac.uk/publications-statistics/statistical-publications/2020/SFCST062020.aspx
http://www.sfc.ac.uk/publications-statistics/statistical-publications/2020/SFCST062020.aspx
http://www.sfc.ac.uk/publications-statistics/statistical-publications/2020/SFCST062020.aspx
https://www.equalityhumanrights.com/en/publication-download/scotland-fairer-2018
https://www.iser.essex.ac.uk/research/publications/working-papers/iser/2016-02
https://www.iser.essex.ac.uk/research/publications/working-papers/iser/2016-02
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/594336/race-in-workplace-mcgregor-smith-review.pdf
https://www.iser.essex.ac.uk/research/publications/working-papers/iser/2016-02
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In terms of attainment ethnic minority students are less likely to get a 
First or 2:1 in their degree compared with white students and are less 
likely to be in work or further study after graduation (EHRC, 2018a).  
Degree attainment also differs by ethnic background:

	■ 13% of white British and Chinese students graduate with first-class 
honours, but only 5% of black graduates (Zwysen and Longhi, 
2016).  

	■ Among ethnic minority engineering and technology qualifiers in 
the UK, 73% achieved a first or upper second degree in 2018/19, 
compared with 83% of White qualifiers (UK Engineering, 2020).  

Those from minority ethnic backgrounds have a higher uptake 
of STEM subjects than those from white backgrounds. However, 
disparities exist in the uptake of STEM subjects across ethnic groups.  
Zwysen and Longhi, (2016) found that in the UK Chinese, Indian, 
Pakistani and Bangladeshi graduates are more likely than white British 
to study a STEM subject and black Caribbean and black African 
graduates are least likely.  

Whilst at university BME students are less likely than white students 
to have spent time working in an area relevant to their courses before 
starting; those in their final year were less likely to have undertaken a 
placement and/or an internship as part of their course (Forson et al, 
2015).

Following graduation there are differences in outcomes. CRER (2020) 
highlight that white Scottish graduates are more likely than BME 
graduates to be in fulltime employment. Khan (2020) notes that in 
the UK black people are more likely to be unemployed two and a half 
years after completing a degree. 

The UK Council for Graduate Education notes that BAME 
representation is a persistent problem at postgraduate research level.  
The proportion of BAME students enrolled in UK HE in 2018/19 drops 
from 25% at undergraduate level to 18% at postgraduate research 
level.

Outcomes for Gypsy Travellers in Scotland are poor. The Traveller 
Movement (2017) reports that those from a traveller background face 
bullying and discrimination at every level of the education system, 
including prejudice at college and university.   

It should be noted that there is a significant crossover between 
ethnicity and social class in terms of disadvantage. Ethnic minority 
students are more likely to come from socially deprived communities. 
More than a quarter of ethnic minority students in universities come 
from the most deprived areas compared with 14.9 per cent of white 
students (Commissioner for Fair Access, 2020). 

Religion or Belief

Limited evidence is available on the relationship between religion or 
belief and educational outcomes. The 2011 census provided some 
insights, but this is now largely out of date. The next census will be 
carried out in 2022 and therefore there is currently an evidence gap in 
relation to religion or belief in further and higher education.

https://www.equalityhumanrights.com/en/publication-download/scotland-fairer-2018
https://www.iser.essex.ac.uk/research/publications/working-papers/iser/2016-02
https://www.iser.essex.ac.uk/research/publications/working-papers/iser/2016-02
https://www.engineeringuk.com/research/engineering-uk-report/
https://www.iser.essex.ac.uk/research/publications/working-papers/iser/2016-02
https://researchprofiles.herts.ac.uk/portal/en/publications/ethnic-minorities-and-socioeconomically-disadvantaged-groups-in-engineering-a-research-report(0b77f105-64c1-4197-8b69-79f4f4612c7e).html
https://researchprofiles.herts.ac.uk/portal/en/publications/ethnic-minorities-and-socioeconomically-disadvantaged-groups-in-engineering-a-research-report(0b77f105-64c1-4197-8b69-79f4f4612c7e).html
https://864a82af-f028-4baf-a094-46facc9205ca.filesusr.com/ugd/b0353f_0db6596cc9ee46ab9aa13b97699aae79.pdf
https://www.runnymedetrust.org/uploads/publications/pdfs/2020%20reports/The%20Colour%20of%20Money%20Report.pdf
http://www.ukcge.ac.uk/article/bame-pgr-access-participation-459.aspx
https://travellermovement.org.uk/reports
https://travellermovement.org.uk/reports
https://www.gov.scot/publications/fair-access-higher-education-progress-challenges/
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Sexual Orientation

College or university is seen by many LGB+ individuals as a more 
positive environment than school with incidences of bullying and 
harassment being much lower. However, the experience of college or 
university is not always positive and bullying and harassment remains 
an issue for some. Negative occurrences at university can impact 
upon LGB+ people’s experience of higher education, and employment 
opportunities (Formby, 2015). For example, evidence from NUS (2016) 
suggests that LGB+ students are more likely to consider dropping out 
than heterosexual students. They found that more than half of LGB+ 
respondents cited the feeling of not fitting in as the main reason for 
considering dropping out.  

Stonewall (2020) highlights that some LGBT+ young people felt that 
they had to go back into the closet when they started college, or 
they struggled with an uncomfortable new environment that was not 
inclusive of LGBT+ identities. The lack of structure led to homophobic, 
biphobic and transphobic behaviour to go unchecked. A university 
environment that was not LGBT+ inclusive was also described by 
participants as having a negative impact on their mental health, as well 
as their attendance and ability to finish their degrees. 

Young Carers
	■ Around 7% (93,000) of young people in Scotland have caring 

responsibilities5. This is likely an underestimate because of 
young people not identifying themselves as a carer (Scottish 
Government, 2017).   

	■ In Scotland, caring has been found to be associated with poverty 
and poorer health and well-being (Watt, et al, 2017).  

	■ Being a young carer can impact on education (Scottish 
Government, 2017). Young adult carers can face barriers to 
further and higher education including missing learning, low 
attainment, isolation, having restricted social networks, and 
poorer health (Learning and Work Institute, no date). It has been 
found that nearly a third of young adult carers had dropped out of 
university because of their caring role due to financial difficulties 
and balancing caring responsibilities with study (Sempik and 
Becker 2014).  

	■ Young adult carers face multiple barriers to employment 
including: finding a job which is not too far to travel and which 
has flexible hours so they can continue to care; ongoing 
caring commitments having a substantially disruptive effect 
on workplace attendance; and having a manager who is not 
supportive (Sempik and Becker, 2014).  

	■ Caring can have a positive impact on young people by providing 
a sense of worth and developing positive values such as nurturing, 
endurance and sympathy. It can help them develop life skills; gain 
transferable skills such as communication, time management and 
budgeting skills as well as being self-motived and independent 
(Sahoo and Suar, 2010). However, the extent to which these 
positive effects of caring are realised is dependent on whether 
young carers have family support and are recognised as a young 
carer (Scottish Government, 2017; Cassidy et al, 2014).

5 �	 A carer is anyone who cares, unpaid, for a friend or family member who cannot manage without their support, due to illness, disability, a mental health   
 condition or substance misuse. The term young carer applies to someone aged 18 or under and young adult carer applies to someone aged 16 to 25 years.  

https://www.stonewall.org.uk/resources/shut-out-experiences-lgbt-young-people-not-education-training-or-work
https://learningandwork.org.uk/sites/niace_en/files/document-downloads/Young%20adult%20carers%20policy%20paper.pdf
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4.	 Labour Market

Key findings  

	■ Younger and older workers are the most disadvantaged age 
groups in the labour market. Both groups are more likely to be 
unemployed and face barriers to entry and progression in work.

