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Setting the Scottish Borders Council context 

 

2011 Population by Ethnic Group 

  

  

Scottish Borders Scotland 

Number Percent Percent 

All people 113870 100.00% 100.00% 

White 112400 98.71% 96.02% 

White: Scottish 89741 78.81% 83.95% 

White: Other British 18624 16.36% 7.88% 

White: Irish 767 0.67% 1.02% 

White: Gypsy/Traveller 64 0.06% 0.08% 

White: Polish 1302 1.14% 1.16% 

White: Other White 1902 1.67% 1.93% 

Mixed or multiple ethnic groups 316 0.28% 0.37% 

Asian, Asian Scottish or Asian British 733 0.64% 2.66% 

African 207 0.18% 0.56% 

Caribbean or Black 91 0.08% 0.12% 

Other ethnic groups 123 0.11% 0.27% 

Source: 2011 Census 

 

Traditionally the Scottish Borders has had a large white Scottish population but over 

recent years we have seen the ethnic mix within the region continue to increase, but 

as the table shows this is low when compared to Scotland as a whole.   

Here at Scottish Borders Council, our aim is to ensure that the Scottish Borders are 

a place where everyone matters, where everyone should have equal opportunities 

and where everyone should be treated with dignity and respect.   As a council we 

want our services to be accessible to everyone irrespective of their age, disability, 

gender, race, national or ethnic origin, religion or belief, sex or sexual orientation. 

We endeavour to ensure that our services meet the needs of everyone who lives, 

works or visits the Scottish Borders and we will continue to work with our 

communities to ensure we can achieve this. 

 

Economic Findings:  

 

• The Scottish Borders continues to face significant challenges in terms of 
physical, digital and mobile connectivity.  

• The Gross Value Added (GVA) per capita is significantly lower in the Scottish 
Borders compared to Scotland and the UK; however, the rate of GVA 



increase in the Scottish Borders has been greater compared to Scotland and 
the UK.  

• The Scottish Borders has a similar proportion of micro/small businesses 
compared to Scotland (94% vs. 96%), however micro/small enterprises 
account for 47% of turnover in the Scottish Borders compared to 24% for 
Scotland.  

• Compared with Scotland, the Scottish Borders has a higher proportion of 
enterprises in agriculture, forestry and fishing but a lower proportion of 
enterprises in professional, scientific and technical activities, which continues 
to adversely affect the GVA for the Scottish Borders.  

• Scottish Borders needs to strengthen the key sectors of food and drink, 
tourism, textiles, creative and digital arts if it is to have similar levels of growth 
experienced nationally.  

• Overall, there is a well-educated and skilled workforce in the Scottish Borders 
with a lower proportion of people of working age with low or no qualifications 
compared to Scotland.  

• Workplace-based wages in the Scottish Borders remain low compared to 
Scotland.  

• The Scottish Borders has consistently had low rates of unemployment 
compared to Scotland.  

• The towns with the highest footfall rates, Melrose, Peebles and Kelso, are 
generally associated with tourist activity.  

• Attainment in Scottish Borders’ secondary schools is equal to, or better than, 
Scotland.  

• Compared to Scotland, the Scottish Borders has more school leavers going 
into, and maintaining, a positive destination.  
 

The Consultation: 

 

The Committee is specifically interested in gathering information on: 

1. the actions you've taken to increase employment of minority ethnic people 

2. the data you have collected and used (PSED or otherwise) to inform these 

actions 

3. any best practice examples you'd wish to highlight to other public authorities 

4. how you are monitoring progress, and  

5. what further action you've identified to reach your objectives 

 

Actual Consultation questions: 

 

1. How does your organisation work together with schools, colleges and universities 

to help people from minority ethnic communities move into your work place? 

(Education).   

 

Answer: In schools, education work with Skills Development Scotland in securing 

positive destinations for all our school leavers and there is no distinction for young 

people from ethnic backgrounds. Young people all receive the same service and 

schools are very inclusive. Nor do we specifically track these young people as a 



discrete group though we can track leavers’ destinations and attainment by SIMD 

decile, ASN and care experienced. See also answer to question e. 

 

2. How does your organisation encourage more people from minority ethnic 

communities to apply to work in your organisation?  

