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Introduction

The Commissioner for Ethical Standards in Public Life in Scotland, known
as the Ethical Standards Commissioner, regulates how Scottish
Ministers make appointments to the boards of public bodies that are
within our remit.

The Commissioner’s statutory functions in relation to public
appointments are to:

« prepare, publish and, as necessary, revise a Code of Practice for
Ministerial Appointments to Public Bodies in Scotland (the Code)

« issue guidance on the Code and promote compliance with it

« examine the methods and practices employed by the Scottish
Ministers when making appointments

« investigate complaints about how an appointment was made

« report to the Scottish Parliament instances of material non-
compliance with the Code; the Commissioner may direct the Minister
to delay making the appointment until Parliament has considered the
report.

« prepare and publish a strategy for ensuring that appointments, and
recommendations for appointment, are made by the Scottish
Ministers in a manner which encourages equal opportunities.

The Commissioner is to exercise these functions with a view to ensuring
that appointments are made fairly and openly and to allow everyone,
where reasonably practicable, the opportunity to be considered for an
appointment.
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Summary of the year

It has been another busy year within public appointments — this one
covering the first year of our strategic plan 2024-28.

Listed below we highlight some of the actions from our Business Plan
that we completed in the year, these being designed in turn to help us
achieve the objectives in our strategic plan:

» We ran a successful tender process to secure a contractor to
undertake the review of the diversity strategy, and this work is in
progress with a “State of the Nation” report recently published. The
report is already being used as a starting point for conversations
about what the revised strategy should look like.

« We ran a successful tender process to secure two new Public
Appointment Advisers (PAAs) to join the current cohort.

« We revised our practices for amalgamation and reporting of public
appointments data, making it more accessible and useful.

« We commenced a thematic review looking into time commitment and
other aspects of board roles and have published the results.

« We published new good practice case studies and snippets.

« We surveyed applicants on their experience of the public
appointments process and panel chairs and body chairs on the
contribution made by our PAAs to the process.

« We supported Scottish Government officials who are involved in the
public appointments process through the provision of advice,
guidance and training.

The 2022 Code is still bedding into the public appointments processes,
and we are continuing to support Scottish Government officials with
capitalising on the flexibility that it affords. We did experience some
challenges during the year relating to turnover in the Scottish
Government’s public appointments team (PAT). We sought to support
them during this challenging period, as when they are stable, they can
add significant value. Part of the problem attached to this turnover is the
clear loss of corporate memory and the impact this has on the adoption
and roll out of good practice. The Scottish Government should have a

OVERVIEW > PERFORMANCE > MONITORING & GUIDANCE > APPENDICES
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system in place to address this so we will continue to make our
expectations in this area clear.

Nonetheless, we also continue to see some good progress in relation to
practices which have been encouraged through application of the 2022
Code.

All panel chairs undertaking the rounds covered in Appendix 3 were
trained on the Code of Practice in advance of taking on the role. This
mandatory training was introduced by the 2022 Code. We also continue
to see panel chairs providing end of round reports, including some good
reflection on what went well or could provide learning opportunities for
future rounds. This is also a mandatory requirement introduced by the
2022 Code. We have included a section later in the report to explain
some of the information that we have gleaned from these reports.

The current demographic profile of Scotland’s public body boards
continues to be encouraging. Boards are now reflective of the female
population and the Lesbian, Gay and Bisexual (LGB) community. Black
and Minority Ethnic (BME) board members are close to reflecting the
Scottish population (6.06% compared to census data of 7.13%) When
sourcing the statistics this year, we realised that the way in which the
demographic figures had been calculated in previous years was slightly
different to the way in which we had requested and had presented them
in our reports. We explain what impact this has had in the next section of
this report.

lan Bruce
Ethical Standards Commissioner %
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Improving Diversity on the
Boards of Public Bodies

We have a statutory duty to use our powers with a view to ensuring that
appointments are made fairly and openly and that as far as possible
everyone has an opportunity to be considered for these very important
roles. As part of our work in this area, the Commissioner agreed targets
with the Scottish Ministers in the strategy document “Diversity Delivers”
(published September 2008), intended to encourage applications from
as wide a range of people as possible.

The Commissioner has included a refresh and update of the diversity
strategy in the Strategic Plan 2024-2028 and work is underway to
complete this piece of work undertaken by an independent contractor
Leading Kind.

The following tables and graphs show the extent to which Scotland’s
board members at the end of 2024 reflect the population of the country
as a whole and how it has changed over time.

Current demographic profile of Scotland’s boards
During the year to 31 December 2024

There is no objective or set targets for the demographic profile of
protected characteristics on boards to reflect the Scottish population.
However, tracking this baseline is helpful for understanding whether
activity taken to improve diversity is being effective.

Historically, we have reported that the demographic profile of board
members excluded those who did not make a declaration. With the
provision of this year's data from the Scottish Government, we have
discovered that this has not in fact been the case and that the data they
were providing to us previously included those who did not make a
declaration in the total number of members. We have agreed a new

OVERVIEW > PERFORMANCE > MONITORING & GUIDANCE > APPENDICES
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approach with the Scottish Government to ensure like for like figures are
provided from now on.

As can be seen in table 1, this may therefore look as though some
significant strides have been made, particularly in cases where there are
low numbers (chair positions for example). It should be remembered that
the baseline for information has been calculated slightly differently.
Nevertheless, it is encouraging to see that all groups have achieved
some increases with female board membership and Lesbian, Gay and
Bisexual (LGB) fully reflecting the Scottish population. Black and Minority
Ethnic (BME) members are just over one percentage point away from
being reflective of the Scottish population, but there is some way to go
yet for disabled and younger members on board to be fully reflective of
society. Figures are also available for those declaring a trans status, but
are too low to report.

Table 1
Profile of Profile of Current
Change in board board Scottish demographic
board members at members at Population .
Target Group mesbarsilo 3 = (2022 profile of,
profile December December Census) Scotland’s
2024+# 2023t boards
Female 2.39% 52.95% 50.56% 51.41%
Disabled 1.18% 12.13% 10.95% 24.10%
BMEtt 1.02% 6.06% 5.04% 713%
Aged 40 and 4.86% 23.36% 18.50% 49.00%*
under
Lesbian, gay,
; 0.28% 5.61% 5.33% 4.04%
and bisexual

T All board members inclusive of the chair unless otherwise stated.

T1 BME figures reflect people from a non-white minority ethnic background

# Percentages do not include those who did not make a declaration

*Scottish Population aged 18 to 49 as a percentage of the whole population aged 18 and
over
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% women in the
Scottish
Population (2022
Census)

—
% female board
members

|

% individuals
with a declared
disability in the
Scottish
Population (2022
Census)

——
% board
members with a
declared
disability

How the demographic profile of Scotland’s boards is

changing
as at 31 December 2024
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%
31/03/2005  31/12/2020 3112/2021

# Percentages do not include those who did not make a declaration

31/12/2024#

Figure 1. Proportions of female board members on all regulated boards (inclusive of
chairs) against the proportion of women in the Scottish Population (51.40%) according

to the 2022 Census.

25%

20%

15%

10%

5%

%
31/03/2005  31/12/2020 31/12/2021

# Percentages do not include those who did not make a declaration

12.13%

31/12/2024#

Figure 2. Proportions of board members on all regulated boards with a declared
disability (inclusive of chairs) against the proportion of individuals with a declared

disability in the Scottish Population (24.10%) according to the 2022 Census

OVERVIEW > PERFORMANCE > MONITORING & GUIDANCE > APPENDICES
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8%

I

% individuals from a
visible BME
background in the
Scottish Population
(2022 Census)