	■ Gaps in evidence exist in relation to the experience of work for 
care experienced young people.

	■ Disabled people are less likely to be in work and can face 
significant barriers in the labour market. 

	■ Women are still underrepresented in many areas and levels of the 
labour market.

	■ Gender identity can be an issue for trans employees especially 
for those who are transitioning. 

	■ Despite ethnic minority groups performing well educationally, 
labour market outcomes still do not match the rest of the 
population. 

	■ Poverty is linked to low pay and low skilled work. In-work poverty 
is increasing. 

	■ Pregnancy can have a negative impact on labour market 
participation in terms of discrimination, loss of pay, loss of status 
and a lack of career progression.

	■ For Religion or Belief available evidence suggests Muslims face 
the greatest barriers and have the lowest levels of labour market 
participation. 

	■ For sexual orientation, bullying and harassment at work can be 
an issue and LGB+ individuals may avoid certain occupations. 
Conversely the evidence highlights the positive impacts of LGB+ 
friendly workplaces.

Age

Those at the younger and older ends of the labour market tend to face 
the most labour market disadvantages. 

Evidence suggests that young adults’ experiences of employment 
have changed in recent years. Young People stay in education longer, 
start work later and early experiences of work are more likely to be 
characterised by short term contracts, low paid work and precarious 
employment (Scottish Government Social Research, 2017, EHRC, 
2018a, IES, 2021). 

Those in younger age groups are less likely to be in employment - the 
employment rate for those age 16 to 24 in Scotland in 2019 was 58% 
(Scottish Government 2020d).  

Youth unemployment can have several negative consequences.  
Young people who experience unemployment face higher risks of 
unemployment and lower wages over the long term and can struggle 

https://www.gov.scot/publications/life-chances-young-people-scotland-evidence-review-first-ministers-independent/
https://www.equalityhumanrights.com/en/publication-download/scotland-fairer-2018
https://www.equalityhumanrights.com/en/publication-download/scotland-fairer-2018
https://www.employment-studies.co.uk/resource/unequal-crisis-impact-pandemic-youth-labour-market
https://www.gov.scot/publications/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2019/pages/4/
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to progress in the labour market (Bell and Blanchflower, 2011; IFS, 
2020). In addition, unemployment at an early age has been found to 
be particularly harmful to young people’s mental health.

Older workers are less likely to be in work when compared to the 
rest of the population. However, in Scotland the employment rate 
for those aged 50 to 64 years increased from 65% in 2009 to 71% 
in 2019. Women accounted for nearly two thirds of the increase in 
employment level for those aged 50 to 64 (Scottish Government 
2020d).

The numbers over 65 still in employment continues to increase.  
In 2019, 89,100 people aged 65 and over were in employment 
in Scotland, nearly two thirds more than ten years ago. The 
most common reason for working past the age of 65 years was 
overwhelmingly being “not ready to stop working” reported by 59% 
(Scottish Government 2020d).

Older people who fall out of the labour market are much less likely 
to find work again than younger people (Department for Work and 
Pensions, 2014). Older workers can face negative attitudes in the 
labour market from employers and colleagues. Negative attitudes 
towards older workers include perceptions that older workers 
are less productive than younger workers; are less adaptable to 
technological changes; less able to learn new things; less motivated; 
resistant to management; and prone to untreatable and work-limiting 
conditions. Older workers are more likely to carry on working if there 
is flexibility of working arrangements such as the opportunity to work 
from home, working part-time and flexible working hours.  

Impact of COVID-19 pandemic on young people

The pandemic has had a significant impact on younger age 
groups. Even before the pandemic younger people were less 
likely to be in work and more likely to be insecure employment 
and more likely to be in low paid employment

 Young people have been hit particularly hard by the labour market 
fallout from the pandemic, accounting for nearly half of the total fall 
in employment despite only representing one in nine of those in 
work (IES, 2021). In addition, young people are more likely to be in 
‘hard-hit’ sectors such as hospitality and non-food retail. 

Young people are especially vulnerable to unemployment and 
long-term employment ‘scarring’. The Institute for Fiscal Studies 
(2020) highlight that the pandemic may impact the long-term 
career prospects of young people.  Declining opportunities in 
shutdown sectors will make it harder for younger people to take 
the first step on the career ladder, and reduced job opportunities 
will make it harder for them to move on to higher paying 
occupations. 

It has been suggested that many young people will benefit from 
the recovery, when it comes, as restrictions are eased and as 
those sectors that employ large numbers of young workers start to 
reopen more fully (IES, 2021).

https://www.ifs.org.uk/publications/14914
https://www.ifs.org.uk/publications/14914
https://www.gov.scot/publications/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2019/pages/4/
https://www.gov.scot/publications/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2019/pages/4/
https://www.gov.scot/publications/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2019/pages/4/
https://www.employment-studies.co.uk/system/files/resources/files/An%20Unequal%20Crisis_The%20impact%20of%20the%20pandemic%20on%20the%20youth%20labour%20market.pdf
https://www.ifs.org.uk/publications/14914
https://www.ifs.org.uk/publications/14914
https://www.employment-studies.co.uk/system/files/resources/files/An%20Unequal%20Crisis_The%20impact%20of%20the%20pandemic%20on%20the%20youth%20labour%20market.pdf
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Care Experience

Once care experienced young adults leave education there is a lack 
of evidence on their labour market outcomes. Routine data that is 
collected about the Scottish or UK population has not traditionally 
recorded whether adults are care experienced. This is a significant 
gap in evidence. 

Harrison et al (2020) highlight a number of barriers facing care 
experienced young people transitioning from higher education to 
the labour market. These include an absence of informal support 
networks which can provide access to job opportunities; unstable 
accommodation; financial pressures; mental and other health issues; 
and societal stigma.

SDS has recently begun to collect apprenticeship data on care 
leavers. Data for Q3 2020/21 shows that 1.7% (174) of MA starts self-
identified as care experienced (SDS Modern Apprenticeship statistics 
Q3, 2020/21). SDS has secured an increase in funding contributions 
to MA providers working with care experienced young people up to 
their 30th birthday. This also allows care experienced young people 
aged 20-29 to access apprenticeship frameworks that may otherwise 
be restricted to 16 – 19 year olds (SDS Corporate Parenting Plan). 
However, the Apprenticeship Equality Action Plan, 2020, highlights 
that many care experienced young people face additional barriers 
when moving into employment. 

Disability

Although disability is common, with one in four of adults born in 
Scotland classed as having a disability, the evidence suggests that 
disabled people face multiple disadvantages in the labour market.  

The number of Modern Apprenticeship starts identifying as disabled 
in Q3 2020/21 was 12.4% (SDS Modern Apprenticeship statistics 
Q3, 2020/21). Although this demonstrates good progress wider 
evidence does indicate disabled young people face multiple barriers 
in entering and progressing in employment. 

