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Introduction 

The Scottish Social Services Council (SSSC) is the regulator for the social service 

workforce in Scotland. Our work means the people of Scotland can count on social 

services being provided by a trusted, skilled and confident workforce.  

The SSSC is committed to equality, diversity and inclusion. Our work actively 

promotes human rights and the core principles of dignity, fairness, equality, respect 

and autonomy. We are driven by the desire to deliver services which promote these 

values.  

While we place equalities work at the centre of what we do, we recognise that there 

are still significant challenges for our organisation in relation to diversity. This response 

has revealed where we can improve how we approach diversity in our organisation 

and has prompted us to take action to improve.  

Evolve 

Our response refers to Evolve, our new organisational development programme. The 

development of this programme presents an opportunity to improve our approach to 

diversity, in particular in relation to recruitment and retention of BAME employees. 

Evolve is comprised of six workstreams, each covering a separate aspect of 

employment with the SSSC. This programme aims to nurture and develop our 

employees throughout their employment with the SSSC. The Evolve programme is 

based on employee feedback and will help us better address the needs of our staff 

and make the SSSC a better place for everyone to work. 

As the recruitment workstream of Evolve is implemented our Organisational 

Development, Human Resources and Strategic Communications teams will look at 

how we can support greater diversity of our workforce in the future.  This may be 

achieved through specific recruitment campaigns or targeted approaches, however, 

we will use advice from other national forums who work with diversity groups to gain 

insight and understanding into how better to reach ethnic minority groups when 

recruiting for roles. We will also explore how we can capture and convey the skills and 

performance we need from our staff and how they contribute to meeting the ongoing 

demands of the SSSC. 

 

 

 



Q1. How does your organisation work together with schools, colleges and 

universities to help people from minority ethnic communities move into your 

work place?  

The SSSC engages in outreach activities with universities and colleges to increase 

awareness of our organisation and the role we carry out. For example, we offer intern 

work placements and work experience, we guest lecture on some courses, and we 

engage in mentorship. We have also worked with Skills Development Scotland to 

develop employability skills definitions. It is our intention that these activities will 

present the SSSC as a desirable employer to a wide range of candidates, including 

BAME and other individuals with protected characteristics. 

We also regularly offer modern apprenticeships to young people between the ages of 

16 and 24. These apprenticeships offer on the job training, paid work experience and 

qualifications and allow a broad range of young people the opportunity to begin a 

career with us.  

 

Q2. How does your organisation encourage more people from minority ethnic 

communities to apply to work in your organisation?  

The work that is currently being done in relation to the Reach workstream of Evolve 

concerns how we can improve our practical recruitment process through better online 

application access. Once this work is concluded our organisational development and 

human resources teams will look at ways they can consult with different diversity 

groups to look at how we can encourage more people from ethnic minority 

communities to apply to work for the SSSC 

A significant challenge we face in analysing our progress in relation to increasing the 

diversity of our workforce, including increasing the number of BAME individuals 

employed by the SSSC, lies in gathering equalities data.  We are in the process of 

launching a new internal campaign to highlight to staff the importance of sharing 

equalities data with us which will lead to more reliable equalities information and 

improve our understanding of how we can encourage more diversity in our workforce.  

 

Q3. 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.  

Considering equality throughout our work  

One of the ways we seek to retain workers from minority ethnic communities is by 

ensuring that equalities considerations are key in our decision making. We are 

committed to promoting equality and diversity in our work and being part of the societal 

change needed to tackle racism. We further deliver on our commitment to equalities 

through carrying out Equality Impact Assessments (EqIAs) for the policies and projects 

we look to implement, including key stakeholders in our decision making in line with 



our Involving People Plan, being transparent by publishing relevant equalities reports, 

providing training, and using equalities data to improve services. We are also 

undertaking work to ensure that all our digital resources and our intranet pages are 

compliant with accessibility standards. 

We are revising our EqIA process to make it easier for policymakers within the 

organisation to engage with issues concerning protected characteristics, of which race 

is one. Our new approach also aims to help staff to consider the impact of their policies 

on a wider range of groups including care experienced children and young people and 

island communities.   

