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Introduction

At Scottish Rugby we believe that by creating an inclusive and supportive culture will ensure all our
people will feel a sense of belonging. This is generated by each person feeling valued, knowing their
purpose in the organisation and being connected to colleagues and our organisational values. Having
purpose, feeling valued and connected is a key thread that runs through our People, Culture and
Engagement business strategy and is a fundamental key theme in our new 2021-24 Strategy.

As we emerge from the pandemic, inclusion and diversity is critical for business recovery, resilience
and rebuilding our business.

Inclusion is everyone’s responsibility.

The purpose of this paper is to outline the Inclusion and Diversity (I&D) approach that we are
implementing following a reset post-pandemic, highlighting our commitments as one of the strategic
drivers, ‘maximum inclusion’.

Through the pandemic

The COVID-19 pandemic has sent shockwaves through the economy and society. It has not only
triggered a global health crisis, a global economic downturn but also a social awakening moment. The
pandemic has impacted everyone, but the severity of this varies across society.

One thing is certain: things will not go back to how they were before and a new normal is emerging.
Scottish Rugby will and has been operating differently, and our leaders will have to think differently
about how they facilitate a culture of inclusion and diversity in all areas within our business.

As we move out of the pandemic, we must learn from our experiences and grasp the opportunities
presented. Our new approach will support our people to think differently about inclusion and diversity
within Scottish Rugby, being a main driver behind everything we do. With the Scottish Rugby 2021-24
Strategy being launched at this time, this gives us added drive to refresh our culture which will ensure
that each person is heard and valued, no matter what their background and status.

Why is Inclusion and Diversity a priority?

The case for inclusion and diversity has been presented many times. In summary, diverse workforces
and inclusive workplaces are associated with higher individual performance. Employees are more
productive and innovative, and better decisions are made with a variety of perspectives and
experiences being expressed. It is also associated with higher collective performance because diversity
of thought and experience leads to better decision-making and therefore more informed decisions.

Some of the qualities that characterise inclusive and diverse companies, notably innovation and
resilience, will be required as we recover from the crisis. Indeed, now is the time to prioritise I&D to
be positioned as an enabler of business performance and to contribute to the wider effort to rebuild
our business and forms part of our four-point plan to respond, reset, recover and rebuild. Scottish
Rugby will be a proactive organisation, engaging with diverse communities to build a more inclusive
culture.
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Defining Inclusion and Diversity - what is it?

Diversity refers to the wide range of differences that exist among people. This could be anything from
age, ethnicity, socioeconomic status, sexual orientation, disability, gender, nationality, abilities or
neurodiversity.

We wish to approach I&D with a different mindset and not be constrained by the protected
characteristics, as defined in the Equalities Act 2010, which traditionally are a focus. It is important to
recognise the value of diversity and difference in every sense.

Inclusion refers to the proactive behaviours that make each individual feel welcome and a part of
Scottish Rugby. There are four key factors that build inclusion:

e Respect — efforts and achievements are acknowledged, differences are valued, and everyone
is treated with positive regard. Respect is one of our SR values.

e Belonging — contributions are sought, considered, and integrated into work practices and
there are opportunities to create positive connections with colleagues, supported by an
environment of emotional and psychological safety.

e Empowerment —the business accommodates individual requirements where possible, allows
easy access to information and resources, and offers flexibility in roles to allow individuals to
self-manage their work life balance. Within job roles with us, frameworks are provided that
give people both parameters to work within and the freedom to think for themselves. This
approach facilitates an environment of creativity and innovation.

e Fair progression — opportunities to develop and to achieve full potential, a well-developed
and supported career plan, equitable access to role models and mentors.

When these factors are present, employees are willing and able to share their diverse ideas,
perspectives and experiences. Within inclusive workplaces, diverse employees bring their whole self
to work, and organisations can benefit from their differences. Achieving inclusion is not a passive
activity; we are asking our people to ‘step up and lean in” and take accountability.

Diversity is a fact and inclusion is the behaviour. As Malcolm Forbes stated, diversity is “the art of
thinking individually together”. To achieve maximum inclusion, we have to be inclusive and diverse. A
truly inclusive and diverse organisation will also be an organisation that innovates, grows and
succeeds, which is exactly what we want for rugby in Scotland.