PR —
% board members
from a visible
minority ethnic

background
%
31/03/2005  31/12/2020  31/12/2021  31/12/2022  31/12/2023  31/12/2024#
# Percentages do not include those who did not make a declaration
Figure 3. Proportions of board members on all regulated boards from a visible BME
background (inclusive of chairs) against the proportion of individuals from a visible BME
background (7.13%) according to the 2022 Census
Profile of chairs and board members
During the year to 31 December 2024
The Commissioner is keen to see progress not just for board
membership overall, but also among those who take up a chair position.
It is good to see progress being made in the increasing percentages of
women and younger people who are taking up chair roles. It is hoped
that learning can take place to encourage similar progress in other areas.
10% i
o B chairs
o [l Members
6%
4%
2% 3
3 +1.09%
+0.70% B +0-18%
0%
-2%
-4%
Female Disabled BME" Aged 49 and under LGB

* Values for fewer than five have been suppressed to decrease the risk of disclosure of
information about individuals.

Figure 4. Differences in profile of board chairs and members from 2023 to 2024 by
target group
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Table 2. Profile of board chairs and members from 2022 to 2024 by target group

@ Chairs Profile of the board at the end of
Scottish
@ Members 2024# 2023 2022 Population
. 1 . i . : . 3 . . (2022 Census)
Female 55.50%| 52.50%| 47.36%| 51.05%| 40.22%| 52.89% 51.40%
Disabled 0.87%| 12.45%| 1473%| 11.02%| 10.87%| 9.65% 24.10%
BME+t 6.16%| 6.04% A 534% A 5.46% 7.13%
33:;49 and| o 34%| 24.91% 6.31% 20.42% 7.61% 21.06% 49.00%*
LGB 7.40%| 536% 6.31% 518% 5.43% 5.31% 4.04%

TTBME figures reflect people from a non-white BME background

* Scottish Population aged 18 to 49 as a percentage of the whole population aged 18 and over.

* Values for fewer than five have been supressed to decrease the risk of disclosure of information
about individuals.

# Percentages do not include those who did not make a declaration

Socio Economic Information

In previous years there has been interest in understanding some wider
aspects of diversity and how these are reflected (or not) on Scotland’s
public body boards. As such, we previously asked the Scottish
Government to record information on household income and sector
worked (or most recently worked) in in order for us to report on these
figures. In December 2021, Scottish Government officials introduced a
new system for tracking applicants. This was introduced for all Scottish
Government recruitment and included public appointments. Standard
monitoring questions were introduced for all applicants using the system
and these did not include the previously asked bespoke questions about
household income or sector worked in. Instead, from February 2023, the
Scottish Government introduced a socio-economic background question
to the diversity monitoring form; the style of the question is based on
evidence from the UK Social Mobility Commission which suggests that if
you are to ask one socio-economic background-related question, then
parental occupation is the most effective one for determining status.
This is an aspect of diversity that there is public interest in.

As this information is still new in being collected, figures for the overall
demographics of those on boards (only including those appointed from

OVERVIEW > PERFORMANCE > MONITORING & GUIDANCE > APPENDICES
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February 2023 who were prepared to answer the question) were too low
to report this year. The situation should improve year on year as
successful candidates continue to be asked the question, and we will

seek to report on this as soon as the numbers are significant enough to
provide meaningful information. We have been provided with data about
applications and appointments related to this question and have

provided the limited available information here instead. This information
relates to appointment rounds conducted in 2024 (as listed in Appendix

3).

High (Those whose parents were
in “professional or managerial
occupations”)

Intermediate (Those whose
parents were in “clerical, sales,
service and intermediate technical
occupations”)

Routine (Those whose parents
were in “routine, semi-routine, low
supervisory and technical
occupations”)

Never worked (Those whose
parents did not work)"

Prefer not to say

Not stated

h 8.6%

| 7.4%

" 18.5%

0 10

20

40

44.4%

50

* Values for fewer than five have been suppressed to decrease the risk of disclosure of

information about individuals

Figure 5. Socio-economic status and applicants and appointees in 2024

The question asked of applicants is “What was the occupation of your
main household earner when you were about aged 14?” The high level of

“not stated” responses has been attributed in part to the fact that the

question did not begin to be asked until part way through the year.

