
Annex A 
 
The answer to your questions are: 
 
1. Wee Circle Virtual Events 
 
Section 17(1) (Information not held) applies to some of the information requested,  
as we do not have the level of detail that you are requesting regarding Circle 
members’ Wee Circle events. This is because of a combination of this detail not 
being requested of Circle members (type of platform) and some Circle members not 
fully completing the allocated feedback template, resulting in unknown participatory 
numbers.   
 
This is a formal notice under section 17(1) (Information not held) of FOISA that the 
Scottish Government does not have some of the information you have requested 
because we do not hold it. 
 
We were provided with 17 separate pieces of feedback following Circle members’ 
taking forward 19 Wee Circles with their organisations/ networks, for this annual 
topic. From what we can gather there was at least 127 participants from this activity 
that took place on various dates over August and September 2020. Some of this 
feedback also refers to wider conversations beyond the actual Wee Circle activity, 
although it is not clear if those particular details/ numbers have been captured. Wee 
Circle events are not usually attended by NACWG members and it only happened on 
one occasion during 2020 - Katie Horsburgh attended the event relevant to feedback 
template number 4. Wee Circle feedback responses can be found at Annex B.   
 
2. Seminars 
 
Section 17(1) (Information not held) applies to some of the information requested, as 
we did not keep a record of attendees to these public seminars.  
 
This is a formal notice under section 17(1) of FOISA that the Scottish Government 
does not have some of the information you have requested because it does not 
exist.  
 
We invited four gender experts to speak to the NACWG and the Circle on 13, 18 and 
25 August, and 16 September. Video footage of this activity was uploaded to the 
NACWG site for those NACWG and Circle members who couldn’t attend on the day, 
to watch at a time more convenient to them. All gender experts used slides and they 
can be found here: seminar one; seminar two; seminar three and seminar four.  
 
Under section 25(1) of FOISA, we do not have to give you information which is 
already reasonably accessible to you. If, however, you do not have internet access 
to obtain this information from the website listed, then please contact me again and I 
will send you a paper copy.  
 
 
  

https://youtu.be/AIH1Rrqo91Y
https://onescotland.org/wp-content/uploads/2020/08/NACWG-Webinar-1-Marianna-LEITE-IntersectionalGenderArchitecture-NACWG-August2020-v2.pdf
https://onescotland.org/wp-content/uploads/2020/08/NACWG-Webinar-2-Ashlee-Christofferson-Webinar-Slides-20200824.pdf
https://onescotland.org/wp-content/uploads/2020/08/NACWG-Webinar-3-Dr-Shreya-Atrey-Presentation-Slides.pdf
https://onescotland.org/wp-content/uploads/2020/09/NACWG-Webinar-4-Prof-Akwugo-Emejulu-Intersectionality-16Sept20.pdf


3. Meetings 
 
Section 17(1) (Information not held) applies to some of the information requested, as 
no presentation slides were produced for these meetings. 
 
This is a formal notice under section 17(1) of FOISA that the Scottish Government 
does not have some of the information you have requested because it does not 
exist.  
 
We held three roundtable meetings over 2020: 
 

 On 7 February 12 delegates attended including NACWG members, Dr Ima 
Jackson and Louise Macdonald. This was an in-person event and the meeting 
note is at Annex C.  

 On 21 February 2020 9 delegates attended including two NACWG members, 
Emma Ritch and Louise Macdonald. This was an in-person event and the 
meeting note is at Annex D. 

 On 16 September 2020 22 delegates attended including 3 NACWG members, 
Dr Ima Jackson, Jacqui Ferguson and Louise Macdonald. This event was 
held on Zoom and the meeting note is at Annex E.  

 
We also held a 5 week programme of engagement with 30 younger people, aged 14-
19 years old, over July and August. A public zine was created to represent the 
outputs of this work and you can also find an accessible version of that here.  
 
Under section 25(1) of FOISA, we do not have to give you information which is 
already reasonably accessible to you. If, however, you do not have internet access 
to obtain this information from the website listed, then please contact me again and I 
will send you a paper copy.  
 
 
  

https://issuu.com/nacwg_scot1/docs/nacwg_zine_online_final/4?ff
https://youtu.be/202UUtttjgg


Annex B 
 
Wee Circle Feedback 
 
1. 
  

Name of organisation: Perth Women’s Collective 
 

Date of event: 7/7/2020 
 

How many took part in the 
Topic Circle? 

7 

Is this the only one you have 
taken part in? 

Yes 

Are you considering taking 
part in more? 

No 

  
 
Discussion Questions  
 

1: Policies, systems and laws (“the architecture” of a country) shape 
the way we all experience the world. What are some examples, personal 
to what your organisation works with, which show that those policies 
and laws were created without women and girls in mind generally? 
  

  
Pension credits in relation to maternity leave. Pension credits are calculated 
on the amount that you personally earn, and they do not at any point in life 
take into account your care obligations. An average woman earns less during 
maternity leave and therefore her pension will be lower than if she didn’t 
have children. Not only are women taking a pay cut during maternity leave 
but their future earnings are also affected as they will earn less in retirement. 
Partners (mostly fathers) are not affected financially at all as they remain 
working as normal, and as a result their pension credits are unaffected. 
Anyone who has taken time off to have a baby or look after a relative will be 
affected long term.  
 
There should be more provision for childcare in workplaces. The standard 
8am-6pm opening times of nurseries can be a big issue for working mums, 
not to mention availability. Wraparound care during school holidays and after 
school is also an issue. However, the red tape around running a creche as a 
business is a huge barrier, so very very few companies do it. 

 
Providing the free 30 hours of preschool is a great step forward, but still more 
could be done to make it really accessible. Not all school nurseries have the 
capacity, so you aren’t guaranteed the childcare in a place that works for 
your needs. 
 



The whole concept of childcare and early learning in our culture is 
undervalued. Nurseries need to be managed by highly qualified people and 
the jobs need to be well paid. The ages of 0-3 are critical stages of a child’s 
life and so those looking after young children need to be recognised as part 
of the education profession to attract higher quality candidates. Inequality 
starts at nursery. 
 
Parental leave needs to be equal and, at least to start, mandatory for both 
parents for at least the first 6 weeks. Until men have to take paternity leave 
they will continue to leave it to the mothers – there are statistics to support 
this. 

 
A small point perhaps, but the set-up of schools should be looked at through 
a gender-lens. Some teachers still don’t let children go to the toilet during 
class. Even teachers can’t leave a class to go to the toilet. This negatively 
affects girls and female teachers who are menstruating. Also, most schools 
have white shirts which can negatively impact young girls; they are already 
so self-conscious and white is so see through and if you come from a low-
income family it’s likely you’ve bought a cheaper shirt which will be even 
more see-through.  
 
Housing planning and transport work against women and girls. Clearly have 
not brought in the voices/experiences/needs of girls and women. Houses for 
particularly families where women don’t have a lot of income and in order to 
do what they want to do in life (further education etc), they’re held back by 
the housing that is available. Need housing near family so family can help 
with childcare so women can go back to education or take jobs. Planning is 
all to do with megabucks, nothing to do with helping people. 
  

2: How does the experience of this differ for BME women, disabled 
women, working class women or LGBTQI women? 
 

[Please note that our group today is made up of able-bodied, middle class 
white women. We are very conscious that we do not represent an 
intersectional group and so our ability to comment on this question and the 
next is extremely limited by our own experience.]  
  
Wherever inequalities overlap the effects will be more pronounced. There are 
many factors at play, ie size of families, caring expectations, earning 
potential. 
 
Working class women perhaps more likely to have shiftwork, so access to 
childcare can be more difficult. 
 
Language barriers will affect women who have English as a second 
language. 
 



For certain people, laws can prevent them living their life the way they 
choose – for example legislation affecting trans people.  
  

3: What about women and girls that fit into more than one of these 
categories? 
  

  
The more layers of inequality you experience, the less power you have to 
change things. It is so important to have these voices in the room! 
 
It takes confidence to speak up for yourself and make your voice heard, and 
when you’re faced with hate speech and judgement and inequality on 
multiple levels it must be so difficult to find the confidence to speak up for 
yourself and your experiences. 
 
   

4: What changes should the NACWG recommend to the First Minister to 
create an architecture which considers all the different experiences 
women and girls have, and why do you think that would make a 
difference? Please try to consider this within the themes of law, 
systems and policies (rather than programmes or projects!). 
 

  
A system for passing legislation through an intersectional lens must be 
devised; equality can’t be the job of one person or department, but must be 
everyone’s job. Where new laws/policies are written, it should be required to 
prove that the authors have really done the work to consider the impact of 
the new legislation on people of different backgrounds and experiences. This 
must not be a ‘tick-box’ to say they have done it; perhaps a report should 
accompany each new piece of legislation/policy to detail the work that has 
been done to explore intersectional impacts? 

 
Quotas for political candidates from diverse backgrounds should be 
introduced for every party. 
 
Perhaps some form of advisory board or committee could be set up to 
examine all new legislation/policies. The group MUST be paid and made truly 
accessible through provision of childcare/interpreters/translators/transport 
costs – whatever is needed to enable people to take part. The members 
could be invited to join for a set period (12 months?) and should be sought 
out to ensure true diversity of experience. Legislators/policy-makers should 
be required to consult the group and report on their feedback/comments. 
 
Funds/resources will be essential to overcome the barriers to an 
intersectional approach. In order to truly be able to consult with women and 
girls with different backgrounds and experiences, legislators/policymakers/etc 
will need provision for transport, interpreters, translators, ability to fund 



childcare or other care to enable women to take time to contribute – there will 
be many associated costs so the government will need to provide the 
necessary resources. 
 
The value of care should be financially recognised as a vital component in 
this country’s economy, in the first instance so that those undertaking caring 
responsibilities are not financially penalised, and ideally to a point that 
reflects the market value of that care. This will help to prevent poverty in old 
age.    

 
 
This virtual Circle will replace our in-person events over 2020. Reflecting on 
your event please can you give us any feedback on how this process was for 
you, including the support provided and topic material: 
  

  

Please use the below box to provide your feedback: 
  

  
It is empowering to give direct feedback to policy making. This format was 
much more accessible than the in-person meetings in terms of 
transport/childcare/time. We all liked the videos as a sort of replacement for 
key note speakers; they were a manageable length and a good thought-
provoker before the event 
  

 
 
Thank you for taking the 2020 Annual Topic Circle 
 
Once you have completed your virtual 2020 Topic Circle please return your 
feedback template to ACWG@gov.scot by 4 September at the latest. 
 
All responses from this engagement will be shared with the NACWG and 
considered when they write their 2020 Report and Recommendations. 
 
  

mailto:ACWG@gov.scot


2. 
 

Name of organisation: Democratic Society 
 

Date of event: 11.8.2020 11am & 2pm 
 

How many took part in the 
Topic Circle? 

8 people for x2 1 hr sessions 

Is this the only one you have 
taken part in? 

 

Are you considering taking 
part in more? 

 

  
 
Discussion Questions  
 

1: Policies, systems and laws (“the architecture” of a country) shape 
the way we all experience the world. What are some examples, personal 
to what your organisation works with, which show that those policies 
and laws were created without women and girls in mind generally? 
  

 The way representation is assessed. In participation work, we do reflect 
about “usual suspects”. But usually it is thought about an equal representation 
of women and men; but the question is who these women are. Are they middle 
class, what age, what education background?  

 Language, Jargon, the way you present information as a barrier  

 No childcare at participatory events 

 Barrier for people to get involved in CA - People taking part in CA receive 
state benefits; If someone is e.g. jobless, the state benefit that they receive from 
the state might be reduced because of this benefit they receive from the CA. 

 Barrier to become member of Council: E.g. you have to work in Westminster; 
have your meetings late at night; the salary is low (17.850 pounds a year) and 
women have generally less chances to get a second job;  
This is a barrier for people with care responsibilities and families. - 70% of 

elected members are men. A certain class that becomes councillors; those that 

can afford it. 

 Cultural barriers: Men are often drawn to position of power because of that 
feeling of holding power. Men drawn to positions of power – more complex than 
that – positions of privilege are men. Male privilege – confidence to take part in 
participatory processes- do men have more confidence to raise their voices? 

 Inclusion policy –‘usual suspects’ – what age? Jargon? No childcare at 
events? State benefits? 

 70% elected members men  

  

2: How does the experience of this differ for BME women, disabled 
women, working class women or LGBTQI women? 



 Examples of where we saw the different experience: When you walk into a 
meeting with senior staff, there are barely BME women, disabled women; working 
class women or open LGBTQI women. These groups are barely there. 

 
 Decision making is very hierarchical and often made by men from the middle 

class. Discrimination is built in through the way decisions are made. – A quick way 
would be to change the governors around decision making;  

 
 Policy Barrier - Example from Belgium: intersection of sex and religion. Higher 

education organisation have been allowed to ban the wearing of head covering on 
campus. Education – while it shouldn’t be the only entry point - is the first entry point 
to shaping policy and laws. A policy that bans women from certain communities 
does not encourage the inclusion of women getting involved in policy discussion. 
 

 The challenge of allyship and activism – Often understanding the lived 
experience in terms of personal self-definition can lead to increased tensions and 
anger. E.g. people BME women might not want that “only” women speak for them. 
The anger that different insections can bring, can work against positive change.” 

o For a position of privilege, it is easier to stand by others. We need to 
understand that some women identify themselves more with another 
intersection than with “women”.  

o It is important for demsoc to hold an open authentic dialogue to reach a 
understanding.  

 
 Safeguarding and empowerment: Particularly young girls are often not given a 

voice or say about their life. Safeguarding is often constructed on negative fears 
than positive empowerment. (example: girl in CA advisory board that could not 
attend by herself; young women with chaotic background with 15 social workers that 
did not communicate with each other or asked her what she needed)  

 Data & design- Caroline Perez - invisible women  

 Do not feel suitable to talk about intersectionality? 

More awareness building? 
 CA selection – limited – age, gender, additional awareness?  

 Why I no longer talk to white people about race – prejudice plus power  

 
 What are the barriers? 

 
- If we knew the specifics we’d be able to solve it 
- Culturally embedded from young age- girls encouraged to participate in ‘softer 

subjects’, boys- harder sciences -  toys for boys & girls etc.  

 

3: What about women and girls that fit into more than one of these 
categories?  

  
   

4: What changes should the NACWG recommend to the First Minister to 
create an architecture which considers all the different experiences 
women and girls have, and why do you think that would make a 
difference? Please try to consider this within the themes of law, 
systems and policies (rather than programmes or projects!). 



 Change how decisions are made - the system doesn’t work for young girls. 
Young people’s views are fundamental, particularly in issues regarding climate. 

 Re-think payment of elected members.  

 Realize children’s rights under article 12: Asking young people what they 
want and ensure that their voices are heard 

 Tackle changes that are more systemic. Make bigger changes and tackle 
multiple problems at once. 

 Let women have a say on how much maternity pay should be– most 
organisation pay statutory minimum; this minimum was decided by men  

 Realize that this is also a men issue: Laws but also culture must change to 
enable that men take over roles previously done by women.  

 Means-tested free childcare - This is very good for the women, but also 
children. 

 Explore more what role quotas (that build in intersectionality) can play: have 
a conversation, experiments; Find out what it can bring and bring it back to the 
table. 

 Where’s the men on the board? Representative of men as well. Why not 
Gender equality rather than for Women and girls? Thinking about how these 
issues affect men as well- ‘Daddy months’ in Scotland. Feed into lack of 
awareness of male privilege. 

  

 
 
This virtual Circle will replace our in-person events over 2020. Reflecting on 
your event please can you give us any feedback on how this process was for 
you, including the support provided and topic material: 
  

  

Please use the below box to provide your feedback: 
  

 Reflections 
 Video from Talat Yaqoob was great- makes the topic easy to understand. 

 We need to hold people to account about involving women and all 
intersectionality in all our work.   

 Informal cultural barriers/ways of working. For Democratic Society, we enable 
those in terms of our recruitment. Who applies, how flexible our clients are in 
terms of language, locations for meetings; What tools can be used text to 
speech; speech to text  

 
 
Thank you for taking the 2020 Annual Topic Circle 
 
Once you have completed your virtual 2020 Topic Circle please return your 
feedback template to ACWG@gov.scot by 4 September at the latest. 
 
All responses from this engagement will be shared with the NACWG and 
considered when they write their 2020 Report and Recommendations. 
 
  

mailto:ACWG@gov.scot


3. 
 

Name of organisation: COSLA 
 
Please note that this paper summarises 
the views of attendees at the circle 
meeting and does represent COSLA’s  
political view. 
 

Date of event:  
3.9.20 

How many took part in the 
Topic Circle? 

 
10 
 

Is this the only one you have 
taken part in? 

Yes 

Are you considering taking 
part in more? 

Yes 

  
 
Discussion Questions  
 

1: Policies, systems and laws (“the architecture” of a country) shape 
the way we all experience the world. What are some examples, personal 
to what your organisation works with, which show that those policies 
and laws were created without women and girls in mind generally? 
  

 
The group shared a number of examples of where women had not been 
considered or had been considered retrospectively within the development of 
policy, systems and laws inclusive of: 
 
Transport 
Transport systems are usually designed based on economic need, to take 
individuals to and from work. This does not consider the needs of carers, 
usually women, who often do multiple, shorter journeys to undertake caring 
responsibilities or manage their household. It was also noted that the impact 
of this could be compounded in winter when the roads but not the pavements 
are gritted making it harder to undertake the short local journeys on foot often 
required as part of this role. 
 
Housing 
When planning housing, housing that meets the needs of women and 
children, particularly housing that provides a place of safety was often felt to 
be an afterthought. It was highlighted that this problem was worse still if you 
had a disability with the model of a disabled person being used in the design 
process being male. Good examples were also given of what adequate 



housing for all looks like, how it is planned and how, if applied, this raises the 
standard of living for everyone. 
 
