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The data from Questions 1 and 2 is used for gender reassignment reporting to comply with PSED.   

Following feedback from our LGBTQ+ employees we recently added a question on gender identity.  

We note that the wording is different to that recommended in the guidance.  We will therefore:   

Action 2: Liaise with our HR system provider and support partners to scope any potential system 

enhancements required to facilitate these changes.   

Action 3: Consult with our LGBTQ+ Network about changing the wording in our HR system to that 

recommended in the guidance, and developing supporting narrative around these questions to 

support disclosure.   

A number of employees across NatureScot are involved in survey design and/or commissioning 

surveys.  We will therefore:  

Action 4: Develop a communication plan to promote the guidance, both from an awareness 

standpoint and what it means for survey best practice.  We will extend this promotion to 

organisations that we commission to undertake surveys, thus encouraging wider compliance with 

the guidance.   

Please do not hesitate to get in touch if you require any further information.   Yours 

sincerely,   

Jane Macdonald  

Director of Business Services & Transformation  

jane.macdonald@nature.scot  

  

Great Glen House, Leachkin Road, Inverness IV3 8NW  
Taigh a’ Ghlinne Mhòir, Rathad na Leacainn, Inbhir Nis IV3 8NW  

01463 725000   nature.scot  
NatureScot is the operating name of Scottish Natural Heritage  

  



 
Roger Halliday    

Chief Statistician   Date:  29 November 2021  

Scottish Government  

St Andrews House  

Regent Road  

Edinburgh  

EH1 3DG  

Our Ref:  

  
Direct Line:  
Email:  
Enquiries to:  

  

  
[Redacted] 

[Redacted]   

[Redacted]  

  

  

Dear Mr Halliday,  

  

RE: DATA ON SEX AND GENDER   

  

Thank-you for providing NHS 24 with a copy of the report titled: ‘Data Collection and 

Publication Guidance - Sex, Gender Identity and Trans Status’.   

  

Regarding your request to understand how NHS 24 plans to adopt the guidance, steps 

are underway to refresh existing local questionnaires, including equality monitoring 

questionnaires when engaging with stakeholders, to ensure that the wording used within 

the guidance is replicated.   

  

The NHS 24 User Research and Quality Improvement and Evaluation functions have 

been apprised of the wording to be used in interviewer led written (face to face / phone) 

interviews and written (paper or online) questionnaires, whilst also taking account of the 

age restrictions on Trans Status, which we note has only to be asked for people aged 16 

or over.   

  
Senior staff within the NHS 24 Workforce Directorate are currently considering what 

training, guidance and awareness raising sessions are required to ensure that colleagues 

are fully aware of why equality monitoring data is gathered and how it is used. To avoid 

any challenges in using the words as set out in the guidance, staff will be provided with 

information on terms such as ‘non-binary’ ‘trans man’ and trans woman’.    

  
Consideration is also being given to how the data collected, including anonymised data, 

will be reported within the NHS 24 Equality Mainstreaming Report, next due for publication 

in April 2023.    

  

I appreciate your offer to include NHS 24 staff responsible for collecting, managing, 

publishing and sharing data in awareness raising sessions that you plan to hold in the 

future. Please contact [Redacted] who will coordinate attendance.    

 

Yours sincerely,  

  

Paula Speirs  

Director of Strategy, Planning and Performance   



NHS Golden Jubilee is the brand name for the NHS National Waiting Times Centre 
 

Delivering care through collaboration                             
 

NHS Golden Jubilee  
Beardmore Street, Clydebank G81 4HX   
Telephone: 0141 951 5000 
www.nhsgoldenjubilee.co.uk  

 
Chair: Susan Douglas-Scott CBE 
Chief Executive: Professor Jann Gardner 

 

 

To whom it may concern, 

 

The chief statistician to the Scottish government prepared a letter, advising public 

bodies on good practice questions to monitor characteristics of sex, gender and trans 

status. Formally, the equality act (2010) defines sex as a binary (male and female), 

gender as being aligned with sex, and names trans status as gender reassignment, 

referring to a medical and legal v iew of transition. Since 2010, the cultural attitudes 

around these characteristics has evolved. We also know that sex can refer to biological 

sex (which is not binary but bimodal, given the increased v isibility of intersex people), 

legal sex, and self-identified sex. We acknowledge that biological sex and legal sex do 

not always align neatly with gender, which self-identified sex does align well with 

gender, and that gender itself is no longer binary, given the rise in prevalence of 

nonbinary genders. We also have acknowledged that trans status is broader than a 

medical and legal question. Transitions are often personal and social exercises, and 

many trans people do not formally legally or medically transition.  