 

Answer: Our recruitment processes are open to all of our diverse communities and 

therefore not specifically aimed at ethnic minorities.  We work in partnership with Job 

Centre Plus and a range of third sector organisations to ensure all relevant members 

of our communities can gain access to employment through our support and advice 

service.   

In addition all employment vacancies are advertised in our local Social Enterprise 

Council’s Monthly newsletter.  The Enterprise has a vast database of 

customer/clients that receive their monthly newsletter which in turn means that our 

recruitment vacancies reach as wide an audience as possible. 

 

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.  

 

Answer:  The Council is committed to treating all employees fairly. Managers and 
staff will not discriminate directly or indirectly on grounds of race, colour, ethnic or 
national origin, religion or belief, gender, gender reassignment, sexual orientation, 
marital status, disability, age, or trade union membership and activity.  
 
SBC has a retention and redeployment policy and procedure that sets out to ensure 
that all staff subject to redeployment are treated in a fair, consistent and transparent 
manner, consistent with the Council’s obligations under the Equality Act 2010.  
 
As stated previously SBC has a small number of BME employees together with low 
numbers within the local community.  Consequently efforts to attract and retain 
employees are universal and not targeted specifically towards the BME population.   
 
Consequently, we have broadened our recruitment advertising and recruitment drive 
to include as wide a net of potential employees as budgets can allow, working 
closely with our local job centre plus and local Social Enterprise as stated above.  
 
To attract and retain our staff, we offer flexible working including compressed hours, 
phased/flexible retirement, staff benefit schemes such as Car/Cycle to work Salary 
sacrifice schemes, shopping discount schemes.  Our policies promote good working 
practices ensuring that not only are we known as a good employer, but that we are 
indeed a good employer.  We know that our staff feel valued and listened too and 
that we operate a fair and equal workplace.  We have gained the Disability Confident 
and Living Wage Accreditations which further demonstrate our commitment to 
retaining staff and attracting potential employees. 



 
Appointment to posts within SBC is based purely on merit.  All staff have access to 
training both externally and internally in order to gain the necessary skills for 
promotion and personal development.   

New training courses have been developed.   This includes ‘Leadership Matters’ 

(LM) programmes for all levels of the Council, with some courses now ILM 

accredited and these qualifications are widely recognised and respected 

throughout the business world.  

We offer: 

• Personal development modules centered round customer services and 
supporting staff. 

• A specific introduction and refresher course in Change Management was 
created to support Senior Managers following a request at the Senior 
Management away day due to the vast change programmes across the 
council. 

• Expansion of our e-learning courses. When the e-learning system was 
launched in 2013 it had 142 courses and now it hosts 621 courses. The 
Council currently has 6,251 active learners using the resource which 
includes Council Members and NHS staff.   

• New self-service booking scheme for training courses via our new 
Business World system at any time including during the undertaking of 
appraisals to support meeting agreed objectives and/or development 
goals. 

 

4. How does your organisation deal with racism and discrimination in the work 

place? For example, does everyone know their responsibilities?  

 

Answer: Within SBC we have a published and monitored Equality, Diversity and 

Human Rights policy.  This policy sets out the Council’s commitment to the 

principles, of equality, diversity and human rights in employment and sets out the 

approach to be followed in order to ensure that such principles are consistently met.  

The policy also sets out that where discrimination has been found to be evident this 

will not be tolerated and formal action will be taken under the Disciplinary Policy 

which can potentially lead to an employee’s dismissal.   To support the policy a suite 

of elearning programmes have been developed and undertaking of Equality, 

Diversity and Human Rights training is mandatory for all of SBC’s employees.   

 
5. What initiatives or training and development opportunities does your organisation 

have to encourage a diverse workforce? 

Answer: We have not taken specific innovative approaches however our 

Employment Support Service has been designed to offer work opportunities, within 

and outwith SBC to improve the employment prospects of those furthest from the 



labour market.  This includes those who define themselves as black and ethnic 

minority, young people, care experienced people with mental health issues, those 

with disabilities or long term health conditions. 

 

The service oversees the potential opportunities for both paid and unpaid work, 

within SBC and within external organisations for work experience and job taster 

sessions, work placements (including industrial/academic placements), 

apprenticeships and traineeships, seasonal employment opportunities, paid work, 

graduate opportunities and Internships. All of the above can be with or without 

support depending on what is appropriate. 

 

 