Planning 
Many instances were given of how the needs of women and girls were often 
not fully considered in planning processes, particularly with regard to 
ensuring safety including: 
- Timing of street lighting coming on in the winter months 
- Multistore car parks, it was noted that Germany reserves parking spaces for 

women in well-lit areas near exits, but we do not 
- Well lit parks and playgrounds with appropriate equipment. 

 
Women returners 
Women returning to work still face challenges ‘catching up’ with little support 
and consequently time out to have children still impacts on women’s career 
paths. These systems are not planned with women’s life cycles in mind. 
  
Admin systems 
Admin systems do not always support people appropriately and some require 
reviewing. Drawing on an example from broader equalities work: there is a 
black market for blue badges, cars are broken into to get them which can 
increase the feeling of vulnerability and the system seems unnecessary as 
eligibility could be checked against registration.   

 
It was felt that the underlying issue was that, despite a will to mainstream 
gender competence and intersectionality into decision making this still often 
does not happen without women at the table. Transport was given as a 
particular example with one attendee noting that all of their senior transport 
staff were men making it more challenging for them to consider the needs of 
female service users without significant training which was not currently 
provided. 
 

2: How does the experience of this differ for BME women, disabled 
women, working class women or LGBTQI women? 
 

 
 Even where one protected characteristic is considered  in developing policy, 
systems or law,  for example sex, others can still be left out or some may 
only be considered from a limited viewpoint meaning that unintentionally  
services  become harder to access and some groups of women can be 
discriminated against. 
  
For example, it was felt that recent considerations around gender neutral 
toilets and the closure of single sex schools often considered gender equality 
but  did not adequately consider the needs of women from different cultures, 
Muslim women, girls and their families for example who particularly valued 
the female only spaces.  
 



 An example was also given of parking charges on a Sunday. Introducing 
parking charges on a Sunday was met with complaints proposing that this 
discriminated against those who worship. Those worshipping on a Friday had 
not been considered by those lodging the complaints. 
  

3: What about women and girls that fit into more than one of these 
categories? 
  

  
If women and girls fit into more than one category the experience above may 
be compounded.  
 
It was challenging to identify a policy, system or law that had been designed 
considerate of women who fitted into more than one of these categories. 
  

4: What changes should the NACWG recommend to the First Minister to 
create an architecture which considers all the different experiences 
women and girls have, and why do you think that would make a 
difference? Please try to consider this within the themes of law, 
systems and policies (rather than programmes or projects!). 
 

  
 There has been a lot of change and instability the women’s equality 
landscape ( 15 ministers since 1997) and it was felt that a commitment to 
prioritise this work is required across all spheres of government; that a 
continuity of approach is needed to let good practice embed and develop . 
 
It was also felt that time needs to be taken to review processes that are in 
place, e.g. Equality Impact Assessments to ensure these are fit for purpose. 
 
More women, from all backgrounds and walks of life are required at the table 
when decisions are being made that effect their lives and mechanisms need 
to be in place to support women to take up these roles.However, we need to 
recognise that it is not always possible to represent everybody and those at 
the table need to be gender competent and able to apply an intersectional 
lens.  Consideration needs to be given to how participatory processes are 
utilised to support representative democracy. 
  

 
 
 
This virtual Circle will replace our in-person events over 2020. Reflecting on 
your event please can you give us any feedback on how this process was for 
you, including the support provided and topic material: 
  

  



Please use the below box to provide your feedback: 
  

  
  
  
  

 
 
Thank you for taking the 2020 Annual Topic Circle 
 
Once you have completed your virtual 2020 Topic Circle please return your 
feedback template to ACWG@gov.scot by 4 September at the latest. 
 
All responses from this engagement will be shared with the NACWG and 
considered when they write their 2020 Report and Recommendations. 
 
  

mailto:ACWG@gov.scot


4. 
 

Name of organisation: YouthLink Scotland and Members 
including Respect Me, YMCA Scotland and 
LGBT Youth Scotland and a volunteer for 
Girlguiding Scotland.  
 

Date of event: 11 August 2020 
 

How many took part in the 
Topic Circle? 

8 

Is this the only one you have 
taken part in? 

Yes 

Are you considering taking 
part in more? 

No - unfortunately we won’t have enough 
time before the deadline. 

  
 
Discussion Questions  
 

1: Policies, systems and laws (“the architecture” of a country) shape 
the way we all experience the world. What are some examples, personal 
to what your organisation works with, which show that those policies 
and laws were created without women and girls in mind generally? 
  

1: Policies, systems and laws (“the architecture” of a country) shape the 
way we all experience the world. What are some examples, specific to what 
your organisation works with, which show that those policies and laws 
were created without women and girls in mind generally? 
 
YouthLink Scotland, the national agency for youth work in Scotland, held a topic 
circle with their members including Respect Me, YMCA Scotland and LGBT 
Youth Scotland and a volunteer for Girlguiding Scotland. The discussion was 
broad ranging and in relation to the first question included:  
 

 Boards and Management – an intersectional approach to membership on 
boards and in management positions was viewed as a challenge. One 
suggestion was to have increased funding to support board members to be able 
to take a more active approach and remove barriers to women’s representation 
on boards.  

 Track and Trace – there were some potential issues identified in collecting data 
on women who experience domestic violence. There was also some concern 
regarding the potential misuse of data by staff in bars/restaurants when 
collecting contact details. It was suggested that a more relaxed approach 
appears to be being used in relation to GDPR, which is also of concern. 

 
There were however, some good examples of where intersectionality has been 
considered: 



 Duke of Edinburgh Award are starting to think about taking an intersectional 
approach to their expeditions to ensure that young people with disabilities can 
take part and that there are girl only expeditions.  

 Digital Youth Work – Young people are being encouraged to access online 
youth work, which is easier for some young people than meeting in a physical 
space e.g. young people living in rural communities. However this is not without 
its challenges and barriers: 

 LGBT Youth Scotland had a high level of engagement online at the start 
of lockdown but for young people who are monitored by 
parents/guardians at home, they were excluded due to fear of being 
outed.   

 A challenge for young people without internet access to engage with 
youth work online. 

 There are also emotional and psychological impacts of engaging with 
young people in an online space.  

 

2: How does the experience of this differ for BME women, disabled 
women, working class women or LGBTQI women? 
 

 
Participants discussed the need to ensure that young people of all backgrounds 
have equal access to join boards, without making assumptions that some young 
women do not want to join boards or become chairs.  
 
Other discussion points focused on some impacts during COVID-19, including: 

 LGBT venues – Some LGBTQI women are unable to engage with their 
community due to fear of being outed during the collection of track and trace 
data. 

 Interpreters are not being provided for deaf young people when engaging with 
online learning, creating barriers to their access to education. 

  

3: What about women and girls that fit into more than one of these 
categories? 
  

The discussion focused on the barriers faced for women and girls in more than 
one of the categories in digital education. One example raised was ensuring that 
the new system of recording lectures at universities continues post COVID-19 to 
ensure women with additional support needs continue to be supported.  
  
Another issue raised was the cost of face coverings during COVID-19 is 
disproportionately impacting women from lower income families. Other concerns 
were raised about menopausal and pregnant women also being negatively 
affected by the use of face coverings.  

  

4: What changes should the NACWG recommend to the First Minister to 
create an architecture which considers all the different experiences 
women and girls have, and why do you think that would make a 



difference? Please try to consider this within the themes of law, 
systems and policies (rather than programmes or projects!). 
 

The changes the participants would like to see recommended to the First 
Minister include: 
 

 Lived Experience - Ensure that you have people with lived experience in the 
room and contributing to the discussion when making decisions, creating policy, 
sitting on boards etc 

 Equality Impact Assessments – These need to be completed more frequently 
and followed up where examples are sought about how they have been 
implemented, to ensure that polices take into account intersectionality. This 
should not simply be a tick box exercise but a meaningful assessment.  

 Mental Health Preventative Work - Mental health of women is believed to be 
on the decline in the UK, we need to work with young girls and provide 
interventions at an earlier stage to support girls and young women’s mental 
health, not doing this can impact on future generations. This can be impacted 
upon by intersectional issues. 

 Asking the ‘right’ questions and disaggregating the data – There is a need 
to ensure that the ‘right’ questions are asked during consultations, for example 
demographics. The data also needs to be disaggregated to ensure we 
understand the impact of intersections, to understand the impact on women and 
girls lives.  

 Normalise intersections in decision making – It is important to ensure that 
women and girls who fit into a variety of categories are included in decision 
making, not simply through focus groups but through meaningful engagement. 
Part of this is providing a safe space where people feel comfortable to 
champion their multiple identities.  One suggestion is to seek a body of 
volunteers with a variety of experiences to contribute to the discussion and who 
actively want to be involved.  

 Meaningful engagement with children and young people – One example 
provided is that if young people had been included in early discussions with 
SQA around examination results and an intersectional approach had been used 
then it could have saved some of the challenges that were faced. This 
strengthens the case to ensure that the voices of children and young people are 
sought from the beginning.  

 Climate action – There is an identified need to take an intersectional approach 
to climate action. Climate change and natural disasters disproportionately 
impact on women and girls for example, food poverty, access to period 
products etc. Women and girls need to be heard and taken into consideration 
when taking climate action. 

 
 
This virtual Circle will replace our in-person events over 2020. Reflecting on 
your event please can you give us any feedback on how this process was for 
you, including the support provided and topic material: 
  

  

Please use the below box to provide your feedback: 
  



Our virtual topic circle worked well. We only had a small group and so were able 
to facilitate a whole group discussion. As the event was virtual also ensured that 
geographical location was not a barrier to our members being able to join the 
discussion. We were also well supported by [REDACTED] and are grateful to 
Katie Horsburgh for providing an introduction to our discussion.  
 
One of the issues raised by participants was a concern about the lack of 
understanding in the general public, particularly women, about what 
intersectionality is and how they can recognise their rights. A suggestion was to 
have a public awareness campaign which would include thinking about others 
lived experiences and multiple facets to our identities. Part of this is ensuring 
that the language is accessible. A concern we had when advertising the topic 
circle was that the title ‘intersectional gender architecture’ was off putting to our 
members and perhaps not easily understood.   

  

 
 
Thank you for taking the 2020 Annual Topic Circle 
 
Once you have completed your virtual 2020 Topic Circle please return your 
feedback template to ACWG@gov.scot by 4 September at the latest. 
 
All responses from this engagement will be shared with the NACWG and 
considered when they write their 2020 Report and Recommendations. 
 
  

mailto:ACWG@gov.scot


5. 

 
Topic Circle – Intersectionality – Public Health Scotland staff, 02/09/20 

Attendees: [REDACTED] 

Informal Notes from our conversation   

1: Policies, systems and laws (“the architecture” of a country) shape the way we 
all experience the world. What are some examples, specific to what your 
organisation works with, which show that those policies and laws were created 
without women and girls in mind generally? 

- What is important is who is there and the power balance  

- Evolution of the power balance in Public Health, mostly male led 

- In PHS, focus on Public Health Priorities is largely gender blind reflecting the 
national health policy approach 

- Lack of understanding of sex and gender as a key determinants of health. 
Gender inequality and restrictive gender norms impact health through 
differential exposures, health-related behaviours and access to care; gender-
biased health research and health-care systems reinforce and reproduce 
gender inequalities, with serious implications for health. 

- No requirement to demonstrate any serious consideration to integrating 

understanding of sex/gender – or indeed of any protected characteristics – 

within strategy, policy & planning.  Use of EQIA is very limited and has had 

minimal impact (if any) on allocation of funding or resources. 

- In some previous roles systems made this feel like a tick box exercise – 

referring to the ‘nod’ we give in relation to assessing equality impact of 

programmes 

- If we are not counting and monitoring what is happening then how can truly 

understand what is happening around us – we live in a performance 

measurement culture 

- I think data is hugely important, but we gather what we think is important hence 

lack of data for different communities & their continued invisibility.  Came 

across a phrase recently about the 'datafication of injustice' i.e. we know 

what the issues are but insist on data to avoid addressing these.  

- In the NHS the senior management is male dominated, however in many 

community organisations, health and social care partnerships, local authorities 

the balance is shifting in the gender split. How do we use the totality of leaders 

across the wider system to influence change? 

- Engender report 2020 says: At present, 70% of Boards are led by male chief 
executives, despite the fact that only 23% of the overall NHS Scotland 
workforce are men representing a stark gender gap between staff grades 
across the organisation. 

- Continuing dominance of the medical model which ignores all social 
determinants.  Despite how policies are prefaced, practice continues to reflect 
this model. 

- Many of us will have had the experience of being ‘silenced’ and our own career 
opportunities being curtailed by women sadly  

 



- Many women still may feel like the "Imposter" in the room. Questioning 

themselves “should I be in this space, am I good enough?”. Also own career 

opportunities being curtailed by women sadly 

 
 

2: How does the experience of this differ for BME women, disabled women, 
working class women or LGBTQI women? 

- Feeling very diminished, others in the room don’t ask enough questions to know 

how someone might be feeling 

- It rarely feels acceptable to announce the different aspects of your identity, 

even though it could help people relate. I can't very well walk in and say Hi 

everyone, I'm disabled and lgbt!  Corollary of this is that no-one should be 

expected to ‘out’ themselves in relation to any aspect of their identity.  If policy 

& practice were genuinely inclusive this wouldn’t be needed.  Also puts the 

onus on the individual to disclose personal information and seek 

‘accommodation’ of some kind rather than the system which has a responsibility 

to ensure that inequality and inequity are addressed. 

- I think if we started from who is furthest away from the table we would design 

policy very differently.  Instead we can fall into the trap of putting in a few warm 

words to indicate some awareness 

- Emphasis on ‘patient centred’ care can be subverted into an assumption that 

everyone receives care tailored to their needs. It can also be used to disregard 

structural inequities in the system. 

- Health policy is largely conceived of in silos which works to the detriment of a 

holistic approach.  The interconnectedness of physical and mental health for 

example seldom goes beyond theoretical acknowledgement.  Our planning, 

budgets and policies are allocated in alignment with structures – primary care; 

mental health; acute care etc.  Concept of equity is well understood in relation 

to health but is more difficult to implement.  Perhaps mention inverse care 

here?   

- Health is still dominated by a focus on health care which is not designed to 

address needs of different population groups but in terms of the mechanics / 

most efficient means of delivery.  Quality standards – might be useful to note 

what these are - remain aspirational esp in terms of equity. 

- Power is central in this area as in others i.e. whose voice is being heard? How 

and by whom is influence exercised?  For example, women with LDs, women 

for whom English is a second language and who are further marginalised 

through poverty, abuse or immigration status are not visible or audible in 

discussions on resource allocation. 

- Concept of ‘candidacy’ – which is whether people feel they are entitled to help 

or services – I think fits into the comments on being an ‘imposter’.  Although we 

discussed this in terms of professional anxiety/insecurity which reflects our 

socialisation, at a service level it works to make women feel unentitled to make 

demands which is particularly marked within marginalised groups. 

- Stigma is recurring issue e.g. Gypsy Travellers, women with drug issues, 

homeless etc 



- Staff within NHS live within society, not above it, so are representative of that 

i.e. have same prejudices, assumptions, biases as the general population which 

impacts on how they perceive patients.  For example, routine enquiry of 

domestic abuse within maternity settings is for all women.  There has been 

feedback from services where midwives have been very apologetic to middle 

class women saying things like ‘I’m sorry I have to ask this , I know it doesn’t 

apply to you’ despite the fact that their training emphasised that no woman, 

regardless of class, ethnicity, age etc is immune from abuse. 

- https://features.kingsfund.org.uk/2020/07/ethnic-minority-nhs-staff-racism-

discrimination/?_ga=2.204067728.1051520188.1598968798-

564684064.1594637017.  This article is interesting - highlighted by covid, it 

doesn't raise gender specifically, but what the women talk about reflects the 

intersectionality that Talat Yaqoob talks of.... 

3: What about women and girls that fit into more than one of these categories? 
- Backgrounds explain how they have got to where they are 

- Your personal schema - the lens through which you view and structure the 

world, then subsequently how you attempt to categorise other people. So many 

people are unaware of those coloured interpretations 

- We all have more than 1 protected characteristic 

- Live in a society that values differences  

- Structural Oppression we face is more than just institutional.  Intersectional 

approach is crucial to avoid our tendency to look at issues through only one 

lens e.g. disability, race, socio-economic status which can limit impact and 

understanding.  However, it risks a dilution of understanding that retreats into 

‘everyone is unique or individual’ and which is much more comfortable for policy 

makers and practitioners.  Despite differences, women as a sex class are 

subject to structural inequalities because of our sex and the gender constructs 

which attend this.  An intersectional approach needs to have this analysis.   

- Sexism is entrenched in our society 

4: What changes should the NACWG recommend to the First Minister to create 
an architecture which considers all the different experiences women and girls 
have, and why do you think that would make a difference? Please try to 
consider this within the themes of law, systems and policies (rather than 
programmes or projects). 

- Systems, looking at leaders from across the whole system when trying to 

influence change oppose to singular sectors 

- Have the Equality Act fit for purpose – despite its ambition this act has proven 

to be ineffective in practice. In terms of reshaping how public bodies function 

there is little evidence of more than a perfunctory nod towards its provisions.  

The development of Eq plans, publication of EQIAs  etc have made no 

discernible impact in the way in which strategy, policy and practice proceeds.  