 

In their letter, the chief statistician recommended updating and standardising questions 

relating to these characteristics, to maximise accuracy and response rates. NHS Golden 

Jubilee are fully in favour of adopting these questions into all staff monitoring forms. 

However, as NHS staff monitoring systems are nationally procured, we do not have the 

ability to change independently. Similarly, patient records are managed through 

nationally procured software, and updating the questions asked on those is outwith the 

ability of NHS Golden Jubilee. For the sake of accuracy of the records that are kept, our 

written and verbal questions asked when onboarding staff or admitting patients aligns 

with the questions on the national portals.  

 

NHS Golden Jubilee supports updating the electronic employee support system (eESS) 

to reflect the new best practice questions set out by the chief statistician. The board 

also recommends that an updated system includes a regular rev iew process, to ensure 

that the question set can be maintained, and that the most up-to-date guidance be 

implemented, to ensure high levels of response and accuracy to diversity monitoring 

questions for staff. 

 

We embrace the guidance, and will support moves towards implementing it on our 

national software. I f you have any questions or comments please do not hesitate to get 

in contact. 

 

Regards, 

[Redacted]  

http://www.nhsgoldenjubilee.co.uk/


 

Sex, gender identity, trans status - data collection and publication: 
guidance – NSS Action Plan 
 

This document summarises the NSS action plan in relation to the Scottish Government published guidance on 
the collection and publication of data on sex, gender and trans status. 

 
NSS will  set up a working group to  

- review and consider the guidance 
- identify any impacts and actions 
- create a plan for completion of identified actions 
- manage implementation of actions 

Terms of reference for the group will be drawn up, but the remit of the working group will broadly be to 
review the guidance and in relation to this to 

- review Information Governance and Data Protection guidance and documentation 
- review Equality Impact Assessment guidance, processes and documentation 
- review data collection systems to identify impacts 
- review reporting systems to ensure appropriateness where data is disaggregated at a 

sex/gender/trans status level 
- identify and agree actions, and plan to implement these 
- communicate responsibilities in relation to collection of and reporting on sex, gender identity and 

trans status across NSS 

The working group will include representation from across NSS SBUs, Corporate Functions and Programmes 
(e.g. CHI Programme).  Input will also be sought from Public Health Scotland Data Management Team to 
identify the impact on NHSS data standards, and from Scott Heald as NSS Head of Statistics. 

We will  also be recruiting a Chief Data Officer. 
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By Email  

   
Roger Halliday   

 
Chief Statistician   
 
ChiefStatistician@gov.scot  

   

   
 
Your Ref: N/A  
 
Our Ref: OC-225-2021  

  

  

  

  

  

Dear Roger  

  
DATA ON SEX AND GENDER  

  

 
Thank you for your letter of 22 September regarding Data on Sex and Gender.  

  

I have read with interest your guidance on the collection and publication of data relating 

to sex, gender identity and trans status.   

  

As you may be aware, my statutory obligations in respect of registration do not require 

me to collect the types of data which your guidance addresses. I do of course collect 
relevant data as an employer to support the fulfilment of my obligations under the 

Equality Act, and the general equality duty.   

  
My internal Policy & Practice group has reviewed your guidance and commissioned an 

internal review of our current collection of data on sex and gender, to ensure that:  

• we continue to collect and use only the data we need for specified purposes, and 

are robustly meeting our compliance obligations  

• our data collection methods are aligned with your guidance  

  
I will in due course be asking colleagues to align our practices with your guidance, 

informed by the outcomes of the actions above. I note your offer of support for 

colleagues working with relevant data and should this prove helpful going forward I will 

have colleagues reach out directly to your office.  

  

Yours sincerely  

  
JENNIFER HENDERSON  

Keeper of the Registers of Scotland   

  

Reply to:    Edinburgh Office   

Department:   Senior Management    

Contact:    Jennifer Henderson   

Telephone:   [Redacted]  

Email:  Jennifer.henderson@ros.gov.uk   

DX:  [Redacted] 

Date:     26 November 2021 



  



  

  

   
   
Roger Halliday    
Scottish Government    
St Andrew’s House

    
Regent Road 

Edinburgh  

EH1 3DG  

 

8 November 2021  

  

DATA ON SEX AND GENDER  

  

Dear Roger Halliday,  

  
Following your letter dated 22 September 2021, I can confirm the Risk Management 
Authority (RMA) is a Non Departmental Public Body. Data on Sex and Gender impacts two 

areas of the organisation:  

  
(i) Collection of Staff Data for Management Purposes  

  
The RMA employs 25 members of staff and each member of staff completes a Diversity 
Monitoring form which is collated and reported on by our HR function.   