Disabled people have lower levels of employment. The employment 
rate in Scotland in 2019 for those classed as disabled under the 
Equality Act 2010 was 49% compared to 82% for non-disabled 
people, giving an employment rate gap6 of 33 percentage points. 
The disability employment gap is lower for women (28 percentage 
points) than men (38 percentage points). In addition, the disability 
employment gap is lower for young people and increases with age, 
with the gap being highest for those aged 50 to 64 years, for both 
women and men (Scottish Government 2020d).   

Labour market outcomes vary according to disability. The 
employment rate for people with a learning disability is particularly 
low. McTier et al (2016) highlight that in Scotland the employment 
rate for people with a learning disability is in the range of 7% to 
25%. UK figures from the Labour Force Survey (ONS, 2019) show 
differences in employment rate by disability:

	■ Disabled people with disfigurements, skin conditions or allergies 
are most likely to be in work at 72%, Those with severe or specific 
learning difficulties are least likely to be in work at 18%.  

	■ For all disabled people in work in 2019, more than half had 
musculoskeletal or mental health as their main impairment.  

	■ More than one in five working disabled people cited a mental 
health condition as their main cause of disability.  

6 � The disability employment gap is the difference between the employment rates of disabled people and non-disabled people.

https://link.springer.com/article/10.1007/s10734-020-00660-w
https://www.skillsdevelopmentscotland.co.uk/media/47432/modern-apprenticeship-statistics-quarter-3-2020-21.pdf
https://www.skillsdevelopmentscotland.co.uk/media/47432/modern-apprenticeship-statistics-quarter-3-2020-21.pdf
https://www.skillsdevelopmentscotland.co.uk/media/44846/updated_final_13-08-18_corporate-parenting-plan.pdf
https://www.skillsdevelopmentscotland.co.uk/media/47244/equality-action-plan-2020.pdf
https://www.skillsdevelopmentscotland.co.uk/media/47432/modern-apprenticeship-statistics-quarter-3-2020-21.pdf
https://www.skillsdevelopmentscotland.co.uk/media/47432/modern-apprenticeship-statistics-quarter-3-2020-21.pdf
https://www.gov.scot/publications/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2019/pages/4/
https://www.scld.org.uk/wp-content/uploads/2016/08/SCLD-Report-2016.pdf
https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/bulletins/disabilityandemploymentuk/2019
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Disabled people are more likely to work part time than non-disabled 
– 34% compared to 23%. In addition, disabled people are less likely 
to work in higher managerial positions – 26% compared to 32% 
(ONS, 2019). 

Disabled people are more likely than non-disabled people to work 
in low-pay occupations – 37% compared to 29% in 2016/17 (EHRC, 
2018b) and disabled people tend to be paid less than non-disabled 
people. For example, in 2016/17, the median hourly earnings for 
disabled people was £9.89 compared with £11.63 for non-disabled 
people, representing a disability pay gap of 15% (EHRC, 2018b).

In the workplace it has been highlighted that there is an increased 
need for flexibility in working patterns by disabled people and that 
relatively inflexible employers drive disabled people into part-time 
work (Longhi, 2017). 

Gender

Women’s experience and participation in the labour market differs  
to that of men.

For apprenticeships in Scotland, men comprise the majority of 
MAs. For Modern Apprenticeships, the figures for Q3 2020/21 
show that 38% of starts were female and 62% male (SDS Modern 
Apprenticeship statistics Q3, 2020/21). The SDS Apprenticeship 
Equality Action Plan 2020 highlights that the uptake of 
apprenticeships tends to reflect the demographics of the wider 
workforce in each sector. For example, in the biggest occupational 
grouping of construction, 2% of apprentices are female. However, 
the number of female starts in construction and engineering are the 
highest in six years.   

Women are less likely to be in employment than men with an 
employment rate in 2019 of 72% compared to 77% for men. Women 
are less likely to be unemployed – 4.2% compared to 4.9% for men. 
Women are more likely to work part time with 41% of women working 
part time compared to 12% of men (Scottish Government 2020d).

Impact of the COVID-19 pandemic  
on disabled individuals

Disabled people have a higher share of employment in shut down 
sectors including distribution, hotels and restaurants. Previous 
recessions have had a disproportionate negative impact on the 
labour market outcomes of disabled people.  

Disabled workers are significantly more likely than non-disabled 
workers to have been temporarily away from work or working 
fewer hours during lockdown. Longitudinal analysis finds that 
disabled people were less likely to have returned to working 
normally in the third quarter of 2020 (IES, 2020).

The negative impact of COVID-19 on mental health and wellbeing 
has been felt most by individuals with existing conditions and 
those who face inequalities. Mental health in the UK worsened  
by 8% on average as a result of the pandemic and by much more 
for young adults and for women. New mental health problems 
have developed because of the pandemic and two thirds of 
adults have reported that existing mental health problems have 
worsened. Frontline workers are more likely to report their mental 
health has declined.

It has been suggested that if more jobs and education continue to 
be available at either a partly or fully work-at-home basis, this may 
make them more viable for some disabled people. 

https://www.ons.gov.uk/peoplepopulationandcommunity/healthandsocialcare/disability/bulletins/disabilityandemploymentuk/2019
https://www.equalityhumanrights.com/en/publication-download/britain-fairer-2018
https://www.equalityhumanrights.com/en/publication-download/britain-fairer-2018
https://www.equalityhumanrights.com/en/publication-download/britain-fairer-2018
https://www.equalityhumanrights.com/en/publication-download/research-report-107-disability-pay-gap
https://www.skillsdevelopmentscotland.co.uk/media/47432/modern-apprenticeship-statistics-quarter-3-2020-21.pdf
https://www.skillsdevelopmentscotland.co.uk/media/47432/modern-apprenticeship-statistics-quarter-3-2020-21.pdf
https://www.skillsdevelopmentscotland.co.uk/media/47244/equality-action-plan-2020.pdf
https://www.skillsdevelopmentscotland.co.uk/media/47244/equality-action-plan-2020.pdf
https://www.gov.scot/publications/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2019/pages/4/
https://www.employment-studies.co.uk/system/files/resources/files/Impacts%20of%20coronavirus%20crisis%20on%20labour%20market_0.pdf
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The occupational segregation of both men and women in certain 
kinds of jobs and in different levels of employment remains a key 
labour market issue. Women tend to be disproportionately affected 
by occupational segregation, impacting on their potential pay and 
career progression. Close the Gap (2018) argue gender segregation 
is a 'cradle to labour market' problem, ingrained in the education 
and skills pipeline, starting in early years and resulting in women’s 
concentration in undervalued, stereotypically female low-paid jobs 
and sectors such as care, cleaning and admin. Close the Gap (2018) 
state that efforts to reduce occupational segregation have been 
overwhelmingly focused on increasing the number of girls and 
women in STEM but there has been no work to address the inherent 
undervaluation of female-dominated work, such as care.

Women in Scotland are underrepresented at higher levels and 
men are overrepresented in positions of authority and influence 
(Engender, 2020). For example, in Scotland women account for 
4% of CEOs in top businesses, 36% of public body executives; 
32% of university principles; 13% of senior police officers and 0% of 
CEOs of Scotland based FTSE 100 and 250 companies. Engender 
(2020) highlight that the underrepresentation of women means that 
women’s views and perspective are therefore not being taken into 
account at higher levels. 