There are no significant penalties for failure to comply nor any system for 

monitoring such compliance.  Perhaps if performance related executive pay 

was contingent upon demonstrating active compliance this would concentrate 

attention on realising its aims.   

https://features.kingsfund.org.uk/2020/07/ethnic-minority-nhs-staff-racism-discrimination/?_ga=2.204067728.1051520188.1598968798-564684064.1594637017
https://features.kingsfund.org.uk/2020/07/ethnic-minority-nhs-staff-racism-discrimination/?_ga=2.204067728.1051520188.1598968798-564684064.1594637017
https://features.kingsfund.org.uk/2020/07/ethnic-minority-nhs-staff-racism-discrimination/?_ga=2.204067728.1051520188.1598968798-564684064.1594637017


- Practical example...allow women control over their own bodies & decriminalise 

abortion.  Not gender architecture but so fundamental 

- Having a SG gender equality strategy.  Currently the gender architecture looks 

impressive but has yet to demonstrate impact e.g. gender budgeting, gender 

pay gap.   

- Being able to normalise conversations. culture change  

- Not even minority groups. It's bizarre that there's so little help and advice for 

perimenopausal and menopausal women in an organisation that employs so 

many of them 
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NHS Grampian Diversity Working Group: Topic Circle 
Feedback, Thursday 27th August 2020 

 
Main topic for discussion: How can sex equality be 
promoted in Scotland?  
 
 
1. Public bodies must set a good example 
NHS Grampian, as at 31st March 2020, had:   
 
(i) Senior Leadership Team (SLT)  
The SLT of NHS Grampian comprises 19 persons. There are 12 
females and 7 males. 
 
(ii) Senior Managers   
There were 25 staff on Executive and Senior Manager Grades A to 
H, comprising 13 females and 12 males.  
 
(iii) Health Board members 
The NHS Grampian Health Board comprises 21 persons. The 
gender make up as at 31st March 2020 was 12 females and 9 
males.  
 
This gender balance is not the same for all public bodies. The 
Scottish Government have direct control over public bodies in 
Scotland. Public bodies who do not have a similar equal gender 
balance in their senior ranks should face greater Scottish 
Government scrutiny. If public bodies do not set a good example, 
how can we expect others to follow? 

 
 
2. Public sector recruitment 
In the NHS, the shortlisting panel receives no biographical details 
about candidates. They only receive information on their academic 
achievements, and their Statement in Support of Application. This 
helps to avoid unconscious bias. Full details are only disclosed at 
the interview stage. 



 
However, in some public bodies, such as senior appointments in the 
Scottish Government Civil Service, candidate are required to submit 
a CV. With full biographical details which are supplied to the 
shortlisting panel. Should this still be allowed?  

 
 
3. The perception of some younger women 
The view was expressed that given the progress made over the last 
decade, many younger women do not recognise that an equality 
issue exists. 

 
 
4. Societal perceptions/expectations 
Sex equality does not exist in a vacuum. Societal 
norms/expectations can have a big influence and continue gender 
stereotyping. For example, young women being discouraged from 
being engineers or young men being deterred from becoming 
nurses. This issue will only be resolved through a sustained effort 
over many years. 

 
 
5. The private sector 
It was widely felt that the private sector experiences little scrutiny on 
sex equality issues. Bias exists in many areas which goes 
unchallenged, except for brave individuals who are prepared to risk 
their careers to do this.  
 
Greater scrutiny of the private sector is essential. 
 
 
NHS Grampian Diversity Working Group  
27.8.2020 
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Name of organisation: Stellar Quines Theatre Company 

 

Date of event:  
3 September 2020 

How many took part in the Topic 
Circle? 

Six women 

Is this the only one you have 
taken part in? 

No 

Are you considering taking part 
in more? 

Yes 

   
 
Discussion Questions  
 
 

1: Policies, systems and laws (“the architecture” of a country) shape the way 
we all experience the world. What are some examples, personal to what your 
organisation works with, which show that those policies and laws were 
created without women and girls in mind generally? 
  

  
It would be useful to be able to discuss specific pieces of legislation and policy in 
relation to this question. It’s very broad and relies on a solid knowledge of policies and 
laws. 
 
Policies and laws that mainly affect theatre are related to employment law and how they 
are implemented by the Unions.  
 
The Playwrights’ Studio Scotland Culture Committee submission that was tabled on 
behalf of playwrights in Scotland made the point that one of the groups that are 
suffering particularly in this period are women. There is something about the way that 
we struggle to support women, particularly with caring responsibilities, working within 
our industry. For example, Creative Scotland guidance on whether or not you can fund 
childcare as a separate payment if someone is employed PAYE or freelance is 
confusing and inconsistent.  
 
Childcare costs have an impact on whether people accept work. 80% of respondents to 
the survey, said that they had had to decline work because of caring responsibilities. 
So, there is a failure in policy and law about how we support women, specifically, to 
ensure that their caring responsibilities are catered for. This is now even more important 
given the impact of COVID-19. Equity, the Union for creative practitioners does not 
consider caring responsibilities with their contracts which expect individuals to work a 
43-hour week. There are also massive differences between the experience of PAYE 
staff and freelancers who are in a much more vulnerable position.  
 
What are the laws and policies about duty of care, and the policies and law around 
sexual harassment and harassment in the workplace generally but sexually sexual 
harassment specifically connected to women and girls? Sexual harassment is illegal but 
who is responsible for ensuring that individual organisations have a robust sexual 
harassment policy and procedure in place and ensure that it is enforced – when it is 
only required by goodwill? An organization that is supported by taxpayer’s money 



should have to have that kind of policy in place. Where does guidance stop and 
enforcement of the requirement to have policies and robust procedures on PVGs, 
disclosure, harassment begin? Issues that disproportionally affect women are going to 
remain issues as long as guidance like this is optional rather than enforced.  
 
Flexible working needs to be a right. Employers only have to consider an application for 
flexible working. With COVID, we have an opportunity to examine what flexible working 
could look like. It needs to be considered more than a ‘benefit’ offered by employers 
and more flexible than just the ability to take a two-hour lunchbreak or start work 
between 8-10am and finish between 4-6pm.  
 
Equal pay is a barrier to taking up opportunities like shared parental leave. Often it is 
not financially possible for the higher earner in a relationship to take the pay cut to take 
the parental leave. These policies need to be transparent, easy to understand and 
implement and financially viable for women and families. This is a good example of 
where an intersectional approach to setting this policy would have illustrated how this 
just doesn’t work for most women. It’s a luxury for most women.  
 
Paternity leave of two weeks is not long enough to support the woman and child post-
birth. Women should receive more support from their partner in the early days as they 
recover from the mental and physical effects of birth and this should not be a financial 
burden. (Paternity leave in its very name ignores the experience of same-sex female 
partners.) 
 
Adoption leave is also something that is often neglected or not talked about in the same 
way as maternity/paternity leave and this particularly affects LGBTQI + couples. It 
needs to have the same status and understanding.  
 
When jobs are advertised, salaries need to be stated; this should be law. ‘Competitive 
salary’ disproportionally disadvantages women, especially women of colour and 
contributes to the gender pay gap. 
 
Who is leading on policy work? Consultants and thinktanks are often employed by the 
government to work on the issues and it’s unclear who they serve in bringing policies 
forward. What are the benchmarks for consultation and how do they show an 
intersectional approach to their work? Policies need to be robustly examined and road-
tested by those who will be affected by it.  
 
There is also an issue of all the work that goes on by bodies like NACWG which feeds 
into the bigger picture – how do we guarantee action from the work? How do we get 
those at the top table to take an intersectional approach and to share their power? It 
seems that equalities never gets its feet under the table long enough to establish itself 
before it is subject to a re-shuffle of some sorts which stifles progress.  
 
What can we learn from Iceland’s Peaceful Revolution and their approach to gender 
and pay parity with gender quotas to address corporate power as well as their approach 
to re-writing the constitution with a people’s assembly?   
 
If we are looking to drive an intersectional approach to policy making then we need to 
look at the mechanisms for getting people round the table to ensure that people are 
properly represented and that in the creation of policy that those ideas are robustly 
tested on those who will be affected by them.  
 



2: How does the experience of this differ for BME women, disabled women, 
working class women or LGBTQI women? 
 

  
These women should be part of this discussion.  Women have a range of experiences 
and women experience the effects of power in a variety of ways. Their voices need to 
be in the room to express and address this.  
 
For example, when looking at issues of employability, the cultural impacts that racism, 
ableism, classism, homophobia, transphobia have within employability significantly 
increase the negative effects on opportunities for women and girls.  
 
Which brings us back to the discussion of how policy is created – who is in the room? 
Who road-tests it and who is in charge of getting it agreed? The consultation process is 
not robust enough in that it does not do enough to seek out and engage people who 
don’t historically choose to do so. The process is also one way; a questionnaire is 
completed, or comments are emailed in and no response is received. If we engage with 
people and seek input, then we should continue to engage over the course of the 
process using a co-creation/collaborative model. 
 
Theatre (and the wider arts world) have a long history and experience of working 
collaboratively and creating structures for the exploration of ideas. Could theatrical 
processes help to drive the creation of more collaborative policymaking? Our creative 
learning work is often focused on people who experience various barriers to 
engagement, and it is designed to address this.  
 
There is something to be explored in who takes part in consultations and who has the 
confidence to table their thoughts. Who is empowered to recognise the value and 
importance of their viewpoint? An intersectional approach will need significant funding 
and support to ensure that the women and girls who are affected by policy are in the 
room to help create it.   
 
How can an intersectional approach be designed to support people, for example, who 
have never experienced job security or who live in poverty to understand what the 
options are for creating policy that would improve their lives? Policymaking needs a 
level of co-creation that can help policy evolve.  
 
The world operates in a hyper-capitalist and patriarchal way. It’s a more costly and 
longer process to work collaboratively in this way to effect change. So how does this get 
addressed? How do we get a commitment to working in a way that is beneficial to all 
women and girls – if it costs more and takes longer?  Who is going to champion that 
and budget accordingly?  
  

3: What about women and girls that fit into more than one of these 
categories? 
  

Intersectionality addresses the fact that all women have a range of social identities. 
Policy and law makers need to address the fact that different aspects of a women’s 
identity combine to create different types of discrimination and privilege.  
 

 



4: What changes should the NACWG recommend to the First Minister to 
create an architecture which considers all the different experiences women 
and girls have, and why do you think that would make a difference? Please try 
to consider this within the themes of law, systems and policies (rather than 
programmes or projects!). 
 

  
We would suggest looking at creating a collaborative/co-creation model for policy-
making that invests in an intersectional model to reach and work with the end-users of 
the policy. Who is best placed to do this work? Are there alternative models that we can 
take from theatre and the arts? We know we have systems and models that are 
designed to create collaborative work and thinking; that generates shared experience 
and debate and that enables participants to explore ideas and experiences. Theatre is 
also useful for engaging with visual, auditory and kinesthetic learners – our process 
doesn’t rely on reading and writing – which makes it a more accessible model to talk 
about lived experiences and how those experiences can be improved. Policymaking 
needs a level of co-creation that can help policy evolve.  
 
What can we learn from Iceland’s Peaceful Revolution and their approach to gender 
and pay parity with gender quotas to address corporate power as well as their approach 
to re-writing the constitution with a people’s assembly?   
 
However, we want to be clear that the human rights and equal rights of all women and 
girls are not up for debate, discussion and consultation. For example, we have a right to 
equal pay. The gender pay gap needs to be closed with urgency – it contributes to 
many issues for women and girls. We would suggest looking at where 
recommendations and guidance have failed to get the intended result and strengthening 
that guidance to become law and enforce it.  
 
Intersectionality is a way of ensuring that the experiences of all women are addressed 
and that multiple discriminations are not taking place. Intersectionality needs to be 
embedded in the way that power interacts with the creation of the laws, policy and 
systems.   

 
 
This virtual Circle will replace our in-person events over 2020. Reflecting on your 
event please can you give us any feedback on how this process was for you, 
including the support provided and topic material: 
  

  

Please use the below box to provide your feedback: 
  

Thank you for the opportunity to take part. The materials were very informative about 
intersectionality however, I had less knowledge about law, policies and systems and it 
would have been useful to have had more of a steer about how and what to consider. 
With hindsight, it would have been good to ask for someone to attend to introduce the 
topic – and I will definitely do that next time.   
 
It was a good opportunity as a staff team to talk through our thoughts on intersectional 
feminism. Thank you. 

 
 



Thank you for taking the 2020 Annual Topic Circle 
 
Once you have completed your virtual 2020 Topic Circle please return your feedback 
template to ACWG@gov.scot by 4 September at the latest. 
 
All responses from this engagement will be shared with the NACWG and considered 
when they write their 2020 Report and Recommendations. 

 
 
  

mailto:ACWG@gov.scot
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Name of organisation:  
Care Inspectorate  

Date of event:  
17.8.20 

How many took part in the 
Topic Circle? 

 
9 

Is this the only one you have 
taken part in? 

 
Yes 

Are you considering taking 
part in more? 

 
Yes 

  
 
Discussion Questions  
 

1: Policies, systems and laws (“the architecture” of a country) shape 
the way we all experience the world. What are some examples, personal 
to what your organisation works with, which show that those policies 
and laws were created without women and girls in mind generally? 
  

Our experiences as a scrutiny and improvement body 
 
The way we inspect is grounded in the Health and Social Care Standards, which 
is human rights, but this does not focus specifically on women and girls. It is, 
however, person centred. The Standards take a proactive approach to upholding 
the rights of people experiencing care, with gender specified.  The opening 
Standards 1.1 and 1.2 state:  
 
“I am accepted and valued whatever my needs, ability, gender, age, faith, 
mental health status, race, background or sexual orientation.”  

“My human rights are protected and promoted and I experience no 
discrimination.” 

During joint inspections for services for children and young people in need of 
care and protection, we ask partnerships if we can meet with parents/carers and 
partnerships predominantly provide opportunities to meet with mothers and other 
female carers, not fathers or other male carers. Perhaps this compounds the 
idea that the caring role is a female role. As an organisation, during our 
inspections, perhaps we need to be more challenging of this. 

We know from research that in secure care, girls are escalated through the 
system quicker than boys. It would be helpful to understand the reasons for this. 
 
Historically Scotland has not been world leading in responding to protecting 
women and girls who have experienced harm, for example, violence or sexual 



abuse as they have had to speak to a range of different agencies (e.g. Police 
Scotland, Social Work, NHS, prosecution/ legal team). As well as having to 
speak to a range of agencies, victims of gender-based violence report that they 
suffer re-trauma through having to repeat their story and through their 
experience of the criminal justice process.  Barnahus will build on the progress 
currently being made to reduce the re-trauma of women and girls who report 
experiencing or witnessing harm.  Progress includes the Equally Safe Multi 
Agency Centre in Edinburgh and the Vulnerable Witnesses Suite in Glasgow.  
The architecture mitigates against gender equality.  The introduction of the 
Barnahus Standards (currently being developed by Care Inspectorate and 
Health Improvement Scotland) will help to make improvements. 
 
5/6 of the social services sector workforce are women (SSSC report). We will 
continue to work with SSSC and the sector to understand the gender 
stereotypes associated with women and caring. Workforce gender equality 
varies by service type, with a particular issue for early learning and childcare 
(ELC). We are working collaboratively with SSSC to identify and improve this 
position.  For example, we supported the recent Scottish Government drive to 
attract more men to work in ELC. 
 
We have undertaken work to promote gender equal play and counter gender 
stereotyping in ELC. In 2018, the Care Inspectorate co-produced ‘Gender Equal 
Play’ with Zero Tolerance, a practice resource promoting gender equality in early 
learning and childcare settings.  We have also supported the implementation of 
the Scottish Government’s national standard for ELC providers, which includes: 
 

 promoting equality of opportunity and developing a workforce which 
reflects the population of Scotland in terms of characteristics such as age, 
gender, religion or belief, race, sexual orientation and disability, 

 security of employment and hours of work, avoiding exploitative 
employment practices such as unfair zero hours contracts, or pregnancy 
and maternity discrimination, 

 consideration of patterns of working (including, for example, part-time 
working and/or term-time working) and support for family friendly working 
and wider work life balance. 

 
Our experiences as corporate parent and public body 
 
The Children and Young People (Scotland) Act 2014 is crucial to our work as 
we are a corporate parent, but again it does not drill down into the experiences 
of a child by their sex/ gender. Being care experienced is not a protected 
characteristic in the Equality Act. Sometimes, it can feel disconnected as it is 
covered by different legislation and is reported on separately. Potentially through 
the introduction of children’s rights wellbeing impact assessments there is room 
for public bodies to take an intersectional approach when reporting on this when 
the UNCRC comes into Scots Law later in 2020. 

 



The national performance framework was not written with women and girls in 
mind.  
 
Our experiences as a public sector employer 
 
Our own employment policies; flexible working (in line with the Employment 
Rights Act and Flexible Working Regulations), home working, carers, 
recruitment, learning and development, further study and our performance 
management policy, LEAD) were not designed with women in mind. There may 
be some barriers/ ways we can use these policies to advance equality of 
opportunity for women. Some of these actions will be addressed through our 
Strategic Workforce Plan and others will be picked up through our Equality 
Outcomes and Mainstreaming Action Plan. 

 
The Equality Act was designed to consolidate the different equality laws into 
one. It covers sex (women and girls, men and boys). It doesn’t cover gender, 
which is different, although many people use the term interchangeably or believe 
that the Equality Act covers gender. The Equality Act covers race, disability, age, 
gender reassignment, sexual orientation, religion or belief, marriage and civil 
partnership and pregnancy and maternity. This approach means we often look at 
each protected characteristic in isolation and have a tendency to look at women 
as a homogenous group not through an intersectional lens.  The Equality Act 
could go further and include additional social markers such as income, 
education and where you live as these can be barriers to opportunity. We are 
aware some public bodies are covered by the Fair Work Socio-Economic Duty 
but not all are, potentially this could be merged into the Public Sector Equality 
Duty. 

