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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? 

We have had particular success by working in partnership with BAME 

organisations who provide employment programmes.  Many BAME people are 

sceptical about working in Local Government for a variety of reasons, working in 

partnership with these organisations has given us access to BAME applicants, 

assist us to dispel the myths and provide positive action support to assist them 

understand and be successful in our recruitment processes.  These organisations 

also support successful employees during the initial employment period where 

our researched showed that we loose BAME employees this assist us to iron out 

any issues and concerns and take appropriate action internally.  This model has 

proved itself in our organisation.  We currently work with 8 BAME organisations.  

This change assists to drive ongoing cultural change within the organisation and 

forms one part of a wider range of measures we have in place to ensure we 

better reflect he make up of Glasgow, that BAME employees are supported in the 

workplace and provided with specific development to assist them advance in their 

career.   

I am happy to provide additional information on the approaches we have taken at 

Glasgow City Council and can be contacted at thom.hughes@glasgow.gov.uk  

As the largest local authority in Scotland we have taken specific action to 

increase BAME representation and engagement, whilst we are in no way near 

complete we are seeing results to the approaches we are taking and are happy to 

provide updated to the committee alongside the BAME partner organisations we 

work with.  

 

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

As detailed above employer need to take pro active steps to gain the confidence 

of BAME applicants.  As well as delivering tailored recruitment activity we have 

also hosted BAME recruitment fairs, delivered a BAME recruitment mentoring 

programme where members of our BAME Employee Network supported BAME 

applicants through the recruitment process.  Ensured BAME representation on 

recruitment panels.  Been clear in our advertising that we are keen to recruit 

BAME people as they are underrepresented in the workforce.  Committed to 

providing feedback on application process if not successful to assist future 

applications.  Provided shadowing and work placement opportunities.  Used 

social media to spread the message of the approach we are taking. 



 

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. 

As detailed above working with BAME organisations at the start of the 

employment relationship.  Membership of BAME Employee Peer Support 

Network.  Pre recruitment shadowing and work placements.  Specific and clear 

induction process, understanding the challenges BAME may face in maintaining 

employment and putting in place solutions.  Regular clear and specific reviews at 

the start of the employment relationship. 

 

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

We have clear policies and procedures in place on Equality & Diversity, Bullying 

& Harassment, we communicate on these regularly and provide ongoing training 

both online and face to face for all employees and in particular recruiting 

managers.  Working in conjunction with BAME organisations has also allowed us 

to focus training and awareness raising on particular issues relevant to the 

applicants we are working with, for example particular cultural information or 

providing training to our managers to increase their understanding and 

awareness of asylum and refugee processes and the impacts this may have had 

on applicants etc. 

 

5. What initiatives or training and development opportunities does your 

organisation have to encourage a diverse workforce? 

 

Clear policies and procedures coupled with training for the whole workforce on 

the organisations approach to equality and diversity, bullying and harassment, 

inclusion etc.  

For BAME employees we have provided specific tailored management and 

leadership development programmes to allow them to identify how to overcome 

the barriers the face on a daily basis (whilst still taking action to reduce these). 

We learn from these employees of the issues in the organisation and take action 

to address these.  We also provide peer support and mentoring across BAME 

and non BAME employees. 

 


