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The Children's Hearings System is Scotland’s distinct statutory system, in which 
concerns about a child’s circumstances (whether about the care or treatment of the 
child by adults or the behaviour of the child) are considered by Children’s Reporters 
and then by panel members in a Children’s Hearing, who make a decision about 
whether there needs to be compulsory professional involvement with the child and 
family.  
 
In the Children’s Hearings System:  

• the needs of children or young people are addressed through one holistic and 
integrated system which considers all the circumstances of the child and the 
child’s welfare 

• the welfare of the child remains at the centre of all decision making and the 
child’s best interests are paramount throughout  

• the child’s engagement and participation is crucial to good decision making  

• the rights of children and families are respected 
 
The role and purpose of SCRA is: 

1. Receiving referrals for children/young people who may be at risk. 
2. Ensuring that other public agencies carry out enquiries and assessments into 

children/ young people’s circumstances so we can make informed decisions 
about children/young people referred to us. 

3. Making decisions on whether to refer a child/young person to a Children’s 
Hearing if they need compulsory measures of supervision. 

4. Drafting the grounds for the Hearing. 
5. Arranging for Hearings to take place when we decide that compulsory 

measures of supervision are warranted and where there is sufficient evidence 
to prove the grounds. 

6. Ensuring fair process takes place within the Hearing, including the rights of 
those in attendance being met. 

7. Having a key role in establishing grounds of referral in court, where these are 
contested, and in defending decisions of Children’s Hearings which are subject 
to appeal. 

 
Our Vision: Children and young people will be listened to, protected and supported to 
realise a positive future where they are safe, valued and respected. 
 
Our Mission: We protect and support Scotland's children and young people, by 
making high quality decisions, upholding their rights and working collaboratively as 
compassionate, inclusive corporate parents to enable the most positive and 
personalised experience of the Children's Hearing System. 
 
Our Values: Our values are the shared motivations, beliefs and behaviours that 
underpin all that we do. 
 



 

SCRA are pleased to be able to provide evidence to the Committee; we hope that our 
evidence is useful and we would be happy to provide additional information or to 
provide further explanation if that is required.  

 

1. How does your organisation work together with schools, colleges and 
universities to help people from minority ethnic communities move into your 
work place?  

SCRA’s ‘Equalities and Inclusion Strategy 2018 – 2021’ places equality and inclusion 
at the centre of SCRA’s approach to our work  - for those in our work place and for 
those with whom we become involved as a result of the work we do. We hope this 
deliberate approach will help to integrate equalities and inclusion into our practice, 
policies and procedures, raise their profile within the organisation and promote greater 
diversity in our workforce. This will enhance our capacity to recognise and respond to 
the diverse and unique needs of the children, young people and their families whom 
we serve. 
 
In line with this, our ‘People Strategy 2020-23’ commits to taking appropriate action to 
attract a diverse range of applicants for each of our vacant roles as we seek to reflect 
the communities we serve in our own workplace demographics.   
 
Our People Strategy also includes reviewing our Youth Employment Strategy, 
specifically to provide broader opportunities for work experience, graduate and 
voluntary placements.  The intention is to develop effective working relationships with 
educational establishments to introduce SCRA to a broader community and generate 
interest in the work that we do, through sharing specific opportunities and by attending 
recruitment fairs.  We have attended secondary school information sessions, 
organised by Skills Development Scotland, to raise awareness of opportunities within 
SCRA and the broader public sector. 

 

2. How does your organisation encourage more people from minority ethnic 
communities to apply to work in your organisation?  

SCRA has just completed a full consultation and review of our Recruitment and 
Selection Policy and Procedures which have been developed very much with 
encouraging people from minority groups across all of the protected characteristics in 
the Equalities Act in mind (including an additional characteristic recognised by SCRA 
– care experience). We aim to ensure that SCRA’s policy and procedures support 
SCRA’s open and inclusive culture.   
 
Our policy and procedures aim to develop a more diverse workforce, including, but not 
limited to, minimising the risk of unconscious bias and / or direct or indirect 
discrimination in the implementation of any of our processes.   
 
Additionally, it is clear to us that we need to consider how and where we advertise 
externally to ensure that any under-represented protected characteristics within our 
current workforce feel able and supported to apply for roles within SCRA.   



 

 
We have also implemented a procedure that supports positive action in decision 
making e.g. where all things are equal in the selection process, a legitimate decision 
can be taken to appoint a candidate from an under-represented protected 
characteristic. 
 
SCRA’s procedure aims to support all candidates to have fair and accessible 
opportunities in their application for a vacancy, and/or their selection thereafter, 
regardless of any protected characteristic(s).  SCRA will consider any request for 
reasonable adjustments in the recruitment and selection process.  An information 
sheet is available with all adverts describing some of the supports available, e.g. 
reasonable adjustments to the methodology and/or time allowed for assessments.  
 
Our recruitment website includes ‘A Day in the Life of….’  case studies of our main 
roles which highlights the different activities undertaken so that clarity is provided to 
applicants.  Our website also has an accessibility tool called Recite Me which allows 
the applicant to change our website information into different languages, fonts and 
displays. 
 
To support the implementation of the revised Recruitment and Selection Policy, we 
are reviewing the wording, focus and placement of our recruitment adverts to increase 
our reach into a broader range of communities. 

 

3. 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.  

