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Race Equality, Employment and Skills 
 

Summary of Evidence 
 
Introduction 
At its meeting on 19 December 2019, the Committee agreed to undertake an 
inquiry into ‘race equality, employment and skills’. This followed: 
 

• an informal breakfast meeting with minority ethnic communities organisations 

on 21 November 2019 on Race Equality in Scotland  

• and two oral evidence sessions on 21 and 28 November 2019. 

The Committee heard from representative communities organisations, 
academics and the Scottish Government about race equality in Scotland and 
Race Equality Framework Scotland 2016 to 2030 are being delivered through 
the Race Equality Action Plan, with a focus on the year 1 progress update 
which was published on 28 June 2019.  
 
The Committee noted that the former Equal Opportunities Committee had 
conducted an inquiry into race, ethnicity and employment: Removing Barriers: 
race, ethnicity and employment (28 January 2016), and which is referenced in 
the Race Equality Framework Scotland.  
 

The remit for the current inquiry is:  
 

“To look at what positive actions public authorities have taken to improve 

employment practice towards minority ethnic communities in response 

to the Race Equality Framework 2016-2030, and what more can be done 

to deliver further progress.” 

 
Call for views 
The Committee launched its call for views online on Citizen Space on 14 
February 2020. It was due to close on 17 April, but the Committee agreed to 
extend the deadline for submissions until 30 June 2020 due to the Covid-19 
pandemic. 
 
There were 23 responses from individuals, and 15 responses from the third 
sector, unions and professional organisations.  
 
The Committee wrote to public authorities subject to the Scottish specific 
Public Sector Equality Duty on 2 March 2020.  
 

https://www.parliament.scot/S5_Equal_Opps/Minutes/20191219_Minutes.pdf
http://www.parliament.scot/parliamentarybusiness/report.aspx?r=12387&mode=pdf
http://www.parliament.scot/parliamentarybusiness/report.aspx?r=12404&mode=pdf
https://www.gov.scot/publications/race-equality-framework-scotland-2016-2030/
https://www.gov.scot/binaries/content/documents/govscot/publications/strategy-plan/2017/12/fairer-scotland-race-equality-action-plan-2017-2021-highlight-report/documents/00528746-pdf/00528746-pdf/govscot:document
https://www.gov.scot/publications/race-equality-action-plan-year-1-progress-update/
https://www.parliament.scot/S4_EqualOpportunitiesCommittee/Reports/EOS042016R01Rev.pdf
https://www.parliament.scot/S4_EqualOpportunitiesCommittee/Reports/EOS042016R01Rev.pdf
https://www.parliament.scot/newsandmediacentre/114558.aspx
https://www.parliament.scot/newsandmediacentre/114558.aspx
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Public authorities were due to respond by 31 March, but this deadline was 
also extended to 30 June because of the Covid-19 pandemic. The Committee 
has received responses from 35 public authorities. This includes: 
 

• 18 local authorities 

• 6 health boards 

• 11 other public authorities, including the Scottish Government and 

Scottish Parliament. 

 
Context - Covid-19 
Not long after the inquiry was launched, Scotland and the rest of the UK went 
into ‘lockdown’ to stop the spread of Covid-19.  
 
The EHRC in Scotland commented: 
 

“Covid-19 and responses to the pandemic will also shape our 
economic and employment context for some time to come. The 
Scottish Government’s early analysis anticipates a fall of one-third in 
Scottish GDP. It is essential that the impact of this on those sharing 
protected characteristics, including race, is understood in order to 
design equitable policy interventions and mitigate this impact”.  

Close the Gap commented: 
 

“COVID-19 has highlighted and exacerbated pre-existing inequalities in 
the labour market, and it is therefore vital that the Scottish Government 
maintain their focus on equalities. This inquiry into race equality, 
employment and skills will be important in shaping the Government’s 
responses to labour market and economic problems caused by the 
coronavirus crisis.” 

 
The Scottish Government and Scottish Parliament said that as part of their 
response to Covid-19 they were making sure their minority ethnic staff felt 
safe and making sure that their needs are met.  
 
The impact of Covid-19, the lockdown, as well as the Black Lives Matter 
movement that occurred over this period, all brings the inquiry into sharper 
focus.  
 
Terminology 
A range of terminology is used in this paper to refer to race and ethnicity, 
reflecting the different terms used by the Committee, public bodies and the 
submissions.  
 
Criticisms of the inquiry 
Two of the submissions were critical of the approach taken by the inquiry.  
 
CEMVO said they were sceptical of any real impact or lasting changes that 
this inquiry will bring because there have been many similar inquiries over the 
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years with little effect. They suggested instead a more effective approach 
would be: 
 

• A selected representative number of public bodies to attend evidence 

sessions to be scrutinised by the Committee and Race Equality 

organisations to inform in detail what their organisations have done or 

will be doing to help increase the ethnic diversity of their workforce.   

• There should be follow up evidence sessions to be organised after 6 

months / 1 year to scrutinise what progress the same public bodies 

have made in increasing the ethnic diversity of their workforce. 

 
CRER said that if real change is to be achieved, some re-focusing of the 
Inquiry and of the questions being asked is needed. Their response quotes 
back the evidence the Committee heard in 2019, that black and minority 
ethnic people are twice as likely to be unemployed, regardless of their having 
high educational attainment. Further, that there have been race equality 
initiatives for the past 30 years, and little has changed.  
 