  
(ii) The RMA has legislative functions which enable it to conduct research in relation to the 

assessment and minimisation of risks by persons convicted of an offence.  

  
The RMA has a Research Governance Framework. We will conduct a comprehensive 
review of the Data collection and publication guidance to ascertain the impact of this 
guidance on our Research Governance Framework and can confirm this guidance will be 

referenced in the framework to ensure it is relevant to future research projects.  

  
Yours Sincerely,  

  

Lucy Jackman  

Governance Officer  
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 Roger Halliday  Chief Executive’s Office 

 Chief Statistician   Parliament House  

 Public Bodies Unit, Scottish Government  Parliament Square  

 
  

Edinburgh  

 By email to: ChiefStatistician@gov.scot  EH1 1RQ 

  

    

 22 November 2021  DX [Redacted]                          

LP1 Edinburgh 10 

    
  

___    

  
Dear Roger  

  

GUIDANCE FOR PUBLIC BODIES ON COLLECTING DATA ON SEX AND GENDER  

  
Thank you for your recent correspondence of September 2021 sharing new guidance on the 

above matter.  
  
SCTS recognises the need and responsibility that the public sector in Scotland has to collect 

and publish better quality data on all the protected characteristics.  

  
The new guidance has provided very useful and comprehensive support which we will use to 

build on the work we are already committed to and progressing.   

  
Currently SCTS collects and publishes data on gender and other protected characteristics in 
accordance with the Data Protection Act 1998, and does not identify individuals.  This 

information is captured in order to understand the composition of our workforce and how it 
compares with known data about the different population groups within Scotland.  Capturing this 

data also helps us meet our legal obligations to monitor equalities.  The analysis of the data 
allows us to identify lawful measures to improve our workforce diversity as well designing more 

inclusive and better services and policies.  Information about groups of people fewer than ten is 
suppressed to protect anonymity and we include a ‘prefer not to say’ option’ against all 

monitoring questions.   
  
Our gender question is formulated following the Census 2022 model.  However, following 

Stonewall’s advice we include ‘non-binary’ as an option to allow recognition on workplace 

systems:  

  

Gender Question  

   



www.scotcourtstribunals.gov.uk  

What best describes your 
gender?  

- Man  

- Non-binary  

- Woman  

- I use another term  

- Prefer not to say   

  
We do not gather data specifically about our workforce biological sex as this is not needed for 

any specific purposes.  
  
The recent introduction of a new Pay and People System (iTrent) has added additional 

functionality within the employee self-service function which will aid the increase of disclosure 

rates.  

  
Along with the launch of iTrent the Human Resources Unit has introduced a campaign to 

promote the value of submitting and collecting equality monitoring data.  As part of this 
campaign, we have organised a series of virtual training sessions which focus on raising 

awareness about the value of equality and difference linking to our organisation’s outcomes and 
commitments.  These sessions also find a link to those at management level taking ownership 

for encouraging their team members to share their equality details on the new HR System and 

therefore supporting an increase in disclosure rates.  

  
Furthermore, two customised films are being developed for SCTS emphasising the importance 
of sharing equality data that will be used as a stepping stone to start team discussions on 

equality matters.  
  

Both films, the virtual training sessions and a Team Brief that has also been designed by the 
Human Resources Unit for this purpose, will be part of a package of information that will be used 

at team meetings with the ultimate objective of boosting disclosure rates in the coming months.  

  
We foresee that the added functionality of iTrent will allow us to start monitoring trans-status of 

our workforce in line with the guidance produced by the Scottish Government.  
  

In the past we have identified data gaps and struggled with low levels of disclosure.  The 
introduction of iTrent and the campaign to promote the value of submitting and collecting 
equality monitoring data is focused on reducing these, and in facilitating a more sophisticated 

analysis of this data.   

  

The SCTS also runs Court User Satisfaction Surveys every second year to capture court users’ 
views on various aspects of service provision including staff, facilities and waiting times.  The 
SCTS is dedicated to constantly improving accessibility to its services and the surveys provide 

valuable feedback from court users for this purpose.  The survey results are reported to the 

SCTS Board and published on the SCTS website.    

  
The impact of restrictions to our buildings and in person hearings and tribunals, as a 

consequence of SCTS’s public health response to the coronavirus pandemic, has necessitated 
adjustments to the content and the way the 2021 survey is being conducted, and we are 

currently revising the survey.  An evaluation of the process and content of the survey will be 

undertaken on completion of the 2021 survey.  As part of the evaluation, SCTS will consider the  

‘Data Collection and Publication Guidance’ to inform the method and content of future surveys.  
  

Data collected and published thus far has been handled in terms of the guidance provided by 

the Scottish Government.  

