Employer equality outcomes 2025-29

The Public Sector Equality Duty requires public authorities to have due regard to certain equality considerations when exercising their functions, like
making decisions. One requirement under the specific duties is to publish equality outcomes every four years and report on progress every two
years — these must include employer equality outcomes. You can see our current equality outcomes in our mainstreaming report.

The purpose of this consultation is to let you know about our proposed employer equality outcomes for 2025-29. We have drafted these outcomes
based on our obligations under the Equality Act and Public Sector Equality Duty, our workforce strategy and Fair Work First requirements. We would

welcome your views on any of the outcomes.

Outcome 1

Action

Measures/Evidence

Improved quality of employee data across all
equality protected characteristics

Prefer not to answer option available on MyView
for all questions

Data gathered at onboarding process & annual
comms to employees to provide/update data
Review Pls & how/where to report

Reduced data gaps for protected characteristics

Pl reporting for data completion aligned to the
workforce strategy
Pentana reporting updated

Outcome 2

Action

Measures/Evidence

Address workplace inequalities including pay
and employment gaps for women, racialised
minorities, disabled people and workers aged
16-24 and over 50.

Analyse and track equality statistics to identify
trends

Implement living wage for apprentices

Roll out CV option on MJS; implement digital
RTW checks as an option

Continue to run and promote intern & graduate
scheme

Promote positive initiatives eg disability
confident employer, specific disability support,
equally safe, family flexible leave, wellbeing

Analysis carried out reported &
monitored/actions set as appropriate

Living Wage in place for apprentices

Recruitment, retention and promotion
processes free from discrimination

Graduate scheme in place

Acceptance/rejection of family flexible leave
Proportionate employment of protected
characteristics aligned with local area stats
Communication plan for promotion of initiatives



https://www.gov.uk/government/publications/public-sector-equality-duty-guidance-for-public-authorities/public-sector-equality-duty-guidance-for-public-authorities#introduction
https://www.falkirk.gov.uk/services/council-democracy/equality/docs/Equality%20Outcomes%20and%20Mainstreaming%20Report.pdf?v=202309200957

support including menopause, support for
racialised minority employees/applicants

Improve Access to work process & awareness

Review Equal Opportunities Policy

Additional guidance & supportin place

Updated Equal Opportunities Policy approved

Outcome 3

Action

Measures/Evidence

Reduced job segregation and pay gaps
relating to gender, disability and ethnicity

Participate in SPDS equality group consistent
pay gap reporting pilot

Regularly monitor and review existing pay and
conditions which includes equal pay audits
Analyse changes in pay gap as reported to LGBF

Continue to implement robust job evaluation
process

Consistent pay gap reporting in place

Equal pay audit completed
Pay inequalities identified and eliminated if not
justified

LGBF stats

Posts progressing through job evaluation group
with TU input

Outcome 4

Action

Measures/Evidence

Increased awareness and understanding of
equality and diversity within the workforce

Review equality & diversity training including
duties to reduce sexual harassment under The
Worker Protection (Amendment of Equality Act)
Act 2023

Add to learning pathways as mandatory training
& monitor

Consider alternative training for frontline
employees with services

Increased completion of online course &
alternative training




Communications about sexual harassment
duty, how to report, risk assessments

Regular organisational survey question

Managers FAQ session on equality topics

Communications issued
Risk assessments updated
Reporting process in place

Survey results

Attendance at FAQ sessions




