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1. Sexual harassment

Recent media reports about alleged sexual harassment at Westminster and Holyrood are deeply
concerning. My position is clear - there is no place for harassment or discrimination of any kind in the
Scottish Government and our commitment topromoting a positive and inclusive workplace is
unwavering. We all have the right to go to'work and live our lives free of abuse and intimidation.

| have agreed with the First Minister that we shall review our policies and processes to check that they
are effective and well understood. The review will be done carefully but quickly, through an
acceleration of work already underway as part of the People Plan.

This is about culture and behaviour as much as policies and process. We all have a part to play in
creating a positive culture by makingsure that we treat others with respect and dignity and by calling
it out when that doesn’t happen:” What you permit you promote — so it includes each of us
challenging unacceptable behaviour, reporting incidents and supporting colleagues, regardless of
whether the perceived harassment, victimisation, discrimination or bullying is intentional or
unintentional.

| wrote to all staff on this issue last week and | again want to offer reassurance that if you raise an
issue, you will be supported and the matter will be properly investigated. There are processes and
support in place for reporting any concerns or misconduct. It is important that we talk sensibly and
responsibly about this as an organisation — please talk to me or any other member of the senior
leadership team directly.

s Raview of sexual harassment policies

¢ Message from the Permanent Secretary

Reports in the media about alleged sexual harassment in Westminster and the Scottish Parliament
reinforce the need to be clear that there is no place for discrimination or harassment of any kind,
including here in the Scottish Government.

I have agreed with the First Minister that we will review our policies and processes to check that they
are effective and well understood. The review will be done carefully but quickly, through an
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acceleration of work already underway as part of the People Plan. We will work with trade unions
given their important role both in supporting individual members and informing the policy

review. Everyone must be confident that any issues raised will be handled with care and discretion — so
the review will also consider options such as an independent contact point.

If you want to help inform our approach or share concerns about current cultures or behaviours'then
please get in touch. Details are set out below along with sources of support which are also available
on Saltire.

Effective, well understood policies are only part of the story. This is about culture and behaviour as
much as policies and process. The SG2020 programme is addressing this - creating the kind of
organisation we want, and need, to be. It includes Paul Johnston leading work to shift our culture in
race equality, and [Redacted] and [Redacted] leading work on building positive and inclusive teams,
arising from 2016 People Survey data on bullying and harassment. And | look forwardto the results of
the 2017 people survey which closed earlier this week. It provides important evidence and data to
shape our actions and focus our efforts in making the organisation a good place to work.

We all have a part to play in creating a positive culture by making sure that we treat others with
respect and dignity and by calling it out when that doesn't.happen. What you permit you promote -
so this includes each of us challenging unacceptable behaviour, reporting incidents and supporting
colleagues, regardless of whether we think the perceived harassment, discrimination or bullying is
intentional or unintentional. It is important thatwe feel.able to talk sensibly and responsibly about this
as an organisation - please talk to me or any other member of the senior leadership team directly.

Leslie Evans
e Contact

e Either [Redacted - Head of Branch, People Directorate 4] or [Redacted - Head of Branch,
People Directorate 3]. [Redacted = Head of Branch, People Directorate 4] and [Redacted -
Head of Branch, People Directorate 3] head up [Redacted]

e Support

¢ - The Employee Assistance Programme (EAP) can provide emotional and practical support on a
range of issues through trained welfare and counselling practitioners offering confidential,
independent and unbiased information and guidance. Call free on [Redacted]. The helpline is
open'24 hours a day, 365 days a year. The EAP can refer staff to 1-2-1 counselling support,
this would be accessed through the member of staff calling the EAP helpline

e  We have in-house access to a Counselling and Wellbeing Officer, [Redacted] who can be
contacted on [Redacted]

e If you are a member of a trade union you can seek support from your local trade union
representative

e The EAP also provide support for line managers who are dealing with sensitive or traumatic
situations. This is available through the helpline on [Redacted]
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The project will:

Stage 1

Consider data / Ml on sexual harassment in workplace — people survey / Ml
Benchmark approach to sexual harassment disclosure, investigation in
conduct / fairness at work (or similar) policies [NB — Cabinet Office health
check document — OGDs, parliament, public bodies]

Map out current routes for raising concerns — including Fairness at Work,
conduct, directly to line manager, whistleblowing and presenting routes for
raising and investigation — clarify position on informal / formal raising?
Consider mechanisms for reporting concerns about sexual harassment — is
HR sufficient, do we need confidential hotline?

Review the current standards of behaviour and refresh wording / consider
positioning of this on saltire to ensure standards are prominent.

Consider categories of misconduct and in particular, consider where sexual
harassment should be positioned as a category [nb — to consider whether
making it gross would stop people coming forward, to consider different
categories depending on severity of complaint?]

Consider position with regards to complaints against Ministers generally, but
specifically with regards to harassment.