CRER states: 
 

“A further problem with the framing of the current Inquiry is that the six 
questions being asked seem to focus on supply-side issues, as 
opposed to examining demand-side approaches to ethnic disparities in 
employment. All too often, there is a belief that employability schemes, 
skills provision, ESOL training, encouraging applications or providing 
unconscious bias training are the answer to the problem. However, in 
reality, many BME individuals seeking employment are born and 
educated in Scotland, and have better educational qualifications than 
their white counterparts. This is a well-qualified and relatively youthful 
workforce and we believe that only racial discrimination can explain 
much of the disparity.” 
 
“The Inquiry questions that ask about how employers can help people 
to move into work, how they can encourage more BME people to 
apply, and how they can support BME people to keep them in the 
organisation focus on the supply side, framing the deficiency as one 
that is within minority ethnic communities themselves. The critical role 
that institutionalised racial discrimination plays in labour market 
inequalities is not asked about or examined, and unless and until 
institutional racial discrimination is named and its role in employment 
inequalities recognised we will never begin to address the problem.” 

 
CRER urges the Committee to ensure that the findings of the current inquiry 
“do not become another item on a list of well-intentioned publications that do 
not tackle the persistent and significant issue of racism in employment.” 
 
Current employment situation  
A number of responses provided detail of the current situation and the 
challenges faced by BME individuals.  
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Close the Gap said “The lack of ethnic diversity within the Scottish teaching 
workforce is well-established. Only 1.4% of the teaching workforce are from 
ethnic minority backgrounds, with ethnic minorities accounting for 1% of the 
primary teacher workforce, and 1.7% of the secondary sector workforce. The 
number of teachers from ethnic minority backgrounds in promoted posts 
across the whole profession is only 0.6%”. 
 
The Law Society said that “in law a higher proportion of BAME students 
undertake a law degree than progress into the professional training leading to 
becoming a qualified solicitor”. Further, that, feedback from BAME students 
indicated some did not feel they would be welcome at law firms particularly 
large law firms. 
 
EIS said that “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”. It is therefore important that employers, 

schools, colleges, and universities take steps to better understand the barriers 

facing BAME communities in their move into work. 

EHRC Scotland said that “Although large proportions of ethnic minority people 
study STEM subjects they are less likely to have successful labour market 
outcomes in this area.” 
 

“This apparent disconnect between educational outcomes and labour 
market outcomes raises questions about recruitment practices in 
Scotland. It suggests that the issue is not one of supply – ethnic 
minority groups in general are not less well-qualified than the wider 
population – but one of demand”. 

 
The Questions 
 
The Call for view questions, which were about all employers, were framed 
slightly differently than the questions to public authorities, which were seeking 
examples of practice. A full list of the questions is available in the annexe. 
 
1. How should employers, schools, colleges and universities work 

together to help people from minority ethnic communities move into 

work? 

 

Several responses from individuals called for employers, schools, colleges 
and universities to work together and use a range of methods; “the reality is 
that what you are trying to achieve is a form of behaviour change” (Individual, 
anonymous, via Citizen Space).  
 
Grampian Regional Equality Council advocated a joined-up approach “at a 
local and/or regional level so that relevant evidence can be collected, 
analysed, and activity can be prioritised. This could be done either as a 
standalone focus, or as part of a broader equalities agenda”. 
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The STUC said “the STUC Black Workers Committee encourages unions, 
employers, schools, colleges and Universities to work on a local basis as 
evidence and experience has shown that people’s needs are best met when 
decisions are taken closest to and involving them”  
 
There were also comments about specific methods that are available to 
employers, schools, colleges and universities: 
 

• Work experience opportunities 

• Modern Apprenticeships 

• Develop relationships with community groups 

• Graduate schemes 

• Open days at secondary schools and universities 

• Paid internships 

• Advertised widely  

• Careers Advice in Schools  

• Mentoring 

 
However, these methods are not new, and the following comments refer to 
limited progress.  
 
The EHRC Scotland said that it has previously pointed to the 
disproportionately small numbers of people from ethnic minority groups 
participating in Modern Apprenticeships. “The most recent data from SDS 
shows that in Q3 of 2019/20, 2.3% of new starts identified as being from an 
ethnic minority group. This is up slightly from 2.1% in the same quarter in 
2018/19 and 2.0% in 2017/18. Progress is slow”. 
 
Close the Gap refer to Career information and advice guidance (CIAG), 
which the Race Equality Framework recommends is used to tackle 
occupational segregation in relation to race. They state that Skills 
Development Scotland’s CIAG Equalities Action Plan (2019) highlights that 
discrimination is the main explanation for the educational achievements of 
BME people not being reflected in labour market outcomes. However, “actions 
relating to ethnic minorities are firmly focused on supply-side initiatives, such 
as sharing information with migrants, refugees and asylum seekers and 
promoting CIAG services to BME people”.  
 
Scottish Enterprise suggested a new approach based on the model used for 
diversifying the STEM workforce: 

“A mechanism to increase better working with the advanced education 
system could be the set-up of an organisation such as EQUATE. This 
Scottish Government funded project acts as a catalyst to encourage more 
women in to STEM by bringing employers, universities and colleges 
together. This includes working with employers to promote the advantages 
of having a diverse workforce, encouraging students to apply for 
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placements or jobs in companies and having recruitment mechanisms to 
encourage diverse applicants. A similar successful model may work 
targeted at the minority ethnic community”. 

 
Examples of practice in public authorities 

The evidence submitted from public authorities presents a very mixed picture. 
They are all providing opportunities to help people move into work to some 
degree. Some are new, some are well established. While these may be 
targeted at young people generally or have a diversity approach, they may not 
always be focused on minority ethnic communities. 
 
