
Inclusion Scotland 

Inclusion Scotland (IS) is a national network of disabled peoples' organisations and 
individual disabled people. Our main aim is to draw attention to the physical, social, 
economic, cultural and attitudinal barriers that affect disabled people‟s everyday lives and 
to encourage a wider understanding of those issues throughout Scotland. Inclusion 
Scotland is part of the disabled people‟s Independent Living Movement. 
 
Inclusion Scotland supports the overall Scottish Government objective that public bodies 
should reflect the diversity of people who live in Scotland, from different ethnic minority 
communities, disabled people, LGBTI people, men and women. However, we are 
concerned that by focussing only on gender representation this Bill is a missed opportunity 
to address the wider underrepresentation of people with protected characteristics, 
including disabled people.  
 
Disabled people face massive physical, informational and attitudinal barriers to 
participation in Scottish political and public life. In 2016, the proportion of disabled people 
applying for and being appointed to public bodies fell. Scottish Government‟s Public 
Appointments Team Diversity Analysis report published in March 2017 reported that 
“overall, in 2016 the level of applicants declaring at least one disability (9.8%) was lower 
than in each of the four preceding years which ranged from 10.3% (in 2014) to 14.6% (in 
2012).” 10.1% of those appointed declared a disability, compared with 10.3% in 2015. The 
proportion of women appointed to public bodies in 2016 rose to 59%. 
 
We believe there is a need to bring forward a duty on Scottish Ministers to improve the 
diversity of public appointments for all underrepresented groups, not just on gender. This 
requires a more thorough review of the public appointments process to ensure that 
barriers are removed at all stages of the appointments process. Some of the measures we 
suggest are included in our report to the Public Appointments Team (see Annex A)1. 
 
As a result of our lived experience, disabled people can make a positive contribution to 
improving the decision-making of public bodies. We know from that first-hand experience 
what barriers prevent our inclusion, and what needs to be done to remove them. Such 
barriers are often not obvious to others, even if well-informed, and opening up access to 
disabled people can often make things more accessible for other under-represented 
groups too.  
 
• the impact, if any, on people applying for an appointment as a non-executive 

member of a public board; 
The proposals in Section 4 of the Bill will not in themselves address the under-
representation of women, or other people with protected characteristics, Section 4(1) of 
the Bill reiterates that “the appointing person must determine whether any particular 
candidate is best qualified for the appointment.” The measures in Section 4(3) to give 
preference to a woman will only apply where two or more candidates are equally qualified. 
Ministers already have this discretion. 
 
The issue is about ensuring that the selection criteria for appointment both encourage 
applications from and give an equal opportunity for appointment to people from under-
represented groups. 
  

                                                           
1
 Inclusion Scotland was approached by the Scottish Government Public Appointments Team to carry out some short 

term work, between April and June 2016, on increasing disabled people’s access to public appointments. Recognising 
the limitations on what could be achieved during this timescale, the project proposal identified a series of longer term 
outcomes and short-term outputs, activities and key performance indicators. A summary of the project’s 
recommendations is attached in Annex. A. 
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Selection criteria and person specification are often carbon copies of the skills and 
experience of those vacating a board. When a vacancy arises, the opportunity should be 
taken to diversify the skills and experience that are taken into account. In particular, care 
should be taken to avoid unconscious bias in person specifications. For example, almost 
by definition, people from underrepresented groups are less likely to be able to 
demonstrate previous experience of being on a board.  
  
In setting the selection criteria for an appointments round, the Minister should take account 
of the overall balance of a board, including how representative it is. Selection panels 
should examine how the person specification matrix will identify applicants who may 
increase the diversity of the board.  
 
Application forms should enable applicants to demonstrate how their personal skills and 
life experience can contribute to the work of the public body, even where this does not 
exactly match the person specification. The anonymised nature of application forms can 
make it difficult for selection panels, when short listing, to take account of whether an 
applicant comes from an underrepresented group, including gender. For example, the 
2016 Mobility and Access Committee for Scotland (MACS) appointment round identified a 
need for people with a learning impairment or mental health issue to be appointed. 
However, there was no way to identify if a person had a learning impairment or mental 
health issue from the application form. 
 

 the impact, if any, for those public authorities responsible for encouraging and 
recruiting women to public boards as non-executive members; 

 
Ministers and selection panels already have powers to encourage applications from under-
represented groups. 
 
Encouraging more applications from underrepresented groups is crucial to addressing the 
need for greater diversity. When commencing any public appointments round, there should 
be a duty on Scottish Ministers to include in their review of the current Board members‟ 
roles, skills, knowledge and experience an examination of what action they can take to 
increase the likelihood of attracting a more diverse range of applicants 
 
Section 5 may inadvertently discriminate against other underrepresented groups as it 
places a statutory duty on a public board to take steps to encourage women to apply, but 
paces no similar duty on them to encourage applications from other under-represented 
groups (including, for example, disabled women). 
 