 
 

2: How does the experience of this differ for BME women, disabled 
women, working class women or LGBTQI women? 
 

It will differ, women and girls are not a homogenous group, you are more likely 
to encounter barriers if you are from a minority ethnic background, English is not 
your first language, you are living with a disability, you work in part time low paid 
jobs, and identify as a member of the LGBTQI community. Discrimination can be 
direct or indirect (some can be unconscious and/or it can be institutionalised). 
Equality of opportunity depends on different things, it’s difficult to know as their 
views are under-represented and assumptions and generalisations can be made 
which is not helpful. To know for sure, we need to ask these women (women 
who don’t normally have a voice) and involve them in our policy making and 
involve them in decisions about them. Their lived experience is key. Evidence 
and research is also important. SSSC’s online database also allows for detailed 
analysis of not just gender equality by service type, sector and geography, but 
also minority ethnic background and disability (which is helpful when considering 
intersectionality).  

  
 



3: What about women and girls that fit into more than one of these 
categories? 
  

Multiple discrimination is real and more needs to be done to raise awareness of 
this. Systems need to be intentionally and systemically intersectional. Equality 
impact assessments and children’s rights wellbeing impact assessments will 
help but need to mention intersectionality specifically. We also need to consider 
this in relation to our corporate parenting responsibilities. Community 
engagement that seeks to involve all members of a community, for example, a 
focus group with women needs to include an intersectional and diverse group of 
women. We need to look at the cumulative effect (i.e. the obstacles and barriers 
facing an individual) For example, a minority ethnic , disabled, working class and 
lesbian woman’s experience will differ from that of a Scottish white, non-
disabled, straight, middle class woman. The way they see the world, their lived 
experiences, their access to opportunity and the subsequent barriers they face 
will all be different. 
  

4: What changes should the NACWG recommend to the First Minister to 
create an architecture which considers all the different experiences 
women and girls have, and why do you think that would make a 
difference? Please try to consider this within the themes of law, 
systems and policies (rather than programmes or projects!). 
 

The review of the PSED is welcome as public bodies would like to be consulted 
on changes/ improvements. 

 
We hope that the Gender Representation on Public Boards will result in more 
females on boards, and a more diverse group of women generally (e.g. minority 
ethnic community and across the other protected characteristics and social 
markers). It would be helpful to have something similar in place for senior 
leadership teams, for organisations to be encouraged to use positive action in 
recruitment (in their equality outcomes). 

 
The Equality Act and Human Rights legislation, including the UNCRC could be 
better connected. Hopefully this will improve when the Equality Unit becomes 
the Equality, Inclusion and Human Rights Directorate, although I believe they will 
still sit separately. 

 
We need to report on the gender pay gap, disability pay gap and ethnicity pay 
gap- what if a women is black, disabled, female? How would we know if they 
were being paid fairly? Again, this shows how we look at protected 
characteristics separately. A woman may face discrimination due to the 
combination of different parts of her identity. 

 
Gender Recognition Act- careful and sensitive consultation with women and girls 
to ensure women only safe spaces are protected where this is a potential risk of 
violence (e.g. women only prisons and refuges). During our conversation we 



struggled with talking between sex and gender, whilst being mindful of the 
difference. The law is unhelpful here too and sometimes refers to sex and 
sometimes gender. 
  

 
 
This virtual Circle will replace our in-person events over 2020. Reflecting on 
your event please can you give us any feedback on how this process was for 
you, including the support provided and topic material: 
  

  

Please use the below box to provide your feedback: 
  

The questions and pre-reading were very helpful. This was my first wee circle. I 
attended one webinar with Marianna Leite beforehand and it was extremely 
helpful, I feel I could have benefitted from attending one or two more before 
chairing this event to feel more confident. 

  

 
 
Thank you for taking the 2020 Annual Topic Circle 
 
Once you have completed your virtual 2020 Topic Circle please return your 
feedback template to ACWG@gov.scot by 4 September at the latest. 
 
All responses from this engagement will be shared with the NACWG and 
considered when they write their 2020 Report and Recommendations. 
 
 
  

mailto:ACWG@gov.scot


9. 
 

Name of organisation: Scottish Ambulance Service  
 

Date of event: 18/08/20 & 27/08/20 
 

How many took part in the 
Topic Circle? 

12 

Is this the only one you have 
taken part in? 

Yes 

Are you considering taking 
part in more? 

No 

  
 
Discussion Questions  
 

1: Policies, systems and laws (“the architecture” of a country) shape 
the way we all experience the world. What are some examples, personal 
to what your organisation works with, which show that those policies 
and laws were created without women and girls in mind generally? 
  

  
o Male dominated service with rank / command and control structure although 

we are seeing a gradual change with 42% women employed by the Service 
o Few female managers although this is changing. Females make up 45% of 

the Executive Team including a female Chief Executive Officer. 
o  
o Service is traditional and a cultural shift is required to change attitudes 
o Individuals had experienced occasions where men do not want to listen to 

their point of few / felt male opinion carried more weight 
o Calling out inappropriate behaviours more often – subtle examples are often 

missed 
o Those with clinical experience have more kudos and are more likely to be 

heard than those without 
o Some change has taken place but more needs to be done to educate and 

change behaviours – flexible working, uniform policy re maternity wear etc. 
Being more flexible in how we allow you to work 

o Shift patterns that can be unpredictable, i.e. relief rosters can affect those 
with caring responsibilities and their ability to apply for other posts. Whilst 
this is not unique to female staff it is likely that more female staff have caring 
responsibilities. With supporting work life balance policies in place there is 
assistance for staff however relief shifts can be problematic for staff. 

o Whilst some staff work on a part time basis (16% of all staff - of these 59% 
are women) there is more to be done to encourage and support those staff 
would prefer to work on a part time basis. Education and training – full time 
training course attendance for a part time working contract for those with 
carer responsibilities can cause problems. Changes in education 
programmes have established more local delivery centres however courses 
are delivered predominantly on a full time basis.  

o Menopause policy would help to raise awareness and help discussions with 
women to provide support at work. This is in development 



 

2: How does the experience of this differ for BME women, disabled 
women, working class women or LGBTQI women? 
 

o The Service is not very diverse although this is gradually changing  
o Women in SAS may not have the worse experience however those women 

from BAME backgrounds / with a disability may have poorer experience 
o We have a policy to support transgender staff, including those who are 

transitioning, however more education for managers and staff is required 
o The messages about the profile of the Service and the aspirations to 

increase diversity should be made clear 

   

3: What about women and girls that fit into more than one of these 
categories? 
  

  
 As previous question – culture and education shift to include all staff 
  

4: What changes should the NACWG recommend to the First Minister to 
create an architecture which considers all the different experiences 
women and girls have, and why do you think that would make a 
difference? Please try to consider this within the themes of law, 
systems and policies (rather than programmes or projects!). 
 

o Messaging needs to be clear / images used publically to promote gender 
equality 

o Systems / policies for NHS Boards are developed on a Once for Scotland 
basis, so there may be less opportunity to create SAS specific – however it 
is within our gift to provide feedback to influence / put pressure to 
encourage support from Ministers to address gender inequality / 
intersectionality 

o We must make it safe to ‘call out’ inappropriate behaviours in a way that is 
respectful and is comfortable for the individual in question. Men should call 
out too where women are treated inappropriately so others are not labelled 
as trouble makers 

o Support at high level and across teams is required to create a culture where 
we can be more open and tackle issues 

o New education routes into roles, i.e. the national requirement in the UK for 
Paramedics to complete the degree programme, will have impact on those 
less likely to consider higher education and inequalities for lower income 
communities who would not normally see university as a route to work. This 
is likely to have greater impact for BME women. 

o Make part time working reporting mechanisms a requirement for 
organisations thus highlighting the need for part time working options to be 
more readily accessible across all staff groups. 

  

 
 



This virtual Circle will replace our in-person events over 2020. Reflecting on 
your event please can you give  us any feedback on how this process was for 
you, including the support provided and topic material: 
  

  

Please use the below box to provide your feedback: 
  

 
  
  
  
  
  

 
 
Thank you for taking the 2020 Annual Topic Circle 
 
Once you have completed your virtual 2020 Topic Circle please return your 
feedback template to ACWG@gov.scot by 4 September at the latest. 
 
All responses from this engagement will be shared with the NACWG and 
considered when they write their 2020 Report and Recommendations. 
 
 
  

mailto:ACWG@gov.scot


10. 
 

Name of organisation: Forth Valley College 
 

Date of event:  
27.08.2020 

How many took part in the 
Topic Circle? 

8 

Is this the only one you have 
taken part in? 

Yes 

Are you considering taking 
part in more? 

Yes 

  
 
Discussion Questions  
 

1: Policies, systems and laws (“the architecture” of a country) shape 
the way we all experience the world. What are some examples, personal 
to what your organisation works with, which show that those policies 
and laws were created without women and girls in mind generally? 
  

  
 There is seems to be a distinct fiscal drive to apprenticeships which are 
often heavily gendered e.g. Engineering, Construction.  They seem to 
revolve around infrastructure.  As a side note the Gender Action Plan aimed 
at evening out the gendered nature of these programmes has been stalled 
until further notice due to COVID.  This is a common theme—work set out to 
level the playing field/promote equity are often deprioritised in light of 
‘emerging priorities’. 
Similarly Beauty students, which are more often women centred, are having 
to delay study because of new salon regulations.  Hence their studies have 
been delayed longer than men-dominated courses.  In relation it seems that 
Barbers opened before Salons in the COVID response with reasons that 
seem to make minimal sense. 
 
Funding schemes—Single mothers seem to be more affected in the jump 
from universal credit to college funding.  Many find that the limits of the 
bursary scheme and childcare scheme more limiting leaving women to juggle 
job, study and childcare.  The possibility of social mobility becomes less 
likely. 
 
Absence policies/ flexible working /pensions work to the detriment of women 
with caring responsibilities* For example, absence records may have an 
impact on job if in consultation.  Women are more likely to take time off 
despite flexible working being available to all.  We also see that flexible 
working is less visible/used once women become involved in higher 
management.  Women may not feel able to apply to promoted posts because 
of the perception that flexible working will be lost.  



Pension schemes are built on number of hours worked.   
Women are more likely to be employed part-time and thus, despite working 
hard do not benefit from the same pension as men.  This could result in 
women staying in abusive and unhappy relationships later in life.  
The Government top up National Insurance if you are part- 
time due to childcare but you need to ask for it from HMRC it is not 
advertised or widely known. 
 
Much like many policies, they set out to cover the general population without 
acknowledging the negative impact it will have on certain groups.  For 
example from the onset of COVID, many predicted that staying at home 
would have a greater demand/impact on women in terms of childcare, 
schooling and domestic abuse.  Generally Equality impact assessments can 
identify mitigations but these seems to rarely be built in. 
 
*There was discussion of men who have caring responsibilities being disadvantaged as well.  

We concluded that the act of caring is not given sufficient acknowledgement under the law 
because it has been feminised.  
  

2: How does the experience of this differ for BME women, disabled 
women, working class women or LGBTQI women? 
 

  
 There was an example of a student who was a non-native English speaker 
being victimised by management at the factory where she worked to come in  
during lockdown.  Even when women of colour and or limited English are 
aware of regulations they may be unable to challenge unjust behaviour 
because of financial insecurity, lack of language or feelings of 
powerlessness. 
Women who fall under these categories feel they have fewer choices and 
thus are more likely to experience more difficulty. 
 
 
Sometimes the accommodations created for people with protected 
characteristics result in protected characteristics competing.  For example 
there are wheelchair or buggy spaces on a bus.  One must move for the 
other but the majority of people without mobility requirements are left 
unaffected. 
 

3: What about women and girls that fit into more than one of these 
categories? 
  

   
 We agreed that barriers are even more compounded when there are more 
intersections.  These are the hardest women to advocate for because there 
may be multiple conflicting barriers/policies.  
  



4: What changes should the NACWG recommend to the First Minister to 
create an architecture which considers all the different experiences 
women and girls have, and why do you think that would make a 
difference? Please try to consider this within the themes of law, 
systems and policies (rather than programmes or projects!). 
 

  
 Representation: there needs to be more diversity in the room when 
decisions are made.  Decisions are often made based on the experience of 
men and the middle class and middle age.  Much guess work and 
unnecessary ‘investigation’ could be eliminated if people with lived 
experience were involved (women, the young, BME, LGBTQ). 
 
Women who do the grassroots work also need to take the limelight when 
offered as this is what will champion women’s causes as well as showcase 
capabilities. 
 
Enforce the requirement for Equality impact assessments. 
Enforce the Equality Act.  If there is doubt of compliance with the public 
sector equality duty reporting this can be checked and enforced by the 
funding council.    
  

 
 
This virtual Circle will replace our in-person events over 2020. Reflecting on 
your event please can you give  us any feedback on how this process was for 
you, including the support provided and topic material: 

  

Please use the below box to provide your feedback: 
  

I think this was a great opportunity to get people in to discuss larger 
issues within our organisation. We were able to look at how policies 
effect the way we work and support people in the community. 
 
I expect you may get more specific information because the groups are 
more familiar with how things work more specifically in their 
institutions.  

 
 
Thank you for taking the 2020 Annual Topic Circle 
 
Once you have completed your virtual 2020 Topic Circle please return your 
feedback template to ACWG@gov.scot by 4 September at the latest. 
 
All responses from this engagement will be shared with the NACWG and 
considered when they write their 2020 Report and Recommendations. 
 

mailto:ACWG@gov.scot


11. 
 

Name of organisation: School of Science and Engineering, 
University of Dundee  

Date of event:  
1/9/20 

How many took part in the 
Topic Circle? 

5 in meeting with additional written input 
from other interested responders 

Is this the only one you have 
taken part in? 

Yes 

Are you considering taking 
part in more? 

Yes 

  
 
Discussion Questions  
 
 

1: Policies, systems and laws (“the architecture” of a country) shape 
the way we all experience the world. What are some examples, personal 
to what your organisation works with, which show that those policies 
and laws were created without women and girls in mind generally? 
  

 Caring responsibilities:  
o As academics; women with families/caring responsibilities may have a 

lower academic output or need to work harder than others to match their 
output 

o As students; limited access to resources to help with childcare whilst 
studying – limits women’s opportunities to study   

 Promotion process: 
o Women often assigned to pastoral/organisational type tasks, whereas 

men encouraged to engage with research type tasks (which leads to 
promotion). Again, just as with childcare, leads to less available time for 
academic output 

 There is a lot of data confirming that women/minorities and those outside the 
most prestigious universities are discriminated against in securing funding. The 
process needs to be challenged and made equitable. Especially in cases where 
local government is investing in the funding. This should not give the impression 
of a “Boys Club”, with no informative or constructive feedback on applications. 
We all have a stake in Scotland’s future. Again, this effects promotion. 

 Recruitment process, needs to be questioned: 
o Why do no women apply for roles in certain disciplines? Are they not 

shortlisted or is something in the job advert putting them off? 
o Similar in student recruitment – girls do better than boys in STEM 

subjects at school. What is putting them of engineering? Is there 
something in the student recruitment process (language, photos etc.) 
that is off putting? Lack of female role models at open days? This would, 
however, bring back to the put about burdening the small number of 
women again if they were then required to go to every career fair/ open 
day etc… 

 Challenging the Status Quo; 



o The issues are not often recognised by males in the field and instead the 
burden still seems to be on women to change/challenge the status quo. 

 Equality &Diversity Date; data in categories that are too broad to gain any 
meaningful information on the state of diversity and of any changes (i.e all BME 
staff or student numbers together, no information on Black responders or of any 
intersectionality). 

 
 

2: How does the experience of this differ for BME women, disabled 
women, working class women or LGBTQI women? 
 

  
 The experience is potentially worse for working class women in academia/STEM. 

They often feel there is an assumption that they know less, or are less qualified, and 
are having to constantly prove themselves, particularly compared to men, but even 
sometimes amongst more senior women. 

 The onus on improving/ challenging the situation is worse if intersecting;  
o Participating in diversity and equality committees - often assigned to 

BME/women as they are assumed to benefit/ have knowledge on topic. 
Again, this means that there is less time to invest in other academic inputs, 
limiting research and opportunities for promotion 

 “Poster Student/Staff”; Female/BME students often used as ‘poster students’. Not 
always reflected in the actual reality/ distorting reality. Doubly hard if you are 
intersecting more than one field. 

 Even less role models than usual, especially for women in STEM 

 “Where are you from?” – questioning your belonging if you happen to be BME/ from 
abroad, or your abilities, for example the complimentary “YOU are so intelligent…” 

    

3: What about women and girls that fit into more than one of these 
categories? 
  

  
We did not have much experience to discuss this topic, but from our brief 
discussion and from people’s experiences outside our organisation we feel that 
this further limits opportunities. 

  

4: What changes should the NACWG recommend to the First Minister to 
create an architecture which considers all the different experiences 
women and girls have, and why do you think that would make a 
difference? Please try to consider this within the themes of law, 
systems and policies (rather than programmes or projects!). 
 

  
o Childcare – level the playing field: 

o Actively encourage paternal leave – that way childcare will immediately be 
considered a woman’s responsibility or a potential threat to employability. 



o Create a gender-neutral space for people (encouraging men) to share views 
on childcare, stressing the importance of active parenting.  

o Transparency: 
o Data, for example Equality and Diversity reports, should be broken down into 

meaningful categories where you can interpret data and analyse some of the 
aspects of intersectionality. For example, number of disabled women of 
colour, number of Black female professors etc. 

o Back up promotion photos, which often include the minority of Black/ ME 
students with figures/facts, so as not to portray an unrealistic tokenistic 
reality. 

o Transparency from funding providers, especially Government led (i.e SFC);  
o review research funding processes and restrict any biases when making 

decisions. This must include the exclusion of decision makers with ties to 
submitted proposals 

o Diversify the decision makers. All male white panels with a majority from the 
biggest universities must not be allowed 

o Full transparent feedback given to unsuccessful bids 
o Encouragement should be given to smaller universities and female and 

minority applications, if we want to change the way society operates. 