10

I Applications

Appointed
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Widening the definition of diversity (seeking
attributes different to skills, knowledge and
experience)

The 2022 Code of Practice introduced the opportunity for Ministers to
consider attributes required for an appointment which were wider than
skills, knowledge and experience. This allows for example, a Minister to
request someone who lives or works in a geographic area served by the
board, or to include values in person specifications which are important
to the work of the public body.

The applicant packs for the appointment rounds conducted during 2024
(as outlined in Appendix 3) were analysed and the following provides a
summary of examples of something other than skills, knowledge and
experience being sought.

Three packs were not available to analyse.

« All Health board rounds (15 in total) sought evidence to assess
applicants against NHS Values

« Three rounds required applicants to hold a specific qualification or be
a member of a professional organisation (these were largely legal
bodies with the requirement set out in the founding legislation)

« Ten appointment rounds sought evidence of the applicants’ “passion
for” or “strong commitment to” (or other similar wording) something
related to the work of the body. For example for sportscotland
applicants were asked to demonstrate “Passion for sport and
awareness of how sport is structured in the UK, and in particular how
it promotes equality and social change”. The indicators for these
requirements were often based around a high level of knowledge of
the subject area and an ability to inspire others to share their
commitment.

« No appointment round requested a geographic location.

OVERVIEW > PERFORMANCE > MONITORING & GUIDANCE > APPENDICES
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50

40

30

20

10

Performance
against
Diversity Delivers

targets 2024

B % applied
% appointed
—— % Target

% Scottish Population

The chart above shows the percentage of
applications and appointments in 2024 by
each target group as set out in Diversity
Delivers. This information is provided by
the Scottish Government and relates to a
calendar year.

All information in the section on
applications and appointments, includes
applicants who have declared “not stated”
unless indicated otherwise.
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We have continued to see
gradual increases across most
of the groups over the past 3
years and the percentage of
applications (other than for
disabled applicants) have
largely reached or surpassed
the target set. Figures for
those applying and being
appointed who have a Trans
history continue to be too low
to report. Women continue to
be the only standalone group
who are more likely to be
successful when they apply
(although this was also the
case for disabled applicants in
2023).

Applications

Appointments

% applications by/ appointments
made to women

+0.5%

43.5%

2024
44.4%
p—_— 43.0%
52.0%
St :[ 45.5%
| 57.1%

Scottish population

} 4 Diversity Delivers
(2022 Census): 51.4%

target: 40%

% applications by/ appointments made to
candidates with a declared disability

+1.7%

]: 9.6%
2024

7.4%

2023 ]: T

10.7%

2022 ]: 10.9%

5.7%

Scottish population
(2022 Census): 24.1%

Diversity Delivers
target: 15%

% applications by/ appointments made to
candidates of visible BME descent

+1.8%

11.1%

2024
7.4%
2023 5%
4.0%
o) I 11.7%
| 7.6%

Scottish population

b 4 Diversity Delivers
(2022 Census): 7.13%

target: 8%*

% applications by/ appointments made to ' 2 3 O/
o o

candidates of non-visible BME descent

1.4%

2024
4.6%
2023 21
8.0%
2022 1 5b%
| 10.5%

Scottish population
(2022 Census): 5.78%

Diversity Delivers
target: B%*

13



ESC

2024/25 PUBLIC APPOINTMENTS ANNUAL REPORT

% applications by/ appointments made
to individuals aged 49 and under

+2.4%

2024 40.0%
35.2%
2023 :[ 37.6%+
20.7%
2022 I 47.7%
37.1%

Diversity Delivers
target: 40%

Scottish population
(2022 Census): 49.0%**

% applications by/ appointments made to
non-heterosexual candidates

0%

10.0%

2024
6.5%
2023 10.0%
9.3%
2022 7.8%
6.7%

! i Diversity Delivers
target: 6%

Scottish population
(2022 Census): 4.04%

14

In our 2023/24 Annual Report
we mentioned that Ministers
may wish to investigate a
three-year trend of visible
minority ethnic applicants
having a lower percentage of
appointments compared to
percentage of applications to
try and understand if there
are barriers within the
appointments process
specific to this group. As the
same trend has appeared this
year, it would now be a four-
year trend (and therefore
potentially even more
concerning).