 

 the Bill requires public boards to report on the operation of the Act, although 
Scottish Ministers can regulate how this should happen; what should any 
reporting requirements cover and why; 

 
The Scottish Government Public Appointments Team already publishes an annual 
diversity analysis report, and therefore it would seem reasonable to include a requirement 
to report annually on the implementation of the Bill. 
 

 whether there should be penalties for non-compliance with the Bill and what 
these should be and why; 
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Monitoring of non-compliance should be the responsibility of the Commissioner for Ethical 
Standards in Public Life in Scotland, who can report any failure to comply to the Scottish 
Parliament. 
 

 Please tell us about any other comments you feel are relevant to the Bill. 
 

Inclusion Scotland is concerned that the measures proposed by the Bill may have an 
unintended adverse impact on other people who share protected characteristics, including 
disabled people, as it places a duty on Scottish Ministers to consider gender ahead of any 
other protected characteristic. 
 
 
If you require any clarification or further information on this submission, please contact: 
 
Iain Smith;  
Policy & Public Affairs Officer,  
Inclusion Scotland  
 
Hayweight House, 23 Lauriston Street, Edinburgh, EH3 9DQ 
0131 281 0862;   Email: iain@inclusionscotland.org 
Visit our website: www.inclusionscotland.org  
 
 
 
 

 
  

mailto:iain@inclusionscotland.org
http://www.inclusionscotland.org/
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ANNEX A: 
 
Increasing the representation of disabled people in public appointments 

Report to Scottish Government Public Appointments Team, October 2016 

Summary of recommendations 

Outcome one: Improved understanding of why disabled people are significantly 

under-represented 

1.1 The Scottish Government Public Appointments team and the Commissioner for 

Public Appointments should review what action was taken on the recommendations 

in the Diversity Delivers report and those arising from the engagement events in 

2011. Where they have not been acted upon, the barriers that intervened to prevent 

progress need to be identified, and strategies developed for their removal. 

1.2 While further action to improve understanding of the reasons for disabled people‟s 

under-representation should continue, the emphasis should on action to address the 

extensive evidence already available about these reasons.  

1.3 A larger scale, longer-term project needs to be drawn up in co-production with 

disabled people and other key stakeholders, to co-design action to implement the 

recommendations of previous exercises and those of the project which forms the 

subject of this report, and monitor progress. 

1.4 Future work to address findings and take forward recommendations should be 

overseen by a steering group/ forum made up of disabled people. 

1.5 Ways of increasing the involvement of disabled people and their organisations in 

designing activities and carrying them out should be explored continuously. 

1.6 There are many reasons why challenges to current practices, and proposals for 

change, may be greeted defensively and resisted. Leadership will be required to 

support those who need to make changes to be receptive to proposals and view 

them positively.  

Outcome two: Identification of baseline and action, a) by capacity-building all 

parties and b) through examining all stages and adjusting to open up access 

Baselines 

2.1 Whilst recognising there may be data protection issues regarding breakdowns by 

individual public bodies, we recommend that the Scottish Government carry out 

analysis of which public bodies have a diverse membership and which do not. 

Capacity-building all parties 

2.2 To support all parties to make changes, to develop understanding of the value of 

addressing under-representation, and build acceptance and ownership of the need 

for change, capacity-building of various kinds will be required. 

2.3 Scottish Ministers may wish as standard practice to be supported to include in their 

review of the current Board members‟ roles, skills, knowledge and experience an 

examination of what action they can take to increase the likelihood of attracting a 

more diverse range of applicants. 
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2.4 The make-up of selection panels could be required to include an external member 

from under-represented groups. (NB it would be vital to ensure appropriate support is 

made available and promote/ support other panel members‟ receptivity to challenge.) 

2.5 A „Board Apprenticeship‟ scheme could be established. 

2.6 Applicants from under-represented groups who are „near misses‟ could be identified 

and invited to participate in a programme of development. 

2.7 Peer support networks could be established, involving disabled people who were 

past or are current public appointees (and perhaps „near misses‟). That group could 

also be a source of ongoing expert advice to the Public Appointments Team and 

Commissioner on increasing accessibility and good practice. They might also be a 

source of suitable „external‟ selection panel members.   

Stages and access 

2.8 Scottish Government should seize current legislative opportunities, both with regard 

to devolved and reserved disability (and carers) benefits, to make it explicitly unlawful 

for entitlement to such benefits to be reviewed as a consequence of applying for or 

taking up a public appointment, or for payments received to be taken into account. 

