
EQUALITIES AND HUMAN RIGHTS COMMITTEE 

RACE EQUALITY, EMPLOYMENT AND SKILLS INQUIRY  

SUBMISSION FROM NORTH AYRSHIRE COUNCIL 

 

North Ayrshire Council response to the Scottish Parliament Equality and Human 

Rights Committee Inquiry into Race Equality, Employment and Skills. 

 

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

universities to help people from minority ethnic communities move into your 

workplace?  

 

Response for question a. included in b. below. 

 

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

communities to apply to work in your organisation?  

 

North Ayrshire employability and skills services are available to the entire working age 

population of North Ayrshire.  These services are made as accessible as possible to 

all sections of the population by delivering services across the six main localities. The 

service engages with a wide range of community groups and initiatives to publicise the 

services provided and improve referral routes. 

 

The minority ethnic population in North Ayrshire is small and this is reflected in the 

numbers registered for the employability and skills services, i.e. about 1% of the 

registrations have identified as belonging to a minority ethnic group (the 2011 Census 

identified 1.1% of North Ayrshire’s population as belonging to a minority ethnic group). 

Specific ethnic groups are targeted for additional support where a clear demand for 

support has been identified. An example of this is the support offered to the 

Afghanistan and Syrian resettlement programmes to help those resettled in North 

Ayrshire settle into their communities, improve their English language skills and 

support them to consider education, employment and/or training as achievable steps. 

Of the 3571 people registered for the programme, 1% or 32 people were from a 

minority ethnic background and the employability programme is currently working with 

30 people originating from Syria.   

 

The information below summarises some of the successes: 

 

Employability/ESOL support for Afghan and Syrian resettlement programme 

Phase 1 – 2016-2019 

 

Phase 1 of the programme was focused on supporting English language skills whilst 

introducing participants to the world of work through College courses, work experience 

and volunteering opportunities.  Although the focus was on English learning, positive 

outcomes were also achieved in this phase: 



• 7 into employment, including 1 Council Modern Apprenticeship 

• 14 attended College access courses, motor vehicle mechanics, 

computing/IT, Joinery, hospitality, care 

• 4 had work experience with the Council’s Street Scene department 

• 7 volunteered with various organisations in North Ayrshire 

• The programme also supported 9 participants to successfully get the UK 

driving license. 

 

Phase 2  

 

• Phase 2 started in October 2019 with a change of focus, concentrating on 

employability skills and routes to work rather than English language support.  

• Group work - Get ready for work programme (6-week programme commenced 

Jan 2020). 

• This programme runs over six weeks which involves employability get ready for 

work-based support to Syrian New Scots in North Ayrshire.   The aim of the 

programme is to support adults to achieve positive destinations in education or 

employment. 19 learners were enrolled for the programme and all 19 

completed. 

 

The programme covered: 

 

CV Writing, confidence/self-esteem, Barriers to employment or education, time 

management skills, communication, Job searches understanding how to register with 

job sites and uploading CV, College/work applications, motivational interviewing, 

social skills, working with others. 

 

Learner progression: 

 

• 2 currently setting business proposal together with business gateway 

• 1 starting MA vehicle maintenance with North Ayrshire Council (6-week pre 

apprenticeship placement to assess suitability) 

• 1 supported with transition from North Ayrshire council MA to Falkirk council 

to allow continuation. 

• 1 Working 16 hours  

• 1 Working full time with Andrew Wright windows 

• 13 others attending college with dual awards in ESOL and subject of choice 

e.g., Health and Beauty, Social Care, Construction. 

 

Aftercare is provided for all of the above learners who continue to access support 

where needed.   

 

One to one support key worker support: 

Key worker support is an ongoing service provided in conjunction with groupwork to 

support individual outcomes into employment, training or education.   

 

 



 

 

DWP partnership: 

 

After early discussions with Department for Work and Pensions (DWP) an initial 

programme objective is for DWP to refer and register all Syrian claimants onto the 

programme – there are 29 currently registered for support.  This will be done across 

the three DWP offices in North Ayrshire. 

 

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.  

