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Scottish Government approaches to race equality and inclusion  

 

In Scottish Government our vision is to be a world-leading, diverse employer where 

people can be themselves at work.  We are committed to building a workforce of 

people with a wide range of backgrounds, perspectives, and experiences, who are 

valued for their unique contributions in an environment, that is respectful and free of 

discrimination, harassment or bullying. The development of this ambition was guided 

by the National Performance Framework, which aims to reduce inequalities and give 

equal importance to economic, environmental, and social progress.  

 

We are firmly committed to race equality and inclusion. We have embedded race 

equality of opportunity as a key focus in our recruitment and talent activities, and are 

increasingly focused on systemic change, developed around five principles: 

 

• Commitment: explicitly making an increase in diversity, and specifically, race 
equality, a key measure of success in our recruitment and talent activities. 

• Evidence-led: gathering, improving and analysing data, to inform and target 
our action and evaluate our impact. 

• Openness: trying new and innovative approaches and building our learning. 

• Working collaboratively: with our Race Equality Network and external 
organisations. 

• Taking a ‘whole systems’ approach: addressing the whole employment 
experience, including tackling our biases. 

 

The current coronavirus pandemic is exposing the extent of the work we recognise 

we need to do to ensure that our commitment to race equality translates 

meaningfully for our minority ethnic staff. We are committed to embedding equality in 

our corporate response to COVID-19, to ensure that staff are safe, protected and 

that differential needs are met. But we recognise that there is a pressing need for 

clarity and understanding of structural racism, having both the humility and the 

courage to hear different and difficult perspectives and lived experience, and taking 

responsibility for our collective actions. Senior officials are working closely with our 

Race Equality Network to understand the listen to these perspectives and to take the 

necessary action.  

 

In addition: we are support those leading our corporate response to COVID-19 with 

briefings and lived experience insights from employees on the differential impact of 

the virus on minority ethnic people to inform decision-making and equality impact 

assessment; we are improving our wellbeing offer to minority ethnic colleagues, to 

ensure it is culturally sensitive and meets needs; and where possible we are 

ensuring that diversity analysis forms part of the information we use to shape our 

response.    

 



Tackling structural racism is the core ambition of the Race Recruitment and 

Retention Plan we will publish in 2020. It will take an anti-racist approach and focus 

on redressing imbalances of power, taking action to build an understanding of and 

then dismantle the systems, structures and thinking that perpetuate structural 

racism. It will describe our continuing actions to build a culture of inclusion, 

recognising that minority ethnic colleagues’ workplace experience is shaped by 

those around them, and will set out how we continue to improve our action to 

address discrimination, harassment and victimisation on the grounds of race, taking 

an intersectional approach. It will recognise the persistent underrepresentation of 

minority ethnic people in our workforce, building on the targets we have already set 

on the flow of minority ethnic people into the Senior Civil Service and focusing on 

increasing the proportion of minority ethnic people at all levels of our organisation to 

deliver our ambition to be representative of the communities we serve (in other 

words: that 5% of our workforce should identify as being from a visible minority 

ethnic community).  

 

Our approach to workforce data 

 

At December 2019 visible minority ethnic staff represented 3% of our workforce of 

those who have shared information about their ethnicity, and 4% of our Senior Civil 

Service.  

 

Our corporate ambition is to be representative of the people of Scotland by 2025. In 

other words, 5% of our workforce would identify as being from a visible minority 

ethnic background.  

 

Our approach to workforce data management, analysis and reporting on the Scottish 

Government as an employer, is an important part of our work. We are committed to 

taking an evidence based approach to shaping and understanding the impact of our 

work and have been improving the way we analyse and report on diversity and 

inclusion so that it shapes regular discussions about our workforce planning and 

strategy.  

 

We made extensive use of quantitative and qualitative data to highlight persistent 

gaps in relation to outcomes and experiences of disabled people within the  Scottish 

Government to inform the ‘Recruitment and Retention Plan for Disabled People’, 

published in 2019. Evidence relating to the recruitment and retention of minority 

ethnic people is shaping the Race Recruitment and Retention Plan.  