   

 
 
This virtual Circle will replace our in-person events over 2020. Reflecting on 
your event please can you give us any feedback on how this process was for 
you, including the support provided and topic material:  

  

Please use the below box to provide your feedback: 
  

  
We thank you for the opportunity to participate in shaping the report. We very 
much enjoyed the process, and hope that next time we will have the 
opportunity for a fuller discussion with more participants. 
 
o It would be very interesting to be able to see the final report 
o We would also be interested participating in any future events. 

   

 
Thank you for taking the 2020 Annual Topic Circle 
 
Once you have completed your virtual 2020 Topic Circle please return your 
feedback template to ACWG@gov.scot by 4 September at the latest. 
 
All responses from this engagement will be shared with the NACWG and 
considered when they write their 2020 Report and Recommendations. 
 
 
  

mailto:ACWG@gov.scot


12. 
 

Name of organisation: NHS 24  
 

Date of event: 19th August 2020 
 

How many took part in the 
Topic Circle? 

6 people  

Is this the only one you have 
taken part in? 

Yes 

Are you considering taking 
part in more? 

Yes 

  
 
Discussion Questions  
 
 

1: Policies, systems and laws (“the architecture” of a country) shape 
the way we all experience the world. What are some examples, personal 
to what your organisation works with, which show that those policies 
and laws were created without women and girls in mind generally? 
  

The Attendance Management policy within our organisation was identified by 
the group as an example of a policy which may have been created without 
specific consideration being given to women and girls.  Women can often be 
disproportionately more likely to require time off work to provide care for 
children or others, and this was an issue that was exacerbated throughout 
the COVID-19 pandemic. Women noted having to take sick leave, some 
multiple times, in order to be able to remain at home to provide care for 
others.  
 
Women reported that they understood that the Attendance Management 
policy only offered them the option to take either unpaid leave or use annual 
leave, both of which were undesirable options.  These women felt that they 
were not protected by workplace policies that would allow them to be able to 
take the time off they needed to provide care for their families under unusual 
circumstances. 
 

2: How does the experience of this differ for BME women, disabled 
women, working class women or LGBTQI women? 
 

The inequality experienced by women can often be amplified if a woman is 
minority ethnic, disabled, LGBTQI, working class, or experiencing socio- 
economic disadvantage. 
 
The socio-economic disadvantage women can experience can be 
substantial, particularly due to the greater likelihood of them needing to go on 



maternity leave, work part-time, or even leave a job all together to care for 
their families.  The lackof a strong policy that supports a good work/life 
balance and other life-chances would disadvantage the majority of women, 
contributing to the widening of the gender paygap.   
 
Many Muslim women can often be required to pray up to 5 times a day.They 
may find this difficult in working environments, where existing policies make 
no allowances for this.  Having policies that support people to observe their 
faith is important and will help to improve awareness and inclusivity.  It could 
also help to create a safer working environment for women.   
 
Many people do not feel comfortable disclosing their sexual orientation as 
they often anticipate experiencing discrimination. For women working for 
organisations that fail to consider their needs appropriately in their policies, 
there can often be an additional reluctance to disclose other aspects of their 
identity that they feel may subject them to additional unfair treatment.  
 
NHS 24 promotes LGBTQI equality, supports improved mental health 
awareness, and has taken steps to tackle race discrimination, however, it is 
recognised that there is still a lot of work to be done, particularly when it 
comes to getting people to feel safe to speak up and get involved in positive 
activities intended to promote understanding and tackle prejudice.  We are 
seeking to create a culture where everyone feels respected, included, valued 
and free to be themselves at work, without any fear of being on the receiving 
end of unfair treatment.  Policies to support this positive workplace culture 
should help people to feel more confident.   
  

3: What about women and girls that fit into more than one of these 
categories? 
  

It was agreed that these women can face a series of additional challenges, 
and often what employers put in place may support some but actually not be 
suitable for all. Some groups of women may in fact be disadvantaged by 
policies intended to support people and employers need to be aware of the 
chance of this and ensure that consideration is given to the individual 
experience of each member of staff.  NHS 24 emphasises being person-
centred, this includes taking into consideration the individual experiences of 
the staff and not only following policies.  It was agreed that managers should 
be able to consider the individual and their unique experiences. For example, 
the Attendance Management Policy does not mention issues that will 
specifically affect women, such as the menopause, but managers should be 
able to interpret the policy to help meet the needs of women, including those 
who could face discrimination for multiple reasons.  
 
The group also discussed issues such as room temperature within the work 
environment, the HSC guidance was set in the 1960's, this is outdated and 
requires modernisation, taking into account the experience of women.   
 



The specific health experiences for women plus the barriers faced due to 
other characteristics are generally not covered by policy, if a woman is 
unable to work due to health reasons the policies and procedures in place 
should cover these health issues to allow a flexible working environment.  
The group emphasised the impact the policies can have, highlighting that as 
a person-centred organisation and with the support of HR, employees and 
their line manager should be able to work together to discuss the appropriate 
support they may require.      
  

4: What changes should the NACWG recommend to the First Minister to 
create an architecture which considers all the different experiences 
women and girls have, and why do you think that would make a 
difference? Please try to consider this within the themes of law, 
systems and policies (rather than programmes or projects!). 
 

  
National policy should recognise the differences for women, taking into 
consideration specific health needs and experiences.  Policies in this regard 
should be supportive, not punitive when addressing issues that arise.  Within 
NHS 24 the more than 75% of staff are women. If policies are not designed 
to consider the needs of women then this will be detrimental to the majority of 
our workforce. More education may be needed about the health 
experiences,needs and the expectations of women to reduce and re-evaluate 
the strict and rigid policies in place. 
 
To overcome this current social disadvantage for women, there requires a 
cultural shift and expectation of a woman’s role'.  The group discussed 
specific policies that may benefit women and girls throughout Scotland.  
Policies, which are specific to women and girls regarding health, needs, for 
example the introduction of a 'menopause policy' which supports women 
throughout this time, putting measurements in place to allow for flexibility.  
There is also potential to create other policies along the same line, to support 
women in the workplace and to recognise the differences in the specific 
health needs.   
 
Specific to NHS24, the group discussed the ongoing work to set up a LGBT 
and BAME network, would it then be beneficial to set up a women's network, 
to identify difficulties, discrimination and other inequalities.  This idea could 
potentially support women and girls, allowing them to have a say within their 
own organisation.  
  

   
This virtual Circle will replace our in-person events over 2020. Reflecting on 
your event please can you give us any feedback on how this process was for 
you, including the support provided and topic material: 
  

  



Please use the below box to provide your feedback: 
  

This circle session allowed for the robust answering of each question, 
integrating different people across the organisation that may not have been 
able to provide important feedback if not done virtually.  This session was 
informative and the material provided through the regular emails was 
excellent for informed and constructive discussions.   
 
Having a Circle session within my own organisation prevented discussion 
with other organisations however; the recommendations within the 2020 
report will allow Circle members to gain a full picture across Scotland.  
  

 
 
Thank you for taking the 2020 Annual Topic Circle 
 
Once you have completed your virtual 2020 Topic Circle please return your 
feedback template to ACWG@gov.scot by 4 September at the latest. 
 
All responses from this engagement will be shared with the NACWG and 
considered when they write their 2020 Report and Recommendations. 
 
  

mailto:ACWG@gov.scot


13. 
 

Name of organisation: Corra Foundation 
 

Date of event: 1st September 
 

How many took part in the 
Topic Circle? 

8 

Is this the only one you have 
taken part in? 

No 

Are you considering taking 
part in more? 

Yes 

  
 
Discussion Questions  
 

1: Policies, systems and laws (“the architecture” of a country) shape 
the way we all experience the world. What are some examples, personal 
to what your organisation works with, which show that those policies 
and laws were created without women and girls in mind generally? 
 

Q1: Policies, systems and laws (“the architecture” of a country) shape the way 
we all experience the world. What are some examples, specific to what your 
organisation works with, which show that those policies and laws were created 
without women and girls in mind generally? 
 
 
The group discussed a number of issues that related to their experiences.  They 
gave examples of student loan repayments still accruing interest during 
maternity leave – meaning women pay more for the loan, in addition to losing 
income as a result of mat leave/moving to part time work.  
 
They gave examples of names and identities; and the impact a woman having a 
different surname to her child can have as a result of inherently sexist systems.  
For example, test results for a new baby were delayed by 48 hours (and as a 
result, so was the hospital discharge) because of an issue of matching the 
baby’s name (father’s name) with the mother (who kept her own surname).   
 
Similar examples whilst travelling –when the mother has a different name to her 
child, it causing issues because ‘the system’ finds it hard to understand why 
parents have a different name to a child.  This is often also the case for names 
which are from (non-white, non-British) cultural traditions which are not 
understood by ‘the system’. 
 
Whilst checks/measures like this are often to prevent child trafficking – it has 
unintended consequences - like disruptions at customs and a mother having to 
‘prove’ she is the child’s parent using more identification than if the names were 
in the ‘nuclear’ British way of naming (i.e, Mother, Father and child have same 



surname).  This also happened to a woman in the group who needed to change 
her passport after marriage, but because she’d gone from Miss to Ms (but whilst 
keeping her own name) had to travel significantly to meet the identity 
confirmation needs to renew a passport – all because of the Miss – Ms move.  
Men would never encounter this as they are always Mr – so no changes at all if 
they get married.   
 
Workplace policies that don’t account or accept menopause symptoms as a 
‘legitimate’ reason for being ill/unable/not as able to work.  
 
Experiences of Child Support being lower than they should be as it is 
determined by the (male) partner’s income – in this instance the Father did not 
include the undeclared income from ‘cash in hand’ work during the child support 
calculations, which means the mother (and majority care-giver) did not receive a 
realistic proportion of his income, but with no way to prove this to ensure the 
Father paid his fair share of maintenance costs.  
 
 
We also discussed challenges around the workplace and parenting roles – 
examples from the group of previous employers with expectations of people 
working overtime or longer hours at short notice, which is harder for women to 
do if they have caring responsibilities.  This has ramifications for women as they 
are often less able to work in the way that leads to promotion or recognition.   
 
General feeling that services (health, care, anything!) are often geared without 
consideration of the unique needs of women (caring responsibilities, but no 
creche at the service, telephone appointment lines only live during school run 
etc). 
 
An example of a government employee, who in a post-meeting train ‘chat’ 
displayed homophobic viewpoints.  Whilst politely challenged at the time, the 
group noted how views like this (held by an individual in a position of power, or 
someone on the career path to a position of power) could easily translate into 
policy, and wondered how to stop hateful views held by individuals from dictating 
policy (misogyny, homophobia, transphobia etc).  We spoke of the need for 
independent/coherent review of policies/laws through lenses which can identify 
these prejudges and protect/promote rights of protected groups.   

 

2: How does the experience of this differ for BME women, disabled 
women, working class women or LGBTQI women? 
 

 
The group felt it differed in that the sexist issues that face ‘all’ women are 
compounded with even more barriers fir women who are BME, disabled, poor, 
LGBTQI.  For example, services expecting Roma/Gypsy women to attend ante-
natal appointments (and judging them as bad parents if they did not), but whilst 
simultaneously not providing anything more than very limited language 
translation services – and certainly no service that translates cultural issues (like 



cultural mistrust and fear of medicines and concern about trusting services that 
are out-with their community). 
 
Another example of a new school being designed with no carparking, which 
although admirable for an attempt to encourage green/environmental 
considerations and encourage physical activity– makes dropping children off as 
a disabled mother exceptionally difficult.  
 
Poverty being misinterpreted as ‘ child neglect’– and the judgement made by 
affluent/middle class professionals on women living in poverty in terms of their 
mothering role. Failure to see the woman and her family’s needs/trauma and the 
impact poverty has on her ability to provide for her children, only seeing her as 
feckless or indifferent to the welfare of her children. 

 

3: What about women and girls that fit into more than one of these 
categories? 

This is common, and challenging.  Often, women in more than one category 
have to consider why it is they are facing barriers (is it my being black?  Is it my 
being a woman? Is it my disability?) which is exhausting.  Silos exist 
everywhere, which makes the issues more challenging. 
 

4: What changes should the NACWG recommend to the First Minister to 
create an architecture which considers all the different experiences 
women and girls have, and why do you think that would make a 
difference? Please try to consider this within the themes of law, 
systems and policies (rather than programmes or projects!). 
 

  
 Legislative changes to further protect women – taking an intersectional 
approach.  
More targeted work to increase representation, all female lists are great for 
example – however, that still benefits women who are already closer (more 
powerful/educated/financially able) to politics, not those who are most excluded 
because of race/sexuality/gender caring roles etc.  
Targeted work to empower women of all sections of womanhood.  This could be 
done through unionising women.  There is clear correlation between growing 
inequality and unions becoming less common strong/common.  Is there an 
opportunity to unionise as women to demand rights/equality?  Including women 
out with the paid workforce? 
Continue to promote relational, person centred service provision across all areas 
public/third sector service provision.  Understand the unique person to improve 
intersectional approaches to support and crush siloed ways of working.  

  

 
 



This virtual Circle will replace our in-person events over 2020. Reflecting on 
your event please can you give  us any feedback on how this process was for 
you, including the support provided and topic material: 
  

  

Please use the below box to provide your feedback: 
  

You did really well at adapting!  It was great to be able to continue to participate 
online.  Our wee circle was held by zoom, which wasn’t quite as fun as usual in 
person chats – but we managed and still had a good converstation.  It might be 
useful to provide some training on online facilitation for orgs/folks that are less 
literate in online facilitation though? 
 
Also – in some ways online was much better.  I love coming to the Circle events, 
but sometimes it involves a big journey (i.e. Glasgow to Dundee for a couple of 
hours!).  Although I love coming to Circle events, maybe future ‘in person’ events 
could be live streamed too – so folks don’t have to travel unnecessarily? 

  

 
 
Thank you for taking the 2020 Annual Topic Circle 
 
Once you have completed your virtual 2020 Topic Circle please return your 
feedback template to ACWG@gov.scot by 4 September at the latest. 
 
All responses from this engagement will be shared with the NACWG and 
considered when they write their 2020 Report and Recommendations. 
 
 
  

mailto:ACWG@gov.scot


14. 
 

Name of organisation: Women's Enterprise Scotland (WES) 
 

Date of event: Input from WES representatives gathered 
during August 
 

How many took part in the 
Topic Circle? 

Input gathered from existing material and 
individuals 

Is this the only one you have 
taken part in? 

Yes 

Are you considering taking 
part in more? 

Yes 

  
 
Discussion Questions  
 
 

1: Policies, systems and laws (“the architecture” of a country) shape the 
way we all experience the world. What are some examples, personal to 
what your organisation works with, which show that those policies and 
laws were created without women and girls in mind generally? 
  

 In Scotland Gender Architecture exists to tackle gender inequality and 
discrimination in general, and specific issues are addressed such as the gender 
pay gap and under-representation in STEM. However, decisions that impact 
women who own and run businesses are made without consideration of the 
specific needs of women.  
 

It would appear that there is no specific mention of women’s enterprise across 
the listed Gender Architecture in Scotland. We would suggest that women’s 
enterprise promotes gender equality and does have a role in developing 
Scotland’s Gender Architecture.  
 
The current environment is resulting in far fewer women embarking on starting their 
own business than men. Only by addressing the specific barriers for women can the 
self-employed and enterprise landscape in Scotland have the potential to work for 
women and men equally. Up to £250 billion of new value could be added to the UK 
economy if women started and scaled new businesses at the same rate as UK men 
(Rose Review, 2019). Scotland would certainly benefit from more women and girls 
seeing entrepreneurship as a potential career.  
 
Women's Enterprise Scotland (WES) has identified that women who own and run 
businesses face specific disadvantages and challenges such as:  
access to finance,  
family/caring commitments,  
lack of gender specific support,  
and market/sector opportunities.  
 
In 2014 the Scottish Framework and Action Plan for Women in Enterprise was co-
founded by WES and the Scottish Government to increase the contribution of 



women’s enterprise to the Scottish economy 
(https://www.wescotland.co.uk/framework). The framework, which was refreshed by 
Scottish Government and partners in 2017, contained key actions for the primary 
stakeholders in the enterprise ecosystem. Some steps have been taken but more 
activity is needed to make progress towards the goal of gender equality in enterprise.  
 

The issues and challenges for women running businesses have been 
exacerbated by Covid 19, and there is now the threat that failing to develop 
a renewed enterprise policy that is productive and fair, and recognises the 
specific needs of women in business and women in the labour market, will 
lead to disproportionate job losses and business closures for women due to 
the pandemic.  
 

