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Dear Convener, 
 
Equalities and Human Rights Committee 
Race Equality, Employment and Skills: Making Progress? Report 

 
I would like to thank the Equalities and Human Rights Committee for its inquiry into the 
persistent issues that are preventing positive outcomes for minority ethnic people in Scotland 
moving into, staying in and progressing in employment. This is an extremely important issue 

and I am keen to ensure that race equality is embedded throughout all aspects of the 
Scottish Government and that we tackle inequality through fair work practice. I would like to 
offer my response to the set of recommendations that are of relevance for the Scottish 
Government to answer. 

 
I wholeheartedly acknowledge the sense of frustration and urgency set out in the report and 
would like to reassure the Committee that the Scottish Government is looking at this area of 
work very closely including through our own role as an employer and our wider Race 

Equality Action Plan. This report however, confirms that more needs to be done and I have 
set out the Scottish Government response below. 
 
I welcome the urgency placed on public authorities to specifically address the issue of race 

inequality in the workplace  and the need for this to be reflected in action plans. The inquiry 
highlighted a number of areas where underlying issues prevail – in the data (or lack of) 
captured; in the need to take action on the evidence public authorities hold; and in the need 
to interrogate current systems and practices.  

 
I was also struck by the various responses given in evidence sessions from public authorities 
on their understanding of structural racism. We need to ensure that leaders of public 
authorities have a strong understanding of what this is and how that understanding can be 

applied to dismantle the barriers that create race inequality in the workplace.  
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I recognise that public authorities will be responsible for taking forward the recommendations 

set out within the report, not least on ethnicity pay reporting which I will press for action on. 
The Scottish Government also has a wider leadership role to play and we will use this to 
work with public authorities to find and share best practice and support them to take forward 
the recommendations of the Committee. 

 
Therefore, these recommendations will drive the focus of a public sector  leadership 
summit on race equality in employment which we plan to hold in March 2021. This 

summit will bring together Ministers, public authority leaders and key stakeholders to support 

public authorities to take forward these recommendations.  
 
In addition, and in advance of the summit, I will write to Chief Executives of public 

authorities asking specifically how they intend to take forward the recommendations relating 

to the public sector  and how the Scottish Government can best support with this.   
My intention would be to use the responses received to help inform the discussions 
at, and the actions to be agreed following, the public sector leadership summit. 
 

 
Turning to the specific recommendations: 
 
Committee Recommendation (paragraph 39): 

 

 The Committee recommends those in public authority leadership positions undertake 
an assessment of their organisation’s understanding of racism and the structural 
barriers that may exist within their organisations. Public authorities should integrate 

their ambitions into their next strategic plan. Their strategic goal should be 
underpinned by specific outcomes and supported by timely monitoring. Public 
authorities should be transparent about their targets and their progress in delivering 
their outcomes.  

 
Response: 
 

In addition to the preparation that will begin for the summit I noted above, in which the 

Scottish Government would also participate, work is underway to engage senior leaders in 
public authorities on this important agenda. 
 
For example, specific action is being taken forward within the health sector. Improving the 

workplace culture within Health Boards is an imperative of the Scottish Government. We are 
working to ensure that chairs and senior leaders in Health Boards have meaningful 
objectives that will support equality for people from minority ethnic backgrounds as well as all 
other protected characteristics. These objectives will bolster the work that we are doing to 

support staff directly, namely by establishing  a national race equality staff network for health 
and social care with links between and support for other staff equality networks. We 
committed to this in the Programme for Government, as well as a commitment to working 
with Health Boards to improve their workforce ethnicity data.  

 
Furthermore, the Scottish National Equality Improvement Project (SNEIP) was established in 
2014 to drive equality improvement in the public sector and it is now entering a period of 
renewal. We will work with the SNEIP to undertake wider engagement to identify examples 

of structural barriers within public systems and identify worked solutions. We will facilitate a 
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network of public authorities looking to address this within their own organisation in a 

practical way. 
 