General employability practice 
The following public authorities variously provide, for example, Modern 
Apprenticeships, internships, careers fairs, engagement programmes, but did 
not explicitly state that they focus on minority ethnic communities – Aberdeen 
City Council, Scottish Fire and Rescue Service, Dumfries and Galloway 
Council, Fife Council, West Dunbartonshire Council, East Renfrewshire 
Council, East Lothian, East Ayrshire Council, Scottish Borders Council.  
 
NHS Ayrshire & Arran through Developing Young Workforce, works in 
partnership with the Ayrshire Chamber of Commerce, engages with young people 
in secondary schools to promote the NHS as an employer of choice. The Health 
Board states that “These sessions are open to all regardless of ethnic 
background observing the requirement of the Equality Act 2010”. However, it also 
states: 

“A number of years ago we received email addresses for BME groups, or 
those who represented BME groups, where we would share our 
vacancies. Unfortunately a number of those email addresses became 
redundant so no further work in this area was taken forward.” 

 

Newly established race employability practice 
The following are examples of new policies and practices undertaken by 
public authorities. 
 
The City of Edinburgh Council said it had recently set up an internal 

working group to look at how it can work with schools and universities to 

increase the number of teachers from minority ethnic backgrounds. 

 

NHS Tayside is seeking to encourage more people from BAME backgrounds 
to undertake careers in nursing. In order to facilitate this it has committed to 
employ all newly qualified practitioners who are graduating from the University 
of Dundee. 
 
Visit Scotland has extended its volunteering scheme:  
 

“And we are pleased to report that BEMIS have agreed to not only take 

part in our scheme, but have volunteered to send someone in turn back 

to VisitScotland so we can learn more from them and they can see 
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first-hand what we do to promote racial equality and inform us with their 

background knowledge and skills”.   

Scottish Natural Heritage said: 
 

“In partnership with Young Scot we have developed our Youth Panel, 

Re Route.  Re Route encourages young people to be involved in 

decisions that affect them around nature.  We are currently reviewing 

this approach and its scope with a view to ensuring representation from 

young people from BME communities.  This is also been looked at by 

our Young Employee Panel”. 

 
Established race employability practice 
The following are examples of practice that public authorities have had in 
place for at least a few years. 
 
Stirling Council said that employment opportunities are open to all, but that 
there are ESOL programmes, and specific support for refugees. Falkirk 
Council also provide specific employment support to Gypsy/Travellers and to 
refugees.  
 
East Ayrshire Council says it has a small population of minority ethnic 
communities. The Council states: 
 

“Regular monitoring within schools identifies minority groups requiring 

additional focus which is provided through working in partnership with 

Developing Young Workforce, Ayrshire Chamber of Commerce 

providing co-ordination of work experience and Skills Development 

Scotland working with industry to secure placements for identified 

groups. Based on current figures ethnic minority groups are well 

supported and have high levels of attainment … they regularly achieve 

more than their white counterpart. 

 

In addition … the majority of young people from ethnic minority 

communities are moving on to positive destinations”.  

 
Skills Development Scotland (SDS) is responsible for the administration of 
Scotland’s Modern Apprenticeships on behalf of Scottish Government. It 
states that BME participation in the Modern Apprenticeship programme has 
increased year on year since 2014-15 to 2.3% in 2018-19 (as mentioned 
above). SDS says it developing information on work-based learning in various 
languages to help raise awareness of apprenticeship opportunities; it is 
piloting an initiative that offers funding to training providers to help minority 
ethnic people onto apprenticeships; and, works with local community 
organisations to raise awareness of apprenticeships.   
 
The submission also refers to the CIAG Equality Action Plan (also referenced 
above). 

https://www.skillsdevelopmentscotland.co.uk/media/46284/ciag-equality-action-plan-2019-21.pdf
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The Scottish Parliament states that a key priority of the Scottish 
Parliamentary Corporate Body (SPCB) is to increase the diversity of the 
parliamentary workforce. In 2017 1.2% of staff described themselves as from 
a BAME group, but following a range of measures, this increased to 4% in 
2020. 
The measures included the Parliament’s Apprenticeship Programme: 
 

“This has been a great success, bringing in six young BAME people 

with the majority (five) securing full-time or permanent posts on 

completion of their two-year paid apprenticeships”. 

The Scottish Government has a vision to “be a world-leading, diverse 
employer where people can be themselves at work. We are firmly committed 
to race equality and inclusion.” When planning its centralised recruitment 
campaign, it worked with over 100 organisations, including 20 race-based 
external organisations.  
 
For its own Modern Apprenticeship Programme, the Scottish Government 

“uses a variety of marketing approaches on social media, engages with the 

UK Careers Fair with a particular focus on ethnic minorities and targets 

schools which have high proportions of minority ethnic students.” 

 

The Scottish Government is also working with Developing the Young 

Workforce’ colleagues in Glasgow to improve its engagement with High 

Schools which have a high percentage of pupils from ethnic minorities and 

disadvantaged socio-economic backgrounds. 

 

Developing the Young Workforce’ colleagues in Glasgow to improve our 

engagement with High Schools which have a high percentage of pupils from 

ethnic minorities and disadvantaged socio-economic backgrounds. 

 

Glasgow City Council has had success working in partnership with eight 

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 [to] understand and 

be successful in our recruitment processes.” 

NHS Grampian state that approximately 50% of their staff are minority ethnic.  
 

