
EQUALITIES AND HUMAN RIGHTS COMMITTEE 

RACE EQUALITY, EMPLOYMENT AND SKILLS INQUIRY  

SUBMISSION FROM EAST RENFREWSHIRE COUNCIL 

 

Dear Madam,  

 

Inquiry into Race Equality, Employment and Skills 

 

With regards to your letter dated 2nd March 2020 please find below the responses 

on behalf of East Renfrewshire Council. 

 

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

universities to help people from minority ethnic communities’ move into 

your work place? 

 

• East Renfrewshire Council (ERC) has a Modern Apprenticeship Programme 

which provides employment opportunities and the opportunity to gain SVQ 

qualifications for many young people from the local area and beyond to 

support them ultimately gain full time employment.  In previous years we have 

delivered Business and Administration, Childcare, Hospitality, Facilities 

Services and Highways Maintenance.  We also pay modern apprentices at a 

higher rate of pay when compared to many other employers.   

• We are in dialogue with Strathclyde University regarding their job shop 

website ran through their student union which allows us to list vacancies that 

may attract students to apply for roles within our organisation. 

 

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

communities to apply to work in your organisation? 

 

Recruitment 

 

• We have adopted new approaches to advertising and recruiting vacancies.  

We have a number of departments facilitating recruitment open days and drop 

in recruitment events at various locations across the Council area so that we 

can reach as many members of the community as possible.  Application forms 

and interviews are completed on the day of the event which means applicants 

can attend at a time that suits them which allows flexibility where a candidate 

may have caring responsibilities, or other commitments.   

• We are looking at options to get job application forms printed in different 

languages. 



• Careers events have been held to promote council career opportunities which 

are a collaborative approach across council departments, Early Years 

Scotland and WorkEastRen. 

 

• We have recently advertised homecare vacancies in locations where it is more 

likely that all members of the community will see the adverts such as on bus 

stops, posters on school gates, leaflets sent out by school mail to parents and 

dropped into school bags.  We also undertook a television advertising campaign 

on STV which resulted in a significant increase in applications. 

 

• As part of the Scottish Government’s commitment to providing 1140 hours of 

funded childcare for 3-4 year olds and eligible 2-year olds, career opportunities 

within early years have increased significantly. Whilst the original August 2020 

deadline is no longer statutory, owing to complications thrown up by COVID-19, 

East Renfrewshire Council Education has renewed its commitment to meeting 

this original deadline.  For East Renfrewshire Council this has meant needing to 

recruit 115 FTE posts in early years across child development officers, seniors,  

play workers, Modern Apprentices and janitorial and kitchen staff equating to over 

200 individual posts. 

 

It was identified that a targeted promotion of posts was required and ERC actively 

built relationships with a partnership working group made up of the Council of Ethnic 

Minority Voluntary Organisations (CEMVO) who are a national intermediary 

organisation and strategic partner of the Scottish Government Equality Unit, the 

West Partnership Diversity Officer and the ERC Equalities Officer.  Links to our 

vacancies were sent onto these organisations/ departments who were then able to 

target those in the BAME community they worked with to support them in making 

applications.  Meetings were held with each of the contacts to explain the ERC 

application process, and to deal with any questions.     

 

An event specifically targeting BAME groups including information and a networking 

lunch had been planned for the 25th March with CEMVO but had to be cancelled 

due to COVID-19. The facilitators for the day included the council’s Early Years 

Project Manager, CEMVO, one of our BAME Play Workers and our partner nurseries 

talking about opportunities within ERC.  Due to demand the event capacity was 

doubled from 25 to 50 places which was fully booked due to interest generated from 

the partnership working group and also a separate event held to promote ERC job 

opportunities held at the Albert Drive Gurdwara Glasgow. 

 

After discussing barriers to BAME applications with CEMVO, it was identified that the 

issue for many in the community is having the skills but not holding the formal 

qualification that ERC required for an entry level post.  

 

As a result, ERC dropped its requirement for Play Worker applicants to hold a formal 

qualification and instead now support and pay for a specially-commissioned SVQ 

qualification on the job with Clyde College, delivered in the community at Barrhead 

High. 



 

We will be monitoring the outcome of this targeted recruitment approach with the 

view to adopting many of the lessons learned across the wider council.   In addition 

we have arranged a meeting with CEMVO to discuss how we can further utilise their 

network in order to promote all council vacancies and career opportunities.   