  



www.scotcourtstribunals.gov.uk  

One of our current Equality Outcomes for the period 2019 - 2023 prioritises the need to improve 

the understanding of equality and diversity in the workplace while our other two equali ty 
outcomes focus on improving the accessibility of both our services and employment.  We 

envisage that having access to more data about the composition of our workforce and our 
service users will help us to better plan actions to achieve these outcomes as well as introducing 

strategies to further reduce our small gender pay gap and to start reporting on the ethnicity pay 

gap.   

  

Please do not hesitate to contact me if you need any further information.  

  
Yours sincerely  

  

Eric McQueen  

Chief Executive  
[Redacted] 
emcqueen@scotcourts.gov.uk   
equality@scotcourts.gov.uk    

  



Dear Mr Halliday,  

Thank you for the guidance on collecting data on sex and gender (issued 22nd September 2021). This 

letter outlines how SFC will be implementing the guidance, further detail can be provided from our 

own internal review, if necessary. 

There are 3 areas where SFC collects data on sex and gender; our internal HR data, college sector 

data, and university sector data.  

The guidance suggests asking 3 questions; a closed question for sex, a closed question for trans 

status, and an optional open text question for trans people to describe their trans status. In 

discussion with the SFC Access and Inclusion team, it was agreed that we would not make use of any 

answers to open text trans status description question in the university and college data and so we 

would not collect this information if we had no purpose for it. This is in line with the statistical good 

practice principles outlined in the guidance.  

HR data 

As an employer, SFC asks for monitoring data on sex and gender identity at the recruitment stage 

and when staff join SFC. SFC’s HR team will replace our current sex and gender identity questions 

with the 3 questions suggested in the guidance. These changes will be introduced from 1 January 

2022 to fall in line with SFC’s recruitment data collection cycle.  

College data 

SFC directly collects Scottish college data (through Further Education Statistics) on both staff and 

students. SFC Data Collections and Access teams work with key agencies and sector staff on any 

revisions to protected characteristic categories. No changes to protected characteristic categories 

are made without first consulting the sector. The college sector has already been made aware that 

this change is coming but will be further consulted via SFC’s college sector statistical group (SAGE) 

for 2022-23 implementation. College staff data changes are dictated by HE Advance and further 

discussion would be needed with them to update the staff questions.  

University data 

University data is collected by HESA and then provided to SFC. HESA has been carrying out a review 

of the data it collects on equalities and personal characteristics with a view to confirm what 

information should be collected from 2022-23 onwards. HESA currently allow “other” to be 

submitted as an answer option for sex for students (though not staff). In line with the guidance 

“other” will no longer be an option for UK domiciled students but will remain an option for 

international students. This is to accommodate students from countries where a third sex is legally 

recognised. As UK domiciled students are the focus of equalities work SFC feels that HESA’s proposal 

meets the spirit of the guidance. We believe there are no further actions required here.  

We hope these steps are viewed as an appropriate response to the guidance.  We would also like to 

take this opportunity to request clarification on the suggested question text of the trans status 

question.  

 



The suggested question text for asking about trans status is “Do you consider yourself to be trans, or 

have a trans history?”. We recognise the fluid nature of gender identity which the “trans history” 

aspect of this question aims to address. However, we would note that it is unusual to phrase a 

question this way in the census-style data collections which SFC operates. We would expect to ask 

people who they are and how they identify on the day they are answering the questions. If the 

question is asked this way, we will not be able to tell how many people in a given year identify as 

trans. 

 In our current data collections, we do not ask about the historical identification of other 

characteristics that can change over time, such as sexuality or religion. The question as it stands 

means that anyone who has previously identified as trans but no longer does so will forever be 

counted as trans – this could restrict our ability to identify trans people in our dataset and thereby 

affect our ability to understand the experiences and outcomes of trans people.  

Could you please clarify the thinking behind the timeframe this question covers and whether you 

think it would be more appropriate for SFC’s data collection to split this question into two 

questions? (i.e. one on current status and one on historical status).  

Yours sincerely 

[Redacted] 
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Scottish Legal Complaints Commission 
The Stamp Office 
10 – 14 Waterloo Place 
Edinburgh, EH1 3EG 
Tel 0131 201 2130 
www.scottishlegalcomplaints.org.uk 
DX:  [Redacted] 
Edinburgh  

 
     

Roger Halliday 
Chief Statistician 
Scottish Government 
 
 
Sent by email only to: ChiefStatistician@gov.scot 
 
16 November 2021 
 
 
Data collection and publication guidance: sex. gender identity and trans status 
 
Dear Roger, 
 
Thank you for your letter and the associated guidance. Please find attached a letter from us 
outlining the actions we propose to take in response. 
 