*The target for the BME population
is inclusive of people from non-
visible minority groups. Up until 2017
the figures reported on have related
to visible minority applicants and
appointees. From 2017 onwards, the
figures have been provided for both
visible and non-visible. For this latter
category the monitoring form
guestion responded to is “Other
white” and includes those who
selected “Irish”, “Polish” or “Other
white ethnic group”

**Scottish population aged 18 to 49
as a percentage of whole population
18 and over

+ This figure was displayed in last
year's report as 40. It was an admin
error uncovered after publication of
the report
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Diversity Delivers targets by DG area

The Scottish Government also provides application and appointment
data to the Commissioner disaggregated by Director General (DG) area
to aid in identifying those that are meeting or exceeding the targets and
so that the sharing of their good practice can be encouraged. The

%
By i

Director General areas are:

FR

(I
TG

Education and

Communities Corporate Justice Economy
LN : 1111
Health and Social . Strategy and
Cars Net Zero Scottish Exchequer Eitornal AFFars

*The images chosen to reflect the Scottish Government DG areas have been selected by the
Ethical Standards Commissioner and are not affiliated with the Scottish Government.

These are shown in Appendix 1 along with an analysis of progress.

Key highlights and areas of concern to note include:

Gender parity has been an area of focus for Scottish Ministers
since 2015 and 50% female board membership overall was
achieved in 2019. Since then, the overall demographic of male /
female split has remained stable with most DG areas continuing to
be close to or meeting the 40% female application target.
Regularly, more than 40% of female applicants are successful in
being appointed.

LGB applicants are being attracted to apply to most DG areas and
the target has been met for this group, other than in one area
which only ran one appointment round during the year.

Only one of the DG areas managed to achieve the 15% target of

applicants with a disability. Given that the 2022 census data
shows that 24% of the population are disabled, this should be an

OVERVIEW > PERFORMANCE > MONITORING & GUIDANCE > APPENDICES
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area of key focus for Ministers.

There has been a little progress in seeking to attract those under 50.
Two DG areas achieved the target of 40% applications from this group
with most others coming close. Three DG areas also appointed a higher
percentage of under 50s than applied.

There has been mixed progress with BME applicants. Given that the
2022 census data is now available and can been disaggregated into
visible and non-visible (7.13% visible and 5.78% non-visible) if the results
are compared against these figures, there is positive progress in
achieving applications with most areas attracting applications to match
or come close to these percentages. However, as every area appointed
fewer than 5 individuals each over the course of the year, the
appointment level is low. Ministers should consider whether there are
any barriers to people who are BME progressing through the assessment
process and whether any positive action measures might assist in
addressing these.

Diversity Delivers targets - Chairs and Members

The Scottish Government also provides application and appointment
data to the Commissioner disaggregated by chairs and members for
each of the groups with a Diversity Delivers target. These are shown in
Appendix 2.

When analysing the data, any values of fewer than 5 are not shown due
to the increased risk of disclosure of information about individuals. As
there were only 18 chair appointments rounds, 14 of which were
successful in appointing a chair, the information which was available to
publish is limited. It is nevertheless encouraging to note that the
percentage of female chair applications and appointments was close to
the overall target of 40%. Scottish Ministers may wish to consider
whether any additional support could be provided to disabled applicants
applying for chair positions, given that 15% of applicants for chair roles
declared that they had a disability, and none were ultimately appointed.

The member applications and appointments were largely similar to the
overall percentages showing the same trends.

16
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Performance against our
business plan

The Commissioner’s public appointments objectives are set out in the
Strategic Plan for 2024 to 2028. They are:

We will strive to
be recognised
leaders in the

&= We will, through
( i Jl supportive and
G-

constructive

regulation, make a significant regulation of a system that
contribution to a public is effectively run to achieve
appointments system that the appointment of the most
produces effective and able people to our boards
diverse boards that are and that is managed in
reflective of the communities compliance with the highest
that they serve. ethical standards.