Caring for our staff  

We also seek to retain staff by making sure they feel cared for and safe in their 

employment. We have recently started conducting in person hearings again, this has 

required that a small number of staff to return to our office. In doing so it has been our 

priority to ensure that our staff feel safe and supported prior to returning to the office. 

To assist with this we have asked staff complete the Scottish Government’s COVID-

19 Occupational Risk Assessment Tool, which uses ethnicity as a key factor in 

determining the risk of contracting COVID-19 and allows workers from BAME 

backgrounds to become aware of and engage with the risks associated with a return 

to the office. 

Following our response to the COVID-19 pandemic, we will be encouraging staff to 

continue remote working as much as is practical. We are developing our home-

working/agile policy and are keen to discuss individual arrangements and consider full 

home working as a permanent option depending on individual job requirements. This 

will allow us to broaden our recruitment beyond the Dundee area and means we may 

be able to appeal to a more diverse workforce. 

The SSSC offers all employees support measures to ensure they continue seeing the 

SSSC as a positive place to work. We operate flexible working hours to allow staff to 

work a schedule that works for them. We also promote a number of schemes such as 

Healthy Working Lives, the Continuing Education Policy, the Carers Policy, and Career 

Breaks.  

 

Q4. How does your organisation deal with racism and discrimination in the work 

place? For example, does everyone know their responsibilities?  

We have recently revised our Equality, Diversity and Inclusion policy which makes it 
clear that staff must be familiar and comply with the policy and our other statutory 
obligations. The Equality, Diversity and Inclusion Policy applies to all SSSC employees 
and sits alongside our Dignity at Work policy which details how we deal with instances 
of harassment and bullying within the workplace.  
The policy makes it clear that the SSSC takes very seriously any instances of staff 

failing to follow the policy and that failing to do so could mean being investigated in 

line with our disciplinary procedure. 



We recently released our ‘Treating Everyone Fairly’ statement. This statement 

articulates our commitment against all forms of racism and recognises the important 

role played by the social service sector in fighting discrimination. We are committed to 

going beyond the minimum statutory duties when it comes to considering and 

promoting equality, diversity and inclusion for people with protected characteristics. 

 

Q5. What initiatives or training and development opportunities does your 

organisation have to encourage a diverse workforce? 

Raising staff awareness 

To increase awareness of equalities issues, we are upgrading our approach to 

promoting equality, diversity and inclusion throughout the SSSC. In summer 2020 our 

Council and senior management teams held development sessions on how to 

mainstream and consider the public sector equality duty in our work. We are 

developing strategies for ensuring our staff have a greater understanding of our 

approach and our public sector equality duties.  

One of the main ways we plan to raise staff awareness is through the Equality, 

Diversity and Inclusion Group (EDIG). This working group is comprised of senior 

leaders from across the organisation and is chaired by a member of the executive 

management team. The involvement of senior and strategic leadership in this group 

means that it will be able to act as a driver for change and can have a meaningful 

impact on the day to day operations of the organisation. 

One of the strategies being driven by the EDIG is the development of a new induction 

programme. As part of that approach staff will be required to think about how our wider 

statutory responsibilities interact with their role. This new programme will be a two-part 

approach. The first part will deliver basic knowledge of the Public Sector Equality Duty 

and is intended to be conducted through our existing online training platform. The 

second part will be ‘fairness for all training’ which will take the form of discussion 

sessions that focus on wider equalities issues.  

We are also developing a first line manager leadership programme to ensure that 

those with management responsibilities have the tools to effectively carry out their 

roles and get the most from their teams. We are also going to be making it a 

requirement that managers have formal management qualifications. 

Wider sector 

This response focuses on the steps that we are taking to enable people from minority 

ethnic communities to work at the SSSC. We also have a key role in promoting careers 

in social care. Our website provides inspirational stories and resources to show how 

staff can develop their career in the sector.1  

                                                           
 