Committee Recommendation (paragraph 98): 

 

 The Committee welcomes the Scottish Government’s recruitment toolkit designed to 
support employers to better recruit more people from minority ethnic backgrounds and 
asks the Scottish Government when this will be available and how this will be 
publicised to public authorities. The Committee recommends public authorities should 

review their recruitment procedures and practice against the Scottish Government’s 
toolkit and make the necessary changes. 

 
Response: 

 
Following publication of the Minority Ethnic Recruitment Toolkit at the end of September this 
year, a series of promotional activity has taken place including through social media and it 
has been promoted to stakeholders across the public sector.  

 
The Toolkit has been shared with the informal public sector leaders group which has been 
looking at minority ethnic recruitment and currently consists of Police Scotland, Scottish 
Parliament, Social Security Scotland and SOLACE. This group meets to focus on practical 

aspects of recruitment, reflecting the components of the Toolkit, in order to implement 
approaches in a practical way within their own organisations. 
 
Looking ahead, the Toolkit will be referenced in Fair Work First Guidance which will be 

published in early 2021 and will increasingly be attached to Scottish Government grants and 
procurement under our Fair Work Action Plan.  It will also feature as a source of support 
within the Fair Work Employer Support Tool, which is designed to help employers assess 
their Fair Work practice and access support to strengthen their approach. The Employer 

support tool is expected to be published in early 2021 and will be publicised to private and 
public sector employers.   In our communication with public bodies about the use of Fair 
Work First Guidance in grant making and procurement, we will also highlight the Toolkit as 
one way for employers to develop more diverse and inclusive workplaces, and will again 

provide the appropriate link. 
 
Committee Recommendation (paragraph 114): 

 

 The Committee recommends that all public authorities subject to the Scottish specific 
Public Sector Equality Duty should, as a minimum, voluntarily record and publish their 
ethnicity pay gap and produce an action plan to deliver identified outcomes. This 
piece of work will help organisations to understand the reasons behind the gap and to 

take targeted action. By not doing so, the Committee believes not only is there a 
greater risk of reputational damage to the public authority but also the potential for 
loss of talent to other more progressive workplaces.  

 
Response: 

 
All public authorities subject to the Scottish specific Public Sector Equality Duty have a duty 
to publish a policy on equal pay amongst its employees including staff who fall into a minority 

racial group and those who do not.  We will seek confirmation from public sector leaders on 
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how they will address this at the planned race equality in employment leadership summit in 

2021. The summit will provide an opportunity to understand the challenges in publishing this 
data and how they can be addressed as well as discuss processes to monitor this in the 
future. 
 
Committee recommendation (paragraph 20): 

 

 The Committee intends to send this report to every public authority it initially wrote to. 
The Committee asks each public authority to provide a commitment to the Committee 

to take a minimum of three new actions to address their organisation's specific issues 
along with associated timescales and reasons for those timescales. Public authorities 
must show strong leadership and demonstrate a dedication to addressing decades of 
damage. As Inclusion Scotland said, it is about “employer-ability”, not "employ-ability". 

 
Response 

 
I welcome this action and as I have mentioned above, I will write to Chief Executives of 

public authorities on this matter and their responses will help inform the agenda for the 
planned race equality in employment leadership summit 
 
Committee Recommendations (paragraphs 64 and 135): 

 

 The Committee recommends that the Scottish Government develops comprehensive 
guidance on the optimum practice to be followed when training staff, including the 
efficacy of having specific training on race. This should be developed with minority 

ethnic groups and other equality groups. We note the former Equal Opportunities 
Committee made a similar recommendation at paragraph 31 of its 2016 report - 
Removing Barriers: race, ethnicity and employment. The Committee recommends 
organisations participating in this work should receive payment from the Scottish 

Government reflective of their expertise and time; and  
 

 Given the scale of the lack of progress identified, the Committee recommends the 
Scottish Government takes further action to ensure public authorities make use of 

“positive actions” to address minority ethnic under-representation in the public sector 
workforce. These further actions should be set out in the Scottish Government’s 
action plan. 