There are two areas of our operations where we collect data on sex and gender identity. These 
are in our annual staff equalities survey, and via our customer diversity monitoring form, which 
we ask those lodging a complaint with us to complete alongside their complaint form.  
 
In relation to our annual staff equalities survey we intend to update the questions we ask on sex 
and gender identify in line with the suggested wordings for a two part question on sex, gender 
identity and trans status (pages 15 and 17 of the guidance). We will update this for the next 
iteration of this survey.  
 
In relation to our customer diversity monitoring form, we will update the questions we ask on 
sex and gender identify in line with the suggested wordings for a two part question on sex, 
gender identity and trans status (pages 15 and 17 of the guidance). We will do this across all 
versions of the form (it is available as an online form, a downloadable form and a printed form). 
We will also take this opportunity to review the wider form and make any other updates required 
(for example, on ethnicity), in line with best practice on diversity data collection.  
 
This will be more complex to achieve as we will also have to update our case management 
system to be able to store the new data, so we will aim to do this as soon as possible, noting it 
may need to await a slot if more pressing changes to our case management system are 
required. We will also need to consider how to reflect this change in any longitudinal data we 
produce.  
 
Finally, we have previously published data on customer demographics, but haven’t done this in 
recent years (see: https://www.scottishlegalcomplaints.org.uk/about-us/consumer-
panel/demographics/). This is something that our independent Consumer Panel is currently 
taking a keen interest in, and we have made some recent changes to our case management 
system that should make it easier for us to manage and analyse this data on an ongoing basis. 
We are therefore also happy to commit to publishing an annual statement on our customer 
diversity data, and we will deliver the baseline statement on this once the above changes have 
been made.  

http://www.scottishlegalcomplaints.com/
mailto:ChiefStatistician@gov.scot
https://www.scottishlegalcomplaints.org.uk/about-us/consumer-panel/demographics/
https://www.scottishlegalcomplaints.org.uk/about-us/consumer-panel/demographics/
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I note with interest that your team intend to run some sessions on collecting, managing, 
publishing and sharing data. As this is something we are looking at more broadly, beyond the 
areas covered in this guidance, we would be very interested in taking part in those.  
 
We would also be very keen to be involved in the project you highlight to help public bodies 
understand how people with different protected characteristics are accessing and are impacted 
by their services. We would be interested in the opportunity to combine this data with the 
information we hold to improve our understanding of equalities. At a basic level, we are aware 
that the demographics of our customers does not reflect the diversity of the Scottish population, 
but it would be very helpful to look at this in more detail to inform any action we might consider 
taking to encourage those who might want to use our services to do so, or to target 
communications at particular groups.  
 
I do hope this is helpful, but I would be very happy to provide any further information that you 
might find helpful. We look forward to hearing further about the sessions and project above.  
 
 
Yours sincerely 
 
Vicky Crichton 
Director of Public Policy  
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Roger Halliday  
Teresa Medhurst  

Chief Statistician 

Interim Chief Executive  
 

  
Tel: [Redacted]  

    

  
                   6 December 2021  

Dear Roger  

  

DATA ON SEX AND GENDER  

  
Thank you for your recent correspondence dated 22 September where you seek a summary of 
plans on how the Scottish Prison Service (SPS) might utilise the data collection and public guidance 

for public bodies.     

  
I can advise SPS recognises the need to ask data questions respectfully, and that by doing so, it can 
lead to greater levels of response and better quality data which can be used to form our actions, 

policies and practices.  Outcome 3 of our current Equality Outcomes, requires SPS to ensure “both 
our diverse workforce and those in our care understand why we collect equality and diversity 
monitoring information and the impact of this in helping us manage and deliver our business”, and 

we have committed under this Outcome to reviewing our data questions for both our employees, 
those seeking employment within SPS, and those within our care.  SPS is committed to collecting 

data which fully reflects variances in the Scottish population, and we will continue to work with 
our Justice partners to develop data questions which will enable us to do so.  

  
We have already commenced a programme of work reviewing the diversity data collection as part 

of our recruitment activities, and we will incorporate the recommended guidance into the revised 
data information asked of candidates who are applying for employment within SPS.  The review of 
recruitment data collection proposes to directly transfer candidate diversity data to our HR 

diversity data system, thus alleviating the requirement for colleagues to complete data fields for a 
second time when they join SPS, whilst ensuring the individual’s right to privacy.  We anticipate 
introducing the revised recruitment data collection by the end of January 2022.  We will also review 

our existing HR data system’s diversity classifications, ensuring they reflect the guidance, 
incorporating the option for individuals to answer questions on self-defined sex and trans status. 
We anticipate this work will be completed by April 2022.      