 

At 88%, our declaration rate for ethnicity is high. We collect and analyse data from: 

Scottish Government’s HR management systems; as well as survey research data 

(analysed by protected characteristic) from our organisation-wide staff survey (called 

our “People Survey”); and regular bespoke surveys via the Scottish Government 

People Panel (a representative group of employees who have agreed to participate 

in in-house research). We engage directly and indirectly with colleagues across the 

organisation who share protected characteristics to help us understand particular 

questions, needs, and how research and analysis may help. For example, to support 



the Race Equality Network conferences, we produced a data pack drawing together 

a range of sources to paint a picture of the experience of minority ethnic colleagues 

in the workplace. 

 

Please find below the answers of the questions asked by the committee in regard to 

our approaches to race equality in Scottish Government. 

 

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

universities to help people from minority ethnic communities move into your 

work place? 

 

• In planning our centralised recruitment campaigns (Band B and Graduate 

Development Programme (GDP)), we worked with over 100 organisations 

(university career services, widening participation teams and 20 race-based 

external organisations) providing a toolkit of key messages to enable partners to 

promote the campaign on our behalf. We built a dedicated website with personal 

stories of people from diverse backgrounds to appeal widely. Our team also 

made presentations to organisations representing ethnic minorities  The positive 

impact of the GDP campaign (see table below) was the result of a multi-channel 

communications and engagement campaign and selection process. This was 

specifically designed to reach groups which are under-represented in our 

workforce and increase the diversity in our talent pipeline.  

 

Positive impact for minority ethnic communities on our recent recruitment 

campaigns 

 

Band B Recruitment 

• 7.9% of applicants and 6.96% of successful candidates offered a Band B2 role were 

from an minority ethnic background. 

• Of the 440 interviewed, 5.91% (26) were minority ethnic people. 

 

Graduate Development Programme 2019 

• 300 applicants identified as ethnic minority people 

• 10% of invitees to GDP 2019 identified as minority ethnic people 

• the percentage of candidates identifying as minority ethnic  people in the final cohort 

is greater than the Scottish population average and an improvement on 2017. 

 

• Our Modern Apprenticeship Programme  uses a variety of marketing approaches 

on social media, engages with the UK Careers Fair with a particular focus on 

ethnic minorities and targets schools which have high proportions of minority 

ethnic students. We are currently working with ‘Developing the Young Workforce’ 

colleagues in Glasgow to improve our engagement with High Schools which have 



a high percentage of pupils from ethnic minorities and disadvantaged socio-

economic backgrounds. 

 

2.       How does your organisation encourage more people from minority 

ethnic communities to apply to work in your organisation? 

• As detailed under Question 1, we have engaged and established relationships 

with a wide range of external organisations to promote our opportunities.   

   

• We hosted a three day ‘Future Leaders Conference’ in 2018, providing 35 high 

potential candidates from minority ethnic, disabled or socio-economically 

disadvantaged backgrounds with open-door access to Scottish Government. The 

programme also provided advice on preparing an application for our graduate 

development programme and an on-going SG Mentor.  Individuals described the 

conference as ‘inspiring’, ‘energising’, ‘demystifying’, and generating ‘a warmth 

and connection to Scottish Government’.   

 

• In developing our Scottish Government Graduate Development Programme, we 

worked collaboratively with our internal staff Race Equality  Network (REN) who 

formed part of a ‘reference group’ involved in every stage of the design and 

delivery of these campaigns. REN provided valuable feedback on language in 

selection tests and communications; supported community outreach in person; 

provided role models and testimonials about their experiences; and joined the 

assessment panels to increase diversity (see more information on REN in Annex 

A).  

 

• We offer jobs that have genuine flexibility in working pattern and a willingness to 

discuss individual needs and circumstances.  

 

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. 

