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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? 

The EIS represents nearly 8 out of 10 education professionals in Scotland. Our 

response to this call for views relates to our more than 60,000 members across 

schools, colleges and universities.  

Based on the 2011 census, BAME groups are vastly underrepresented in the 

Scottish education workforce – at that time, less than 2% of teachers were from 

BAME backgrounds. However, as the diversity of the Scottish population is likely 

to have improved since then, we are concerned that this lack of representation 

has only worsened. BAME young people can go through their entire schooling 

without seeing a BAME educator and are even less likely to see a BAME person 

in a leadership position. We know that the barriers to future employment are 

more significant when representation is already lacking within particular 

workplace settings.  

The Scottish Government should continue the important work to diversify the 

teaching profession, ensuring that funding is available for Local Authorities for 

models of targeted recruitment, mentoring and campaigns, to facilitate this on a 

local level. 

- Understanding and addressing barriers - 

It is important that employers, schools, colleges, and universities take steps to 

better understand the barriers facing BAME communities in their move into work. 

Improvement plans must be supported by a solid evidence base, and 

transparently monitored. Their processes should promptly deal with issues 

related to discrimination – such as unconscious bias in recruitment- and 

proactively promote and value equality, diversity, and inclusion. 

A major challenge to recruiting a more diverse workforce is that, even with 

targeted recruitment, when BAME people are in work they report experiencing 

further discrimination in terms of access to promotion and other opportunities.  

When surveyed in 2018, 43% of EIS BAME respondents said they had been 

overlooked for promotion. If there are no achievable progression opportunities, 

the workplace will appear less attractive to potential BAME staff. Many teachers 

may also leave the profession due to the lack of opportunities for progression for 

them, as a consequence of racism not being taken seriously.  

"I have applied for several promoted post and have come to a point where I have 

made a decision I will not do that anymore , I will be leaving the education field 

after 27 years with 7 of these spent in Scotland ." - EIS BAME member 

Research on unconscious bias shows that managers are more likely to hire 

people who ‘look like them’ to work alongside them. It is important to have 



safeguards in place to prevent this, and support managers to confront 

unconscious bias, through training, consultation, monitoring, etc. BAME staff 

members should be trained to sit on interview panels, and questions should 

include issues about equality, race and discrimination.   

Further solutions to problems around under-representation of minority ethnic 

people within the workforce may include positive action such as prioritised 

recruitment, targeting and promoting posts to BAME staff. Dedicated placements 

can give access to experience and confidence building to counteract the 

disadvantage within the job-market. Some of our BAME members also report 

only getting supply teaching jobs although they are highly qualified for permanent 

posts. BAME staff should be supported to develop their skills and to seek career 

development and promotion. 

Support for learners and families 

Additionally, BAME youth will currently not see themselves represented in the 

curriculum content or author/creative sources, and this needs to be addressed 

urgently. The EIS has been calling for antiracist education resources for schools 

for some time now and strongly support fresh calls being made by other 

organisations now for anti-racist education across all curriculum areas. Teachers 

should be encouraged and supported to diversify the curriculum to include areas 

of content that reflect the experiences of BAME people in our society, using 

resources and materials that have been written and created by people with lived 

experience and/or which feature this strongly.  

BAME learners should be able to see themselves represented in the curriculum 

and education workforce. They should be confident that the education 

establishment that they attend is a place where racism is unacceptable, and that 

is inclusive to BAME people.  

BAME families should also be supported in inclusive ways, to navigate the 

education system and understand the employment opportunities available for 

their children. This may include translation support but should always include a 

commitment to ensuring they feel welcome and listened to and adjustments 

made to make this happen.  

 

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

See above.  

In addition, successful pilots, such as the recent West Partnership project on 

diversification, demonstrated the benefit of application support and targeted 

outreach in diversifying recruitment. This should be maintained and expanded to 

other local authorities, and should also be piloted with internship opportunities, 

placements and guaranteed further support for BAME candidates.  

Overall, recruitment processes from advert writing to induction, should be more 

transparent and controlled for unconscious bias. Recruitment panels should 



include BAME teachers and equality training for those recruiting should be 

sensitive to cultural differences. 

Job adverts should clearly recognise and exemplify diversity across all protected 

characteristics and clearly show that the workplace is seeking diversity, without 

being tokenistic. 

More broadly, employers should encourage more diversity in society, be visible 

about safeguarding against racism, and commit to representation of BAME 

people in all sectors and at all career levels.  

When publicising core values of diversity and valuing minority cultures, 

employers should follow up to show how this translates into the every day. This 

should include reporting and complaints procedures for racial discrimination, 

support for underrepresented groups and transparency in relation to areas for 

improvement in terms of racial equality in the workplace. 

 

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. 

Workplaces should take an intersectional approach in recognising the 

multifaceted identities and experiences of minority ethnic staff, as for example 

BAME women, LGBT BAME groups, disabled BAME groups, etc. It is important 

to take a proactive and inclusive approach to equality in the workplace, and not 

make assumptions around the homogeneity of BAME staff’s experiences or 

needs.  