“NHS Grampian carries out at least 5 large scale involvement and 
consultation events with our local ethnic communities each year, on a 
joint basis with the Grampian Regional Equality Council (GREC). At 
these events, every opportunity is taken to promote NHS Grampian as 
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a good employer. Members of our local ethnic communities are 
encouraged to apply for posts.” 

“The Annual Involvement and Consultation Events are run on a joint 
basis with the Grampian Regional Equality Council. They are an 
excellent way to promote employment opportunities within NHS 
Grampian to members of our local ethnic communities. 

 
They also work with schools: 
 

“A huge amount of work goes on in relation to school’s engagement right 
from nursery through to primary, secondary, further and higher education. 
This is carried out via initiatives through DYW and other agencies and also 
via engagement in other key/ specific pre-employment and education 
projects, careers fairs, apprenticeship schemes etc (foundation, modern 
and graduate)”. 

 
2. How should employers encourage more people from minority ethnic 

communities to apply to work with them? 

Responses to this broadly included a range of positive action methods such 
as targeted recruitment, advertising widely or more creatively, improvements 
to the recruitment process, providing interview feedback, removing names on 
applications, having role models, the importance of an inclusive workplace. 
 
A major challenge for employers, is that minority ethnic individuals report 
discrimination or bias at the interview stage, when they are at work, when they 
go for a promotion or other opportunities (Close the Gap, EIS, SDS). 
 

"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 

 
Close the Gap said the key action for employers is to make changes to their 
recruitment processes. Their own research on Black and minority ethnic 
women’s experiences of employment in Scotland (Still Not Visible, 2019) 
showed that “nearly half of respondents (47%) said that they had experienced 
racism, discrimination, racial prejudice, and/or bias when applying for a job 
and 41% indicated that they had experienced racism and discrimination at an 
interview for a job”. 
 
EIS said that “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”.  
 
SDS said that employers should review their recruitment practices to ensure 
that there is no unconscious bias within the process, and that they are taking 
proactive steps to reach out to ethnic minority groups if appropriate. They 

https://www.closethegap.org.uk/content/resources/1557499847_Still-Not-Visible.pdf
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referred to the Scottish Apprenticeship Advisory Board Equality Group’s guides 
for employers on Inclusive Recruitment. 
 
The EHRC Scotland said that it had published extensive equality guidance for 
employers and that the CBI had also published guidance for employers on 
closing the ethnicity pay gap. 
 
 
Examples of practice in public authorities 

The Scottish Parliament has a new approach to recruitment which has 
helped to attract applicants from a more diverse range of people. “We also 
know from feedback that candidates from BAME backgrounds have 
welcomed this approach to recruitment”. The Scottish Parliament has been 
working with the Scottish Government and a range of partners to help 
promote vacancies and opportunities to BAME people. This has included 
organising and attending career fairs targeted at BAME people. 
 

The Care Inspectorate said its research shows that 20% of BAME applicants 
felt more comfortable applying for a role when they had a better 
understanding of the process and a view of what it’s like to work on a day to 
day basis within an organisation. “We are currently developing a recruitment 
landing page and our plan is to include information about the recruitment 
process and what it’s like to work in our organisation.  We are going to create 
videos and include testimonies, with employees from minority ethnic 
communities, to further attract applications from this group”. 
 
Scottish Natural Heritage is reviewing its recruitment procedures to 
encourage more people from BME communities to apply for opportunities with 
SNH.  
 

“Initial feedback from the BME community has highlighted that young 
people from BME backgrounds feel apprehensive and intimidated by 
our recruitment process.  We plan to run a session with one of our 
BME partners to increase confidence in our application process.  We 
are also considering opportunities for alternative career paths into SNH 
with our BME partners, i.e., work placements, paid internships”. 

 
Scottish Fire and Rescue Service said it is not currently representative of 
Scotland’s diverse communities with a workforce profile predominantly white 
British and male. However, they state:  
 

“we have recently re-energised previous efforts to address this 
imbalance in our workforce by launching our Positive Action Strategy 
(PA Strategy) and our 3 year Balancing the Workforce Action Plan. 
Hosting events for specific community groups such as women, BAME 
and LGBT allows us to address the issues most relevant to that group 
and show this within the context of working with the SFRS.” 

 

https://www.apprenticeships.scot/for-employers/inclusive-recruitment/
https://www.parliament.scot/abouttheparliament/109775.aspx
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Aberdeen City Council said it removes unnecessary criteria from person 
specifications for job vacancies; advertises in a range of media and locations 
and aims to target underrepresented groups such as ethnic minorities e.g. 
specific publications and through voluntary organisations. It has “a racial 
balance on recruitment and selection panels, where possible”, and uses 
photographs in recruitment advertising which demonstrate diversity in the 
organisation. 
 
The City of Edinburgh Council has an ‘Inclusive Edinburgh’ page on its 
MyJobScotland website which sets out their ambition in terms of attracting a 
diverse range of applicants and encouraging people from a wide range of 
backgrounds to apply for posts. They are expanding where they promote they 
roles to gain additional exposure to different communities and age 
demographics. 
 
East Renfrewshire Council has adopted new approaches to advertising and 
recruiting vacancies.   
 

“It was identified that a targeted promotion of posts was required and 
ERC actively built relationships with a partnership working group made 
up of the Council of Ethnic Minority Voluntary Organisations … 
(CEMVO), the West Partnership Diversity Officer and the ERC 
Equalities Officer.  Links to our vacancies were sent onto these 
organisations/ departments who were then able to target those in the 
BAME community they worked with to support them in making 
applications. Meetings were held with each of the contacts to explain 
the ERC application process, and to deal with any questions”.  