As said in the introduction, we want each individual to feel that they belong here in the rugby family.

“If diversity is being invited to the party and inclusion is being asked to dance,
then belonging is being able to reveal that you can’t dance — and to still be
included.”

Inclusive Mindset and Inclusive Leaders

We all have the power to develop a more inclusive mindset by first recognising the importance and
value of diverse perspectives (both inside and outside the business). Having an inclusive mindset
means that we value and appreciate our colleagues, and proactively seek their involvement. This also
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breaks down silos and enables collaboration beyond our immediate teams, allowing contribution
across Scottish Rugby.

Inclusive leaders will actively manage barriers by creating work settings where all colleagues are
willing and able to bring their full selves to work. In this environment everyone should experience the
four factors of inclusion as outlined above. Leaders have the motivation and ability to empower
diverse talent and integrate differences into work practices and decision-making.

Encouraging particular inclusive behaviours such as optimism, curiosity, humility, mindfulness,
flexibility and emotional intelligence have been scientifically linked with higher rates of productivity,
engagement, innovation, retention and motivation.

Mindfulness

In Scottish Rugby, we have introduced our seven Transformational Leadership behaviours which have
been integrated from our Executive level, through senior managers and cascaded to all of our people
in an amended form to embed inclusive behaviours. Going forward we will be measuring how well
these behaviours are being embedded throughout SR through 360 degree feedback evaluations. This
will be a key part of individual and team performance evaluation.

Our Commitments

We are committed to working towards our goal of Scottish Rugby being an organisation where
inclusion and diversity are at the heart of everything we do. Whether you are an employee, player, a
member club or a sponsor/partner, we want to ensure each and every interaction is one where
everyone is treated with dignity, respect and an inclusive mindset.

Following training and feedback with our Board, Council, Executive and Strategic Leadership Group
we have collated feedback which has enabled us to co-design firm commitments and set a consistent
tone and understanding of I&D across Scottish Rugby. Our leaders will have collective ownership and
accountability for these Commitments which will be measured as laid out at the end of this paper.
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Our commitments set out how Scottish Rugby will become a truly inclusive and diverse organisation
both at work and to work with. Our commitments will permeate every aspect of our business, from
the expectations we have of our leaders, to the opportunities our people should share, and the kinds
of people in communities and further afield we work with. These progressive commitments guide
our decision-making every day.

1. I&Diseveryone’s responsibility: Everyone has responsibility to help grow an inclusive culture;
culture is made up by what each of us say and do in the every day. Everyone will have an 1&D
focus in their development plan, it is not all about what work we do, but how we do it. We
will foster and develop our leaders, and an approach to leadership, that is diverse,
understands the communities we support, celebrates difference and has inclusion at its heart.
We encourage everyone to be authentic to their own identities and encourage the sharing of
knowledge and experiences on an individual, team and organisational level.

2. We promise to keep getting better: We will continually look at examples of best practice and
evaluate our processes — both internally and externally. Every one of our people will
understand their responsibility to work inclusively and keep learning. We will be clear about
what good behaviour looks like and will not tolerate discrimination, micro-aggressions or bad
behaviour of any kind.

3. Scottish Rugby is a great place to be: We will make our environment one where excellent
people belong, thrive and progress. We will proactively seek opportunities to develop our
future leaders and encourage all our people to be open to feedback, peer to peer challenge
and change. Everyone will play their part in being a great ambassador for SR which will support
the attraction and retention of the most diverse talent. This type of inclusive culture will make
Scottish Rugby a great place to be.

4. We will take a stand: We will use our reputation and influence to lead and advocate diversity,
equity and inclusion in our sporting sector, in the environment and in the wider communities
within which we operate.

