
EQUALITIES AND HUMAN RIGHTS COMMITTEE 

RACE EQUALITY, EMPLOYMENT AND SKILLS INQUIRY  

SUBMISSION FROM NORTH LANARKSHIRE 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?  

 
Employment data collected in 2015 showed that there were no BAME Modern 

Apprentices working in the Council and low numbers of BAME people in 

mainstream employment. In 2017 when we refreshed our equality outcomes we 

set 2 to address these statistics 

1. Disabled people (including people with a sensory impairment), BAME people, 

lone parents and carers are supported to access employment opportunities. 

2. Young women and disabled and Black and minority ethnic young people are 

supported and leave school with positive destinations. 

The service supporting the MA programme for the Council, set targets to address 

this imbalance. Working proactively with schools on the Foundation, Modern and 

Graduate apprenticeship programmes we aim to promote our career progression 

opportunities through our Workforce for the Future Strategy –creating routes into 

employment as well as ‘in work’ progression pathways. Through our ‘Care 

Academy’ programme of work we work with a variety of partners including colleges 

and universities to proactively promote careers, education pathways and ‘live’ jobs 

in Health and Social Care, as can be seen at 

http://carecareersnl.co.uk/academy.html 

 

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

 
Vacancies for Council positions are promoted through direct contact to local 

community organisations that represent BAME people. 

We continue to promote all of our vacancies on Myjobscotland. Managers’ 

guidance is being created and will be published on MyNL, this guidance will assist 

managers on how to make the most of their adverts. This will include guidance on 

gender neutral language as well as unconscious bias. The recruitment team will 

work in partnership with the Equalities Network Group to engage with selected 

groups to promote NLC as an employer of choice. 

Recently we have engaged directly with the Scottish Refugee Council and CEMVO 
Scotland to promote Early Years careers and through our own NLC Community 
working groups and employability programmes we hope to broaden awareness of 
opportunities that exist and signpost our support and resources 

 

http://carecareersnl.co.uk/academy.html


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 and Employee Equality Forum that acts as a platform for 
employees to: 

• Influence decision making that impacts on equality matters in the 
workplace 

• Raise, learn and discuss matters affecting our working experiences  
• Highlight areas of inequality 
• Make recommendations that would  improve and promote equality in the 

workplace 
The forum organises events throughout the year to bring employees together 

to raise awareness about equality matters and provide opportunities for 

employees to get involved. 

 

The Council also has full Investors in People accreditation and will complete its 

next full assessment in January 2021.  Investors in People (which also aligns 

to the Scottish Government Fair Work framework and principles) is a key 

vehicle for us to measure and progress improvement actions around including 

building capability (skills/progression) and diversity and inclusion. 

 

In terms of retention we have developed a full council approach to reward and 

recognition under banner of NL Life https://www.nllife.co.uk/ which provides an 

online portal for all employees to access benefits and support available to them.  

In May 2020 the Council published its Mental Health and Well-being strategy 

that is also underpinned by a support programme accessed via our Mental 

Health and Wellbeing portal WorkWellNL at http://www.nllife.co.uk/workwellnl/ 

We also, in terms of retention and feedback, have a Healthy Working Lives 

Gold Award status, and an ongoing programme of information campaigns and 

targeted activities focused on employee safety, health and wellbeing. Our 

practices are also supported by our core organisational policies and 

procedures. As well as being able to evidence against our core policies and 

procedures it provides a robust framework for our activity.  Subsequently a 

three yearly organisational ‘health needs assessment’ is undertaken, with the 

next assessment due in December 2021. 

Additionally we provide opportunities for staff to progress through further 

education support, learning and development programmes and offer routes for 

progression through to leadership roles via our LearnNL Leadership Academy.   

 
 
 
 
 
 
 

https://www.nllife.co.uk/
http://www.nllife.co.uk/workwellnl/


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

 
The Council has a number of policies to support employee’s experiencing racism 

and discrimination in the work place including: 

Dignity at Work Policy which specifically offers employees a framework to raise 

concerns in relation to racial discrimination and harassment. The Council also has 

a number of Dignity at Work Support Officers across services who can be called 

upon to provide ongoing support to anyone who has raised a concern or is the 

subject of a concern.  Formal cases of Dignity at Work complaints are monitored 

and analysed so as any future action can be taken if necessary. 

Our Equality and Diversity in Employment Policy which again sets out the rights 

and responsibilities for all employees. 

The Council has over 70 Diversity Champions across the organisation. This is an 

active role (though voluntary) and aims to: 

• Help drive behavioural and cultural change across the organisation 
• Embrace NLC's organisational values  
• Raise awareness of NLC's Dignity at Work Policy 
• Encourage individuals to speak up for their issues and concerns; and 
• Provide a focus and communication channel for the discussion and 

implementation of equality and diversity concerns and practices in the 
organisation 

 
5. What initiatives or training and development opportunities does your 

organisation have to encourage a diverse workforce?  
 

Through the Council’s equality outcomes we have set targets to increase the 

number of BAME and disabled young people undergoing a Modern Apprenticeship. 

We have also set targets to increase the percentage of girls participating in STEM 

subject Foundation Apprenticeships.  

The Council is a pilot authority participating in the Equally Safe at Work Employer 

accreditation programme. The programme recognises the inextricable links 

between workplace gender inequality and violence against women. We are 

therefore working towards addressing the barriers and inequalities that sees 

women disproportionately in part-time low paid jobs and occupations, and prevents 

them from progressing. 

The Council is also a Disability Confident Leader which means that we are actively 

employing and sustaining employment for disabled people as well as encouraging 

other employers to do the same - leading by example. Disability Confident is an 

employer accreditation programme that replaced the Positive about Disabled 

People or Double Tick scheme. To be accredited as a Leader we undergo an 

external validation evidencing how we are able to draw from the widest possible 



pool of talent, and are securing and keeping staff who are skilled, loyal and hard-

working.   

The Council offer a guaranteed interview scheme for applicants with a disability 

who meet the essential criteria for vacancies. We also offer a guaranteed interview 

scheme for applicants from supported employment.  

We provide opportunities for staff to progress through further education support, 

learning and development programmes and pathways, and offer routes for 

progression through to leadership roles via our LearnNL Leadership Academy.  We 

also have a significant digital skills programme underway.  

Using data  

The 2019 employment gathering data required by the PSED showed us that there 

was an almost threefold increase in the number of people from a white minority 

group applying to work with the Council between 2017 and 2018 but a reduction in 

applications from BAME people. In 2017 the second largest number of applications 

received were from BAME people but this group was the least appointed. They 

were the least appointed also in 2018. Furthermore there are high unemployment 

rates of BAME people in NL particularly among Asian women and Black men. 

The Council is about to undergo a significant piece of research and community 

engagement  into the experiences of BAME people living in North Lanarkshire in 

relation to employment, housing, community participation, discrimination and hate 

crime, access to services, COVID 19 etc.  

This research is in direct correlation to the data we have gathered from the PSED 

requirements and Census data. The research will culminate in a conference, when 

appropriate, to report on the findings and determine recommendations for action 

from all our Public sector partners, our ALEOs and other businesses to improve 

outcomes for BAME people in North Lanarkshire and to inform the review of our 

equality outcomes in 2021. 

 

 