 
East Renfrewshire Council has also had discussions with CEMVO about the 
barriers people face in applying to become Play Workers: “it was identified 
that the issue for many in the community is having the skills but not holding 
the formal qualification that ERC required for an entry level post”. The Council 
has dropped the requirement for applicants to hold a formal qualification and 
instead now support and pay for a specially-commissioned SVQ qualification 
on the job with Clyde College, delivered in the community at Barrhead High. 
The outcome of this approach will be monitored with the view to adopting 
many of the lessons learned across the wider council. 
 
North Ayrshire Council said  
 

“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”. 

 
East Ayrshire Council said: 
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“…in recent years we have worked closely with colleagues in Housing 
to provide support to individuals from a range of minority ethnic 
communities who were identified through the Refugee Resettlement 
team to access training & work experience within the council, allowing 
them to progress into sustainable employment” 

 
National Museums Scotland said: 
 

“We have reviewed how we recruit and have implemented several 
actions for improvement relating to data collection; how and where we 
advertise our jobs; how job applicants apply for our roles, and how we 
assess candidates. This work has been carried out with the specific 
intention of promoting our attractiveness as an employee to 
candidates, especially those who may not have previously considered 
employment in our sector”.   

 
 

3. What support should employers give to keep people from minority 

ethnic communities in their organisation? For example, women 

returning to work. 

A common response to this question was that employers should provide 
flexible working environments, where the employer is adaptable to the needs 
of employees, particularly those who may be returning to work. The were calls 
for working environments to be more inclusive and understand the benefits of 
cultural diversity, to allow for more open communication, to value people for 
their skills, to take action against discrimination, and to provide training and 
re-training opportunities.  
 
For example:  
 

“…it goes back to understanding the personal circumstances of your 
individual employees and not just adopting a blanket approach from all 
non-white employees at the organisation, and also requires good 
leadership. It’s important that employers understand what matters most 
to their employees and don’t just assume’’ (Individual, anonymous, via 
Citizen Space). 

 
Scottish Enterprise said:  
 

“A number of mechanisms can be used to ensure that minority ethnic staff 
remain in an organisation. A clear commitment at leadership level is 
pivotal with strong messaging that staff from the community are valued, 
welcomed and are important for the employer’s success. Other 
mechanisms are targeted development opportunities, particularly for 
women who may be particularly disadvantaged. Staff networks for larger 
organisations can help advise on the approach taken and provide support 
for colleagues. Allies from outwith the community could also be part of this 
group exhibiting company wide commitment to minority ethnic employees”. 
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However, there is often a lack of data to help employers address issues in 
recruitment and retention. CEMVO said that it is essential that public bodies:  
 

“improve the collection of the ethnic diversity of their existing workforce 
as otherwise, without this baseline information on ethnicity it will be 
extremely difficult for organisations to measure and evaluate the 
success of any EM recruitment drive / initiatives that they may 
undertake”. 

 
CEMVO said that some organisations are better than others at gathering data 
on the number of ethnic minority people who have applied for jobs, been 
shortlisted, or been offered employment. Despite this, there is a lack of 
analysis undertaken to assess whether there is any potential discrimination in 
the recruitment and selection process.  
 
Regarding the diversity in teaching, NASUWT said “Gathering more and 
stronger data must be prioritised, moving forward, to improve BME 
representation. Without reliable data, public policy relating to BME 
communities will be ineffective”. 
 
Close the Gap said that positive action should be explored for recruiting BME 
women. They criticised the use of unconscious bias training as tokenistic, 
suggesting that it can “mask underlying negative attitudes towards people 
from ethnic minority backgrounds”.  They said employers need to show strong 
leadership to change workplace culture, and “this must include ensuring 
robust practice on reporting incidents of racism, harassment and 
discrimination”. A further issue for women in particular is retention after 
they’ve had children due to a lack of flexible working opportunities.  
 
EIS said: 

 

“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”.  

"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 

 
 
Examples of Practice 
 
Broadly speaking, all the public authorities said they provided a range of 
flexible and supportive employment policies. However, many of them 
identified difficulties in gathering data on the ethnic diversity of their workforce 
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or job applicants. This is the data, as suggested above, that would assist them 
in changing recruitment practices. 
 
 
NHS Lothian commented on its occupational segregation: 
 

“In terms of race and ethnicity, we have an apparent over-
representation of BME staff in the medical and dental job family, and in 
the qualified nurse job family. We have under-representation in senior 
management in particular, as well as several other job families”. 

 
Taking this on-board, NHS Lothian said that it needs to act on the data that it 
collects about its workforce. A high proportion of staff, 29%, did not disclose 
their ethnicity in 2020, which makes it difficult to analyse. NHS Lothian plans a 
communication drive as soon as is practicable after the pandemic. They are 
working with the Scottish Government regarding piloting some high quality 
communications material to encourage staff to refresh or complete information 
about their personal characteristics. 
 
The Care Inspectorate workforce predominately identifies under the White 
British, Scottish or other British categories. “There has also been an increase 
of those who have not stated their ethnicity from 35% in 2017-2018 to 39.6% 
in 2018-2019.” A new applicant tracker has been developed to assist with the 
measurement of recruitment activity which will be used to assist with equal 
opportunities monitoring. The Inspectorate is also reviewing how it collects 
equality data from job applicants and employees. 
 
The Care Inspectorate also plans to consult its own BAME employees to 
understand from their perspective how it can encourage more people from 
ethnic communities to apply to work for, and stay with the organisation. 
 