  
SPS requests data during admission from all those entering custody using defined categories within 
our Prisoner Records system (PR2).  Our existing PR2 classifications reflect the Scottish census 

classifications and a review of these classifications will form part of the wider SPS Digital 
transformation programme to enable collection of both sex and gender data.  The review of the 
diversity data questions asked of those in custody will also form part of the work being undertaken 

pertaining to the bi-annual Prisoner Survey, ensuring the lived experiences of those in our care 
inform the questions and responses of the Survey, and more accurately reflect the diversity profile 
of those within custody.    

http://dc1-hv-intranet1/wordpress/wp-content/uploads/2013/11/SPS-refreshed-logo-November-2013.jpg


  

SPS has committed to a review of our Gender Identity and Gender Recognition (GIGR) policy for 

those in our care, and the data collection templates for interviews and written submissions now 
reflect those recommended within the guidance.  It is our intention that the data collection 
templates being incorporated into our GIGR policy research, will form part of a wider framework 

for data collection across the SPS, which in turn will lead to improved data sources which will 
inform the development and monitoring of our Equality Outcomes as required under our Public 
Sector Equality Duties.    

  
SPS has committed to a review of our Gender Identity and Gender Reassignment (2014) policy and 
will ensure the refreshed approach reflects the guidance, enhancing SPS’s ability to design, plan, 

monitor and evaluate services effectively, and in a manner that is sensitive to the needs of all those 
who work and live in Scottish Prisons.  

  
The guidance has already informed the data capturing methods which will be used in assessing the 

current guidance for the management of transgender people in custody and has been utilised in 
the development of a framework for collecting management information related to transgender 
people across the prison estate.  

  
SPS is committed to embedding this guidance fully within the refreshed policy position, however 
will require some further clarity on the application of the guidance in relation to prison specific 
issues. It will be essential to obtain this prior to implementation within the renewed policy.  My 

colleagues will be in touch shortly to discuss these matters with your team in due course.  

  
I hope this information is helpful.    

  
Yours sincerely  

  

TERESA MEDHURST 

Interim Chief Executive  
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Dear Roger,  
 
Thank you for your letter on the 22nd Sept 2021 regarding ‘Data on Sex and Gender’. In response, we have carried out 
an initial analysis of the considerations detailing both our Current capacity and our Future plans. I’m sorry for the 
delayed response.  
 
Current capacity 
 
This can be broken down into two areas: 
 

1. Member details 
2. SPPA staff 

 
1. Member Details  
 
The SPPA does not collect its data direct from the members of each scheme, but rather via the HR/Payroll services 
of the relevant employers i.e. Health Boards, GP Practices, local authorities, private schools, Police and Fire & 
Rescue Services. Therefore although we do not directly collect gender or salutation details, we will in some cases 
hold it. 
 
2. SPPA Staff   
 
We store two main sources of data on protected characteristics for staff:  
 

 Through the eHR system, which stores the data on all staff working for the Scottish Government and 
agencies, and Vacancies Online (VOL), which stores the data on applicants to positions advertised by the 
Scottish Government and agencies. Our eHR dataset contains information on the age, sex, disability status, 
ethnic group, marital status, religion or belief, and sexual orientation of staff. It is understood these can be 
changed at any time. We do not currently gather data on gender or gender identity in eHR. 
 

 The Scottish Government VOL dataset contains information on the age, gender, disability status, ethnic 
group, religion or belief, and sexual orientation of all applicants. This information is gathered upon 
submission of an application to a post and reflects the diversity data supplied at that individual’s most recent 
application. As you will be aware, VOL will soon be replaced by a new Applicant Tracking System (ATS). 
This system is expected to include additional questions on protected characteristics, including trans status. 
 

Future plans 
 
The SPPA is undertaking work to look at how we can better record this information about our pension scheme 
members. We are currently tendering for a new core pensions administration and payroll platform. Therefore, in line 
with our systems roadmap and data needs, it is acknowledged that potentially the new system may need to include 
the capability to record protected data characteristics. On current plans, the procurement of the new system is due to 
be complete by late summer 2022 with implementation being carried out and platform transition by September 2025.  

 
As there may be a requirement for the SPPA to provide details on our pension scheme members, in respect of 
protected categories, our Senior Leadership Team will look to integrate this work into the ongoing priorities of the  
 

http://www.pensions.gov.scot/


 

 
 

An agency of   
 

 

 

 
Agency. We would welcome the opportunity to work with you, and others, on this so that we can draw on the latest 
position to inform our planning. 
 
I trust this preliminary response meets your requirement – please let us know if there is anything else that would be 
helpful to know at this stage. 
 