 

The Council has a wide range of supportive policies and procedures. A specific 

example, which supports an aspect of the race employability question is through the 

Special Leave Scheme –  

 

Section 3.8 - Culturally Diverse Festivals/Religious Observance 

 

‘Employees who are involved in culturally diverse communities/ festivals/activities and 

who have a fixed number of annual leave days may be granted additional leave of up 

to a maximum of 3 days without pay per year to participate in such events falling within 

term time. 

 

All employees, regardless of religious belief or non-belief, are required to work in 

accordance with their contract; however, employees may request flexible working 

arrangements in order to carry out acts of religious observance such as prayer. This 

may be on a daily basis or at certain times in the year. Managers should consider such 

requests sensitively and should work with the employee concerned on a case by case 

basis to reach agreement on achieving an acceptable outcome to the request for both 

parties.’ 

 

Although these actions help support religious belief, they also support cultural 

diversity, which, while not always having a direct association with race in certain 

instances they can be strongly linked. 

 

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

workplace? For example, does everyone know their responsibilities?  

North Ayrshire Council is committed to upholding the principle of equality of 

opportunity.  It is committed to tackling discrimination on the basis of race as well as 

tackling discrimination on all protected characteristics.  The Council’s commitment to 

equalities is a core value in all its work.  The Executive Directors and Heads of Service 



are responsible for ensuring equality of opportunity is applied and practised within their 

Service in relation to employment matters and service provision.   

 

The Council has several specific key policies and practices in ensuring discrimination 

and equality of opportunity exists as well as tackling any discrimination.  These policies 

include: 

• Equality Policy which re-affirms the Council’s commitment to equalities as a 

core value in all of its work, outlining responsibilities for all managers and staff 

in this respect. 

• Recruitment & Selection Policy.  As an equal opportunities employer, it is part 

of our philosophy that we recruit and promote solely on the basis of knowledge, 

experience, qualifications, skills, values and behaviours.  Our role profiles and 

application forms are designed to stop any discrimination associated with 

individuals accessing opportunities across the Council. 

• Dignity & Respect at Work Policy.  This policy communicates the Council’s zero 

tolerance of harassment, bullying, victimisation and stalking and encourage a 

culture of supporting employees to come forward with concerns.  In addition, 

emphasis is giving on the importance of dignity and respect at work – what this 

means and the types of behaviours that are not acceptable. 

• Employee Code of Conduct.  This policy outlines the key principles of public life 

that include Selflessness, Integrity, Objectivity, Accountability, Openness, 

Honesty, Leadership and Respect. 

• These policies along with all Council policies and procedures are easily 

accessible on the internal intranet site and are outlined as part of the induction 

process for all employees. 

 

5. What initiatives or training and development opportunities does your 

organisation have to encourage a diverse workforce? 

 

North Ayrshire Council has several mandatory training and development opportunities 

in order to support the development of our workforce.   

 

These opportunities include e-learning modules and face to face training interventions, 

some of which are mandatory training for all staff, such as Equality Awareness.  

Training on Recruitment and Selection practices is also mandatory for all recruiting 

managers. 

 

Session 2 of the ‘Selection and Recruitment’ training programme includes a 

comprehensive section on Legislation which impacts on the whole recruitment 

process. 

 

In particular, the programme covers the Equality Act and within this Direct/Indirect 

discrimination (Harassment & Victimisation) and this is discussed in relation to all 

protected characteristics.   

 



Links are made to this all the way through the course – everything from the information 

contained within the Role Profile/Shortleeting and then Interview stages that can be 

impacted. 

 

The message is not just about the final selection of the employee, it’s about not having 

any discriminatory features throughout the whole recruitment process. 

 

*A note on Employee Statistics 

The Council collects a range of statistics on its employees on a regular basis; statistics 

are gathered for the annual equality report, including statistics on race.  

 

Some identified trends include the following:  

 

• Over the last few years, the number of employees identifying as ‘other ethnicity’ 

(other than white) – fluctuates between 0.7- 0.8% of the workforce, in 2019 this 

figure was 0.87% or 66 employees – it should be noted that we also had 17% 

(1283) employees in the ‘Not Disclosed’ category.  

 

• Considering the figures for retention and application to interview, there is a 

slight % response in favour of white employees, however it is difficult to show if 

this is statistically significant due to the high percentage of unknowns. 

 

Moving forward the Council would be happy to engage and consider any further 

developments, support, guidance or training in this area.  

 

 

  

 

 