The measures in place to support businesses through the crisis demonstrate that 
when policy decisions are made without consideration of the impact on women 
owned businesses it results in women being disadvantaged. For example, the Self 
Employment Income Support Scheme (SEIS) is unfair on those who work part time, 
have just started a business, or have taken maternity leave. All factors affecting 
women.  
Where loans and grants are available and there is an element of human discretion 
there is evidence of gender bias against women. Women are also more cautious 
about debt and access to angel investment may be curtailed by women picking up 
other caring commitments. All ways in which the Covid 19 finance measures don't 
deliver an equal environment for women to cope with the pandemic.  
(Rouse, J. Covid19: Critique and Proposals to Develop More Comprehensive and 
Inclusive Support for the Self-Employed. Report Prepared for the Enterprise 
Research Centre, Warwick/Aston Universities)  
 

 As founding members of the UK Women’s Enterprise Policy Group, WES is 
working with our expert UK colleagues to engage with policy makers and enable 
the development of a policy framework responsive to women’s entrepreneurship, 
and also to ensure that the efforts to close the gender gap in enterprise across the 
four nations are not wiped out. By addressing the gaps in existing support 
delivery, we aim not only to support women’s entrepreneurship, but to ensure 
Scotland and the UK have innovative business ecosystems. A gender diverse 
ecosystem will lead to greater productivity and much needed economic resilience 
and renewal. 
See the WES site for more: https://www.wescotland.co.uk/single-
post/2020/08/11/EXPERT-GROUP-FEARS-FOR-THE-FUTURE-OF-
ENTERPRISING-WOMEN-AS-SCOTTISH-SCHOOLS-RETURN 

  

2: How does the experience of this differ for BME women, disabled 
women, working class women or LGBTQI women? 
 

Women who run businesses are not a homogeneous group and the challenges and 
barriers they face will be different depending on a number of other factors. Women 
who run businesses are also from BAME communities, are disabled, come from 
various socio-economic groups; and are LGBTQI. All of these women are further 
disadvantaged due to discrimination, bias and lack of role models.  
 
An Intersectional Gender Architecture which impacts on business or enterprise 
policy must take account of the experiences of all women.  

https://www.wescotland.co.uk/single-post/2020/08/11/EXPERT-GROUP-FEARS-FOR-THE-FUTURE-OF-ENTERPRISING-WOMEN-AS-SCOTTISH-SCHOOLS-RETURN
https://www.wescotland.co.uk/single-post/2020/08/11/EXPERT-GROUP-FEARS-FOR-THE-FUTURE-OF-ENTERPRISING-WOMEN-AS-SCOTTISH-SCHOOLS-RETURN
https://www.wescotland.co.uk/single-post/2020/08/11/EXPERT-GROUP-FEARS-FOR-THE-FUTURE-OF-ENTERPRISING-WOMEN-AS-SCOTTISH-SCHOOLS-RETURN


  
  

3: What about women and girls that fit into more than one of these 
categories? 
  

  
The decisions made to deal with the pandemic are already showing how failing to 
hear women's voices creates measures that don't work for everyone. The result will 
be proportionally more women run businesses will close and the gap between male 
and female entrepreneurship will grow even wider. When you apply intersectional 
factors, the impact is felt even harder by these women who are most vulnerable to the 
effects of the pandemic.  
 

  

4: What changes should the NACWG recommend to the First Minister to 
create an architecture which considers all the different experiences 
women and girls have, and why do you think that would make a 
difference? Please try to consider this within the themes of law, systems 
and policies (rather than programmes or projects!). 
 

  
WES ask that the NACWG includes a focus on businesses and enterprise to work 
towards building Intersectional Gender Architecture to support women running 
businesses, and create an environment where girls feel entrepreneurship is a 
potential career choice.  

 
As a member of the NACWG circle, Women’s Enterprise Scotland (WES) are keen to 
engage the Advisory Council on the impact of Intersectional Gender Architecture on 
women’s enterprise. This feedback provides insight from WES and asks that 
women’s enterprise be part of the NACWG strategy going forward.  
Gender Architecture that addresses the specific needs of women will provide an 
environment that encourages more women and girls to start and successfully run 
businesses, and benefit the wider economy in Scotland.  
• Of the nearly 5 million people self- employed in the UK, 1.6 million are women 
(ONS, 2019)  

• In Scotland women-owned businesses already contribute £8.8bn into the economy 
every year and have created over 230,000 jobs in local communities.*  

• Women-owned businesses are 20% of the business base in Scotland.*  
 
*https://www.wescotland.co.uk/ 

 

 
 
This virtual Circle will replace our in-person events over 2020. Reflecting on 
your event please can you give  us any feedback on how this process was for 
you, including the support provided and topic material: 
  

  

Please use the below box to provide your feedback: 
  

https://www.wescotland.co.uk/


  
Due to time pressure and limited resources, instead of a single event, this 
feedback has been gathered from existing material and individual input from 
experts in women's enterprise and gender equality.  
The support material was helpful to set the context for the topic and to show 
what Gender Architecture is currently in place.  
 
 Continuing to be flexible in how feedback to the Council is gathered and 
submitted will help to ensure input can be provided from all sectors. This is 
especially true where holding events is a challenge with limited resources.  
  

 
 
Thank you for taking the 2020 Annual Topic Circle 
 
Once you have completed your virtual 2020 Topic Circle please return your 
feedback template to ACWG@gov.scot by 4 September at the latest. 
 
All responses from this engagement will be shared with the NACWG and 
considered when they write their 2020 Report and Recommendations. 
 
 
  

mailto:ACWG@gov.scot


15. 
 

Name of organisation:  
British Council  

Date of event: 4 September 2020 
 

How many took part in the 
Topic Circle? 

Three 

Is this the only one you have 
taken part in? 

No 

Are you considering taking 
part in more? 

Yes 

  
 
Discussion Questions  
 
 

1: Policies, systems and laws (“the architecture” of a country) shape 
the way we all experience the world. What are some examples, personal 
to what your organisation works with, which show that those policies 
and laws were created without women and girls in mind generally? 
  

Our organisation is the UK’s international cultural relations body working 
globally in the fields of arts and culture, English language, education and civil 
society.   
 
With only three of us present at this particular topic circle it did not feel 
possible to address the first three questions in any meaningful way, 
particularly as all of us work at a junior executive level. 
 
We did consider the supporting material presented though and have some 
suggestions in response to question four (see below). 
  

2: How does the experience of this differ for BME women, disabled 
women, working class women or LGBTQI women? 
 

  
 See above. 
  

3: What about women and girls that fit into more than one of these 
categories? 
  

  
 See above. 



4: What changes should the NACWG recommend to the First Minister to 
create an architecture which considers all the different experiences 
women and girls have, and why do you think that would make a 
difference? Please try to consider this within the themes of law, 
systems and policies (rather than programmes or projects!). 
 

  
Having considered and discussed the supporting material for this annual 
topic, we would suggest the following inform recommendations to the First 
Minister.  That: 
 
1. Consideration is given to learning from adopting governance models for gender 

architecture applied in other countries e.g. creating a Ministry for Women; and 
embedding a ‘gender focal point network’ 

2. Existing oversight mechanisms, dedicated committees and advisory NDPB’s are 
asked to describe and demonstrate how they address intersectionality in their 
own governance, operations and policies 

3. The NACWG’s recommendation for substantial increase in the resources 
available to assist with mainstreaming all equalities across the whole of 
government is implemented 

4. Criticisms over the Scottish Government’s Equality Budget Statement are 
addressed and consideration given to implementing institutionalised gender 
budgeting following the examples of Austria, Iceland, Mexico, Netherlands, 
South Korea and Spain 

5. The Equality Act 2010 is updated to adopt a social model as its framework 
rather than the current medical model 

6. Enhanced monitoring of the implementation of the Public Sector Equality Duty is 
implemented (to evidence compliance across the public sector in Scotland) 

7. A Universal Basic Income is introduced, thereby relieving economic pressures 
faced by women (in particular women of colour) as paid and unpaid carers 

8. An intersectional approach is mandated for the new standalone Equality, 
Inclusion and Human Rights Directorate announced by the First Minister in 
January 2020. 

 
As a circle group composed of all women, we noted personal experiences of 
class divide, of (previous) workplaces lacking in basic mechanisms for including 
women such as sanitary ware provision in bathrooms; issues with care provision 
for elderly relatives incapacitated by ill-health but not being old enough to qualify 
for sheltered housing and of discrimination on the basis of local or regional 
accents. 
 
One group member offered an example of a call for new legislation banning 
accent discrimination in France, as reported here: 
https://www.connexionfrance.com/French-news/mps-in-france-propose-bill-
banning-discrimination-against-regional-accents 
 
A further recommendation then is that such anti-discriminatory practice be 
introduced in Scotland. 

This virtual Circle will replace our in-person events over 2020. Reflecting on 
your event please can you give us any feedback on how this process was for 
you, including the support provided and topic material: 

https://www.connexionfrance.com/French-news/mps-in-france-propose-bill-banning-discrimination-against-regional-accents
https://www.connexionfrance.com/French-news/mps-in-france-propose-bill-banning-discrimination-against-regional-accents


  
  

Please use the below box to provide your feedback: 
  

  
The supporting material provided for this spotlight circle, alongside the webinars 
exploring gender architecture, have been welcome and have informed the 
suggestions offered.   
 
It should be noted that the British Council representative at in person circle 
events has to date been [REDACTED] who was not able to attend our internal 
spotlight circle.  

  

 
 
Thank you for taking the 2020 Annual Topic Circle 
 
Once you have completed your virtual 2020 Topic Circle please return your 
feedback template to ACWG@gov.scot by 4 September at the latest. 
 
All responses from this engagement will be shared with the NACWG and 
considered when they write their 2020 Report and Recommendations. 
 
 
  

mailto:ACWG@gov.scot


16. 
 
Name of organisation:  

Scottish Government – Comms  

Date of event: 02/09/20 
 

How many took part in the Topic 
Circle? 

18 

Is this the only one you have 
taken part in? 

Yes 

Are you considering taking part 
in more? 

If available, yes.  

  
 
Discussion Questions  
 
 

1: Policies, systems and laws (“the architecture” of a country) shape the way 
we all experience the world. What are some examples, personal to what your 
organisation works with, which show that those policies and laws were 
created without women and girls in mind generally? 
  

 Scottish Government – legislation  
  

Car Safety:  

 Car Safety is often designed around proportions for a typical ‘person’ that 
usually resembles a man and not women (who are often smaller / softer 

 Similarly - PPE - mask shapes and people’s faces. Women more exposed to 
covid.  

 

Public toilets  
 Size/number of public toilets 
  e.g. women more likely to have a vulnerable relative due to the structure of 

societies and assumed gender roles.  
 Women need more/larger facilities however often provided with less toilets.  

 

Maternity/Paternity Leave 

 Sharing on the surface is great but when the practicalities come to it that means 
the women continue to be forced into leaving the workplace.  

 Pensions also challenging 
 When one partner has the higher salary (usually males) then they continue to 

work so they don’t share the burden equally.   
‘ I think when women have to take time off for mat leave/children then they lose out on 
pension contributions.’ 
 

Different size of organisations/benefits:  

 Fully paid sabbatical leave with opportunity to retrain - lots of differences between 
agencies and larger orgs. Women often not considered when structuring.  

 Are smaller agencies more agile and able to change? 

 Experience of Michelle Obama’s Pulling Up the Ladder effect - once one individual 
breaks the ceiling, they do not work to make it an institutional change but only an 
individual change for themselves.  



2: How does the experience of this differ for BME women, disabled women, 
working class women or LGBTQI women? 
 

Intersectionality- discussed at length:  

 Acknowledging the importance of ‘passing the mic’ to people who 
experience intersectional discrimination and important to acknowledge our 
own ‘privilege’ in areas of protected characteristics and in other social 
demographics that we may not think about e.g. class. 

 Understanding the impact of race  
 

 Class/Wealth:  
 Harder to train in industry when you have less money.  
 For example, starting salaries are often too little to live on (especially in 

e.g.  London) with long work hours and expensive commute/rent 
 Expectations of needing internships to get a job but limited internships pay a 

salary = more wealthier individuals benefit and social mobility is reduced.  
 Knock on effects  

o Such as low income households are reluctant to access the benefits 
they’re entitled to (eg. free school meals / picking up the phone to the 
Money Talk Team), so self-stigma can often be a barrier as discrimination 
against them has become part and parcel of their life. 

Jobs:  
 Building up different costs and structural barriers when young. 
 For example different bands of minimum wage -ranges between 16 and 25 for 

doing the same job.  
 Assumes everyone has the same economical support/costs in their lives 
 Discriminatory towards e.g. 16 year old leaving school / care / home who has to 

pay rent / bills / food on what’s presumed to be an adequate 16 year old’s wage 
 
ELC Usage:  

Those most disadvantaged not using their maximum ELC allowance 

Through working on the ELC 1140 hours campaign, there were some stats around those 
on the lowest incomes actually using the lowest amount of their ELC allowance, while 
those on higher incomes (who can afford it most) tend to use the maximum.  So there 
seems to be an imbalance there which is frequently due to lack of knowledge of what 
people from disadvantaged backgrounds are entitled to. 

LGBTQIA+  
 Uncomfortable environments within work places or in social settings when with 

partner.  
 Unsafe environment to come out/Vulnerable to violence  
 Especially if they are gender non-conforming or ‘passing’ as the presentation of 

the gender of their choice. 
 Shame / Mental Health  
 Individuals from and/or are estranged from families e.g. LGBT teens or abusive 

families or just do not live at home are faced with having to make less money 
going further.  

 

Asylum status - e.g. no recourse to public funds  
o How do we fund and support individuals and difficult to connect people?  



o Cultural pressures still exist that can be hidden to outside communities.  
o Language barrier- access to services/support is difficult  

 

Period stigma project - 
o Case study: deep unease / discomfort experienced by young women (in 

particular) during their period who still have to (try and) go to school / work 
because they have no choice to - they need to earn money.   

o How can they perform well when they have a period and no support? 
o Indignity of not being able to afford period products 
o Don’t want to have to ask people to respect you - should be inherent.  

 
Education/ Accents/ Perception of Education/Class Pt 2:  
 

o Postcode/access to private and / or ‘quality’ state schools - structural 
issues.  

o Education plays such a role in individuals feeling able to speak up 
/  included / excluded. 

o Feeding the Pipelines- how can you make sure there are people there to 
feed the pipe line.   

o ‘Even people's accents can be a barrier, and they are judged to be less 
intelligent if they have regional accents. This is especially applied to 
women.’ 

o ‘And even the pitch/volume and tone of voice can be perceived negatively. 
Spot who did a dissertation on that! Margaret Thatcher is a great example 
of a woman who learned to speak differently to be taken seriously.’ 

o ‘Also true for people who speak another language at home - they sound 
'British' but have some linguistic quirks’ 

3: What about women and girls that fit into more than one of these 
categories? 
  

  
 Initial understandings/feelings of intersectionality-  

o ‘Intersectionality is a big word-  it is intimidating 
o About always being mindful - not might be an intersection of multiple 

disadvantages. People might just be one Protected Characteristic- 
shouldn’t be forgotten. 

  
 What is Intersectionality? 

o Kimberly Crenshaw - US Professor  
o Understood as multiple layers of discrimination - for Crenshaw one from 

gender, another from race.  
o However over time expanded to wider protected characteristics.  

 

 How can it be combatted? 
o Intersectionality discrimination can be addressed structurally e.g. through 

policy and organisational structure 
o As individuals it is important to ‘passing the Mic’  to others who have 

experienced these multiple layers of intersectional discrimination.  
 
Overall an understanding that it is more challenging for these women and the solutions 
are not simple but important to strive for.  

 



4: What changes should the NACWG recommend to the First Minister to 
create an architecture which considers all the different experiences women 
and girls have, and why do you think that would make a difference? Please try 
to consider this within the themes of law, systems and policies (rather than 
programmes or projects!). 
 

  
  Representation is key: ‘Can’t be what I can’t see’  

 Positive discrimination/affirmative action - a controversial subject  
 Some positive discrimination is perceived as acceptable e.g. legacy children in 

USA colleges but others are not e.g. racial affirmative action.  
 Deconstruct the value system.   
 The free market hasn't fixed itself. 
 Quotas are needed to meet targets 

o But be wary of surface level stats e.g. FTSE Female Execs. 
o We need to lead by example?   

 

Inclusion is important - Nothing without us, without us.  
 
More legislation reflecting the introduction of coercive control in domestic abuse 
legislation. 

 
 
This virtual Circle will replace our in-person events over 2020. Reflecting on your 
event please can you give  us any feedback on how this process was for you, 
including the support provided and topic material: 
  

  

Please use the below box to provide your feedback: 
  

Overall I found the session enlightening as it explored areas of intersectional 
feminism that I had not thought about before. As a cis gender man, I enjoyed 
discussions on areas such as maternity leave and period stigma that our work has 
related to in the past and is an important issue effecting women in Scotland today.  
 
I also enjoy the discussion as it discussed areas of intersectionality that are less 
frequently discusses (but just as important) such as age and class.  
 
I felt like our group had a broad range of demographics and grades with in the civil 
service which allowed for a wide selection of views. Important when we discussed 
possible solutions and members of higher grades were more able to articulate 
issues with recruitment and quotas.  
 
In future I would enjoy more time to discuss specific areas of intersectional 
discrimination as this was only an overview of the topic. Additionally a session that 
could discuss solutions that have been implemented in other countries/organisations 
to see the pro/cons for such programmes.  
 
Overall very satisfied and well organised/moderated by [REDACTED]. She made 
the topic accessible and informal but structured as we went off topic frequently.   
  
  



 
 
Thank you for taking the 2020 Annual Topic Circle 
 
Once you have completed your virtual 2020 Topic Circle please return your feedback 
template to ACWG@gov.scot by 4 September at the latest. 
 
All responses from this engagement will be shared with the NACWG and considered 
when they write their 2020 Report and Recommendations. 

 
 
  

mailto:ACWG@gov.scot


17. 
 

Name of organisation:  
Cairngorms National Park Authority  

Date of event:  
2nd September 

How many took part in the 
Topic Circle? 

6 

Is this the only one you have 
taken part in? 