Women are affected by low pay and the gender pay gap. Overall, 
women can expect to earn significantly less than men over their 
entire careers. The gender pay gap in Scotland for full-time workers 
in 2018 was at 5.7% and the pay gap for all employees, full-time 
and part-time, was 15% (Scottish Parliament SPICE briefing, 2019). 
This is lower than the UK figure of 17.9%. Women’s low pay is the 
interplay of a number complex factors including concentration in 
low paid and low skilled sectors; underrepresentation in senior 
management and leadership roles; overrepresentation in part time 
work; underrepresentation in higher paid STEM sectors; being more 
likely to take on caring responsibilities; and being less likely to work 
overtime (Scottish Parliament Spice briefing, 2018) 

A survey carried out by Equate (Equate, 2020) on intersectional 
discrimination in STEM identified multiple discriminations facing 
women. Findings from this survey highlighted that women with caring 
responsibilities; BME women; LGBT, and disabled women felt less 
confident in reporting discrimination and felt less satisfied with their 
employers’ efforts on inclusion. 

Gender reassignment

Evidence is limited on the experience of work for trans workers.  

No data is currently available on MAs and gender reassignment.  
This information is now being collected internally and will be 
available in the future. 

A survey conducted by Stonewall (2020) of LGBT workers reported 
that trans workers are more likely to experience harassment and 
discrimination than the wider LGBT population, with 39% reporting 
negative comments or conduct from colleagues and 6% reporting 
being physically attacked in the workplace. 

Impact of COVID-19 pandemic on apprenticeships

The Q3 2020/21 statistics highlight that the COVID-19 pandemic 
has had a significant impact on MA starts. For example, following 
a long period of consistent and sustained growth in MAs over 
the last decade, the number of MA starts for 2020/21 is around 
50% lower than 2019/20. Evidence suggests that young people, 
women, ethnic minorities and disabled people are likely to see the 
biggest negative impacts.

https://www.closethegap.org.uk/content/resources/The-Gender-Penalty-Feb-2018.pdf
https://www.closethegap.org.uk/content/resources/The-Gender-Penalty-Feb-2018.pdf
https://www.engender.org.uk/content/publications/Engenders-Sex-and-Power-2020.pdf
https://www.engender.org.uk/content/publications/Engenders-Sex-and-Power-2020.pdf
https://www.engender.org.uk/content/publications/Engenders-Sex-and-Power-2020.pdf
https://sp-bpr-en-prod-cdnep.azureedge.net/published/2019/2/4/The-gender-pay-gap--facts-and-figures---2018/SB%2019-08.pdf
https://sp-bpr-en-prod-cdnep.azureedge.net/published/2019/2/4/The-gender-pay-gap--facts-and-figures---2018/SB%2019-08.pdf
https://equatescotland.org.uk/wp-content/uploads/2020/05/Women-in-STEM-report-2.pdf
https://www.stonewall.org.uk/resources/shut-out-experiences-lgbt-young-people-not-education-training-or-work
https://www.skillsdevelopmentscotland.co.uk/media/47432/modern-apprenticeship-statistics-quarter-3-2020-21.pdf
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Stonewall (2018) found that trans individuals faced a significant 
amount of harassment, discrimination and violence. For instance,

	■ 12% of transgender respondents have been physically attacked 
by customers or colleagues in the past year because of their 
gender identity. 

	■ 21% of trans people said that they would not report transphobic 
harassment or bullying in the workplace. 

	■ 31% of non-binary and 18% of transgender people said that they 
did not feel comfortable wearing clothes that represented their 
gender identity at work.

	■ 18% of trans respondents reported not being called by the 
correct name and pronoun at work. This heightened level of 
discrimination leads in turn to over half of trans respondents not 
feeling comfortable identifying as such in the workplace. 

Survey research from the CIPD (2021) of 193 trans workers highlights 
that 55% of trans workers said they had experienced conflict at work 
in the last 12 months; higher than heterosexual and LGB+ workers.  
A separate survey of 193 trans workers highlighted that 26% were 
not open about their gender identity at work (CIPD, 2021).  

The benefits of employing and supporting trans employees are 
highlighted by Stonewall (2016). For example, changing gender 
roles can require the use of a range of transferable skills including 
communication and negotiation, confidence to make difficult 
decisions, organisational skills and innovative approaches to problem 
solving. Supporting a trans employee demonstrates an organisation’s 
commitment to equality and diversity which can help attract and 
retain skilled workers. It also enhances the reputation of the 
organisation with trans customers, clients and service users.

Impact of COVID-19 pandemic on gender 

Women are overrepresented in locked-down sectors, such as 
hospitality, accommodation, and food services, compared with 
men. These are the sectors most likely to be impacted by job 
losses due to their uncertainty to recover. Women are also more 
likely to be employed in critical sectors, such as health care.

Women are more likely to work part-time, less likely to be in secure 
employment, earn less on average than men and are less likely to 
be eligible for sick pay.  Hence, a reduction in income due to job 
losses or furloughing may be particularly harmful.

Women are more likely to provide unpaid care, impacting their 
ability to do paid work. This has been exacerbated during the 
lockdown with women in the UK typically providing at least 50% 
more childcare. 

Working from home is possible in female-dominated sectors, like 
education, whereas it is not possible for male-dominated sectors 
like construction. 

Changes in social norms, employment flexibility and home working 
may result in improved equality in gender roles in the home. 
For example, it  has been reported that childcare roles are likely 
reversed in households where the mother works in a critical sector, 
or where the father was unable to work due to working in a sector 
that had been shut down. 

https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/inclusion-perspectives-lgbt
https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/inclusion-perspectives-lgbt
https://www.stonewall.org.uk/system/files/lgbt_in_britain_work_report.pdf
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Poverty

Those living in the most deprived areas are less likely to be in 
employment. The employment rate for the 20% most deprived areas 
in Scotland in 2018 was 63% compared to 79% for the least deprived 
(Scottish Government 2020d). Over time, the 20% most deprived 
areas of Scotland have consistently had the lowest employment rates 
(Scottish Government 2020d).

In-work poverty, where adults receive a wage but not enough to keep 
them out of poverty, has been rising in the last decade (JRF, 2021).   
It should be noted:

	■ Most of those in poverty live in working households.  

	■ In-work poverty is associated with low pay; part time work; self-
employment; temporary and insecure work. Low paid workers 
are more likely to have lower levels of qualifications; more likely 
to work part-time; less likely to have a permanent contract; tend 
to be younger; and more likely to be in the elementary, sales and 
customer service, or caring, leisure and other service occupations. 

	■ In Scotland, it is estimated the proportion of workers in in-work 
poverty is 10%. Workers in the food and wholesale and retail face 
the highest in work poverty rates by industry (JRF, 2020).  

	■ The burden of in-work poverty falls disproportionately on the 
shoulders of young people. 53% of 18-24 year-olds in Scotland 
earned less than the ‘living wage’ in 2016, compared to 20% of all 
adults (Scot Gov, 2017).  

	■ Those in working poverty are more likely to be women, non-
white, living in the private rental sector and to have children, 
compared to both the general population and all those in poverty.  
In addition ethnic minority households account for 4% of the 
general population, but they make up 7% of all people in poverty 
and 10% of all people in working poverty (Scottish Government 
Communities Analysis Division, 2019) .

Poverty and the impact of the COVID-19 pandemic

•	 COVID-19 has had a differential impact on the labour market 
with the impact of the crisis are being felt more heavily by low 
paid workers – exacerbating their precarious position in the 
labour market.

•	 Those in some of the most critical roles – social care, deliveries, 
warehouses – are those likely to have less secure forms of 
work, characterised by unpredictable hours and pay and few 
protections for times of sickness or emergencies.