The Scottish Parliament referred to its first ethnicity pay gap report (2019)  
which showed a pay gap of 21.6%. The data shows that while the number of 
BAME employees is slowly increasing, there is under-representation at more 
senior levels causing the pay gap. “To close the gap, managers will be asked 
to identify opportunities at this level where a targeted approach can be used 
to attract people from BAME backgrounds”. The Scottish Parliament aims to 
deliver a Leadership Programme for BAME employees later this year. 
 
The Scottish Parliament has a BAME employee network supported by a 
senior champion from Leadership Group. The network is frequently consulted 
on various policy issues to address any potential impacts on BAME 
employees. The BAME network also works with Human Resources and 
Outreach Services to support the development of BAME employees. 
 
The Scottish Government said: 
  

“Tackling structural racism is the core ambition of the Race 
Recruitment and Retention Plan we will publish in 2020. It will take an 
anti-racist approach and focus on redressing imbalances of power, 

https://www.parliament.scot/abouttheparliament/106293.aspx
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taking action to build an understanding of and then dismantle the 
systems, structures and thinking that perpetuate structural racism.” 
 

In terms of gathering ethnicity data on their workforce, they state their 
declaration rate is high at 88%.  
 
They have a “thriving Race Equality Network which offers an important space 
of community, peer support and challenge.” They have designed and 
delivered a successful mutual mentoring programme in 2018 between senior 
leaders and members of Race Equality Network. This is where junior 
colleagues from diverse backgrounds help those in senior roles understand 
different perspectives and experiences in the workplace.  
 
Financial support is available for ethnic minority staff to attend conferences 
which develop leadership skills and provide important networking 
opportunities.  
 
They have also introduced diverse recruitment panels and are developing 
further training for panel members. They are scoping specific positive action 
development programmes to help increase representation in more senior 
posts.  
 
They have appointed senior staff as race Ally and Champions who have a 
clear focus on strategy, and advocate for diversity and inclusion.  
 
The Scottish Fire and Rescue Service recognises it needs to make 
improvements on monitoring its workforce across the protected 
characteristics. It has plans in place to improve the disclosure rate of personal 
information through its self-service electronic employee data system 
 
It has also recently “launched a mechanism for equality related Employee 
Networks to bring together groups with shared experiences and interests”. 
The senior Equality Champions includes two BAME Equality Champions 
drawn from senior leadership. SFRS are also executive members of the Asian 
Fire Service Association and support colleagues participating in their training, 
development and networking events. 
 
Fife Council commented on the support they providing as a result of Covid-
19: 
 

“During the COVID-19 pandemic we have recognised that employees from 
BAME communities may have additional anxieties about the risks from 
COVID-19 to themselves and their families. Any employee needing to take 
time away from work because of health issues has been provided with 
special leave and full pay. 

As we carefully return to workplaces, we are asking managers to have 
sensitive and supportive discussions with individuals from BAME 
communities about any underlying conditions and concerns they may 
have. We will undertake an individualised risk assessment for any BAME 
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employee who wishes one and support and advice is available from our 
occupational health provider”. 

 
Some public authorities said that their policies were available to all applicants 
and employees, for example: 
 
Scottish Borders “As stated previously SBC has a small number of BME 
employees together with low numbers within the local community.  
Consequently efforts to attract and retain employees are universal and not 
targeted specifically towards the BME population.”   
 
“Stirling Council seeks to be an employer of choice for all communities 
regardless of ethnicity. Consequently it does not currently undertake action 
specifically designed to support retention of employees who are members of 
minority ethnic communities.” 
 
NHS Ayrshire & Arran: 
 

“NHS Ayrshire & Arran applies our family friendly policies equitably across 
all group of staff and staff disciplines including:  

• flexible working / flexi-time working;  

• maternity / paternity leave;  

• part-time working / job share opportunities.  

Likewise, all jobs are advertised on the NHS recruitment portal where 
anybody can access and apply for posts.” 

 

4. How do employers deal with racism and discrimination at work? For 

example, does everyone know their responsibilities? 

 
Responses from several individuals (anonymous, via Citizen Space) suggest 
that while they think that employers might be meeting their legal duties, by 
having policies in place to address race discrimination in the workplace, the 
reality feels very different. 
 
For example: 
 

“Most employers think that by having a policy that covers them, what is 
often missing is the training to underpin the policy. Employees need to 
feel they can call out unacceptable behaviour and that they will be 
supported if they do this. Senior managers and those in positions of 
authority must lead this”. 
 
“Employers can make individuals who raise concerns over racism feel 
as if they are a nuisance. Discrimination is often not acknowledged and 
if you raise concerns life is often made difficult for you by 
management.” 
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“Small charities and organisations are the worst. They mostly pretend 
to abide by some diversity and anti-discrimination rules and 
regulations. Racism and discrimination complaints are either over-
looked with the excuse of it being just office banter or an innocent 
comment/question or blaming the victim to be too sensitive and if they 
do have any meetings to go to more details, as a consequence usually 
name the victim as a trouble-maker and find a way of sacking him / 
her.” 

 
Close the Gap referred to their own research on the labour market experience 
of BME women in Scotland (2019). It found that: 
 

• Almost three-quarters of respondents reported they had experienced 

racism, discrimination, racial prejudice and/or bias in the workplace.  

• 47% of respondents believed they had experienced racism, 

discrimination, racial prejudice, and/or bias when applying for a job.  

• 42% of respondents indicated they had experienced bullying, 

harassment or victimisation because they are a BME women. 

