
EQUALITIES AND HUMAN RIGHTS COMMITTEE 

RACE EQUALITY, EMPLOYMENT AND SKILLS INQUIRY  

SUBMISSION FROM THE CARE INSPECTORATE 

 
The Care Inspectorate is the official body responsible for inspecting standards of 
care in Scotland. That means we regulate and inspect care services to make sure 
they meet the right standards and help them improve if needed. We also carry out 
joint inspections with other scrutiny bodies to check how well different organisations 
in local areas are working to support adults and children. We help ensure social 
work, including criminal justice social work, meets high standards.  
 
Across all our work, we provide independent assurance and protection for people 
who experience care, their families and carers and the wider public. In addition, we 
play a significant role in supporting improvements in the quality of care, and reducing 
health and social inequalities, in Scotland. As the scrutiny and improvement body for 
social care and social work, we have a strong interest in this area and are happy to 
provide a professional perspective drawn on evidence we hold. We regulate, inspect 
and support improvement in a wide range of care services for children, adults and 
older people, and also work with all local authorities, community planning 
partnerships, health and social care partnerships, and with community justice 
partners. 
 
a. How does your organisation work together with schools, colleges and 

universities to help people from minority ethnic communities move into 
your workplace? 

 
The Care Inspectorate has recently undertaken an exercise to scope out the 
colleges and universities that match with the geographical spread of our 
organisation to develop meaningful relationships.  Our aim is to make sure that 
our staff population is representative of the communities in which we serve.  Our 
plan is to build relationships that will ultimately develop future pipelines that we 
can recruit from.  We intend to do this by linking in with career services, attending 
recruitment fairs, and offering placement and internships, etc. 

 
b. How does your organisation encourage more people from minority ethnic 

communities to apply to work in your organisation? 
 
Research shows that 20% of BAME applicants felt more comfortable applying for 
a role when they had a better understanding of the process and a view of what 
it’s like to work on a day to day basis within an organisation.1  We are currently 
developing a recruitment landing page and our plan is to include information 
about the recruitment process and what it’s like to work in our organisation.  We 
are going to create videos and include testimonies, with employees from minority 
ethnic communities, to further attract applications from this group.  
 

                                                 
 



In addition, our organisation attends and / or speaks at conferences, often to 
audiences from minority ethnic communities, and this engagement also attracts 
applications. 

 
c. What support does your organisation give to retain people from minority 

ethnic communities in your organisation? For example, women returning to 
work or opportunities for progression. 

 
We provide a comprehensive range of support measures to ensure we act as an 
exemplar employer for all our staff.  These include, for example: 
 

• A flexible induction programme, welcoming new employees to their team, 
office, the wider organisation and role   

• A flexible and development focussed performance appraisal process 

• A comprehensive range of learning and development opportunities to 
support our staff to develop in their role and career 

• A comprehensive employee assistance programme, which includes 
access to counselling and advice on a range of issues such as financial 
planning, stress management, healthy eating, anxiety etc 

• Healthy working lives initiatives   

• Access to a broad range of temporary and permanent flexible working 
arrangements and flexi time 

• Internal coaching scheme which can match any employee with an internal 
coach for up to six coaching sessions 

 
Where employees require additional support to balance their work, home and 
caring responsibilities, we offer a range of special leave arrangements, as well as 
paid carers leave.  Our flexible working policy also supports employees to agree 
working patterns and arrangements which can help them balance their different 
responsibilities effectively.  
 
We also offer a range of supports and reasonable adjustments for our employees 
with their health condition or disability.  This includes bespoke ICT packages, 
such as speech recognition software, and workplace adjustments, such as 
amended duties, working patterns or home working.   
 
We also plan to consult with our current BAME employees to understand from 
their perspective how we can encourage more people from ethnic communities to 
apply to work for, and stay with, our organisation.  

 
d. How does your organisation deal with racism and discrimination in the 

workplace? For example, does everyone know their responsibilities? 
 

• Our Employee Code of Conduct states “The Care Inspectorate views 
discrimination, harassment or victimisation at work as a serious matter. Any 
employee who feels that they have been the victim of unfair or inappropriate 



treatment should raise the matter with their line manager, contact Human 
Resources or their trade union representative.” 

• Professional Codes of Conduct also apply to all of our staff who are registered 
with a professional body such as the SSSC, GTCS and NMC.   

• Our Dignity at Work Policy defines the process by which our employees can 
report bullying, harassment, discrimination or victimisation. The policy 
explains the procedure for raising a concern and the roles and responsibilities 
of the different parties involved. The policy is currently being reviewed and 
consulted on. Once the policy is approved, it will be implemented, and training 
provided to managers regarding their role and responsibilities.  

• Our Equality & Diversity Policy and separate guidance for managers sets out 
our legal responsibilities and the expectations of managers. 

• Our Equal Pay Statement references race.  We monitor and report on areas 
of occupational segregation (both horizontal and vertical), and pay and 

grading arrangements by role, level and distribution across the organisation.  
We also produce a breakdown of this information against the protected 
characteristics of disability, race and sex.  

• We have a Zero Tolerance policy which sets out our process for investigating, 
managing and supporting employees who experience incidents of violence, 
abuse or threat to staff from the public.  

• Our performance appraisal process focuses on the whole person not just 
work-related performance. This means discussing behaviour and where 
required setting behavioural goals. The 1-1 format provides the manager and 
employee with an opportunity to raise and address any behavioural concerns. 