The following activities are intended to achieve these objectives:

» continue to support implementation of the 2022 Code of
Practice, through supportive and constructive regulation,
encouraging a learning mindset from all who are involved in
making appointments, to develop and utilise good practice and
innovation.

* report publicly on the difference that the Code of Practice is
making to the appointments process, for good or bad, with a
view to improving on practices. We will do so by publicising
instances of good practice or innovative practice and learning
as well as areas for improvement.

* seek to understand through our research the difference that
board appointments make to the governance of the public
body and the difference that diversity brings.

OVERVIEW > PERFORMANCE > MONITORING & GUIDANCE > APPENDICES
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« seek to monitor and report on compliance with the Code of Practice
by way of research and thematic reviews. This will include, for
example, an examination of published time commitment,
remuneration and other aspects of the role of public appointees,
building on previous research undertaken. We will report publicly on
our findings.

« consult extensively on and revise and republish Diversity Delivers
(including new recommendations for the achievement of greater
board diversity).

« develop our own learning and understanding about great practice in
recruitment and selection by reaching out to other organisations and
administrations and by conducting our own research.

« share our findings through the provision of guidance.

« ensure that our PAAs can cascade that guidance to selection panels
by keeping them updated on the latest good practice in the making
of appointments.

These activities are also detailed in the Biennial Business Plan 2024-26.

Progress against the Business plan for 2024-26, as at 31 March 2025, is
summarised in the following table.

Table 3

e Published Strategic Plan in EasyRead

* Applicant surveys run following appointment rounds
(when information provided to us by the Scottish
Government (SG))

» Views sought from panel chairs and body chairs on the
contribution of PAAs

* Project plan underway to review website based on

Supportive and feedback

constructive » Training (briefing) provided to panel members on request

regulation of public (e.g. on Parliamentary Scrutiny) and to SG Public

appointments Appointment Team (SG PAT) members as part of
induction

» Training and support of NHS work such as “aspiring chairs
of the future”

* Ongoing support for panels and PAAs on aspects of the
Code and Guidance

» Successful internal audit of database system used to
ensure consistent decision-making

18
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« Collation of information at the end of each appointment
round to try and identify themes
* Ongoing collaboration with SG PAT
* Good practice case studies developed and published
» Good practice “snippets” developed and published
* Interim report on applicant views written and published
Recognised leaders » Commencement of thematic review (due to be published
in the regulation of in later 2025)
public appointments  « Commencement of the review of the Diversity Strategy
= Annual Service Level Agreement review carried out with
each PAA
« Training provided for PAAs on four occasions through the
year
* Regular communication briefings (including guidance/
training) throughout the year

OVERVIEW > PERFORMANCE > MONITORING & GUIDANCE > APPENDICES
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Monitoring and reporting

All information under this heading relates to

the Commissioner’s statutory duties to monitor ESC
and report on appointment activity and to

provide guidance on application of the Code. REGULATED

The Commissioner’s remit extended to 793 posts on the boards of 101
public bodies at the year end. In the case of a proportion of these
bodies, such as regional colleges, only the chair appointments are
regulated. Additionally, some bodies are statutorily included in the
Commissioner’s remit even though they are either abolished or no longer
active.

How many bodies and positions do we regulate?

Table 5
At 31 March 2025 2024 2023
No. of bodies regulated 101 100 100
No. of posts regulated 793 770 748
Avg. no. of regulated positions per board 7.9 7.7 7.5

A list of the regulated bodies is available at
www.ethicalstandards.org.uk/requlated-bodies.

How many appointments did we oversee?

Appointments are made through a process called an appointment round.
During the financial year 2024/25, we were active in overseeing 90
appointment rounds. Multiple appointments can be made through a
single appointment round and the Scottish Ministers can run more than
one round in a single year per public body. In certain circumstances we
allocate a Public Appointments Adviser (PAA) to oversee all or part of the
round. We report on these allocations rather than the number of
appointment rounds as this better reflects our actual workload - not
every allocation becomes an appointment round.

20
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