Consider organisational approach to investigation — I0s / Dos — ability to
request different gender? Consider how organisation supports individual being
complained about.

Link into work [Redacted] is doing on harassment / bullying generally? Map out

links.

Stage 2

Benchmark current conduct / fairness at work policies against other bodies
such as the NHS, councils and other public sector employers (stage 2)
Consider previous policy review recommendations (2014 review and stage 1
above) and assess whether refreshed content can be used as a basis for

quick improvement.
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o Make recommendations as to further review.

3.0 Deliverables N
e Strengths and weaknesses of current policy and procedures identified
¢ |dentification of success measures and evaluation methodology
e Stakeholder engagement plan
o Stakeholder engagement events/processes/facilities, including (where appropriate)

digital mechanisms
Benchmarking data
Review of standards of behaviour including positioning on saltire.
Cost assessment of new policy and processes
Formal review at 6 months after implementation (project closure)
- is it working?
- have benefits been realised?
- Is further review required?

4.0 Scope and exclusions y A N

What’s out?

What’s in?

It is expected that issues may be raised through the course of this project which relate to
areas out of scope. These issues will be noted and passed to the relevant lead in People
Directorate for further consideration.

5.0 Assumptions and Constraints ‘

e There are sufficient resources to implement any new processes or resources will be
increased if necessary

60 Lessons fearmed

inks and Interdependencies

People Plan

8. iness Case

Projected Costs
Staff time
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Projected Benefits (to be further developed alongside evaluation methodology)

Evaluation methodology
TBC

Success measures
TBC

Project Team
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| 11.0 Project organisation structure

The project team will report through the DD People Advice to the Director of People.

Management Plan

Project outputs and products will be subject to scrutiny as per the governance process and
testing with stakeholders.

13.0 Version control and document management

The project’s products will be stored, shared and updated via eRDM. xx, Project Support
Officer, will lead on the control and protection of project products.

14.0 Risk Management Plan

Risk Register to be created, key risks summarised below
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e Because of a lack of capacity in the project team, our ability to complete the project
to the intended timescales is diminished, resulting in some stakeholders criticising
the project

e Because of communication and stakeholder management issues, change is not
perceived as positive, resulting in criticism of the project, reputational damage to
People Directorate and a loss of faith in the attendance management process

e Because of a lack of attention to the process improvements needed, changes lead to
inefficiency and reduced organisational capability

e Because of a lack of capacity in HR Policy, new processes, systems and guidance
are not ready for the implementation date, leading to delays and criticism of the
project

e Because of the different policy positions among the unions, the consultation process
takes longer than expected, leading to delays and criticism of the project

e Because of a lack of focus on what benefits are to be achieved and how these can
be measured through the evaluation process, benefits are not achieved or it is not
possible to identify if benefits have been achieved

Issues log to be created. Key issues/questions to be addressed summarised below:
Q. Is current policy and procedure fit for purpose?

Q. What would make the policy more effective?

Q. What systems, processes and guidance will be put in place?

Q. What additional resources require to be put in place to gain maximum benefit from the
changes?

y 4 .

Stakeholder engagement plan and communications plan are being developed.

Interested parties

CSGuU

Staff/union members

Line managers

NDPBs and Agencies within SG Main
People Board, ET, Resources Board
People Directorate senior management
Public Bodies Unit

Ministerial Private office (for stage 1)
Scottish Parliament (for stage 1)

Engagement methodology

A project team will be set up to take forward work on this review. Engagement will take
place with relevant stakeholders via face-to-face and electronic means.

16.0 Project control

The Project Team will meet on a monthly basis to develop proposals and to review progress
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against the project plan.

Updates will be provided to DD People Advice.

17.0 Project Delivery Schedule

See attached Project Timeline ( more detailed plan to be completed).
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November
2017

December
2018

Jan

Project Timeline Summary

Agree Project Plan

Identify Key Stakeholders

II

\'4

Agree methods of
stakeholder engagement
Set up and conduct initial
meetings/calls with key
stakeholders

Update ET on approach

Analysis of stakeholder
feedback

Make initial changes to
policy to address stage one
concerns.

Undertake, evaluate workshop/s

and agree the next steps of
engagement for stage 2

Agree policy principles
Draft policy
Draft procedures

Analysis Ml data on cases io
identify any trends

Agree communication plan

Research best practice with HR
Network colleagues and CIPD,
ACAS etc

on number / date

Commission support materials e.g.

training materials,




e Agree next round of
stakeholder engagement
Set up and conduct

Feb meetings/calls with key
stakeholders Start preparing staff
communications
including intranet
March
Analysis of stakeholder
feedback
April 2018 Make any necessary

revisions
Gain agreement with
the appropriate

Pilot where
necessary any of
the support
INEICHELS

stakeholders on the
policy and procedures

Review and evaluation
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