 
Response: 

 
The Committee has emphasised the need for guidance on best practice in training. Building 
capability is key as was highlighted in the inquiry evidence sessions and the actions I set out 

below will address these points across the two recommendations. 
 
Working with other bodies, we will commission a new training framework but the first 
step will be to carry out a survey  to understand the current training landscape, and 

what is currently available for the workplace context. This will be followed by a review of the 
training programmes to understand the gaps and levels of depth and complexity each 
programme delivers as well as their impact. This will shape comprehensive guidance on 
optimum practice in race equality training. In commissioning this work, we will expect a 

collaborative approach to the development of this work to involve minority ethnic groups and 
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equality groups. This will help identify key areas of training ensuring it covers the 

competences required to deal with the issues such as those that have been highlighted in 
the Committee’s inquiry. This work will provide us with a training framework that sets the 
standard which can be used by public authorities to help them understand the training that is 
available and to assess their own training needs against. Application, impact and continuous 

training and development will be set as key principles of this framework.  
 
Building on the Toolkit we published in September, we will commission work to develop 
and publish a guide on positive action that public authorities can take including case 

studies and other material to help public authorities shape their actions to make a real 
impact.  We will ensure that it covers the breadth of the employability pipeline from 
recruitment to retention to progression.  
 

As part of Scottish Government’s own staff race recruitment and retention plan, a positive 
action policy will be developed which will set out initiatives that will be taken, the 
underpinning evidence base and the approach to be taken to measure impact. We will also 
launch an online Diversity and Inclusion curriculum in the new year comprising of internal 

and external learning solutions such as webinars, podcasts, articles and videos. 
  
We highlighted in our criteria for the Workplace Equality Fund that we are looking for 
outcomes that include businesses/employers/line managers/workers to develop their 

knowledge and skills around fair work principles and equalities, and apply positive action that 
will lead to a more inclusive workplace. The Workplace Equality Fund was launched on 4 th 
November and we will raise awareness of any funded projects that focus on positive action 
measures and look at ways in which practice can be more widely shared. 

 
It should also be noted that we will be publishing an end report for the Race Equality Action 
Plan 2017 – 2020 in the Spring of 2021. This will set out in broad terms the direction of the 
next phase of race equality work. This will sit under the Race Equality Framework 2016 – 

2030 which sets out the long term vision and goals and includes employability, employment 
and income. It will be for the new administration to determine the detail of what goes in to the 
next plan. 
 
Committee Recommendation (paragraph 141): 

 
The Committee report also refers to community engagement in its recommendations and 
that  

 

 “consultation work should be on a paid for basis to reflect their expertise. It is also 
important that when public authorities engage with communities they recognise, and 
acknowledge, the issues do not lie with the minority ethnic communities.” 

 
Response: 

 
We fully recognise that the issues do not lie with minority ethnic communities and that is why 

our focus has been, and will continue to be, on addressing structural barriers to race equality 
in employment. This is why we focussed on recruitment practices of employers when we 
produced the Minority Ethnic Recruitment Toolkit.  
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However, we also recognise that some minority ethnic groups may benefit from targeted and 

appropriately tailored employability support and we will continue to work to ensure that 
support services are accessible to minority ethnic groups and communities. 
 
We recognise that any remuneration depends on the type of engagement being carried out 

and the subject matter for the engagement - where some subjects may be more difficult to 
engage people in than others. Incentives can be used or payments can be made for more 
context specific subjects and when the skill and expertise of the citizen is needed. 
 

For example, through the development of No One Left Behind, Scottish and Local 
Government’s joint vision for the future of employability services, we have been engaging 
directly with citizens that have lived experience. Partners in the third sector have been 
supporting this work by identifying participants to sit on our lived experience panel, which will 

support delivery through co-designing  products that will shape the delivery of No One Left 
Behind. In line with the principle of treating people with dignity and respect, we recognise 
expertise that they bring and panel members are remunerated in line with the Scottish Living 
Wage for their participation. 