Generally, there should be support for and understanding of cultural differences 

and religious beliefs as a starting point, regardless of whether there are any 

BAME staff in the workplace. Workplaces should recognise different holidays and 

festivals as important events and celebrate ones that are particularly relevant.  

"Flexible working, around family commitments, religious observance, ability to 

work from home.  These things should now be in place for all workers as we have 

seen this is possible for many organisations through the global pandemic. " -  EIS 

BAME Member, 2020   

Employers should offer flexible working as a supportive measure for women 

returning to work and encourage parental policies that are inclusive of all family 

compositions. Flexibility and beneficial parental leave reduce gender inequality, 

of which BAME women experience disproportionate levels.  

For some BAME women, returning to work may come with added family 

pressures that may expect women to be primary caregivers. Offer parental leave 

generously, allowing for flexibility in transitioning back to work and generally 

taking a sensitive and tailored approach, are ways in which employers can 

respond to the needs of female BAME staff. Childcare support packages should 

be a given, and individually adapted to suit the needs of the new parent. 

 



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

A most important factor in retaining BAME staff, in particular will be for employers 

to ensure that the workplace is safe for and inclusive of minority ethnic staff.  

Indirect or casual racism needs to be addressed as its effects are just as serious 

as direct racist harassment. In practice there are many subtle behaviours and 

attitudes that cause distress and isolate BAME staff. 

"For example, describing new staff by their 'race' or skin colour. Or constantly 

pointing out ways in which the new staff is different from the community. For 

example: 'We don't use that word here' or 'That's not the way we do things here' 

or 'Parents will ask 'What are you teaching OUR kids?'"   - EIS BAME member, 

2020 

Equality training needs to be a regular part of CPD and followed up. 

- Addressing reports of racist incidents -  

BAME teachers talk about being made to feel like they are overreacting or 

‘playing the race card’ if they raise issues. Many are unsure of their legitimacy in 

raising issues of racism for fear of being singled out; others have experiences of 

being ‘ganged up on’ by colleagues who make racist comments. In some 

circumstances anonymous reporting structures might be better, as fear of 

confrontation can prevent individuals from raising issues and bringing serious 

matters to the attention of senior staff. In any event, racist incidents should be 

dealt with seriously, and not treated simply as interpersonal disputes or 

disagreements.  

To feel safe at work, BAME teachers need to see that when they report racist 

comments from pupils, parents or colleagues, this is followed up with appropriate 

action.  EIS members from BAME backgrounds have repeatedly articulated 

feeling that anti-racist policies exist on paper, yet they do not see them adhered 

to in practice.  

There should be clear, accessible, and meaningful processes to report racist 

incidents in the workplace, so that those reporting can trust that appropriate 

action will be taken, and they will not be victimised. Some members suggested a 

separate agency for dealing with complaints of racism, whilst others reiterated 

that they needed to see clear evidence of complaints being dealt with.  

When incidents of racism occur, the main focus should be on supporting the 

victim and ensuring it does not happen again. These matters should be taken 

seriously, and the employer should ensure all supervising staff have received 

sufficient training to be confident in handling this appropriately.  

Under the Equality Act, if a person hears another person make a racist comment, 

even if the comment is not directed at them and they are not BAME, they can 

claim indirect discrimination yet this legal provision is little known by employees 

and even less used. Indirect discrimination needs to be taken more seriously as it 

creates a discriminatory environment. There needs to be a no-tolerance 



approach, regardless of the proportion of staff who are BAME. Racism is 

unacceptable, no matter who is in the room. 

 

5. What initiatives or training and development opportunities does your 

organisation have to encourage a diverse workforce? 

 

Employers should invest in awareness raising across the whole system, 

increasing sensitivity to and understanding of racism, and the ways it may 

manifests and impacts upon BAME people including everyday racism, 

microaggressions and the mental health impact.  

New staff, during induction and probationary period, should be shown that there 

is zero-tolerance for racism and discrimination, and supported to uphold an 

inclusive working and teaching environment. Equality training with a strong focus 

on racial equality should be made available to all staff from point of induction, 

with time afforded for engagement in it. Trade unions are on-hand to support 

work in this area. 

Furthermore, staff in formal leadership and management roles should be 

supported by employers to become skilled in supporting the wellbeing of BAME 

staff, who should not have to educate their senior colleagues on their lived 

experience of racism in order to be believed and supported when reporting 

discrimination.  

There also needs to be a greater understanding of the needs of BAME families 

and the support they require to fully integrate into the school community.  

Professional learning on global citizenship for staff that covers such issues, as 

well understanding conflict and its economic and psychological impact will also 

be useful. 

Training and development should cover: 

• Zero tolerance approaches, how to be an active anti-racist 

• Creating anti-racist action plans 

• Racism in Scotland today – what it looks like from systemic discrimination to 

micro-aggressions 

• Awareness-raising, training and process development on confronting 

unconscious bias 

• Awareness-raising about various cultures and languages 

• Increased knowledge of BAME people’s contributions to the relevant field of 

employment  

• The value of inclusion and diversity  

• Anti-racist training at a leadership level 

• Support for BAME people to navigate the bureaucracy, and interview process 

 