•	 Fluctuating incomes and few benefits to rely on in times of 
crisis causes stress. Tight budgets are even harder to manage, 
and it is much harder to move out of poverty. 

•	 One of the emerging findings of the impact of the COVID-19 
crisis is that earnings losses and unemployment have been 
more likely to affect those with less secure work arrangements.

https://www.gov.scot/publications/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2019/pages/4/
https://www.gov.scot/publications/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2019/pages/4/
https://www.jrf.org.uk/report/uk-poverty-2020-21
https://www.jrf.org.uk/report/poverty-scotland-2020
https://www.gov.scot/binaries/content/documents/govscot/publications/statistics/2020/03/working-poverty/documents/poverty-and-employment/poverty-and-employment/govscot%3Adocument/What%2Bdo%2Bwe%2Bknow%2Babout%2Bin-work%2Bpoverty%2Bin%2BScotland%2B2019%2Binterim%2Bfindings.pdf
https://www.gov.scot/binaries/content/documents/govscot/publications/statistics/2020/03/working-poverty/documents/poverty-and-employment/poverty-and-employment/govscot%3Adocument/What%2Bdo%2Bwe%2Bknow%2Babout%2Bin-work%2Bpoverty%2Bin%2BScotland%2B2019%2Binterim%2Bfindings.pdf
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Pregnancy and maternity

Pregnancy can have a negative impact on labour market 
participation in terms of discrimination, loss of pay, loss of status  
and a lack of career progression.

Being a teenage mother can be linked to poor labour market 
outcomes (Scottish Government Social Research, 2017). Young 
mothers have a particularly high risk of poverty and severe poverty 
compared to all adults. Analysis of data from the Growing up in 
Scotland (GUS) study found that compared to mothers aged 25  
and over, those aged under 20 were less likely to be employed  
(21% vs. 83%), and more likely to be in the lowest income quintile 
(72% vs. 12%) and to live in the most deprived areas (Scottish 
Government, 2014). 

Lone parents are at the most risk of in-work poverty (JRF, 2021).  
They are also more likely to be women, work in low paid sectors, 
work fewer hours and be restricted by childcare and transport. 

Evidence suggests that starting a family can have negative long-term 
consequences on women’s labour market participation. Women with 
children are more likely to suffer significant pay penalties; have their 
career progression halted; withdraw from full-time work to care for 
children; stay at the same level of job for several years; and choose 
more flexible working patterns (Government Equalities Office, 2019).  

Evidence presented by the Women’s Employment Summit, (2014) 
for Scotland notes that women returning from maternity leave and 
looking after young families are often seeking part-time work which 
may be in low-skilled employment with little training or prospects of 
progression. In addition, limited high-skilled part-time opportunities 
means women may have to “downgrade” their employment to jobs 
where their skills are not fully used. 

Supporting pregnant women and those on maternity leave is seen 
as benefiting organisations as it increases staff retention; creates 
better morale among employees and is seen as the responsibility of 
employers to support staff (BIS and EHRC, 2015).

No data is currently available on apprenticeships and pregnancy and 
maternity. This information is now being collected internally and will 
be available in the future. 

Race

The Scottish Government Race Equality Framework states that 
despite high attainment at school and rates of entry into further and 
higher education after school, statistically, ethnic minority people 
are not receiving the labour market advantages which should be 
expected from their positive educational outcomes (also see EHRC 
2018a).  

Minority ethnic people are underrepresented in Modern 
Apprenticeships. Data for Q3 2020/21 shows that 2.7% of MA 
starts self-identified as being from a Mixed or Multiple; Asian; 
African; Caribbean or Black; or Other ethnic group (SDS Modern 
Apprenticeship statistics Q3, 2020/21). This shows an increase from 
1.6% in 2015/16.   

Minority ethnic people are less likely to be in employment. In 
Scotland the employment rate for the ethnic minority population in 
2019 aged 16-64 was 59% compared to the white population with an 
employment rate of 76% (Scottish Government 2020d). Employment 
rates are lower across all ethnic groups and especially for women. 
For example the economic activity of Bangladeshi women is under 
50% (Fraser of Allander Institute, 2020).  

https://www.gov.scot/publications/experiences-mothers-aged-under-20-analysis-data-growing-up-scotland-study/pages/8/
https://www.gov.scot/publications/experiences-mothers-aged-under-20-analysis-data-growing-up-scotland-study/pages/8/
https://www.jrf.org.uk/report/uk-poverty-2020-21
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/840062/Bristol_Final_Report_1610.pdf
https://www.equalityhumanrights.com/en/managing-pregnancy-and-maternity-workplace/pregnancy-and-maternity-discrimination-research-findings
https://www.equalityhumanrights.com/en/publication-download/scotland-fairer-2018
https://www.equalityhumanrights.com/en/publication-download/scotland-fairer-2018
https://www.skillsdevelopmentscotland.co.uk/media/47432/modern-apprenticeship-statistics-quarter-3-2020-21.pdf
https://www.skillsdevelopmentscotland.co.uk/media/47432/modern-apprenticeship-statistics-quarter-3-2020-21.pdf
https://www.gov.scot/publications/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2019/pages/4/
https://fraserofallander.org/economic-outcomes-for-minority-ethnic-groups-in-scotland/


32

Employment rates vary across ethnic groups. In Scotland Pakistani 
and Bangladeshi groups have the lowest employment rates at 
49% (CRER, 2020). UK data shows that in the UK the Pakistani and 
Bangladeshi employment rate is 54% compared to 73% for Indians 
and white British (Khan, 2020).

Minority ethnic people are overrepresented in certain sectors (see 
Khan, 2020, EHRC, 2018b). They are proportionately more likely 
to work in the Accommodation and Food Services sector than the 
white population, which is predominantly a low paid sector (Fraser 
of Allander Institute, 2020). In addition, minority ethnic people are 
underrepresented in managerial and senior positions in business 
(McGregor-Smith Review, 2017).  

Minority ethnic people are more likely to be in low paid work and 
living in poverty due to lower wages, higher unemployment and 
higher levels of part time work, they are also more likely to be 
self-employed (CRER, 2020; Khan, 2020). In Scotland in 2019 
the ethnicity pay gap was 10.3% (ONS, 2019). Again, there are 
differences by ethnic group. White British people, White Irish people 
and Indian people were more likely to work in high-pay occupations 
in 2016/17, while Black people and those in the Other White group 
were more likely to work in low-pay occupations (EHRC, 2018b). 

In the workplace, results from the Scottish Household Survey 
show minority ethnic people are more likely to have experienced 
discrimination. 17% of minority ethnic respondents said they had 
experienced discrimination in the last 12 months compared to 8% of 
white respondents. 

Recruitment processes can also make it harder for some minority 
ethnic people to enter the workplace as there may be an under-
recognition among employers of minority ethnic employees’ skills 
and experience, reducing their chances of employment or further 
progression when in work (Hudson et al., 2013). Progression for 
minority ethnic people can be restricted if progression is through 
informal networks, if there is a lack of minority ethnic role models 
or mentors at higher levels within organisations who might provide 
support and advice, or if there is a gap between equality and 
diversity policies and practice in the workplace (Hudson et al., 2013). 

Impact of COVID-19 pandemic on minority ethnic groups

Evidence highlights a disproportionate economic impact from the 
lockdown on minority ethnic people, compounding existing social 
inequalities. Even before the pandemic minority ethnic individuals 
were more likely to be unemployed or employed in precarious 
work than their white counterparts. 