• Our organisational values, in particular those of dignity, person centred and 
respect, that are incompatible with discrimination, harassment and 
victimisation are reinforced in all our people management policies. 

• We assess the equality impact for all new policies and those that have 
significantly changed.  The purpose of the assessment means we are 
confident that our policies do not disadvantage anyone with a protected 
characteristic.  We use the Scottish Government Equality Evidence Finder 
and the Equality Evidence Toolkit. 

 
e. What initiatives or training and development opportunities does your 

organisation have to encourage a diverse workforce? 
 

• We invest heavily in the development of our staff.  Our performance appraisal 
process is development focussed and all staff can access a range of training 
opportunities relevant to their personal and professional development each 
year.  We also provide funding for staff to complete external courses and 
complete academic qualifications to support career development and 
progression.  

• Our corporate induction process is currently being redesigned and will include 
a range of training on equality and diversity. 



• We will also require all of our staff to complete a range of e-learning modules 
covering the Equality Act and Diversity.  We have recently procured new 
content, and this will be rolled out over the coming months.  This training will 
build on our previous work and strengthens our approach to include new 
topics such as unconscious bias, bullying and harassment, and inclusive 
leadership. 

• All of our staff also have access to an online learning portal with a range of 
self-directed learning resources.  Topics include mentoring racial or ethnic 
minorities and more generic information about managing diversity, managing 
diversity in recruitment and selection 

 

Public Sector Equality Duty 
 
We are a Scottish public authority which means we are covered not only by the 
general public sector equality duty under the Equality Act 2010, but also by the 
specific duties in Scotland. This means we must publish a statement on equal pay 
and specify our policy on equal pay in relation to race and specify occupational 
segregation within our workforce every four years. 

 

Mainstreaming report 

The specific duties require us as a listed authority to publish a mainstreaming report 
on the progress we have made in integrating the general equality duty into the 
exercise of our functions, so as to better perform that duty. We need to publish a 
report every two years.  

Our last mainstreaming report was published in April 2019.  
 
Equality outcome 3 states:  ‘Our workforce is well informed, engaged around 
equality issues and reflect Scotland’s diverse population’ with a specific action to 
‘Review recruitment and selection strategy to attract a more gender and ethnically 
diverse applicant pool across all roles including reviewing how we offer, promote and 
publicise the full range of flexible working options open to our staff to identify any 
barriers to their take up for particular levels of our workforce’. The review is planned 
to take place during 2020.  
 
Our strategic workforce plan also makes a clear statement and commitment to be an 
inclusive employer of choice and promote equality of opportunity for all within the 
organisation. The strategic workforce plan, outcome 4 states ‘My organisation is 
committed to creating a diverse and inclusive workplace’. We want to attract, retain 
and develop the best talent and give every individual in our workforce the 
opportunity to progress. Tackling inequality is a strategic aim and, as an employer, 
we want to be fully representative of a modern Scotland, making sure our workforce 
represents different backgrounds. 

 



Monitoring information 

Our workforce predominantly identifies under the White British, Scottish or other 
British categories. Employee numbers have not changed between 2017-2018 and 
2018-2019. There has also been an increase of those who have not stated their 
ethnicity from 35% in 2017-2018 to 39.6% in 2018-2019. 

 

Further action 

Although the largest proportion of job applicants to the Care Inspectorate identify as 
white or do not state their ethnicity, we also see a diverse group of applicants, 
although there are low numbers of candidates from other ethnic backgrounds. As 
part of the recruitment and selection review, we will continue to review how we 
attract candidates from a range of diverse communities and backgrounds. This will 
help us to promote our organisation as an employer of choice. 
 
A new applicant tracker has been developed to assist with the measurement of 
recruitment activity (for instance, the timescales between the different stages of the 
recruitment and selection process). This will be used to assist with equal 
opportunities monitoring. 
 
We are also reviewing how we collect equality data from job applicants to make the 
process easier for them and encourage higher levels of disclosure.  
 
We are aware this information does not provide a full picture of our employees as 
some may not have disclosed information on all of their protected characteristics. 
We will proactively encourage colleagues to provide information on these areas 
through internal engagement.  
 
We will be consulting on new equality outcomes in 2020 and as part of this will work 
with stakeholders with expertise in race equality and community engagement to 
develop a relevant resource to sit alongside the National Standards for Community 
Engagement which addresses the issues raised in the framework development 
process around public sector engagement with minority ethnic communities. (Race 
Equality Framework for Scotland). 
 
Through the NDPB equality group we are looking forward to working with the 
Scottish National Equality Improvement Project (SNEIP) to share ideas, knowledge 
and best practice to help build the capacity of public sector organisations. SNEIP is 
currently being refreshed/ new terms of reference/ membership etc. This will help to 
drive improvement in terms of The Race Equality Action Plan 2017–21. 

 

Ethnicity pay gap 

The largest reported ethnicity is White Scottish. There is a -5% pay gap between 
those who are White Scottish in comparison to other reported ethnicities. This could 



be due to 20.5% of White Scottish employees working in Grades 1-3 and 50.6% 
working in Grades 4-6. 
 
We also receive feedback from: 
 

• Human resources during the policy consultation process 

• Policy review group 

• The Corporate Equalities Group 

• The employee survey 

 
The Corporate Equality Group (who mainstream equalities within our organisation) 
are currently considering signing up to the ‘Business in the Community Race 
Charter’ with a view to helping to promote diversity within our organisation.   
 


