
EQUALITIES AND HUMAN RIGHTS COMMITTEE 

RACE EQUALITY, EMPLOYMENT AND SKILLS INQUIRY  

SUBMISSION FROM NHS DUMFRIES AND GALLOWAY  

 

 

Please find below the response to the questions raised by the Equalities and Human 

Rights Committee in relation to the NHS Dumfries and Galloway approach to the 

Scottish Government Race Equality, Employment and Skills Inquiry. 

 

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

universities to help people from minority ethnic communities move into 

your work place?  

NHS Dumfries and Galloway recognise that engagement and working with 

individuals, communities and partner organisations is beneficial to meeting our 

responsibilities under the Equality Act 2010.  

NHS Dumfries and Galloway set an equality outcome in 2017 stating that ‘More 

young people and disabled people will successfully support to access workplace 

opportunities, reducing barriers so they feel part of the working community’.  This 

includes engagement with Developing the Young Workforce, volunteering and the 

employability team within Dumfries and Galloway Council.  These projects have 

been open to people from all ethnic backgrounds but have not been specifically 

targeted at BAME groups.  

 

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

communities to apply to work in your organisation?  

The NHS Dumfries and Galloway Recruitment and Selection Policy outlines the 

Board’s commitment to ensure that all candidates seeking employment within the 

Board are treated with fairness and without prejudice on the grounds of equality, 

including race and national origin.  It states that where there is a lack of 

representation from those with particular protected characteristics within the job role 

or the wider organisation, a statement may be included to encourage applications 

from individuals with a particular protected characteristic. Recruiting Managers must 

comply with employer’s legal obligations to ensure there is no discrimination on any 

grounds within any aspect of the Recruitment, Selection and Induction process 

The Policy also states that ‘only individuals who have undertaken Recruitment and 

Selection training (NHS Dumfries & Galloway Recruitment & Selection training or 

equivalent) should be involved with recruiting, selecting and appointing NHS 

Dumfries and Galloway staff. As a minimum this will be the Panel Chair’.  

There is an expectation that any recruitment agencies we contract with to have due 

regard for the promotion of equal opportunities in the undertaking of their role and to 

demonstrate that they have equivalent policies in place. 



NHS Dumfries and Galloway collect, monitor and report available equalities data to 

support the mainstreaming agenda.  Examples include our Equality Mainstreaming 

Report and our Workforce data reports which can both be found here. 

The Workforce Data report from 2019 states that the 2011 Scottish Census indicated 

that 80.3% of the local population identified as White Scottish and that 1.2% of the 

local population identified as Asian, or ‘Other Ethnic’ group.  This compares to 0.7% 

of staff in post that have identified as Black or Ethnic Minority.  However, there are 

gaps within the workforce data – 28.6% had not specified their ethnicity and 9.3% 

had opted not to answer this question.  Work is ongoing to try to encourage staff to 

complete their equality information on the HR system.  

 

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.  

NHS Dumfries and Galloway have a range of ‘family friendly’ policies, available to all 

staff, which include: 

• Flexible working 

• Maternity/Paternity Leave  

• Part-time working options and job share opportunities  

 

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

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

NHS Dumfries and Galloway recognise the need to have a diverse workforce and 

are committed to the elimination of discrimination.  Some examples of practice which 

supports this includes: 

• The Board is signed up the ‘Once for Scotland’ NHS Board policy on Bullying 

and Harassment, which includes guidance for Managers and Employees 

experiencing bullying and harassment.  This policy makes reference to the 

Equality Act 2010 and states that the policy must be applied fairly in respect of 

the protected characteristics.  

• Mandatory equality and diversity training for all new starts and refresher 

undertaken regularly for all staff in post. 

• The Grievance/Disciplinary/Bullying and Harassment Cases are monitored 

and reported on within our Equality Workforce Data report. 

 

 

https://www.nhsdg.co.uk/equality-and-diversity/


5. What initiatives or training and development opportunities does your 

organisation have to encourage a diverse workforce?  

The NHS Dumfries and Galloway aims to encourage a diverse workforce.  

Examples of good practice include 

• Equality and Diversity Mandatory Training 

• The early development of and LGBT+ Staff Network, and the current 
exploration of both Race and Disability Staff Networks. 

• Impact Assessment toolkit and guidance to be used for any policies and 
service changes which includes assessment against race/ethnicity.  
Training sessions on impact assessments have been available and we are 
exploring options for continuing to deliver these online. 

• Successful in becoming a Disability Confident Employer Status  

• Flexible working practices and a range of supportive benefits that takes 
account of the needs of our diverse workforce 

• Carer Positive Award at Established Level  

• Employee Transgender Policy  

 

It is also worth noting that NHS Dumfries and Galloway have recently been 

successful in obtaining funding from the NHS Charities Together (NCT) fund.  The 

purpose of the funding is to acknowledge and provide recognition to our BAME 

communities for their contribution to the NHS and the community as a whole.  

The funding bid outlined plans to engage with our local BAME employees and 

communities and facilitate the sharing of their stories, with the aim of recognising the 

contribution made by BAME communities.  

This we believe will in turn increase the confidence of our staff who identify from 

BAME groups and decrease potential for assumption and prejudice of 

majority/privilege populations.  These have been highlighted in UK research as major 

factors with a negative impact on staff experience during Covid 19.  By further 

supporting equality of opportunity and embracing the diversity of our local population. 

We aim to: 

• Increase awareness within the majority population of the positive contribution 
of BAME communities 

• Creating a culture where it is safe to talk about experience as a staff member 
from a BAME community 

• Increasing voices of BAME communities and the listening capacity of the 
majority population.  

• Embedding equality and embracing diversity to improve organisational culture  

 