All of our policies apply equally to all protected characteristics.  We have a broad range 
of supportive policies ranging from induction, flexible working and flexi time schemes, 
generous leave policies, succession planning and development, coaching and 
mentoring (including reverse mentoring) policy, volunteering and rewards policies. 
 
We support employees who require reasonable adjustments in the workplace which 
can include alternative IT packages as well as changes in location, working hours etc. 
 
We have around 40 Inclusion Ambassadors across SCRA, with sub-groups 
representing protected characteristics.  Our Ethnic Minority and Faith Sub Group 
promote aspects of different faiths and encourage input at our Equalities Network from 
representatives from ethnic minority communities in raising awareness e.g. Roma 
Community. 
 
SCRA is a Living Wage Employer, and we are also a Disability Confident employer 
currently working towards being a Disability Leader employer.  We are also an 
accredited Carers Positive and Healthy Working Lives organisation. 
 
We have trained Mental Health First Aiders across the organisation and we are 
working towards the Mental Health at Work management standards through the 
development of our Mental Wealth Group. 



 

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

place? For example, does everyone know their responsibilities?  
 
We have recently reviewed our Dignity at Work policy in which SCRA is committed to 
eliminating discrimination, harassment, bullying, victimisation or sexual misconduct 
and encouraging diversity amongst our workforce. We oppose all forms of unlawful 
and unfair discrimination in terms of the Equality Act 2010 and the Human Rights Act 
1998, which provides protection in relation to nine protected characteristics. The 
protected characteristics are - age, disability, sex, gender reassignment, marital or civil 
partnership status, pregnancy or maternity, race, religion or belief or sexual 
orientation.  Additionally, SCRA recognises equality for children, young people and 
adults with experience of the care system and we actively treat care experience as the 
“tenth protected characteristic.”   
 
SCRA is committed to creating and maintaining a safe, welcoming, inclusive and 
diverse workplace, which nurtures a healthy environment and culture of mutual respect 
and consideration, enabling all staff to thrive without fear of harassment, 
discrimination, bullying, sexual violence, abuse, coercive behaviour, sexual 
harassment or related misconduct. 
 
The policy aims to:  
• Support and sustain a positive working environment for all staff, free from any form 
of inappropriate or unacceptable behaviour.  
• Make it clear that discrimination and harassment are unacceptable and everyone in 
SCRA has a role to play in creating a thriving environment, free from discrimination 
and harassment.  
• Make sure all staff are aware of their responsibilities under the policy.  
• To highlight the options to staff who feel they are or have been subject to bullying, 
harassment, discrimination, sexual misconduct, or any other inappropriate or 
unacceptable behaviour.  
• Provide a mechanism by which complaints can, wherever possible, be addressed in 
a timely way; be dealt with confidentially and the processes supporting it are fair, 
effective and clear to all concerned.  
Set out the responsibilities for managing and supporting staff when concerns are 
raised under this policy. 
 
When the revised Dignity at Work Policy was launched this was supported by 
mandatory e-learning for all staff on the expectations and procedures within the policy.  
A refresher course will be developed over the next 12 – 18 months.  This course forms 
part of SCRA’s Induction process. 
 
We have a clear staff code of conduct in which the behaviours and expectations of 
staff are outlined (this is due to be reviewed in 2021). 
 
Our Gender Pay Gap Report also focuses on race and disability to ensure that any 
actions are appropriately progressed under the Gender Pay Gap action plan. 
 



 

We have an active Women into Leadership Group which has seen SCRA advance 
opportunities for women and continues to recognise that there is further work to do in 
this area. 
 
We have implemented a revised Equalities and Human Rights Impact Assessment 
which all new and revised policies are subject to and the learning from that process is 
considered in the development of the policy/process.  Outcomes from our Impact 
Assessments are published on our website. 

 

5. What initiatives or training and development opportunities does your 
organisation have to encourage a diverse workforce?  

SCRA’s revised corporate e-induction includes a range of training on inclusion and 
equalities. 
 
SCRA’s supervision and appraisal frameworks focus is on individual wellbeing and 
personal development. Access to professional and personal learning is available or 
can be funded where appropriate. 
 
We provide all staff access to a wide range of e-learning on our learning platform.  
Included on that platform is mandatory equalities and diversity training, mandatory 
unconscious bias training, mandatory health, safety and wellbeing courses as well as 
access to a whole range of other personal and professional development modules, a 
number of which are on specific protected characteristics and how we can eliminate 
any barriers within our organisation. 
 
We have delivered training on trauma awareness and the impact of secondary trauma 
on individuals to our management group and we are about to roll out this training to all 
staff. 
 
We have made our management development programme available to staff in all 
grades to support progression through the organisation and we now have training 
paths that can support administrators into professional Reporter roles. 
 
Our Inclusion Ambassadors develop and deliver local training on bite size 
equalities/inclusion topics and we have plans to increase the reach of this training to 
more staff across our organisation. 
 
In 2019 SCRA was delighted to have been shortlisted for two Equalities awards. The 
first was for the Equality & Inclusion (enei) Awards 2019.  SCRA was shortlisted in the 
category Employee Network Group 2019. SCRA was also shortlisted as a finalist in 
The Herald and GenAnalytics Diversity Awards 2019 as a finalist in the Diversity in 
Public Sector category. We think that this was testimony to the equalities work that is 
ongoing across SCRA and we continue to build on this as we move forward. 
 
SCRA Equality and Inclusion, Human Resources, Practice and Policy Teams, August 
2020.   
 