At work, yes, although I have attended 
almost all face to face events over the last 
3 years 

Are you considering taking 
part in more? 

Definitely 

  
 
Discussion Questions  
 
 

1: Policies, systems and laws (“the architecture” of a country) shape 
the way we all experience the world. What are some examples, personal 
to what your organisation works with, which show that those policies 
and laws were created without women and girls in mind generally? 
  

  How CNPA and other orgs organise their meetings can intrinsically exclude certain 

groups from participation e.g. timing meetings in the evening can mean that staff with 

caring responsibilities (predominantly women) are unable to attend. This is also the 

case for those with socio-economic factors. Sometimes the key is to advertise these 

well and encourage participation from certain groups.  

 

 Discussion on pay and gender and impact maternity leave and career breaks can have 

on career progression. Typically pay is the same until age 28/29 and then gap starts to 

widen following maternity leave / having children.  

 

 Discussion around shared parental leave, although available we know this is not readily 

taken up, could be due to higher earner (often male) staying in work. Some 

organisations like CNPA offer shared parental pay on same terms as enhanced  

maternity pay – perhaps that should be more robustly encouraged nationally as most 

only offer the mother’s partner shared parental pay on statutory maternity pay terms. 

 

 Not easy for men to plan leave to coincide with the birth of child (paternity leave only 

available from date of baby’s birth whereas staff can take maternity leave several weeks 

prior to birth). National Policy could consider this. 

 

 Impact of taking maternity leave and career breaks on career prospects. Not only 

financially limiting in terms of journey times in salary bands, but also limiting in terms of 

few opportunities to upskill while on break. 

 



 Recruitment key to attracting people to the organisation but very low staff turnover at 

senior levels. (2 in the last 7 years). Difficult to progress when there aren’t the 

vacancies, However progression is not just about role and position but also about 

opportunities to improve skills and increase responsibilities, is this an approach that can 

be developed in CNPA?  

 

 Review statistics to look at how many people with protected characteristics are 

applying for roles (including women). Discussion around going to schools and 

highlighting work and inclusiveness of CNPA. Education around certain careers and 

opportunities being available for all is key to ensuring more diverse workforce.    

 

 Proactive approach to developing person specifications to ensure they are not overly 

restrictive – research shows men more likely to apply for jobs when they only part 

meet the specification than women.  

 

 Local area typically white middle class how appealing can the organisation be to a more 

diverse workforce when it is not reflected in the community? The culture of the 

organisation is very important in developing to feel safe.  

 

 Everyone will perform at their best when they can be themselves. Are there existing 

barriers to staff being open in relation to protected characteristics? Disclosure is always 

a personal choice but the environment should always be safe.  

 

 Possibility of including testimonials from a range of staff in terms of what it is like to 

work at CNPA which may attract a wider range of candidate.  

 

 We already have menopause policy and domestic abuse policy which supports 

predominantly women in the workplace. Are there others which we should consider 

developing?  

 

 Imagery and visibility is key to sending a message to marginalised groups but caution is 

creating false advertising about what work and areas CNPA are involved in. 

 

 Need to be clear on ambition of organisation, a strong equality work can tie in with 

other ambitions and sends a clear message to communities.   

 

 Discussion around the pressure on men on how they are perceived to supposed to 

behave to a certain stereotype and how that can impact on their interactions with 

women.  

 

 Engagement of Chief exec felt as very positive engagement but disappointing no 

directors or heads of service attending. Is this because they don’t see equalities as 

important? Need senior level commitment to address these issues and lead our 

commitment to equalities.  

 

 Recently formed Equality Advisory Group can offer some support and guidance to 

CNPA in tackling some of these issues.  

 



 Staff welcomed the fact that CNPA were providing the time and space to have this 

conversation, and it was suggested that we should have these forums more regularly 

 
  

2: How does the experience of this differ for BME women, disabled 
women, working class women or LGBTQI women? 
 

  
  
  
  
  
  
  
 
  
  

3: What about women and girls that fit into more than one of these 
categories? 
  

  
  
  
  
  
  
  
  
  
  
  
  

4: What changes should the NACWG recommend to the First Minister to 
create an architecture which considers all the different experiences 
women and girls have, and why do you think that would make a 
difference? Please try to consider this within the themes of law, 
systems and policies (rather than programmes or projects!). 
 

  
  
  
  
  
  
  



  
  
  
  
  

 
 
This virtual Circle will replace our in-person events over 2020. Reflecting on 
your event please can you give  us any feedback on how this process was for 
you, including the support provided and topic material: 
  

  

Please use the below box to provide your feedback: 
  

  
We found it difficult to answer the specific questions, and so the forum 
just became a general discussion. It was an extremely useful 
discussion and we have benefitted as an organisation from it, but I am 
not sure my feedback will be of much value to you. Some people 
struggled with the language and terminology.  
  

 
 
Thank you for taking the 2020 Annual Topic Circle 
 
Once you have completed your virtual 2020 Topic Circle please return your 
feedback template to ACWG@gov.scot by 4 September at the latest. 
 
All responses from this engagement will be shared with the NACWG and 
considered when they write their 2020 Report and Recommendations. 
 
 
  

mailto:ACWG@gov.scot


Annex C 
 
FIRST MINISTER’S NATIONAL ADVISORY COUNCIL ON WOMEN AND GIRLS 
BME ROUND TABLE 
Scottish Government, St Andrew’s House, Edinburgh, Conference Room C&D 
 

 
Welcome from the Round Table Chair Pheona Matovu 
 
The Round Table session was opened by Pheona Matovu, Strategic Director of 
Radiant and Brighter Community Interest Company, Chair of the event. She explained 
the purpose of the session; to provide an update on the progress of the NACWG since 
delegates last met on 25 October and explain the proposed changes to the model for 
2020, and to introduce the new annual topic ‘Creating an Intersectional Gender 
Architecture – the status of women in Scotland, structures and 
intersectionality...’ The outputs from this discussion will feed directly into the 
NACWG’s core strategy.  

 
 
Update on the NACWG from the Co-Chair (Louise Macdonald OBE)  
 

Louise explained that the last ME event made a significant impact on the NACWG and 
part of the reason for gathering today was to provide an update to delegates: their 
feedback had been heard and action was taken. Key points from the previous event 
fed directly into the NACWG’s 2019 Report and Recommendations and the following 
recommendations: the creation of Centres of Expertise on intersectional gender 
competence; Scrutiny of gender competent policy-making via the delivery of an Annual 
Statement and debate to the Scottish Parliament; and People Powered policy-making 
to develop gender sensitive policy with lived experience at its heart. 
 
The NACWG held an event on Wednesday 29 January to celebrate the publication of 
the 2019 Report and Recommendations and the First Minister attended and spoke at 
this event. She publically endorsed all of the recommendations – stating a full and 
considered response would follow in due course – and announced the immediate 
establishment of a standalone Human Rights, Equality and Inclusion Directorate and 
the creation of a Senior Leaders and Officials Group. Louise explained the significance 
of this as a pivotal point in the advancement of equality which will create new levers 
for people working within the sector.  
 
Louise then moved on to talk about the annual topic and explained that over the year 
that NACWG intend to explore what an Intersectional Gender Architecture might look 
and feel like. As the NACWG move into the last year of their initial three year strategy 
they have been reflecting on the current model, and having taken delegate feedback 
into consideration, Dr Ima Jackson has been invited to Co-Chair for 2020 and lead on 
a piece of work on intersectional participation.  
 
Pheona thanked Louise for the update and explained that, following their comments 
about consultation fatigue and lack of action, it is good to see immediate tangible 
changes within the NACWG and Dr Ima’s appointment is a fantastic result.  
 

http://bit.ly/nacwg-2019-report
https://onescotland.org/wp-content/uploads/2020/02/NACWG-2020-Meetings-Wednesday-29-January-2020-Meeting-Note.pdf


 

 
Proposed changes to the NACWG model for 2020 Co-Chair (Dr Ima Jackson)  
 

Ima provided some information about her background and work in academia with 
People of Colour and migrants and explained that her work builds with the community 
with a specific focus on power systems and structures. Ima’s work is not to solve the 
problem, but to look at the way it’s framed and how we may or may not solve it. Often 
work is focussed on the community as the issue to be solved, which is not the case 
and the community is not responsible for the outcome, even if they are told that they 
are.  
 
She then spoke of the weight and power of the NACWG as something she has not 
seen before and the current climate and this event where everyone is joined to speak 
about how we can advance this issue. She explained that this is a really important 
opportunity to speak and stressed the importance of what was said at the October 
meeting and the resulting changes.  
 
Ima then discussed the proposed participation model for 2020 and the use and aim of 
long tables. The topic can be about any issue; poverty, disability, gender and those 
that are able to understand their experience of an issue are invited into a space 
alongside those with decision making power. Generally there are 50 people in the 
room and anyone can invite themselves to the table – 12 in total – to discuss the issues 
in the system that are blocking advancement. Preparatory work takes place before the 
event and there are a set of pre-determined discussion questions. Those with power, 
authority, and decision making power can hear directly about those that they’re making 
decisions about in a facilitated way.  
 

Roundtable discussion: 
 

1. What are the key areas to focus on when taking forward the 2020 topic: 
‘Creating an Intersectional Gender Architecture – the status of women in 
Scotland, structure and intersectionality’?  

 
Delegates began by speaking about fatigue and inaction. They also spoke of the need 
to influence and educate senior leaders across all sectors so that there is strong 
leadership and accountability and a resulting trickledown effect. Delegates noted that 
training has existed for a long time and educating and relying on senior leaders may 
not be the answer to solving systemic problems. Additionally, it will always be 
problematic if people make decisions on their behalf. The conversation then moved 
on to levers and power structures that can be used to influence change in a sustainable 
way.  
 
Delegates were asked about sectors and organisations which they found less 
obstructive and which they thought could tolerate an authoritative voice to help them 
make informed decisions.  
 
Given the time frame within which the NACWG are working delegates agreed that a 
sector or policy area which is already permeable and where there is already support 
would be necessary. Attendees also noted that, due to the time frame, it would be 



prudent to focus on a high profile and visible sector to have the most reach and impact 
in a short time. It was suggested that it would be useful to approach an area where 
there have already been interventions, but is still not considered as effective as it could 
be, and explore how tweaks in the existing mechanisms can be made to maximise 
impact. This could then be used as a model and rolled out in other areas. 
 
Delegates questioned if the new Equality, Human Rights and Inclusion Directorate 
would be a good model to focus on and whether there is room to influence its structure 
and design. The new directorate is welcomed but there were concerns that this would 
simply become a larger version of the existing Equality Unit and become the flagship 
for ‘doing equalities’ and ‘systems change’. Alongside this, delegates raised concerns 
that simply training new staff in equality issues will not resolve the problems and a 
simple upscaling of the unit may perpetuate the current system. Delegates expect that 
the new directorate will be created in a way that is intersectional, informed by genuine 
lived experience, and representative of Scotland. It was generally agreed that the new 
directorate should be held to a very high standard and the NACWG should hold the 
Scottish Government to account on this.  
 
The new Social Security Directorate and the Scottish Approach to Service Design 
methodology was discussed. Some delegates have tried to engage with this 
directorate and found that there was little evidence that they are racially competent 
and understand how racialisation happens. There were some concerns that 
improvements are required in that work and so, at the moment, this was not a good 
example of good practice. It could however potentially offer an opportunity for 
constructive dialogue and learning in the future as part of the Advisory Council’s work 
this year. Some delegates felt that, when the Social Security Directorate was 
established there was an opportunity to try something completely new, but the same 
communities have been left out and there is a serious risk of tiered intersectionality in 
Scotland.  
 
Delegates moved on to discuss sectors where there is already ongoing work and may 
be amenable to participating in a long table. Justice was identified as there are lots of 
different organisations within this sphere, such as the Law Society of Scotland, which 
is led by women and is hitting hard targets, and Police Scotland who are actively 
seeking to recruit ME people, but there is still issues such as a lack of cultural 
awareness training. Delegates noted a lack of intersectional consideration in this 
sector, especially in regards to violence against women and girls.  
 
Both the education and employment sector were identified; ME women are not getting 
the adequate support and there is a perceived lack of intersectionality interwoven in 
the Gender Pay Gap Action Plan. Other suggested sectors included social services 
and financial services; the latter as there is already gender and privilege at work, and 
so we could start where women are already successful and use the levers already in 
place.   
 
Delegates then spoke about the necessity to support and safeguard people when in a 
role, as being the only ME person in a team or organisation can lead to an individual 
being swallowed by the system and an internalisation of white power structures. 
Additionally, organisations taking a single person approach can result in an individual 
person being considered representative of all people, which is not the case, and often 



they are not able to speak to or challenge unequal systems, especially if they are in a 
junior position. There needs to be mechanisms for ME people to be supported to 
externalise themselves and their experiences. Perhaps there needs to be a system 
whereby people from outwith the organisation/policy area etc are invited to challenge 
these systems and provide support and a safety net for ME women to speak without 
fear of repercussions. 
 
Summary and next steps  
 
Ima thanked everyone for their input and for sharing their different perspectives of the 
issues that are known and lived with intimately but are never seen by the mainstream. 
Ima reiterated the importance of a safe space and the weight of pushback. Louise 
spoke of the time frame the NACWG are working within and explained that the 2018 
and 2019 reports laid the ground work for their final set of recommendations within 
their initial three year strategy, which have the potential to catalyse real change and 
action. 
 
Phoena closed the event by providing a summary of the conversations and thanked 
all delegates for their participation. She advised that a meeting note would be 
circulated soon and ended with two quotes which she felt were pertinent to the 
conversation: 
 
‘The journey of a thousand miles starts with a single step’ 

 

‘Until the Lion learns to speak, every story will glorify the Hunter.’ 
  



Annex D 
 
FIRST MINISTER’S NATIONAL ADVISORY COUNCIL ON WOMEN AND GIRLS 
Gender Expert Roundtable 
Scottish Government, St Andrew’s House, Edinburgh, Conference Room E 
 
Welcome from the Round Table Chair Emma Ritch  
 
The roundtable session was opened by Emma Ritch, Chair of the event, who 
explained that the purpose of the session was to provide an update on the progress 
of the NACWG since delegates last met in February 2019, the proposed changes to 
the model for 2020, and to introduce the new annual topic ‘Creating an Intersectional 
Gender Architecture – the status of women in Scotland, structures and 
intersectionality...’ The outputs from this discussion will feed directly into the 
NACWG’s core strategy.  
 
Emma explained that both the 2018 and 2019 reports built on a history of work from 
feminist and women’s organisations. Key points taken from the previous Gender 
Expert round table were: gender competence and sensitivity, policy incoherence, 
gender mainstreaming and budgeting, lack of resource and knowledge deficits due to 
staff migration. Delegates specifically recommended policy expertise and gender 
expertise in every area of policy making as well an accountability system. This fed 
directly into the 2019 Report and Recommendations and the following 
recommendations:  scaling up the Equality Unit to a standalone directorate, the 
creation of a Senior Leaders and Officials Group, ‘Policy Makers National Standards’, 
and scrutiny of Gender Competent Policy making and an Annual Statement and 
debate on Gender Policy Coherence to Scottish Parliament. Emma explained the 
ambition behind the recommendations and the intention to create mechanisms which 
provide visibility,  accountability, and new levers for organisations to enact change. 

 
Update on the NACWG and proposed changes from the Co-Chair (Louise 
Macdonald OBE)  
 
Louise thanked all for their attendance and gave the Co-Chair Dr Ima Jackson’s 
apologies. Louise explained that, moving into the final year of their initial three year 
strategy, the NACWG have been reflecting on the current model and following 
feedback and substantive discussions at the end of last year, Dr Ima Jackson has 
been invited to Co-Chair the NACWG for 2020. She will specifically lead on a piece of 
work to develop a model of engagement on intersectional participation.  
 
For the first two years the NACWG have been listening to the Circle and wider 
Community and have gathered a lot of insight and received constructive challenges.  
In the final year the NACWG would like to give back to the Circle and are exploring a 
model whereby the Circle is a space to build basic knowledge and understanding with 
the intention of taking this competence back to personal and professional spheres. 
Where the need was observed, the NACWG have created other channels for 
engagement, such as round tables with business, racialised communities, gender 
experts and Youth Circles, and while there is not a specific event for disabled women 

http://bit.ly/nacwg-2019-report


and girls, we have been working closely with Tressa Burke and GDA members, who 
are active Circle participants.  
 
Louise explained the proposed participation model for 2020 and the use and aim of 
long tables: a model which is used in the creative sector to explore a predetermined 
question or subject. The topic can be about any issue; poverty, disability, gender etc 
and those that are able to understand their experience of an issue are invited into a 
space alongside those with decision making power. Generally there are 50 people in 
the room and anyone can invite themselves to the table – 12 in total – to discuss the 
issues in the system that are blocking advancement. Preparatory work takes place 
before the event. Those with power, authority, and decision making power can hear 
directly about those who they’re making decisions about in a facilitated way.  
 
Discussion on the methodology for 2020 
 
Louise asked delegates, from their experience, what works well when embedding 
intersectionality into working practices and alternatively, what doesn’t work well and 
how can we learn from this. Delegates asked what the desired outputs of long tables 
are and how this model can be used by the NACWG. Louise explained that the 
purpose is to try and identify what an Intersectional Gender Architecture would – or 
would not – look like and bring to the surface structural issues and blockages in the 
system. Attendees are invited to the long table with the understanding that they have 
committed to act on what has been discussed and become ambassadors of this 
model. Louise added that she has received a commitment from the Scottish Leaders 
Forum that they will sponsor this practice and empower senior leaders to attend long 
tables.  
 