Minority ethnic workers are more likely to work in some ‘shut 
down’ sectors, particularly hospitality, and less likely to have 
savings to rely on (SG, 2020c). In addition, larger proportions of 
minority ethnic individuals, particularly Pakistani men, are self-
employed and will likely forego income during lockdown. 

Workers from Mixed or Black backgrounds were slightly more 
likely than White workers to have been temporarily away from 
work or working reduced hours. Asian workers are overall 
less likely to not be working normally. Within the overall Asian 
population, workers from Pakistani backgrounds were more likely 
than White workers to have not been working normally (IES, 2020).

Minority ethnic people comprise significant portions of several key 
sectors who have continued to work throughout the pandemic. 
For example, BAME workers comprise 18% of the NHS staff and 
around 41% of all UK doctors. As key workers in hospitals, they 
have faced a disproportionate exposure to those infected with 
COVID-19 and were among the first fatalities.

https://864a82af-f028-4baf-a094-46facc9205ca.filesusr.com/ugd/b0353f_0db6596cc9ee46ab9aa13b97699aae79.pdf
https://www.runnymedetrust.org/uploads/publications/pdfs/2020%20reports/The%20Colour%20of%20Money%20Report.pdf
https://www.equalityhumanrights.com/en/publication-download/britain-fairer-2018
https://fraserofallander.org/economic-outcomes-for-minority-ethnic-groups-in-scotland/
https://fraserofallander.org/economic-outcomes-for-minority-ethnic-groups-in-scotland/
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/594336/race-in-workplace-mcgregor-smith-review.pdf
https://864a82af-f028-4baf-a094-46facc9205ca.filesusr.com/ugd/b0353f_0db6596cc9ee46ab9aa13b97699aae79.pdf
https://www.runnymedetrust.org/uploads/publications/pdfs/2020%20reports/The%20Colour%20of%20Money%20Report.pdf
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/articles/ethnicitypaygapsingreatbritain/2019
https://www.equalityhumanrights.com/en/publication-download/britain-fairer-2018
https://www.gov.scot/publications/scotlands-people-annual-report-results-2018-scottish-household-survey/pages/4/
https://www.jrf.org.uk/report/work-poverty-ethnicity-and-workplace-cultures
https://www.jrf.org.uk/report/work-poverty-ethnicity-and-workplace-cultures
https://www.gov.scot/binaries/content/documents/govscot/publications/research-and-analysis/2020/09/the-impacts-of-covid-19-on-equality-in-scotland/documents/full-report/full-report/govscot%3Adocument/Covid%2Band%2BInequalities%2BFinal%2BReport%2BFor%2BPublication%2B-%2BPDF.pdf
https://www.employment-studies.co.uk/system/files/resources/files/Impacts%20of%20coronavirus%20crisis%20on%20labour%20market_0.pdf
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Furthermore, Khan (2020) highlights research that found that people 
with Asian or African sounding names were less likely to get job 
interviews.

For Gypsy/Travellers, The Traveller Movement (2017) reported that 
discrimination in employment manifested itself in a number of ways, 
including discrimination in recruitment and career progression, losing 
a job after revealing their identity, and hiding ethnicity.

Recent research published by Close the Gap (2019) highlights the 
complex intersection of inequalities faced by BME women in the 
labour market. Their research highlights that many BME women face 
racial discrimination and bias in the labour market which negatively 
impact on their outcomes. They found that BME women are more 
likely to face microaggressions from colleagues that include being 
treated as less intelligent and stereotypical assumptions about the 
positions they hold. In addition, CRER (2020) highlight that BME 
women in Scotland continue to face barriers in accessing the labour 
market, including racist and sexist attitudes and discrimination.

Religion or Belief

Limited evidence is available on the relationship between 
employment and religion or belief. However, evidence does suggest 
that Muslim workers are at a disadvantage. For example in the UK:

	■ Muslims have significantly lower median earnings (£9.19) than 
those of no religion or Christians (both £11.39). The pay gap 
between Muslims and those of no religion was as high as 19.3% 
(EHRC, 2018b)

	■ Unemployment rates for Muslims are more than twice that 
of the general population (13% compared to 5%) and 41% 
are economically inactive, compared to 22% of the general 
population.  

	■ The disadvantage is greater still for Muslim women who represent 
65% of economically inactive Muslims. It is suggested the reasons 
behind this include discrimination and islamophobia, stereotyping, 
pressure from traditional families, a lack of tailored advice around 
higher education choices, and insufficient role models across 
education and employment (see EHRC, 2018b and Women and 
Equalities Committee, 2016).

	■ Research based on the Labour Force Survey data highlights 
that Muslim women in the UK are more likely to be unemployed 
or economically inactive (Khattab and Hussein, 2017). They 
also found that White-British Christian women had the highest 
employment levels at 68% compared to first generation Muslim 
Bangaldeshi women at 15%. This research notes that although 
Muslim women face disadvantages within the labour market, this 
varies by their migration status and ethnic background as well as 
the intersectional identities of Muslim women and the stereotypes 
that are linked with them. 

No data is currently available on MAs and Religion or Belief. This 
information is now being collected internally and will be available in 
the future. 

https://www.runnymedetrust.org/uploads/publications/pdfs/2020%20reports/The%20Colour%20of%20Money%20Report.pdf
https://www.employment-studies.co.uk/system/files/resources/files/Impacts%20of%20coronavirus%20crisis%20on%20labour%20market_0.pdf
https://www.closethegap.org.uk/content/resources/Still-Not-Visible.pdf
https://864a82af-f028-4baf-a094-46facc9205ca.filesusr.com/ugd/b0353f_0db6596cc9ee46ab9aa13b97699aae79.pdf
https://www.equalityhumanrights.com/en/publication-download/britain-fairer-2018
https://www.equalityhumanrights.com/en/publication-download/britain-fairer-2018
https://publications.parliament.uk/pa/cm201617/cmselect/cmwomeq/89/89.pdf
https://publications.parliament.uk/pa/cm201617/cmselect/cmwomeq/89/89.pdf
https://publications.parliament.uk/pa/cm201617/cmselect/cmwomeq/89/89.pdf
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Sexual Orientation

An evidence gap exists in relation to sexual orientation in work.  
However, survey and qualitative research do provide some insights.  

Limited data is available about apprenticeships and sexual 
orientation. This information is now being collected internally and will 
be available in the future.  

Stonewall (2020) highlight several challenges facing LGBT+ 
individuals at work including experiences of anti-LGBT+ abuse and 
language; gendered workplaces and those that are not LGBT+ 
inclusive; and poor mental health support at work. These issues 
were further compounded by limited job opportunities, which led to 
unsatisfying work, and little progression within job roles.

Evidence indicates that once in the workforce, barriers remain in the 
form of harassment and discrimination (Hudson-Sharp and Metcalf, 
2016). Stonewall (2018) found that LGBT+ staff experience significant 
discrimination, harassment and violence in the workplace. For 
instance survey evidence identified that:

	■ 35% of LGBT+ workers had hidden or disguised their sexuality in 
the past year because they were afraid of discrimination.

	■ 18% of LGB people are not open about their sexuality in the 
workplace, compared to 38% of bisexual individuals who were not 
open about their sexuality in the workplace.

