
The Equalities and Human Rights Committee 
 

Race Equality, Employment and Skills Inquiry  
 
Summary of Engagement Call  
 
The Committee asked Community Outreach to contact community organisations re: 
the Race Equality, Employment and Skills Inquiry and to have a discussion based on 
the call for views for this Inquiry. 
 
Meeting on Microsoft Teams  
Monday 13 July 2020 
 
Organisations in attendance were: 
Trishna Singh OBE, Director, Sikh Sanjog 
Khaleda Noon, Founder & Director, Intercultural Youth Scotland 
Micheal Matovu, Commercial Director, Radiant and Brighter Community Interest 
Company 
Fariha Thomas, Operations Manager, YCSA (Youth Community Support Agency)  
 
 
Questions Asked 

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? 

Notes of the discussion  

1.How should employers, schools, colleges and universities work together to 
help people from minority ethnic communities move into work? 

A lot of the answers are already out there. The CRER report to the Scottish 
Government already highlights a lot of these answers. Things like Jobs fayres at 
schools with BAME people there as role models, but be aware that there is a risk of 
a BAME rep growing tired of being ‘used’ in this way 

https://www.parliament.scot/parliamentarybusiness/CurrentCommittees/113735.aspx


School pupils are often asked to find their own work placements but can only access 
what is known to them. If there is no BAME representation, they won’t know what is 
available. This further disadvantages BME young people by limiting opportunities. 

Expand work experience, but be more proactive in supporting young people; for 
example, support an individual to identify a work placement; don’t leave it to them to 
find out for themselves 

BAME is an unhelpful term. Many young people do not like this term. It is fitting people 
in to boxes that suit the people who make the decisions. This was a point reinforced 
by more than one participant. “young black” and “young people of colour” or 
“intercultural young people” are terms that young people seem to prefer 

Only use BAME when working doing strategy/agenda, not when working with young 
people. 

Can we hold community Fayres and job fayres at community settings like places of 
worship? Not just one-off sessions, has to be a consistent approach? 

A lot of recruitment for things like the police and armed forces happen in communities 
where a lot of ethnic minority communities might have apprehensions and 
misunderstandings about these bodies but if they engage with communities on an 
ongoing basis rather than a one off they can help overcome those misunderstandings. 

Stop being tokenistic. Don’t make a stand unless you have a sustainable strategy to 
engage people of colour or other groups and the funding in place to sustain it. If its not 
sustainable then organisations like the ones taking part in the meeting today should 
refuse to get involved as it is likely just a tick box exercise and tokenism. People need 
to be held accountable for tokenistic gestures.  

You must have platforms for people of colour and those with lived experience to lead 
on these initiatives and not have the “white saviour” approach. Give the money to the 
community organisations that already have the links with the communities rather than 
trying to do it all yourself in consultation. Organisations that have previously done 
employability work have since not been given any re-funding from Government since 
the fund changed. People that were given new funding seemed to mainly be white led 
organisations who then come to organisations like ours (with no funding) to come in 
and help them out. Some of our organisations have been working with the Government 
for decades and every single project we work on has been successful and yet still we 
aren’t mainstreamed. We still have to apply for funding year on year, constantly deliver 
results, feed in to consultations and yet these initiatives continue to be led by white led 
organisations and Government. Our organisations should be mainstreamed and given 
the money to deliver. 

Why aren’t the Scottish Government employing these groups as advisors? “I’m fed up 
giving my advice for nothing and still having to apply for funding to pay staff”. 

“I was told to change my name for a job application because I was told if you have a 
black name you won’t get an interview” 



“I just didn’t know what to say to this young person, I was scared of getting it wrong” – 
A career advisor when speaking to a young black person. 

One organisation put out a consultation prior to today’s meeting and even then, was 
told that they might have to “watch what they say” 

There is a lack of acknowledgement of structural racism in the system. We must 
acknowledge that this is a barrier. In most cases the policies are written, and decisions 
taken by white people. Often when you try to engage with the policy makers you realise 
that THEY are the barriers. So, coming back to the point of the question, we have to 
acknowledge that this is an issue. 

The Scottish Government itself has no representation. If they can’t demonstrate that 
they have representation, then how can others be expected to. 

Maybe the Black Lives Matter movement might finally push organisations to 
acknowledge structural racism because until this is addressed then we can’t move 
beyond tokenism. If the Scottish Government don’t use this time to change their 
approach, then it will have been a missed opportunity. If the Scottish Government can’t 
show that they can change then how can they expect other organisations to do it. 

It’s important to realise that there are structural disadvantages to many groups other 
than just people with different skin colour. There are many groups who face 
disadvantage. 

COVID has highlighted that many young people have just dropped off the radar due 
to digital exclusion. BAME are discriminated against in the work force, 
disproportionately underemployed in relation to the skills they have and whenever 
there is an economic downturn this is exacerbated. There are case studies which 
demonstrate that without intervention from representative groups lots of young people 
would slip through the net and end up with no positive destination. 

Skills Development Scotland need to up their game. