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Inquiry into Race Equality, Employment and Skills 

 

Thank you for your letter of 2 March 2020 and for subsequent extensions for a 

response during these challenging COVID-19 times.  The response to your 

questions from National Museums Scotland is as follows: 

 

1. How does your organisation work together with schools, colleges and 
universities to help people from minority ethnic communities move into 
your work place? 

 
National Museums Scotland has a strong audience of early years, primary, 

secondary and higher education students both visiting our sites and using our online 

resources.  We are keen to ensure that our programmes and resources reach 

learners across Scotland, from all Local Authorities, covering diverse geographic and 

socio-economic areas.  

 

Working closely with Skills Development Scotland and the Developing the Young 

Workforce programme, we have embedded career messages and skills development 

across our work.  For example, working with Edinburgh Science Learning we 

annually host the large-scale Careers Hive festival for around 3,000 S1-3 students at 

our flagship site, the National Museum of Scotland.  At the National Museum of 

Flight, we have run the Engaging with Experience programme, bringing students 

together with retired engineers to refurbish engines.  We continue to have prolonged 

engagement with the National 5 Retail students from North Berwick giving them real 

life work experience alongside their employability lessons in school.  

 

However, whilst we monitor schools’ participation ensuring a broad geographic 

spread, as well as counting and evaluating individual participation, we currently don't 

specifically monitor numbers of BAME pupils. This is a point that we undertake to 

review.  

 

We have recently updated our work placement arrangements to ensure that the point 

of application is simplified, and we encourage individuals to include their work 

placement experience when applying for paid work. Our aim is to encourage people 

who gain experience through these temporary placements to return to us in the 

future as employees. The removal of such barriers applies to all protected 

characteristics and is not focussed specifically on BAME candidates. 

 

 

 



2. How does your organisation encourage more people from minority ethnic 
communities to apply to work in your organisation? 
 

Whilst we use information from our Mainstreaming Report to inform our actions, we 

know from this data that many employees and job candidates do not wish to tell us 

their ethnic origin.  Whilst we have introduced measures to encourage candidates to 

tell us their ethnic origin and have sought to reassure them that recruiting managers 

do not have access to any of their personal data, persistent lack of data poses 

difficulties. Nonetheless, we continue to seek improvement in this key area. 

 

We have reviewed how we recruit and have implemented several actions for 

improvement relating to data collection; how and where we advertise our jobs; how 

job applicants apply for our roles, and how we assess candidates.  This work has 

been carried out with the specific intention of promoting our attractiveness as an 

employee to candidates, especially those who may not have previously considered 

employment in our sector.  An example of this is our Modern Apprenticeship roles, 

which are advertised widely through the Edinburgh Guarantee.  The advertising for 

these roles has a wide reach which includes all schools and Skills Development 

Scotland advisors. 

 

This work is ongoing and we are in the process of updating our recruitment packs to 

include photography that promotes diversity in the workforce. Other current actions 

arising from our Recruitment Review are: 

 

• Widening the use of open events, to enable members of the public to find out 
more about our job roles and organisation before making a formal application.  

• Widening the use of technology to allow candidates based abroad to 
participate in selection events.   

• Exploring the feasibility of piloting working with support organisations to reach 
and encourage applicants with protected characteristics.    

 

3. What support does your organisation give to retain people from minority 
ethnic communities in your organisation? For example, women returning to 
work or opportunities for progression. 

We have a pay structure at National Museums Scotland that is based on grades B 

through to 8 and contained within grades 6 to grade B are established progression 

steps. All staff are eligible for a progression payment if they are not at the maximum 

of their scale. As in general, men have less interrupted career paths than women, we 

ensure that progression is not affected by maternity leave, caring responsibilities, 

etc. and therefore progression for women is at the same rate as it is for men.  

 

There are also opportunities for any member of staff to apply for a flexible working 

arrangement e.g. women reducing their working hours post maternity leave.  Our 

Mainstreaming data shows that there are consistently high levels of approving 

flexible working arrangements across the workforce. 



 

Our annual Personal Development Review process ensures that all staff have at 

least this formal opportunity to discuss their performance and progress against 

agreed objective with their line manager.  A key part of this review is a discussion 

about personal and professional training and development needs. Any training and 

development needs are agreed and requested through this process for all staff.   

 

We believe that we have considerable support in place for helping to retain our 

workforce, and we have proactively sought to reduce practical or perceived barriers. 

However, the removal of such barriers applies to all protected characteristics, and is 

not focussed specifically on BAME candidates. 

 

4. How does your organisation deal with racism and discrimination in the 
work-place? For example, does everyone know their responsibilities? 

Our Equality, Diversity and Inclusion Policy (EDIP) sets out our commitments in this 

area.   

 

Our Respect and Dignity Policy (RDP) explains to everyone the behaviours that are 

not acceptable at work.  It describes how employees can resolve issues at work, 

both informally and formally, and where grievance and discipline policies may be 

invoked.  

 

Our competency framework articulates the behavioural expectations as to how 

everyone is expected to carry out the tasks and objectives of their role.  This clarity, 

focus and transparency for all job roles, including “development indicators” 

explaining behaviours we do not expect to see in the workplace,  supports our aim to 

avoid and, if necessary, deal effectively with racism and discrimination in the 

workplace. 

 

New employees are provided, amongst other employment relating information, with 

all this information as part of their induction programme. 

   

Our EOP and RDP were revised and approved by our Executive Team in February 

2020 and were due to be communicated in spring 2020.  Whilst this has been 

postponed during the current Covid-19 closure, the planned relaunch will ensure 

clear communication and understanding for all staff. 

 

5. What initiatives or training and development opportunities does your 
organisation have to encourage a diverse workforce? 
 

Beyond actions already noted above, we would add the following: 

 



• We ensure that all managers are trained in Recruitment and Selection best 

practice and in Equality and Diversity before they can support any recruitment 

campaign.   

• All managers receive induction training about our people policies when they 

take up their role.  

 

We are currently piloting Unconscious Bias e-learning for managers with a view to 

rolling this out in 2020/21. 

 

-We have invested in ILM3 and ILM5 (Institute of Leadership and Management) 

courses that teaches management skills to staff starting out on their management 

careers.  We believe that investing in effective management capability is key to 

creating a culture that supports diversity, equality and inclusion.   

 

• The above information sets out our response to your questions from an 

employee and policy making standpoint, but our organisational Equalities 

Outcomes also include a third strand to our work, as service provider. 

National Museums Scotland looks after our national collection on behalf of 

everyone. The collection contains over 12 million objects enabling us to create 

stories that reflect the breadth and richness of Scotland’s past, present and 

future. We underpin our story telling for all, through scholarly research 

practices, community engagement and participatory programming. This is a 

core objective in our work and provides a platform upon which we develop our 

ambitions for workforce diversification - we are committed to fostering positive 

change.  

 

We trust you will find this information useful.  It should not be considered an 

exhaustive list but hope that it gives you the relevant information you need for the 

purposes of this exercise.  If you have any queries meantime, please do not hesitate 

to get in touch. 

 

 

Yours sincerely, 

 