 

• Our work is rooted in the Fair Work convention and needs to deliver on wider 

Ministerial commitments such as reducing the employment gaps for disabled 

and minority ethnic people, and to closing the gender pay gap. SG as an 

employer is expected to demonstrate leadership in this regard. 

 

• One of our overarching strategic goals for recruitment into the SCS is to 

increase the diversity of the cohort and we have set specific targets for ethnic 

minority recruits into the senior civil service (4% for 2017-20, rising to 6% by 

2025). In order to help achieve this we have introduced diverse recruitment 

panels and are developing further training for panel members. We are currently 

scoping specific positive action development programmes to help increase 



representation in our more senior posts, and we are considering the need to 

strengthen our talent pipeline through more targeted external recruitment at 

senior levels and feeder grades. We have been working with our diversity 

networks to provide career development support (career workshops, career 

conversations and individual coaching) and to promote the wider development 

opportunities available.  

 

• We designed and delivered a successful mutual mentoring programme in 2018 

between senior leaders and members of Race Equality Network. The 

programme is a combination of traditional mentoring and “diversity” mentoring 

where junior colleagues from diverse backgrounds help those in senior roles 

understand different perspectives and experiences in the workplace. Both 

parties bring different experience and there is a an equal exchange of learning. 

Participants described it as “…a transformational experience and it has proven 

to be a key approach to inclusive leadership at the Scottish Government”; “the 

most useful way to get  your voice heard”. We are currently developing the 

second programme.  

 

• We provide financial support to ethnic minority staff to attend conferences (e.g. 

the BAME Into Leadership conferences) which develop leadership skills and 

provide important networking opportunities.  

 

• We have a thriving Race Equality Network which offers an important space of 

community, peer support and challenge. In 2018 we appointed a lead co-

ordinator focusing on the strategic development of the network. This was the 

first funded position of its kind and acts as a conduit between our People 

Directorate and the staff Race Equality Network. This has increased the 

membership, reach and visibility of the network. (See Annex A for more 

information on the Race Equality Network).  

 

• Paul Johnston, Director General for Education, Communities and Justice and 

Chair of our Race Equality Action Plan Programme Board, is our most senior 

race Ally at Executive Team level. We have also appointed race Champions at 

Director and Deputy Director level who have a clear focus on strategy, 

influencing the organisation and making external linkages – in the wider Scottish 

public sector, and also with Whitehall. 

 

• Our race Ally and Champions have undertaken work in a number of areas over 

the last two years including: hosting or being key speakers at staff events and 

conferences; advocating for diversity and inclusion amongst their peers; public 

speaking on diversity and inclusion in SG; and supporting the development and 

strategic impact of the Race Equality Network. 

 

• To build diverse panels during the Band B campaign, volunteers from our Race 

Equality Network became assessors and participated in interview, assessment 

and bespoke unconscious bias training. This enabled us to increase the 



diversity of assessors and also offered ethnic minority staff development 

opportunities and valuable skills in their careers.  

 

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

work place? For example, does everyone know their responsibilities? 

 

• Our Fairness at Work policy sets out our commitment to a workplace where all 

our employees are treated with respect, regardless of race. It sets out the 

expected standards of behaviour of all staff and explicitly recognises that 

unacceptable behaviour and harassment can relate to an employee’s race. All 

employees have the right to raise a grievance in the workplace where it relates 

to race, which may (depending on the nature of the grievance) fall to be treated 

under our disciplinary procedures as discrimination on the grounds of race. All 

complaints are treated seriously and acted upon in line with these policies and 

processes. 

 

• Our managers and staff have access to e-learning on ‘race awareness’ which 

equips staff on how to challenge stereotyping, prejudice, handle complaints of 

racism, remove barriers to progression, and how best to provide support to 

ethnic minority employees. 

