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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? 

This response is provided during the Covid-19 outbreak when the business 

community faces unprecedented disruption. The answers provided are in the 

context of when the economy reaches a recovery phase. Equality of opportunity 

will be even more important during that time so that no sector of society is left 

behind. 

It is important that employers work closely with schools, colleges and universities 

to provide opportunities for young people from the minority ethnic community. 

Although participation in education is higher for the group this does not translate 

into employment opportunities.  In 2018/19, 95.1% of young people (aged 16-19) 

from minority ethnic  groups were participating in education, employment or 

training, compared to 91.4% of those from non-minority (White) ethnic groups. 

However, the minority ethnic employment gap (difference between the 

employment rates for white and minority ethnic people) was 19.7 percentage 

points in 2018 (Source: Scottish Government Equality Evidence Finder) 

There are a number of mechanisms that employers could use to increase 

working with schools including outreach and work placements giving individuals 

the experience of the workplace and the employer engaging more effectively with 

the community. This will also facilitate greater understanding of the needs of 

minority ethnic employees. 

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 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.  

 

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

Pivotal to employers seeking staff from the community is their appreciation of the 

business benefits this can bring. These include 

 -Increased financial performance and productivity. 



 -Access to a wider recruitment pool. 

 -Higher staff retention and motivation. 

 -Greater understanding of customer, workforce and stakeholder requirements. 

 -More balanced decision making, better risk management and longer-term    

          perspective. 

 -Enhanced employer image. 

 -Improved creativity and innovation. 

 -Better service delivery and customer approval. 

 -Improved marketing and brand awareness. 

 -Reduced risk of litigation. 

This could be further enhanced by companies signing up to the Scottish Business 

Pledge which encourages fair workplace practices including an element for a 

skilled and diverse workforce. This advises that companies can improve their 

practices around recruitment, retention and development and have effective 

workforce monitoring.  

Consideration should also be given to other successful tools such as diverse 

images in promotional materials, having positive visible role models and 

consideration of positive action if under-representation is evident. Strong linkages 

to community representative bodies is also important so that opportunities can be 

better promoted to minority ethnic candidates. 

 

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. 

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. 

 

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

Effective and robust policies are important covering equality, harassment, 

discipline and grievance. Effective leadership is again vital giving out clear 

messages that discrimination and racism will not be tolerated. Generic training 



such as unconscious bias, particularly for recruiting managers, has a role to play 

as well as specific awareness raising of the benefits diversity can bring to the 

workplace. Having discrete equality objectives in performance management 

systems could also be effective in embedding diversity across the organisation. 

There should also be mechanisms for employees to reach out to a safe person in 

confidence if they are experiencing racism or discrimination at work such as 

Harassment Advisers, an HR professional or whistleblowing. 

 

5. What initiatives or training and development opportunities does your 

organisation have to encourage a diverse workforce? 

 

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. 

 
 


