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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? 

A number of our projects focus on children who live in disadvantaged areas in 

Scotland, these schools are more likely to have a higher representation of children 

from BME communities. Key findings from our SNH data on outdoor learning from 

our national trend survey 2014 suggest fewer opportunities for BME children who 

may have less exposure to ‘wild’ Scotland as a result, and corresponding less 

connection with organisations like SNH. The National Park Junior Ranger 

programmes may be starting to redress that balance.   

SNH’s Learning in Local Greenspace project was developed with the aim of getting 

more pupils learning regularly in local greenspaces close to their schools and build 

teachers confidence to take learning outdoors. It is focused on disadvantaged 

areas in Scotland and has met the ambitious target to work with 100 schools (115 

schools across 12 local authorities with over 4000 pupils engaged).  Our Outdoor 

Learning in Nature project supported schools eligible for in the Learning in Local 

Greenspace project.  A number of these project schools have engaged with the 

John Muir Award. JMA activities can help to support young people to develop 

practical skills in nature conservation which might help them on a career pathway 

to organisations like SNH.  

We have a student placement scheme in place which supports students from 

across Scotland to attend up to a 12 month placement within SNH.  We also have 

a graduate placement scheme in place to support recent graduates to deliver a 

project again for up to 12 months.  Both schemes are open for applications from 

across Scotland.   

We have also worked with Skills Development Scotland on launching ‘marketplace’ 

which is open to all schools within Scotland and promotes working in the public 

sector and provides teaching aids etc – this is aimed mainly at S2 pupils. 

We also support Business Dynamics – which is a workshop for school pupils 

looking at future potential career opportunities and have won an award for this.   

We have set up a Young Employee Panel to represent the views of young 

employees and can influence organisational direction etc.  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. 



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

communities to apply to work in your organisation? 

 

Our Equality Report 2019  outlines the actions that we are proposing to take over 
the next 4 years to address the fact that we are not diverse organisation.  We will 
review our recruitment and attraction procedures to encourage more people from 
BME communities to apply for opportunities with SNH.  We have began to explore 
some of the barriers to SNH and general environmental career paths for BME 
communities with Backbone CIC and are committed to looking at this across the 
environmental sector. 
 

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.  

In addition we will be introducing a suite of learning to support diversity and 

inclusion, this will include unconscious bias, which should improve awareness of 

bias in decision making for vacancy managers.  

 

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. 

We currently do not have any specific support aimed at retention of BME 
employees at SNH.  In 2019 employees disclosing an ethnic minority were lower 
than the Scottish average.  As a result we have not identified any specific patterns 
relating to BME employees retention and any specific actions. 

 

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

place? For example, does everyone know their responsibilities? 

We take claims of racism seriously and deal with these in line with our Dignity at 
work policy.  We monitor dignity at work issues by protected characteristic through 
our employee surveys.   Our surveys have not raised concerns around racism and 
discrimination and highlight that employees feel that SNH has an inclusive culture.  
However we do not have a diverse workforce, only 0.66% of our employees are 
from a BME background (Equality Report 2019).   

 

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 

https://www.nature.scot/sites/default/files/2019-05/Equality%20Report%202019.pdf
https://www.nature.scot/sites/default/files/2019-05/Equality%20Report%202019.pdf


spotlight on racial injustice has had on them.  Therefore we are currently exploring 

the formation of a BME Network.   
 
Our 2019 Wellbeing survey demonstrated a slight trend upwards in relation to 
concerns around bullying behaviour.  In response to this trend we have been 
focusing on strengthening our general approach to wellbeing and further 
development of a more inclusive culture. We continue to embed wellbeing, dignity 
at work and our values into our performance management culture and through our 
people management skills workshops.  
 
We have delivered a serious of workshops to all staff on personal leadership in 
response to dignity at work concerns.  These sessions are aimed at understanding 
ourselves and our colleagues better and at helping staff to start a conversation.  
We are currently reviewing our learning suite so that all staff can learn more about 
unconscious bias, race equality and inclusive leadership.   We are also developing 
our coaching and mentoring skills so that we can help staff to resolve conflict within 
their teams informally.  

 

5. What initiatives or training and development opportunities does your 

organisation have to encourage a diverse workforce? 

We currently have equality and diversity and a bullying e-learning packages 
however we are currently reviewing our suite of equality and diversity learning to 
include unconscious bias, race equality, inclusive leadership and Equality Impact 
Assessments training.  

As highlighted above we are delivering organisational wide sessions on personal 
leadership which are designed to help people appreciate diversity.  

We are also offering coaching to all staff, across a number of issues as identified 
in partnership with individuals and their coaches, this will include strengthening our 
ability to work with more diverse groups of staff and communities.  

We have introduced Action Learning Sets as a vehicle for resolving organisational 
issues including engagement with younger and older staff. This approach will be 
adopted for a number of other issues, including race equality within SNH and 
externally in the work we do.  

 