Yours Sincerely, 
 
David Robb 
Chief Executive 



Ref:  LS/NM 

Email:  laura.shepherd@sssc.uk.com 

Direct dial: [Redacted] 

Date:  24 November 2021  

  

Dear Mr Halliday  

  

Guidance on collection of data on sex and gender  

  
Many thanks for your letter of 22 September 2021 and for the meeting with 

members of your team on 2 November to discuss the new guidance on collection 
of data on sex and gender. Lorraine Gray, Chief Executive has asked me to 

respond on behalf of the Scottish Social Services Council (SSSC).  
  

The SSSC is the regulator for the social work, social care and early years 

workforce in Scotland.   We are committed to equality, diversity and inclusion in 

our varied roles which include being a public body, regulator and an employer. 
This letter sets out the steps that we are taking in response to the publication of 

the guidance.  

  

Understanding the sector  

We publish Official and National Statistics on the social services sector. We 

publish two reports each year, the Scottish Social Services Workforce Data 

Report and the Mental Health Officers Report. We have written to all local 

authorities and key stakeholders to raise awareness of the guidance and we will 

work with these stakeholders to explore how we can align our external collection 

of data with the new guidance.  

  
We regulate over 164,000 people in this sector.  In November 2021 we 

introduced a new equality section on My SSSC which registered workers can use 

to update their protected characteristics.   The new guidance was considered in 

the development of this work. Our question on sex is based on the question in 
the new guidance, although we have taken the decision to refer to gender rather 

than sex.  We recognise it is a sensitive topic and that some people may prefer 
an alternative question about sex. Our intention is to ask questions in a 

respectful manner and to collect data that can be used to make sure our 

processes are fair and accessible to everyone. We have used the trans question 

in the guidance.     

  
The findings from the renewed data collection will help us develop a detailed 

understanding of the diversity of the people we register and consider whether we 
need to change our approach.  We will publish an annual high-level summary of 

the data on our registered workforce and use the data for more detailed 

research. 

 
Understanding our workforce   

  

We recognise and value the benefits that a diverse workforce brings to our work. 

We aim to treat everyone fairly and with respect, including our staff. We gather 
information on the composition of our workforce and to report on ways that we 

recruit, developed and retain our staff. All staff are asked to update their 

information via our My View HR system. In 2020 we introduced two updated 

questions which staff can use to update us on their gender identity and trans 

mailto:laura.shepherd@sssc.uk.com
https://www.sssc.uk.com/signin/
https://www.sssc.uk.com/signin/


status. Both questions are similar to the questions on page 15 and 16 of the new 

guidance.  

  

In April 2021 we published our Equality, Diversity and Inclusion Mainstreaming 

and Outcomes reported for 2021-2025. In the data annex we noted that 
approximately 85% of staff (310 staff) have completed the gender identity 

question.  The trans status of approximately 17% of our staff is either unknown 

or undisclosed. We will remind staff about why we ask for this information and to 

explore how we can use it to improve the way we recruit, develop, retain and 

support our staff.  

  

Next steps  

  

The SSSC collects information on protected characteristics for several reasons.  
For example, we ask all job applicants to complete a monitoring form. Our 

Equality, Diversity and Inclusion Group is aware of the new guidance, and we are 
working to identify further changes to ensure that our approach aligns with the 

new guidance.   
  

We will continue improving data collection for the social work, social care and 

early years workforce and this remains a priority. We regularly review our 

approach to reflect new guidance and strategies.  

  

I hope this is helpful. Please do let me know if it would be helpful to discuss our 

work in greater detail.   

  

Yours sincerely   
  

Laura Shepherd 

 

Director of Strategy and Performance  
  

Scottish Social Services Council  Compass House  11 Riverside Drive  Dundee  DD1 4NY 

Tel: 0345 60 30 891 or 01382 207 101  Fax: 01382 346 192 

Email: enquiries@sssc.uk.com  Web: www.sssc.uk.com  



Ref:  LS/NM/sb 

Email:  laura.shepherd@sssc.uk.com  

Direct dial: [Redacted]  

Date:  27 September 2021  

  

  

Dear Roger  

  

Many thanks for your letter of 24 September sharing the new guidance on the collection of data on sex 

and gender. Our Chief Executive has passed this letter on so that I can respond on behalf of the 

Scottish Social Services Council (SSSC).   

  

We welcome the offer to hold some sessions on the use of collecting and using data. We would 

welcome the opportunity for an early discussion if possible as that could inform our thinking 

around gathering further information on our registrants.  Perhaps you or your team could suggest 

some dates for a discussion?   

  

Background  

  

The SSSC is the regulator for the social work, social care and early years workforce.  