 

Employment Policies  

We have flexi-time across the majority of Local Government roles, as well as a 

flexible work policy.   We are introducing some employee benefits that will focus on 

financial wellbeing as this was found to be a major factor in stress non work related 

which is our main sickness absence reason across the council. 

 

HR strategy/Workforce Planning 

 

We have developed a 5 year HR strategy, one of the pillars of the strategy is ‘valuing 

equality and advancing diversity’.  The actions identified that we are currently 

working on include  

 

1. Ensuring equality is part of our day to day processes not an additional task.   

2. Reviewing our processes to look for opportunities to increase diversity in the 

workforce including monitoring.   

3. Ensure our recruitment campaigns are inclusive which means that 

employment opportunities are open to all regardless of gender, ethnicity, 

sexuality, religion or disability.   

4. Ensure that equality and diversity is embedded in key policies in line with the 

Equality Act 2010. 

 

 

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. 

 

Pay  

We are focused on reducing the gender pay gap.  Around 75% of our employees are 

female, yet we still have a pay gap.  In the past year we have job evaluated our 

homecare roles which are roles which are typically undertaken by females, this has 

resulted in 2 grade progressions.   

 

Currently East Renfrewshire Council pays the Scottish Local Government Living 

Wage as a non-consolidated supplement, and we have shared a proposal with the 

trade unions for a model to consolidate this pay rate.  East Renfrewshire Council 

have arranged for an independent consultancy to undertake a full equality impact 

assessment of the proposed model covering gender and other protected 

characteristics to ensure it is fair and equitable.  The scope of the analysis is for all 

employees excluding teachers as they have a different pay model.  The consultancy 

are still in the process of reviewing the proposed model and should receive some 

feedback from them by the end of June 2020.  Once this is received the Council will 



continue to consult with Trade Union colleagues to review the analysis and agree 

any further steps required with a view to implement in 2021. 

 

Careers 

All vacancies are published to the whole organisation on a weekly basis to ensure all 

employees can view and have access to applying for these.  

 

We have replaced the traditional performance review process with Quality 

Conservations which is a simplified/flexible process which focuses on employees 

and managers having meaningful conversations. The new process was a result of 

research on new developments, benchmarking with other Councils and engagement 

and consultation with our employees and managers. The purpose is to enable 

meaningful conversations which help build relationships, provide support and keep 

individuals feeling valued, motivated and engaged. This approach should help boost 

confidence, morale and high performing individuals and teams. In the guidance we 

ask that particular support should be given to employees with a protected 

characteristic so that they speak openly about their needs. 

 

Equality Impact Assessments 

These are undertaken for all organisational change programmes to ensure the 

change to a department structure does not discriminate or disadvantage employees 

on the basis of protected characteristics.    

 

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

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

 

We have implemented a dedicated HR Case Management team who are responsible 

for providing advice and guidance to employees/managers regarding employee 

relations matters to ensure accurate recording of case information and consistency 

in the way issues are managed.   

 

Where racism or discrimination is identified this would be dealt with through the 

disciplinary process.   The grievance process would also be used if this was the 

method the matter was raised. 

 

5. What initiatives or training and development opportunities does your 

organisation have to encourage a diverse workforce? 

 

We have a mandatory recruitment and selection training course for anyone involved 

in interviews or recruitment selection which covers unconscious bias and 

discrimination. 

 

We publish a catalogue of corporate training and e-learning course which is 

subsidised through the HR budget in order to open up training opportunities to as 

many employees as possible.  We have a range of health and wellbeing, diversity 

and management courses aimed at encouraging a diverse workforce including: 

 



• Religious/Cultural Diversity and Anti- Discrimination Training (2 day course) 

• Discipline Process  

• Effectively engaging with communities  

• De-stress with Mindfulness 

• Personal Resilience 

• Scottish Mental Health First Aid 

• Spotting & Managing Mental Health Issues 

• Engaging Effectively with Communities  

• Autism Awareness 

• Equality and Diversity - Age 

• Equality and Diversity - Disability 

• Equality and Diversity - Sexual Orientation 

• Equality and Diversity Gender Reassignment 

• Equality and Diversity Pregnancy and Maternity 

• Equality and Diversity Race 

• Equality and Diversity Religion or Belief 

• Equality and Diversity Sex 

• Leading diverse teams 

• Managing Diversity Quiz.pdf 

• Recruitment and Selection 

• Sex Discrimination  

 

If you have any further questions please do not hesitate to contact me using my 

details above. 

 

Yours sincerely 