	■ 18% LGBT+ staff have been the target of negative comments or 
conduct by work colleagues in the past year due to their LGBT 
status.

	■ 18% of LGBT+ respondents who were looking for work said that 
they were discriminated against in the past year because of their 
sexual orientation or gender identity.

	■ 12% of BAME LGBT+ workers had lost a job in the last year 
because of their LGBT+ status, compared to 4% of white LGBT+ 
respondents.

	■ 10% of BAME LGBT+ workers had been physically attacked 
because of their sexual orientation, compared to 3% of white 
LGBT+ staff.

Research carried out by CIPD (2021) highlights that LGB+ workers 
report higher levels of workplace conflict than heterosexual workers 
– 49% compared with 29%. Their survey findings also highlighted 
that LGBT+ workers experience less job satisfaction and less 
psychological safety at work and are more likely to report that work 
has a negative impact on their health. 

https://www.stonewall.org.uk/resources/shut-out-experiences-lgbt-young-people-not-education-training-or-work
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/539682/160719_REPORT_LGBT_evidence_review_NIESR_FINALPDF.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/539682/160719_REPORT_LGBT_evidence_review_NIESR_FINALPDF.pdf
https://www.stonewall.org.uk/resources/lgbt-britain-work-report-2018
https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/inclusion-perspectives-lgbt
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	■ Labour market barriers facing veterans include: 
– Unrealistic expectations of the job market, especially veterans 
leaving service at a senior level 
– False expectations of employment, salary, job hunting process 
and seniority level. 

	■ Struggling to cope with civilian life and lack of support: 
homelessness, drink or drug dependencies, mental health 
problems (Scottish Veterans Commissioner 2016).

	■ Employer attitudes: subscribing to negative stereotypes of 
veterans, “mad, bad and sad” / damaged goods (Royal British 
Legion 2016). 

	■ Lack of experience in the civilian workplace and difficulty in 
translating veterans’ skills and experience. For example: 
– Poor applications by veterans who don’t know how to market 
their skills and demonstrate how they can be adapted to jobs 	
‘beyond the wire’ (Scottish Veterans Commissioner 2016).  
– Lack of employer understanding of military qualifications and 	
attributes. 

Veterans

Veterans can face several challenges in re-entering the labour 
market. Evidence highlights a veterans’ employment gap in the UK, 
with working-age service leavers being nearly twice as likely to be 
unemployed than their civilian counterparts (Royal British Legion 
2016). 

Many veterans have lower levels of educational attainment and 
struggle to find employment due to:

	■ Difficulties with reading, writing and numeracy (Scottish Veterans 
Commissioner 2016).  

	■ Joining the Armed Forces at a young age, often as an alternative 
to pursuing higher education or gaining civilian employment 
opportunities (Royal British Legion 2016). 

	■ Recruitment from more deprived areas and exemption from 
meeting statutory minimum educational standards – up to 50% 
of army recruits have literacy and numeracy skills below standard 
expected of primary school leavers at age 11 (Royal British Legion 
2016). 

	■ Further and higher education are seen as too expensive, 
challenging, and inaccessible, and these routes aren’t 
encouraged by those advising veterans through the transition 
process (Scottish Veterans Commissioner 2016).

https://www.gov.scot/publications/veterans-community-employability-skills-learning/
https://www.britishlegion.org.uk/docs/default-source/campaigns-policy-and-research/deployment-to-employment.pdf?sfvrsn=d43b2d6c_2
https://www.britishlegion.org.uk/docs/default-source/campaigns-policy-and-research/deployment-to-employment.pdf?sfvrsn=d43b2d6c_2
https://www.gov.scot/publications/veterans-community-employability-skills-learning/
https://www.britishlegion.org.uk/docs/default-source/campaigns-policy-and-research/deployment-to-employment.pdf?sfvrsn=d43b2d6c_2
https://www.britishlegion.org.uk/docs/default-source/campaigns-policy-and-research/deployment-to-employment.pdf?sfvrsn=d43b2d6c_2
https://www.gov.scot/publications/veterans-community-employability-skills-learning/
https://www.gov.scot/publications/veterans-community-employability-skills-learning/
https://www.britishlegion.org.uk/docs/default-source/campaigns-policy-and-research/deployment-to-employment.pdf?sfvrsn=d43b2d6c_2
https://www.britishlegion.org.uk/docs/default-source/campaigns-policy-and-research/deployment-to-employment.pdf?sfvrsn=d43b2d6c_2
https://www.britishlegion.org.uk/docs/default-source/campaigns-policy-and-research/deployment-to-employment.pdf?sfvrsn=d43b2d6c_2
https://www.gov.scot/publications/veterans-community-employability-skills-learning/
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Individuals with offending histories

Those with offending histories can face several barriers when 
trying to access employment and/or education. Pre-existing factors 
such as poor education, and limited skills and work experience are 
compounded by the fact that a prison record can severely inhibit 
ex-offenders acquiring meaningful and stable work post-release 
(Fitzgerald O’Reilly 2014). Further barriers include:

	■ Lack of qualifications and work readiness skills can cause  
ex-offenders to struggle in finding employment on release 
(Prison Reform Trust 2020). 

	■ Low levels of confidence, self-esteem, and histories of drug 
and alcohol dependency can affect take-up of education 
opportunities (Prison Reform Trust 2020). 

	■ Challenges in opening a bank account due to a lack of suitable 
ID or proof of a stable address are a barrier to entering paid 
work (Prison Reform Trust 2020).  

	■ Similarly, insecure accommodation contributes to poor 
employment outcomes for ex-offenders (Prison Reform  
Trust 2020). 

	■ (Self) Exclusion (Kurtovic and Rovira 2017): when ex-offenders 
foresee that criminal records will be asked for and expect a 
possible rejection as a result, they may decide not to apply for 
a certain role, or even to exclude themselves from the labour 
market and education/training entirely. In addition, ex-offenders 
from marginalised social backgrounds tend to withdraw from job 
entry processes because of accumulated stigmas.  For example, 
being an ex-offender as well as from a BAME background. 

For women the disclosure process has been shown to impact 
their confidence and discourage them from applying to roles they 
know they can do (Prison Reform Trust 2020). Jobs which require 
enhanced criminal background checks are most likely to be held 
by women (health and social work, education).  In addition, women 
in prison (49%) are twice as likely as men (23%) to be identified as 
suffering from anxiety and depression, which can make re-entry 
more challenging (Prison Reform Trust 2020).  Furthermore, 12%  
of women in prison had problems reading, 10% had difficulty 
writing, and 21% with numbers (Scottish Prison Service (2018) 
Women in Custody Prison Survey 2017).

http://www.prisonreformtrust.org.uk/Portals/0/Working%20it%20Out%20FINAL%20NEW.pdf
http://www.prisonreformtrust.org.uk/Portals/0/Working%20it%20Out%20FINAL%20NEW.pdf
http://www.prisonreformtrust.org.uk/Portals/0/Working%20it%20Out%20FINAL%20NEW.pdf
http://www.prisonreformtrust.org.uk/Portals/0/Working%20it%20Out%20FINAL%20NEW.pdf
http://www.prisonreformtrust.org.uk/Portals/0/Working%20it%20Out%20FINAL%20NEW.pdf
https://journals.sagepub.com/doi/full/10.1177/1477370816675375
http://www.prisonreformtrust.org.uk/Portals/0/Working%20it%20Out%20FINAL%20NEW.pdf
http://www.prisonreformtrust.org.uk/Portals/0/Working%20it%20Out%20FINAL%20NEW.pdf
https://www.sps.gov.uk/Corporate/Publications/Publication-6069.aspx
https://www.sps.gov.uk/Corporate/Publications/Publication-6069.aspx
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Fair Work

This section provides presents a summary of the evidence we have 
in relation to Fair Work. SDS is committed to Fair Work through the 
SDS Corporate Goals and Equality Outcomes. A number of the Fair 
Work dimensions have clear links to equality legislation; however, 
the dimensions of Fair work do extend beyond the boundaries of 
equality legislation with a key focus on job quality. 