 

• Our Diversity and Inclusion team delivers two sessions in our New Line 

Managers Development Programme, which is a four day programme. One 

session is on “Managing Inclusive Teams” which covers defining discrimination, 

attitudes and behaviours (Assumptions, Stereotyping, Bias, Prejudices, Values 

and Beliefs), the legal framework requirements, the National Performance 

Framework and defining Diversity, Inclusion and Equality. The other session on 

“Cultural Awareness” covers the three components of cultural intelligence: areas 

where cultural intelligence is important; common cross cultural communication 

differences; and what managers need to consider to lead effectively and gain 

skills to overcome cultural differences. Issues on racism and discrimination, 

including managers’ roles and responsibilities, are highlighted and discussed in 

both sessions. We believe line managers should be well equipped with diverse 

cultural understanding to better line manage colleagues from diverse 

backgrounds.   

 

• Leslie Evans, our Permanent Secretary, provides strong and visible leadership 

on race equality and inclusion internally and externally. She was honoured to be 

a keynote speaker at two BAME into Leadership conferences for the last two 

years. At the 2020 conference in Edinburgh, she used the platform to explore 

issues of power, privilege and platform and her commitment to breaking down 

structural racism and discrimination in the workplace 

 

• In October 2019, members of the Race Equality Network held a roundtable 

discussion with the Executive Team. Honest and frank discussions centred on 



the continued existence and experience of discrimination and an 

acknowledgement from the Executive Team about the importance of talking 

more openly and frequently about white privilege and racism. This is shaping 

our Race Recruitment and Retention Plan.  

 

• To understand employees’ experiences in the workplace, we gather, monitor 

and analyse data based on protected characteristics which helps to inform our 

policies (see the section on our approach to workforce data in the first section of 

this report). For example, our internal People Survey informed the policies of 

our People Advice and Well-being strategy. The 2019 survey showed that the 

proportion of minority ethnic colleagues experiencing bullying and harassment 

had dropped from 16% in 2017 to 11%. As a response to this our People Advice 

and Wellbeing team is currently piloting the concept of an ‘early contact team’ to 

act as a listening ear and signposting service for staff concerns. This provides a 

safe, transparent and confidential route for raising concerns.  

 

• We recognise, however, the need to do more. Our 2019 People Survey shows 

that minority ethnic colleagues still experience higher levels of discrimination 

than the rest of the workforce and we know that where sex intersects with race 

there are different outcomes, too. And though falling, bullying and harassment 

levels are unacceptably high. This will be a core focus of the Race Recruitment 

and Retention Plan.   

 

5.       What initiatives or training and development opportunities does your  

organisation have  to encourage a diverse workforce? 

 

If we are to see greater representation from ethnic minorities at the most senior 

levels in government we need to ensure that we are attracting and developing 

those with potential. We do this in a number of ways: 

 

• We run a Modern Apprenticeship Programme which has, since 2011, 

recruited more than 700 apprentices. We are continuing to focus on improving 

the diversity pf participants and have been undertaking targeted outreach 

working with schools which have high proportions of minority ethnic students. 

 

• We took action to invest in our future talent pipeline and increase the diversity 

of the applicant pool for our Scottish Government Graduate Development 

Programmes 2017 and 2019. This includes our first ever three day Diversity 

Leadership conference in summer 2018 aimed at graduates from minority 

ethnic, disabled and socially or economically disadvantaged backgrounds. 

Feedback was very positive and the conference had a direct impact on the 

diversity of the 2019 Graduate Development Programme cohort. Because we 

expect those we recruit on the Graduate Development Programme to have 

the potential to reach SCS and we expect our SCS to champion diversity and 

inclusion, the GDP person specification includes a requirement that people 

‘value diversity and inclusion’ and this is assessed during the selection 



process. 

 

• We support the UK Civil Service Summer Diversity Internship Programme, 

which focuses on creating opportunities for students who identify as minority 

ethnic, disabled or from a socially or economically disadvantaged background. 

This programme has the long-term aim of promoting talented individuals from 

diverse backgrounds into the SCS and is currently leading to an increase in 

target groups who are successful in joining the Fast Stream. 

 

Yours sincerely 

 

 