An Inclusive Focus
We will deliver on these commitments by focusing on the following approaches:

e Culture and Environment - Ensuring Scottish Rugby is a great place to be

e Learning and Understanding - Increasing and creating learning opportunities for all

e Talent attraction - Attracting, recruiting, retaining, and developing diverse talent

e Inclusive Leadership — By providing strong leadership to ensure that I&D is integral within the
organisational culture

For ease we have considered how each focus area applies to our three main audiences: Our People,
Our Players, and Our Clubs. The focus for each audience will alter according to the needs and
requirements at any given point in time.
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Measuring success ‘e °

How will we measure our successes? How will we know we have moved ‘b
the dial? Measuring I&D progress will require gathering a mix of - @ ' ‘. crerarea

qualitative and quantitative data.
We are considering the following metrics:

360 feedback
o Evaluating inclusive behaviours within our performance management framework

Open feedback

o A way to measure regular individual ‘moments’, including interactions with your line
manager and colleagues, is the workplace a safe place to be yourself, do you have
the ability to use your voice, ability to give feedback (and the ability to act on that
feedback)

o Self-identification metrics

o Annual survey evaluating how people feel, social inclusion, camaraderie,
recognition, and reward (*See the note below regarding how McKinsey research has
supported our thinking here)

e Use our performance management data (including “strengthsfinder” tool and drivers and
motivations) to track:
o Future talent and talent mobility for succession planning
o Those with a learning mindset who can adapt to future business needs. The top 3
desired motivators required for a learning mindset include those with learnability
and have an innate desire to improve, agility allowing for flexibility, and curiosity of
being open to new ways of working (Aon, 2021)

e Using data available to us to understand the baseline of diversity in Scotland. This will
become a bigger focus following interrogation of the 2022 Census results.

e Our website reflects the diversity of the sport and Scottish Rugby as an employer, with
images and stories from various backgrounds.

*The McKinsey research:

Recent research by McKinsey established that once organisations implemented targeted
interventions to enhance feelings of inclusion for their employees, they started to see the
performance benefits of a more diverse workforce.

The research resulted in a tool that can be used to reveal actionable insights to help organisations
drive targeted changes in an impactful way for employees. Indeed, McKinsey findings confirmed that
employees in organisations with higher (versus lower) scores on their inclusion assessment are 45
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percent more likely to stay at their organisation and 90 percent more likely to go out of their way to
help a colleague.
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RUGBY

We have adapted the McKinsey inclusion measurement model for us which covers two key
employee elements.

Personal experience captures how employees individually experience having purpose, feeling
connected and belonging, whether they feel encouraged to bring their full, authentic selves to work,
and how empowered they are to make meaningful contributions, adding value.

Business perception captures how employees view the strength of acceptance, camaraderie, and
fairness across the full business. Comparing these two elements can highlight discrepancies that may
occur between them. For example, an employee may perceive that an organisation broadly has the
systems in place to facilitate inclusion (e.g. comprehensive I&D policy) while simultaneously feeling
that they are not personally included (e.g., not having a voice in team decisions).

Our approach to measuring both personal experience and business perception will take the form of

individual surveys and pulse surveys throughout various periods. Please see attached the
measurement model we intend using in these surveys.

Overall Inclusion

Personal Experience

@

Individuals feel encouraged
to be themselves and
speak up at work

o

Individuals feel connected
to others at work

Individuals feel their work is
personally meaningful and
valued, and contributes to
the company’s success

Business Perception

®

Employees value and
embrace diversity

Employees have strong
bonds and work together
toward shared goals

Employees receive
equitable treatment and
have a fair chance to
succeed
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The model demonstrates that strong inclusion and diversity policies are necessary but not sufficient
in themselves to foster inclusion. In fact, meaningful actions from leaders, peers, and teams are all
required to ensure I&D is embedded.

The ability to measure inclusion in this way with precision in its reach means that we can finally form
concrete insights into where inclusion lacks and thrives, as well as the different experiences of
inclusion across employee groups, and thus better achieve the full benefits of diversity and inclusion
across Scottish Rugby.

Conclusion

In summary, we anticipate our approach to inclusion and diversity will flex and adapt as the global
landscape changes. At present many of these aspects have been embedded, however several are a
work in progress or are scheduled for later in the year. To continue to drive awareness, we are taking
action to create lasting change. The diagram below is a visual representation of the components where
we anticipate our I&D commitments to have the biggest impact.

Ways of
Working

where | belong
My
iy e eI Wellbeing

My
Contribution

“ONLY WHEN PERSPECTIVES ARE
INCLUDED, RESPECTED, AND
VALUED CAN WE START TO GET A
FULL PICTURE OF THE WORLD.”
BRENE BROWN
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