2.9 Information packs should be made more user-friendly by reducing the amount of 

information contained in them to only that information that is essential for the specific 

appointment round. Other information can be signposted or provided as an appendix. 

2.10 Information Packs should always provide information on Equality and Diversity and 

reasonable adjustments at the start of the pack.  

2.11 The Public Appointments team could prepare a library of alternative formats for those 

parts of an information pack that are common to all applications, and exemplars for 

other sections of the information pack. These should be coproduced with users of 

these formats. 

2.12 Multiple ways of applying need to be established, and actively and prominently 

promoted. 

2.13 Availability of alternative formats for application forms and support for completing 

application forms should be prominently promoted on the Appointed for Scotland 

website and in all publicity material for appointments. 

2.14 A similar exercise needs to be carried out with regard to all other stages of the 

recruitment process. 

Outcome three: MACS appointment round used to test out approaches and gather 

further intelligence, which can then be applied to a more ‘generic’ appointment 

round. 

3.1 An ongoing programme of information and capacity-building events, open days, etc., 

should be established by all public bodies, as well as Scottish Government and the 

Commissioner. 

3.2 Advice and support should be sought from DPOs with experience of running 

accessible events. 
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3.3 There should be exploration of the many ways in which disabled people who 

currently serve (or have previously served) in publicly appointed roles could act as 

role models, and support or build the confidence of disabled people who might be 

interested in public appointments, or successfully appointed.  

3.4 Full consideration should be given to the use of surveys, to get feedback on specific 

recruitment rounds or events, capture learning points on improving accessibility, as 

awareness-raising tools, and to track levels of awareness at regular intervals over 

time.  

3.5 As MACS is not typical of publicly appointed Boards/ Committees, the involvement of 

Disabled People‟s Organisations as advisers to selection panels should be piloted on 

a number of appointment rounds, to help increase understanding of systematic or 

attitudinal barriers that require to be addressed, and to further develop and 

consolidate good practice.   

3.6 Learning from the exercise with MACS and other sources, as available, needs to be 

pulled together, transformed into accessible guidance, piloted via other recruitment 

rounds, reviewed, amended as necessary and then widely promoted. The longer 

term outcome needs to be amended to reflect this next phase of activity.   

Outcome four: Disabled people are aware of public appointment opportunities, 

express an interest and receive support to put themselves forward. 

4.1 A wide-ranging communications strategy is required to plug information gaps, 

including about support and reasonable adjustments available, the „type‟ of person 

who is „suitable‟ and about what public bodies are. 

4.2 This wide-ranging communications strategy should include targeting disability-

specific publications/ media, ensuring the accessibility of adverts, and highlighting the 

particular contributions that disabled people might be well-placed to make.  

4.3 Straightforward adjustments to the Public Appointments web-site should be made 

without delay, including changing the default font-size, providing prominent 

information on reasonable adjustments, and profiles of and blogs from disabled 

appointees.  

4.4 There should be a full accessibility audit for the „Appointed for Scotland‟ website, and 

ideally the web-site of the Commissioner for Public Appointments, carried out in 

partnership with appropriate Disabled People‟s Organisations 

Outcome five: Reflecting the diversity of public appointments, scope to diversify 

roles, knowledge and experience required, process, and Board functioning is 

explored and identified.  

5.1 The Public Appointment Commissioner could be urged to consider whether it might 

be a requirement of all Boards or Committees that they include representation from 

the end users of their services, etc, or that each must appoint to the Board/ 

Committee an equality and diversity adviser with lived experience. 

5.2 The Public Appointment Commissioner could be urged to consider whether the usual 

„essential for all to have‟ (like understanding/ experience of strategy, governance, 

etc.) criteria really are essential for all to have, or just a majority. 
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5.3 The Public Appointment Commissioner could be urged to consider whether a robust 

process of co-option to Boards/ Committees might be established as a means of 

increasing diversity. 

5.4 Selection panels should examine how the person specification matrix will identify 

applicants who may increase the diversity of the board. Specifically, selection panels 

need to consider how they identify and measure those things that only some 

members of the panel may need, which may include being a disabled person. 

5.5 There is a great deal that Boards/ Committees can do to ensure that the way they 

operate is fully inclusive, including reviewing the accessibility of meeting venues, 

issuing papers well in advance, induction packs in accessible formats, disability 

equality training for other Board members, and exploring other ways to capacity build 

and involve disabled people in their work. 

5.6 The traditional ways in which Boards/ Committees operate (face-to-face meetings, 

during working hours, lots of paperwork, etc.) could be reviewed to see whether more 

accessible, equally effective ways of carrying out their business can be developed. 

5.7 Boards/ Committees could be encouraged and supported to establish equality and 

diversity advisory bodies of under-represented groups with lived experience. 
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