The Fair Work Convention was set up by the Scottish Government in 
2015 and acts as an independent advisory body to Scottish Ministers.  
They aim to deliver Fair Work across Scotland, to develop a society 
in which Fair Work is a central focus and “drives success, wellbeing, 
and prosperity for individuals, businesses, organisations, and 
society”.

The Fair Work framework was published in 2016 and provides a 
framework for understanding Fair Work. Fair Work has five core 
dimensions:

	■ Effective Voice is about an open dialogue between organisations 
and colleagues to enable colleagues to have a voice which is 
heard and to enable the organisation to make decisions which are 
communicated to employees.

	■ Opportunity places value on the availability of opportunities 
for progression, training and development for employees and 
enables organisations to access and benefit from a rich and 
diverse workforce to drive creativity and innovation.

	■ Security is about secure employment for employees, to enable 
them to plan futures based on stability. For organisations, secure 
employment can reduce employee turnover and encourage 
employee commitment to the organisation

	■ Fulfilment at work broadly means that individuals can gain a 
sense of fulfilment from work, and that work aligns with their 
own values and skills. This is likely to increase commitment and 
innovation within the organisation.

	■ Respect means that all employees share mutual respect, 
irrespective of the responsibilities or position in the organisation.

Also central to Fair Work, is the idea that the responsibilities are 
balanced between the employer and employee and that the benefits 
of Fair Work are shared between the individual, the organisation and 
extend to wider society. 

https://www.fairworkconvention.scot
https://www.fairworkconvention.scot/wp-content/uploads/2018/12/Fair-Work-Convention-Framework-PDF-Summary-Version.pdf
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Research carried out by the CIPD (2020) provides useful insights 
on job quality in Scotland. A key finding in that job quality is not 
universal. This research draws on finding from the Working Lives 
Scotland survey which is based on the five dimensions of the Fair 
Work framework. Key findings from this survey across employers in 
Scotland include:

Respect: It was found that over half of all employees have 
experienced a health-related non-physical condition, the majority of 
whom believe their job was a contributory factor. Half of employees 
reported going to work despite not feeling well enough to do so. 

Security: There is good correlation between life satisfaction and pay 
levels as well as job security and pay levels. Public sector employees 
reported higher levels of job security.

Opportunity: It was found that career development opportunities 
differ by gender, age, sector and occupational class. Women are 
much less likely to report good prospects for career advancement. 
Disabled employees face challenges including higher levels of 
presenteeism and poorer relationships with managers. 

Fulfilment: Over a third of employees report their workload as too 
high in a normal week. Employees in better-paid jobs report higher 
levels of job autonomy and job complexity. In addition, the findings 
highlighted a strong correlation between job satisfaction and 
meaningful work, with public sector employees more likely to feel 
they are in meaningful jobs. 

Voice: Findings highlight significant differences between the public 
and private sectors and that while larger employers are more likely 
to put in place formal voice arrangements, they perform poorly in 
responding to feedback. 

https://www.cipd.co.uk/Images/working-lives-scotland-1_tcm18-79885.pdf
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Appendix 1. Data availability

This section outlines data availability across the protected 
characteristics. The lack of data on some protected characteristics 
is a major barrier to understanding their levels of participation and 
experience in the labour market.  

The table below outlines the availability of administrative and survey 
data presented in this review and shows those areas where there is a 
lack of data. 

Age Disability Care 
experience Gender Gender 

reassignment Poverty Pregnancy 
and maternity Race Religion or 

belief
Sexual 

orientation

School pupils

Subject choice school

School attainment

School qualifications

College population

Subject choice college

University population

Subject choice university

Apprenticeships

Employment

Unemployment

Occupation

Industry of employment

Table A1: Availability of administrative and social survey data across the protected characteristics
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Age

Data breakdown by age is widely available.   

Care experience

Data on care experienced young people is available at school, 
college and university level and for apprenticeships. However, small 
sample sizes restrict the level of analysis. There is a gap in evidence 
on the labour market experiences of care experienced people as this 
information is not routinely collected. 

Disability

At the UK level, data is readily available on the employment rates 
and educational outcomes of disabled people from the Labour Force 
Survey, Annual Population Survey, 2011 Census and several other 
social surveys. Due to small sample sizes, there is less data at the 
Scottish level or for different groups of disabled people.

There is no single agreed objective measure of disability. Disability 
can be defined as those who are covered under the disability 
provision of the 2010 Equality Act, those on disability related benefits, 
and self-defined categorisations of disability as used in many social 
surveys. 

The number of disabled people may be undercounted as individuals 
may choose not to disclose their disability. Furthermore, many people 
identified as having rights under the disability provisions of the 
Equality Act do not consider themselves to be disabled. Variations 
exist in when people are willing to disclose their condition. For 
example, students may be willing to disclose their disability while at 

college or university to receive additional support but choose not to 
disclose to a subsequent employer.

Gender

A wide range of data and evidence is available on gender from 
administrative data, social surveys and secondary research. However, 
there is often a lack of information on how gender interacts with other 
equality characteristics such as ethnicity or disability. Data availability 
may also be an issue where gender has not been considered in the 
analysis. 

Gender re-assignment

There is very little data that provides an accurate picture of the 
transgender population in Scotland or the UK, including those who 
have a nonbinary gender identity.

Race

One of the key issues with understanding outcomes in relation to 
minority ethnic groups in Scotland is the lack of data. Small sample 
sizes mean that it is not always possible to provide a detailed 
breakdown for different ethnic groups. Broad analyses that compare 
BME groups with that of the White Scottish/UK population very often 
conceal wide variations within groups.  

It should be noted that ethnicity in survey data is self-reported and in 
some cases individuals may not be willing to disclose their ethnicity or 
feel that the available categories do not reflect their ethnicity. 
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Poverty

Data on poverty is widely available. However, there are variations 
in definitions of poverty as geographical, income and occupational 
measures are all commonly used.  

Pregnancy and maternity

Data is not routinely collected in administrative data in relation to 
pregnancy and maternity leading to gaps in evidence.

Religion or Belief

The 2011 Census provides a useful source of information on religion 
or belief in Scotland. However, this is largely out of date and many 
other social surveys do not collect information on religion. Similarly, 
schools and colleges do not routinely collect information on religion. 

Sexual Orientation

Data availability is one of the key issues in relation to reporting on 
evidence for sexual orientation. Sexual orientation has been included 
in all major equality legislation for the past decade; however, there 
is a lack of evidence in relation to employment and education. What 
evidence does exist tends to be qualitative or from small scale 
surveys. It should be noted that even when surveys collect data on 
sexual orientation numbers may not be an accurate reflection of the 
population due to reluctance to disclose sexual orientation.

A question on sexual orientation is to be included in the 2022 census 
which will greatly improve understanding. 
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