  

• As of June 2021 we have more than 164,000 people on our register. We have over 

222,000 registrants as some people are on more than one part of our register.    

  

• We also publish Official and National Statistics on the social service workforce, using 

data from the Care Inspectorate’s annual returns and the annual survey of Scottish 

Local Authority Social Work Services. Our latest report was published in August 2021 

and shows that the sector employs 210,000 people. That figure is an all-time high and 

equates to approximately 8% of all employment in Scotland.    

  

The timing of the guidance is particularly helpful as we are finalising our approach to gathering and 

using data on the protected characteristics of our registrants. We are about to introduce a new module 

to our My SSSC portal which will enable registrants to update their protected characteristics. We will 

also plan to ask registrants whether they provide unpaid care.   The majority of our questions are 

informed by the 2022 census questions.  Our approach to questions on sex, gender and trans status has 

been informed by the draft version of this guidance. Our main reason for collecting this information is 

to raise awareness of the profile of the sector.   We will publish an annual highlevel summary of as we 

know that this information is of interest to many stakeholders.  We will also use this data to explore 

how we can improve our services.  

 

I look forward to hearing from you.    

  

Yours sincerely  

 

Laura Shepherd 

 

Director of Strategy & Performance   

   

  
Scottish Social Services Council  Compass House  11 Riverside Drive  Dundee  DD1 4NY  

Tel: 0345 60 30 891 or 01382 207 101  Fax: 01382 346 192 

Email: enquiries@sssc.uk.com  Web: www.sssc.uk.com 



  
  

Roger Halliday  19 November 2021 

Chief Statistician      

  Our ref: AS-RH-191121 

St Andrew’s House  

Regent Road  

Edinburgh  

EH1 3DG  

Dear Roger   

DATA ON SEX AND GENDER – WICS RESPONSE   

Thank you for the opportunity to provide information on our arrangements for gathering and 

publishing data on socio-demographic characteristics.    

We are happy to provide you with an overview of our plans to adopt the guidance you have set 

out on sex and gender data.   

Our role   

The Water Industry Commission for Scotland (WICS) is the economic regulator for the water 

industry in Scotland. Our role does not require the collection of socio-demographic 

characteristics from the public. Our use of this data is limited to the information we collect and 

hold on our employees and on prospective employees as part of our recruitment processes.   

Current practices  

We have recently introduced an equality and diversity questionnaire as part of our online 

recruitment platform. We hope this will assist us in identifying trends, barriers, or unintended 

biases in respect of future employees and help us to improve our recruitment efforts.   

Our online recruitment platform displays our ‘employment applicant’ transparency statement 

which outlines the basis of consent for processing, retention periods, who might have access to 

the data and those to whom the data might be disclosed. Our transparency statements are 

reviewed regularly to ensure continued alignment with the UK GDPR.  

The format of our online questionnaire currently follows the guidance for questions relating to 

sex.  We do not currently have a specific question relating to trans status.    

Every two years we publish an equality mainstreaming report on our activity to comply with the 

Equality Act 2010).  It sets out the steps we are taking to mainstream equality in our day-to-day 

activities, strategic objectives and corporate plan. You can view our latest report online: Equality 

Mainstreaming Report 2019-21.pdf (wics.scot)   

https://wics.scot/system/files/publications/Equality%20Mainstreaming%20Report%202019-21.pdf
https://wics.scot/system/files/publications/Equality%20Mainstreaming%20Report%202019-21.pdf
https://wics.scot/system/files/publications/Equality%20Mainstreaming%20Report%202019-21.pdf
https://wics.scot/system/files/publications/Equality%20Mainstreaming%20Report%202019-21.pdf
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Future plans   

We intend to develop our equality mainstreaming report in line with the guidance you have set 

out on analysing, disaggregating, and publishing data.  As a small office, it can be easier to 

identify specific individuals at WICS, we therefore need to consider carefully our reporting 

approach to maintain the privacy of our employees. As such, we will also seek advice from our 

Data Protection Officer to ensure that our approach protects employee privacy.   

We are exploring whether an anonymised reporting function can be developed on our HR 

platform. This would help to summarise the information we hold in a format that can be 

published as part of our regular reporting in this area.   

We do not currently publish the socio-demographic information we collect in our recruitment 

process. We will consider including this information as part of our equality mainstreaming 

report.  We also plan to use the guidance you have set out to include a trans status question in 

our equality and diversity questionnaire.  

I hope this information has been useful in explaining our current approach and future plans in 

relation to collecting and publishing equality data. Please do contact us if there is any more 

information you require.   

Yours sincerely,  

Alan D A Sutherland  

Chief Executive 
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