 
We allocated over £2.6m in 2019/20 from the Equality budget to fund organisations working 
to advance race equality. This includes stakeholders who have a specific role in engaging 
with grassroots communities to bring lived experience into policy making throughout the 

Scottish Government. This reflects the fact that we recognise the importance of hearing 
people’s voices in designing policy.  
 
As standard practice in Scottish Government, we ensure that people’s expenses are covered 

when members of the public are involved with any form of research that the Scottish 
Government undertakes that goes towards informing policy development. We also need to 
ensure that citizens do not incur costs by contributing to research to avoid systematic 
exclusion of particular participant groups. It is also important to understand that different 

individuals in employment and citizens need help in different ways. 
 
The inquiry highlighted that there is fatigue among stakeholders who are constantly sought 
out for their views and experience. We recognise that lived experience is important and while 

we will ensure that we re-use existing information including desk based research where this 
is appropriate, it will not replace vital engagement. We also recognise the value of staff 
networks (while being mindful that this is not a substitute for engagement with people in 
communities) and we are collaborating internally with key programmes. As I have mentioned 

already, we will undertake a range of work which we recognise will require expertise 
knowledge and this work will be commissioned.  
 
Committee Recommendation (paragraph 100): 

 
The Committee’s report refers to the Gender Representation on Public Boards (Scotland ) 
Act 2018 and the Scottish Government’s work in relation to this.   
It asks the Scottish Government “what consideration it has given to using a similar legal 
mechanism to increase minority ethnic representation on public boards, given progress on 

recruiting minority ethnic people into senior public posts has been slow.” 
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Response: 

 
The powers that enabled us to bring in the Gender Representation on Public Boards 
(Scotland) Act 2018 do not allow us to go further. However, we will continue to pursue 
improved representation through existing legislation under the Equality Act 2010 and the use 

of positive action to do this. The Scottish Government’s Public appointments: race equality 
action plan was published in October. Latest annual figures (2019 data) show that we 
exceeded a target of 8% of applications being from people from a minority ethnic 
background. The focus of the action plan is on translating the application rate to similar 

proportions of success rate. But we will continue to strive to improve this for both application 
and success rate. 
 
Committee Recommendation (paragraph 115): 

 
I now refer to the recommendation that asks the Scottish Government to provide the 
Committee with an update regarding the review of the Scottish specific Public Sector 
Equality Duty (PSED) as a matter of urgency and recommends that the Scottish Government 

regulates for public authorities to publish their ethnicity pay gap and an action plan to deliver 
identified outcomes. 
 
Response: 

 
As I noted above, I will seek views from public sector leaders at the planned race equality in 
employment summit on voluntary actions to be taken including on publication of ethnicity pay 
gaps. I can confirm also that there are plans to resume the review of the Scottish specific 
PSED. The Minister for Older People and Equalities will write shortly to the Committee 
to provide an update on this.  
 

Thank you again for the set of recommendations given in the report and I hope that what I 

have set out gives assurance that we are taking this issue seriously. Along with the 
recommendations from the Expert Reference Group on Covid and Ethnicity, the 
recommendations from this report have helped to sharpen our thinking and will inform our 
next phase of work on Race Equality in Scotland.  

 
The actions set out in this response are part of a continuum of activity and not intended to be 
taken as final steps. I would be happy to meet with the Committee at a future date to provide 
an update on how we are progressing on the actions and further next steps. 

 

 
JAMIE HEPBURN 

 

http://www.lobbying.scot/
https://www.gov.scot/binaries/content/documents/govscot/publications/strategy-plan/2020/10/public-appointments-race-equality-action-plan/documents/public-appointments-race-equality-action-plan-2019-2022/public-appointments-race-equality-action-plan-2019-2022/govscot%3Adocument/public-appointments-race-equality-action-plan-2019-2022.pdf
https://www.gov.scot/binaries/content/documents/govscot/publications/strategy-plan/2020/10/public-appointments-race-equality-action-plan/documents/public-appointments-race-equality-action-plan-2019-2022/public-appointments-race-equality-action-plan-2019-2022/govscot%3Adocument/public-appointments-race-equality-action-plan-2019-2022.pdf