 
Of particular concern was the finding that BME women working in the public 
sector were more likely to report experiencing racism, racial prejudice, 
discrimination and bias than respondents from the third and private sectors. 
“For example, while 72% of respondents said they had experienced 
discrimination, racial prejudice and/or bias in the workplace, this figure rises to 
86% for respondents from the public sector.” 
 
The EHRC Scotland referred to research published by Edinburgh University 
(2019) which found that: 

 
“Discrimination at work could include unfair assumptions about an 
employee’s ability in relation to promotion, and employers not wanting a 
particular racial profile to become the public face of an organisation. 
 
“Of those who had experienced discrimination, 25 per cent said it had 
happened when applying for a job, while 18 per cent said it had affected 
their promotion chances and another 18 per cent their attempts to seek 
equal pay.” 

 
EIS said that the most in important factor in retaining BAME staff, will be for 
employers to ensure that the workplace is safe for and inclusive of minority 
ethnic staff.  

“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.  

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”.  
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NASUWT said that it is important for teachers to have a safe space to discuss 
concerns, without the fear of isolation and punishment, when raising issues of 
racism. Such safe spaces can be created through BME mentoring 
programmes within the organisation and/or outwith the organisation, as with 
the Scottish Association for Minority Ethnic Educators. Employers should be 
supportive by letting their BME employees take the time off they need for 
these developmental opportunities. 
 
Examples of practice 
 
Each of the public authorities that responded provided information about how 
they deal with racism and discrimination, variously through Code of Conduct 
policies, Dignity at Work policies, and Equality and Diversity policies.  
 
For example: 
 

“NHS Tayside has a zero based tolerance of discriminatory behaviour 
within the workplace. This is underpinned by the nationally agreed 
policies in relation to bullying and harassment.” 
 
National Museums Scotland: “Our Respect and Dignity Policy (RDP) 
explains to everyone the behaviours that are not acceptable at work.  It 
describes how employees can resolve issues at work, both informally 
and formally, and where grievance and discipline policies may be 
invoked”. 
 
Scottish Fire and Rescue Service: “In line with the requirements for all 
large employers we have a range of policies to manage bullying, 
harassment, discipline and grievance. Employees and managers are 
aware of their responsibilities under these policies as well as 
demonstrating their adherence to our Values and Code of Conduct. 

 
Our Dignity and Integrity at Work Policy is underpinned by our 
Professional Behaviours and Equality module and a recent refreshment 
of Bullying and Harassment focus groups”. 

 
The following are examples of additional action some are taking to address 
racism in the workplace: 
 
Scottish Natural Heritage – “We take claims of racism seriously and deal 
with these in line with our Dignity at work policy. Following the Black Lives 
Matter movement there has been lots of discussions within SNH around race 
inequality.  Feedback from some BME employees was that they felt 
uncomfortable sharing publicly the personal impact the heightened spotlight 
on racial injustice has had on them. Therefore we are currently exploring the 
formation of a BME Network”. 
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As well as having a range of policies in place, NHS Lothian introduced a Speak 
Up Service. “The role of our Speak Up Ambassadors and Advocates is to:  
 

• Encourage staff to raise concerns at the earliest opportunity 

• Help staff identify the best way to raise your concern 

• Support staff in speaking up 

• Help create a new culture of openness, where staff know it is safe to 
speak up and challenge the way things are done. 

 
In the first 8 months since its inception in July 2019 Speak Up dealt with 41 
people raising issues and concerns, a small number of which may be 
associated with their race or ethnicity”.  
 
The City of Edinburgh Council said that it had a range of policies to manage 
unacceptable behaviour in the workplace, in addition: 
 

“We have also recently developed a process for recording and 
reporting specifically prejudice-based incidents that will provide 
valuable insight into the nature and frequency of incidence of racism 
and discrimination”. 

 
NHS Ayrshire & Arran said that a zero-tolerance approach to any form of 
discrimination had been cascaded to staff over the years through various 
campaigns. During 2019/20 they hosted, in partnership, some Hate Crime 
Awareness Raising sessions to highlight to staff what a hate crime is, what 
protected characteristics are covered and how to report it. The feedback was that 
these sessions were very helpful and further work in this area is planned.  
 
Visit Scotland has established a Mediation Partnership Team (MPT) which is 
now a NDPB Scotland wide initiative. This started in 2012 and has 39 
members from nine different NDPBs including the Scottish Government. The 
MPT have dealt with over 100 cases since it was formed, and the team are 
diverse and represent the protected characteristics. They have 2 members 
who are from an ethnic minority.  Mediation is offered at all stages of a 
complaint. To date there have not been any cases referring directly to race 
discrimination complaints. 
 
The Scottish Parliament’s BAME employee network has held a number of 
events for colleagues to raise awareness of racism. The Dignity at Work 
policy is under review to introduce a zero tolerance approach to harassment, 
bullying and discrimination, and create a central point for reporting all formal 
complaints. It will also provide access to independent advice and support to 
resolve matters informally, where possible and appropriate. Draft changes are 
currently out for consultation and are expected to be in place in October 2020. 
 
The Scottish Government said that the 2019 People Survey showed that 
minority ethnic colleagues still experience higher levels of discrimination than 
the rest of the workforce and “we know that where sex intersects with race 
there are different outcomes, too. And though falling, bullying and harassment 
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levels are unacceptably high. This will be a core focus of the Race 
Recruitment and Retention Plan”.   
 

5. What training and development opportunities should employers have 

to encourage a diverse workforce? 