Delegates noted the necessity to ensure that a diverse range of people are present at 
long tables to ensure that the nuances and complexities of intersectionality are 
captured: one persons lived experience is not representative of an entire community 
and should not solely be used to inform decisions.  
 
In terms of business, the NACWG’s understanding is that this sector does not have 
strong knowledge of intersectionality and thought is being shaped around the best way 
to engage and build intersectional competency with this sector. It’s necessary to think 
about what business is ready for and what would be useful for them at a structural 
level. From experience, delegates have found that there is a blind spot and 
complacency amongst business and when presented with challenge and data there is 
a ‘not in my back yard’ response. Different incentives, such as statutory measures, 
which can act as a stick verses other methods which can act as a carrot, were 
discussed. Asking business to leave an event and return to their organisation to ‘do 
intersectionality’ won’t be achievable without infrastructure.  
 
Introduction to 2020 topic Creating an Intersectional Gender Architecture 
 
Mapping Exercise  
 
Attendees thought it would be useful to begin with an intersectional gender 
architecture mapping exercise to identify points where there is a vacuum and others 
where pre-existing assets can be strengthened. The conversations which took place 



when UN Women was first set up may provide information and tools which can be 
used to frame the exercise and identify priority points. As part of this, is there scope to 
commission intersectional data and integrate the data that women’s organisations hold 
as an evidence basin.  
 
Political and Parliamentary Context  
 
Delegates spoke of global architecture; some countries have Ministers for Women or 
Gender and it is important to look at how they are placed within portfolios i.e. Junior 
Ministers vs Cabinet Secretary’s and the perception and resulting affect this has. 
Some parliaments, such as the Danish, have parliamentary processes which hold 
them accountable and others have institutionalised gender budgeting and 
competence. 
 
The NACWG’s upcoming report and recommendations was discussed within the wider 
context and political landscape. The next election will take place in May 2021 and 
might have an impact on the implementation of the recommendations. For example, if 
the NACWG recommend a Cabinet Secretary for Women, which is instated, a new 
government may not honour this appointment. All agreed that legacy positions, such 
as the creation of an observatory for women and girls with a watch dog element, or 
the appointment of a Scottish Women’s National Commission/er or Chief Gender 
Expert, similar to the violence against women and girls commissioners in England and 
Wales, would have more systemic longevity.  
 
Delegates discussed devolved and reserved issues and identified that Scotland can’t 
take forward an equality review as equality is reserved, however Scottish Parliament 
can promote equality and equal opportunities. Some of the structures in parliament 
might be permeable. At present, there is no auditing of parliamentary committees to 
show how much time is dedicated to women. Embedding a ‘gender and intersectional 
competency duty’, in line with the equal opportunities duty, across all parliamentary 
committees which has hard targets and can be reported on, could be a really effective 
tool.  
 
Parliamentary teams and staff were also covered, specifically SPICe (Scottish 
Parliament Information Centre), and ensuring gender competency throughout the 
organisation. There is currently one equality researcher at SPICe and their capacity is 
limited. It was questioned whether placing someone within this space to act as an 
agitator or rapporteur would be useful and how do we ensure unconscious bias is not 
present in the outputs of this team. 
 
Equality, Human Rights and CEDAW 
 
There was discussion about the mainstream use of the term intersectionality and a 
concern that its nuances are not, and will not, be widely understood and as a result 
will be swallowed by ‘equality’. The same concern was raised in regards to human 
rights; delegates were concerned that women are girls are getting lost. The 
incorporation of CEDAW into domestic Scottish law could however create levers for 
accountability. Delegates felt that if CEDAW is relied upon there needs to be a review 
of access to justice and the judiciary. This may be in the form of a new public body or 
a public interest legal body that is gender focussed and undertakes strategic litigation 



and judicial reviews. An independent CEDAW court was also suggested with an 
optional protocol, like the UN, where individuals can self-refer.  
 
Duties: regulatory and statutory 
 
Delegates discussed what they felt to be a long overdue review of the Public Sector 
Equality Duty (PSED) and the opportunity to do something more radical to ensure that 
public bodies perform better. It was felt that there is an oversight in regulation, 
especially against the backdrop of equality regression caused by massive funding 
cuts, resulting in a lack of action, expertise and general effectiveness. There is not 
really much enforcement of the PSED in Scotland except via judicial review, which 
was not perceived as effective. If employment and equality was devolved there could 
be a better, or new, regulator increasing the efficiency of the PSED. 
 
The National Performance Framework (NPF) is supposed to translate the Sustainable 
Development Goals however it doesn’t include the gender equality goal. The NPF 
currently has 15 measurements that are gendered but delegates thought there should 
be a standalone national gender outcome and a systematic review of the framework. 
Alongside this review would be a report and driver diagrams which evidences how this 
outcome will be achieved and the competencies to deliver this. 
 
Collation and disaggregation of data  
 
The third sector has a lot of data but they do not have the money or capacity to analyse 
it. Public bodies, have informed delegates that they too have the same issue. 
Delegates questioned how to connect organisations who have data but no capacity or 
skillset to analyse it with researchers who have the skills but no data: the creation of 
a unified data sharing cloud system for public bodies was suggested.  
 
Delegates talked about the Sex and Gender Data Group led by the Scottish 
Government Chief Statistician, Roger Halliday. When the group was first announced  
there was excitement and high expectations, however it was generally felt that the 
level of gender competence among the group was not sufficient nor were the expected 
outcomes. Data collection and analysis is in the public interest and all public bodies 
should be collecting, disaggregating and publishing their data. Louise agreed that the 
NACWG would write to the Chief Statistician and make suggestions for improvements 
to the group and methodology.  
 
Summary and next steps  
 
Louise thanked everyone for their valuable input and spoke of the time frame the 
NACWG are working within, explaining that the 2018 and 2019 reports laid the ground 
work for the final set of recommendations within their initial three year strategy. With 
this said, there is real potential to catalyse real change and action. Emma thanked all 
for their time and expertise and explained that a meeting note would be circulated to 
both delegates in the room and those unable to attend. She ended by noting that this 
is not the only opportunity to feed into the work of the NACWG and there will more 
opportunities to engage between March to September.  
  



Annex E 
 
FIRST MINISTER’S NATIONAL ADVISORY COUNCIL ON WOMEN AND GIRLS 
BUSINESS ROUNDTABLE MEETING NOTE 
 
16 September – 09:15 – 11:00 
 
VIDEO CONFERENCE 
 
 
Welcome from the Roundtable Chair Jacqui Ferguson 
 
The RoundTable session was opened by NACWG Member Jacqui Ferguson,  who 
has a strong business background and was Chairing this event. Jacqui welcomed 
delegates and thanked everyone for their attendance given the current COVID-19 
health crisis. She noted that due to the sector pressures because of this ongoing 
health crisis she’d received apologies from a couple of delegates who could not join 
the session today, but that she’d personally follow up with them one to one. Jacqui 
started with explaining the background of the NACWG and the purpose of the 
session. The NACWG provides advice to the Scottish Government and has an three 
year initial strategy, each year exploring an annual topic that they then report to the 
First Minister on. The 2020 annual topic is Creating an Intersectional Gender 
Architecture – the status of women in Scotland, structures and 
intersectionality. This focuses on the overlapping inequalities and discriminations 
women experience and the systems and structures around women’s equality and 
rights. 
 
Jacqui spoke of the continued importance of involving the businesses community 
and the welcome engagement the NACWG has received in previous business 
roundtables. It provides the NACWG with current insight from businesses and helps 
to inform recommendations to advise the First Minister on what needs to change in 
order to achieve gender equality in Scotland – previous reports for 2018 and 2019 
can be on the NACWG website. She outlined the three questions that would be the 
focus of the day’s session: 
 

1. Do you recognise the concept of intersectionality in the industry and areas 

that you represent? 

2. Where is the good practice? 

3. What would you suggest the Advisory Council recommends? 

Jacqui outlined that the business influencer organisation community had been 
targeted for this particular session because the NACWG felt they had the depth of 
perspective into the environment of the relevant sectors and industry they supported, 
as well as providing an alternative perspective from previous years. Jacqui then 
invited attendees to share their experience of how gender is viewed within business 
operations and how intersectionality is addressed. 
 
  

https://onescotland.org/wp-content/uploads/2018/05/NACWG-Priorities-2018-21.pdf
https://onescotland.org/wp-content/uploads/2018/05/NACWG-Priorities-2018-21.pdf
https://onescotland.org/nacwg-news/2018-first-report-and-recommendations/
https://onescotland.org/nacwg-news/2019-report-and-recommendations/
https://onescotland.org/equality-themes/advisory-council-women-girls/intersectional-gender-architecture/


Summary of Responses 
 
Question one:  
 

1. Is the concept of intersectionality (the understanding of multiple discriminations 

overlapping and the power structures that prove to be barriers) recognised or 

understood in the business community? 

Jacqui asked delegates whether the concept of intersectionality – the understanding 
of multiple discriminations that are overlapping and the power structures that prove 
to be barriers – is recognised and understood in the business sector and industry 
represented? 
 
Delegates discussed sustainability and viability in the business community where 
organisations need to focus on general inclusion in their profession, they reflected on 
diversity and there was a recognition that not being inclusive is divisive and not 
productive for society overall. However, there was also a recognition of the barriers 
that still exist in society and the environment of unique characteristics and individuals 
is still not widely accepted. They felt that there is a limited perspective without 
diversity and inclusion and this broadening becomes intrinsic and creates good 
habits. Delegates felt that there needs to be communication about why diversity and 
inclusion is important and why some organisations need to see that there is a 
business imperative to do this because everyone will benefit. 
 
Jacqui asked about data and measuring data in their various sectors. It was noted 
that there is little data in some areas being collected in any formal way. Some 
delegates however said they do conduct surveys but they would like more accurate 
ways to measure data as well as a more structured framework to do this in.  
 
Discussion moved on to how intersectionality can be measured for those who aren’t 
currently measuring it. Delegates also discussed the issue of  collecting data in a 
way that individuals feel comfortable disclosing diversity and inclusion information, 
as well as considering the restrictions around data protection and storing it. 
Consideration was also noted to how businesses are driven toward targets and data 
- facts and figures are driving factors for change in the business industry and further 
supports an argument for data. There is a general agreement this is something that 
organisations should be thinking about and actively doing but many may not know 
how. BITC noted that they do have access to some data and that they have larger 
sample groups with section cuts for Scotland in particular – these have been shared 
and can be seen in Annex B. and there may be opportunities to work from data 
existing rather than having to start from scratch. There are data sets held across the 
business community but delegates referred back to legal requirements and 
restrictions they have to work within and making data collection on diversity and 
inclusion accessible to individuals. Dr Ima Jackson explained that gathering data is 
complex due to barriers in the systems and structure, because it has been designed 
without disaggregated data in mind. This goes back to those who collect the data 
and who drives the data collection, dictating what to collect. It’s not just about 
individuals experiences these are their lives essentially and the issues that come 
with it.  
 



The conversation turned to the subject of business size and in particular what their 
work looks like, who they are and who their customer base is. Small and micro 
businesses in particular are personally driven due to the nature of their business 
model, whereas larger business have capacity and dedicated resource and 
structures at their disposal. The business model in many ways dictates what drives 
change in these businesses and what they focus on. Small businesses focus is 
primarily day to day survival and their economic reality, this will include legal 
obligation. They will have limited access to HR advice and specialists to assist them 
with diversity and inclusion. There is an argument that there is diversity within small 
businesses but there is an informality about diversity and inclusion due to their 
business model - however, with limited resource there is no way to demonstrate or 
measure what policy is in place. Schemes such as the Business Pledge and the 
Gender Pay Gap were discussed as a way to encourage small business buy into 
understanding diversity and inclusion and measuring these. Economic motivations 
were recognised as another avenue suggested to encourage smaller businesses to 
think about intersectionality in their business model as more of a priority. Delegates 
identified that different approaches are needed for different business models and the 
need to design a system that takes who they are and their priorities into 
consideration. 
 
Where data has been collected delegates noted that protected characteristics are 
collected separately and there is no cross over, this again reflects the system that 
data is traditionally collected. Peoples understanding of intersectionality was felt to 
be important as well as why intersectional data is collected and the purpose of this 
data – for example for improvement or accountability. In some cases businesses 
may not recognise the need for this kind of data collection and it was felt that further 
explanation on why the data is required would allow more businesses to understand 
the purpose and the structures around them. Delegates felt there was a need for a 
robust business case for the data collection to support intersectional data collection. 
 
Overall delegates felt there is positive movement toward more diversity and inclusion 
in the business industry following a McKinsey report that made an argument for 
inclusion and a need for a diverse workforce, returning to the argument of 
sustainability. However, the concept of intersectionality may not be widely known as 
a measurable concept in terms of shared barriers. It was generally felt that a  
communication exercise to demonstrate the what, why and how aspect would greatly 
help.   
 
Additional points 
 

 There is no one size fits all approach to intersectionality in business  

 Different industries have different focus and challenges  

 SMEs lack resource and capacity to dedicate to diversity and inclusion 

 
Question two and three: 
 

2. Where is the good practice – who is leading the way and how did they achieve that? 

3. What could the Advisory Council include in their recommendations that would make a 

difference to the business sector in Scotland? 

https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters


In the interest of time Jacqui combined questions two and three and invited 
delegates to share their feedback on both in turn, asking for examples of best 
practice and what delegates could suggest the Advisory Council consider for their 
recommendations.  
 
Delegates discussed the impact of the COVID-19 health crisis and how this has in 
some ways broken down barriers for individuals, making work more accessible and 
opened up opportunities. One example was of a hearing impaired employee who has 
benefited from the move to home working and digital meetings. Some industries are 
looking at a focus on green recovery and sustainability as well as encouraging a 
more diverse and inclusive workforce with a focus on accessibility and flexibility.  
 
Delegates argued that resource and capacity for smaller businesses is another factor 
that should be recognised as a potential recommendation as they don’t have the 
infrastructure that larger businesses do. The financial sector was identified as having 
good practice examples – they have charters in place and the focus of funding and 
branding to support smaller businesses and encourage diversity. In terms of a 
recommendations what can larger businesses do in their ecosystem to support the 
business community, looking at their supply chain and customer base.  
 
There was a discussion around how good practice is measured and the impact. Are 
businesses having difficult conversations within the business community to help 
them look deeper at their business and industry and barriers that they don’t 
recognise or see these barriers as issues that impact their business. Recognising the 
barriers would be the first step to addressing them. This returned to business models 
and motivations. How can business open themselves up to new avenues including 
customer base, recruitment, supply chain etc? Delegates felt that smaller businesses 
may have difficulty recognising motivations and personal experiences impact on the 
business itself.  
 
In terms of recommendations, delegates felt that a focus on individual protected 
characteristics was a key part of the problem and that there needs to be move to 
addressing all protected characteristics and not selective individual ones. For 
example the Scottish Business Pledge is an example of making this kind of 
commitment toward diversity and inclusion. To assist with understanding the value of 
working intersectionally, the creation of relatable case studies may help. Many 
delegates supported the approach for case studies to encourage intersectionality in 
the industry but felt that they would need to be appropriately sized and with the right 
advocacy to help businesses see the relevance to them.  
 
Discussion returned to the impact of the COVID-19 health crisis and how the majority 
of businesses is focussed on survival  And how any businesses without a digital 
infrastructure have felt the greatest impact. However, there was also a recognised 
opportunity to demonstrate how building in  an intersectional approach could be a 
benefit to their survival.  
 
Finally, delegates discussed employability programs as another example of good 
practice, for example  where individuals go out into the community and target their 
recruitment. There are champions who are relatable with shared characteristics to 
help promote a career path and programs are set up to support this kind of initiative, 

https://scottishbusinesspledge.scot/


making it more approachable and seen as an option for individuals. Support for 
individuals during their employability journey could also help individuals progress. In 
terms of recruitment a skills focus approach could help widen talent pools. Delegates 
also noted a huge barrier in terms of employability is childcare, childcare policies and 
access to childcare and that Scotland could better support these individuals, and 
Jacqui noted that this was considered in previous reports. Another example of good 
practice that displayed the value of advocacy was in youth employability and 
recruitment in Edinburgh - 10 years ago it was the worst locality for young people 
and now it is a very different picture through driving advocacy in recognisable ways. 
 
Additional points 
 

 More support for SME’s who lack capacity and resource. 

 Recognising the impact of personal experience driving business approach 

 The importance of relevant case studies that are relatable to different sectors 
and sizes of businesses’ 

 Businesses influencers recognise the growing business case for diversity and 

inclusion  

 
Jacqui gave a brief summary of the purpose of the roundtable before moving to 
close, thanking delegates for their openness, time and input into the session and 
how that contributed to the success. 
 
Follow up meetings 
 
The NACWG extends its thanks all attendees for their feedback and engagement 
with this roundtable. Those who unfortunately could not attend the session on the 
day were invited to an one-to-one session with the Chair of this event Jacqui 
Ferguson, giving them the opportunity to still take part in this year’s Annual Topic.   
 
Additional points from the Hospitality Industry  
 

 Felt their industry workforce was diverse, with significant reliance on significant 

female and immigrant workforce. 

 Good practice for fair work and they work hard to provide careers rather than fill-in-

jobs. 

 Currently don’t have the infrastructure in place to monitor and report on 

intersectionality, although Skills Development Scotland and People First has done 

some good work in collecting Data. 

 Support the establishment of a data collection standard for intersectionality but would 

have to communicate why the data was being collected and what it would be used 

for. 

 Promote the use of role models and personal stories to help drive culture change. 

 Suggest reaching out to the Women in Tourism group which may have some 

additional perspectives. 

 
If you have any further thoughts or references to share on behalf of your organisation 
please send these directly to ACWG@gov.scot. 

mailto:ACWG@gov.scot

