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

Encouraging ethnic minority candidates to participate in the following: –  

-Development of Foundation Apprenticeships across a range of roles and areas. 

These are opportunities for secondary school pupils in S5 and S6 to gain work 

experience and access work-based learning whilst at school, supported by a 

mentor. 

-Offering Modern Apprenticeships, which provide young people aged 16-24 an 

opportunity to undertake an apprenticeship which combines learning with on the 

job experience whilst earning a salary.  

-Offering Graduate Apprenticeships which provide an opportunity for individuals 

to undertake a paid role within an organisation whilst at the same time 

undertaking a recognised under-graduate degree with a university.  

-Offering internships to provide opportunities for school pupils and/or students to 

gain some work experience with an organisation. 

-Use of placements for school pupils on a short one day a week basis to gain 

experience of the workplace on a work shadowing/undertaking limited duties 

basis. 

-Use of longer term paid placements for students as part of their university or 

college course. 

-Involvement in the Career Ready Programme, which links school pupils in S5 

and S6 with employers to develop their understanding of careers and the right 

attitudes and skills needed to gain employment, supported by a mentor. 

-Employers participating in careers fairs at schools, colleges and universities and 

providing employability skills sessions to assist with completion of applications, 

interview skills and undergoing assessment centres.  

 

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

-Remove unnecessary criteria from person specifications for job vacancies. 

-Ensure all job vacancies are advertised and open to all to apply. 

-Advertise in a range of media and locations and aim to target underrepresented 

groups such as ethnic minorities e.g. specific publications and through voluntary 

organisations. 



-Have a racial balance on recruitment and selection panels, where possible. 

-Ensure equalities training on non-discriminatory practice is provided to all 

recruiting panel participants. 

-Have a recruitment policy in place that sets out how applicants should be 

considered and selected which requires the recording of decision making in 

respect of applicants.  

-Include positive equality statements in job advertisements. 

-Use photographs in recruitment advertising which demonstrate diversity in the 

organisation. 

-Consider a guaranteed interview scheme for ethnic minority candidates as a 

positive action measure (like the DWP scheme for disabled applicants), where an 

organisation has underrepresentation. 

-Employers to attend recruitment fairs that are targeted specifically at ethnic 

minority candidates or are being held in collaboration with local voluntary sector 

ethnic minority organisations. 

 

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. 

-Providing employees with a range of flexible working options and communicating 

these to staff. 

-Having in place special leave provisions to allow employees time off in certain 

situations. 

-Consider setting up an employee network group for ethnic minority employees. 

Such groups can provide a sense of belonging and community and an 

opportunity to work with the organisation to enable change and act as a sounding 

board. 

-Ensuring that guiding principles are in place for the organisation that reflect the 

culture that’s being sought, and to ensure that these principles and 

communicated and reinforced over time.  

-Aim to ensure that workplaces are inclusive, with people being able to be 

themselves and with no one feeling left out e.g. in relation to choosing social 

activities. 

-Undertaking focus groups and surveys with ethnic minority employees to elicit 

their views on working for the organisation and listening to any suggestions on 

improvements to employment practices. Also, aim to identify from this any 

structural or cultural barriers affecting workplace equality. 

-Reviewing progression practice in the organisation, including how this may 

impact on ethnic minority employees. 



-Review how opportunities for undertaking special projects or acting up are 

communicated to ensure all relevant staff are made aware and can put 

themselves forward on an equal basis. 

-Providing employees with work shadowing opportunities to experience what 

more senior roles involve. 

- Providing mentoring support to employees to assist with their development and 

career plans. Also providing opportunities to mentor others to further personal 

development. 

-Encouraging employees to become involved in professional network groups to 

share experience and make contacts with appropriate people in their profession. 

-Encouraging ethnic minority employees to become involved in leadership 

exchange programmes to assist with their development and help prepare them to 

take on a more senior role in future.  

-Consider implementing a tailored training programme to prepare 

underrepresented groups to move into management positions, as a positive 

action measure. 

 -Aiming to improve people management practices in line managers through 

investing in training and skills development, to create work environments that are 

healthy and high performing.  

-Ensuring that all employees are part of the appraisal process, to assist them to 

reach their full potential at work.  

-For organisations to have an awareness of the fact that people can have multiple 

identities that overlap and that when looking at their needs in employment, these 

should be considered. There should also be an awareness that the term ‘ethnic 

minority’ covers people from a wide range of backgrounds, cultures and traditions 

who may face different work-related barriers. 

 

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

-To undertake training for managers and for employees in equality and diversity 

responsibilities, including the legislation and what constitutes good practice. This 

should include addressing unconscious bias in employment, in relation to 

decision making around recruitment, training, promotion and recognition etc., with 

this being one of the main barriers to ethnic minority employees realising their full 

potential at work. 

-To have in place an equality and diversity policy in the organisation that links to 

its guiding principles and ensuring it is appropriately published. 

-To implement an action plan to continually improve employment equality and 

diversity in the organisation, including in relation to race. 



-To undertake monitoring of workforce equality and diversity data to identify areas 

where measures may be required, and to act on the data as appropriate. Data 

can include workforce profile, recruitment, training, leavers, discipline and 

grievance cases etc.  

-To examine census data on the local ethnic minority population and make 

comparisons with the makeup of the workforce. 

-To act on any reports of racism, discrimination or harassment, investigating 

these under the disciplinary procedure and ensuring remedial action is taken in 

the aftermath where reports are founded. 

-To ensure that procedures are in place in relation to all areas of employment to 

prevent any unlawful discrimination occurring e.g. recruitment and selection, 

opportunities for progression, training, selection for redundancy etc.  

-Undertaking a pay audit to identify any pay gaps in relation to ethnic minority 

staff, having data broken down by race and pay grade. This can focus attention 

on any areas of concern that may need to be more closely looked at, but also 

noting that there is complexity in tackling pay gaps and in getting to the root 

cause. 

-Having in place an exit interview process for leavers to gather information on 

their employment experience with the organisation, which may help identify 

whether an employee has been subject to any inappropriate behavior and if so 

whether that is their reason for leaving. 

-To set targets for improvement in the profile of the workforce, ultimately aiming 

for the proportions of ethnic minority staff to match the proportions in the local 

community. 

 

5. What initiatives or training and development opportunities does your 

organisation have to encourage a diverse workforce? 

 

-Equality and diversity training should be mandatory for managers and staff. 

-Should ensure that equalities training is included in staff induction. 

-The content of equality and diversity training should be kept under review so that 

it reflects up-to-date best practice. 

-Ensure that training and development opportunities are communicated to all staff 

through a defined route, so that there is equal access. 

Ensure that all employees are part of the appraisal process, so that their 

individual training and development requirements can be identified and met. 

-Ensure that there are a variety of development opportunities and modes of 

delivery available, designed to be accessible to all including those who work part-

time and those with caring responsibilities outside of work. 

-Consider offering staff protected time for training and development participation. 



-Identify and address any barriers employees face in accessing training and 

development opportunities, including those related to a protected characteristic 

such as race.  

-Ensure that recruitment and selection training includes the requirements under 

the equalities legislation and what constitutes good equality and diversity 

practice, and that all those involved in recruitment are put through such training. 

Refresher training should also be offered to maintain skills and knowledge. 

 