 
The most common response was for employers to provide mandatory equality 
and diversity training. The training should be detailed, provided face to face, 
and allow for discussion. 
 
Close the Gap said that employers should consider training and development 
opportunities as a means of retaining staff. This can be achieved by offering a 
range of opportunities, “including face to face training, online courses, 
supporting staff attendance at seminars or conferences, and engagement with 
professional networks.” 
 

EIS said: 

 

“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”. 

 
Scottish Enterprise said:  

“Targeted training for under represented groups could be beneficial and 
should be guided by the individuals themselves. For example, some 
groups may have issues with confidence and require support around this. 
Mentoring could have a role to play so that individuals are given direct 
support to develop within the organisation. Intersectionality issues such as 
those affecting women and younger people from a minority ethnic 
background may need even more targeted support with individual tailored 
training plans”. 

 
The Law Society said: 

 

“The participants in the Profile of the Profession survey identified 
unconscious bias training particularly for leaders in organisation and those 
involved in recruitment as a positive step. We are aware of criticism of 
unconscious bias training leading to a feeling in organisations that the 
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issue has been resolved simply because individuals undertook a course. 
We would recommend following up unconscious bias training with 
additional support on an ongoing basis. 
 

The EHRC Scotland said that research on ‘unconscious bias’ training 
published in 2018 found a mixed picture. “Although it can raise awareness of 
bias and even reduce implicit bias, it is unlikely to eliminate it and is not usually 
designed to deal with explicit bias. The evidence of behaviour change is limited, 
and there is a risk of a ‘back-firing’ effect”. 
 
The EHRC Scotland said the Commission has published guidance on good 
equality practice in relation to equality policies, training and monitoring.  
 
Examples of practice (note, for public authorities, the letter also asked 
for examples of ‘initiatives’) 
 
All public authorities said they provided equality and diversity training of some 
description.  
 
For example: 
 
NHS Ayrshire & Arran said: 
 

“All new staff joining the organisation together with staff currently 
employed within NHS Ayrshire and Arran are required to complete 
Equality and Diversity eLearning. This training outlines the essential 
principles of Equality and Diversity and the nine protected characteristics, 
the responsibilities of staff and how these principles should be fairly and 
equitably applied including minority ethnic groups. This is one of NHS 
Ayrshire and Arran’s mandatory and statutory training requirements and 
95% of staff have completed the module. Further in-depth face to face 
training is also available”.  

 
The Scottish Parliament said: 
 

“As part of the formal induction for new employees, an unconscious bias 
module is included that explains what it is, and to develop the skills 
needed to control our unconscious bias in the workplace. The 
Parliament’s Recruitment Team has completed the module and the aim 
is to roll this out to managers who are involved in making any decisions 
about recruitment”.  

 
NHS Grampian said: 

“All equality and diversity training is delivered ‘face to face’. Feedback 
and evaluation from participants has shown that this is the best and 
most effective way to deliver training. It also gives participants the 
opportunity to ask questions, discuss and have- anything explained 
which is not clear. All of our training is interactive, and this includes 
interaction between participants, which enhances the learning 
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experience and leads to much better training outcomes and knowledge 
retention.” 

 
Scottish Natural Heritage said, “we are currently reviewing our suite of 
equality and diversity learning to include unconscious bias, race equality, 
inclusive leadership and Equality Impact Assessments training”. 
 
NHS Tayside has “developed a large network of Equality and Diversity 
Champions whose role is to challenge inappropriate behaviours and to 
promote equality and diversity in the workplace. This is a 3 day training 
programme which is run 3 times a year and is open to all staff in the 
organisation from frontline staff to Board level”. 
 
This question also asked public authorities about initiatives they are taking.  
 
The Scottish Government said it  
 

“took action to invest in our future talent pipeline and increase the 
diversity of the applicant pool for our Scottish Government Graduate 
Development Programmes 2017 and 2019. This includes our first ever 
three day Diversity Leadership conference in summer 2018 aimed at 
graduates from minority ethnic, disabled and socially or economically 
disadvantaged backgrounds”.  

 
Glasgow City Council said: 
 

“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.” 

 
The Scottish Parliament said: 
 

“The Young Women Lead (YWL) programme was produced this year in 
collaboration with young BAME employees who are represented on the 
BAME employee network. There are 24 YWL participants who are all 
from a BAME background and it has been a positive experience for 
them to engage with Parliament employees and see themselves as 
role models. The Programme equips participants with the skills and 
confidence to navigate the organisational culture, by showing them 
what the Parliament is like as place of employment and what 
opportunities there may be in the future”. 

 
Scottish Borders Council said: 
 

“We have not taken specific innovative approaches however our 
Employment Support Service has been designed to offer work 
opportunities, within and outwith SBC to improve the employment 
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prospects of those furthest from the labour market.  This includes those 
who define themselves as black and ethnic minority, young people, 
care experienced people with mental health issues, those with 
disabilities or long-term health conditions.” 

 
 
Nicki Georghiou 
SPICe 
31 July 2020 
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Call for Views questions 
 

1.How should employers, schools, colleges and universities work 
together to help people from minority ethnic communities move into 
work?  
 
2.How should employers encourage more people from minority ethnic 
communities to apply to work with them?  
 
3.What support should employers give to keep people from minority 
ethnic communities in their organisation? For example, women returning 
to work.  
 
4.How do employers deal with racism and discrimination at work? For 
example, does everyone know their responsibilities?  
 
5.What training and development opportunities should employers have to 
encourage a diverse workforce? 
 
 
 


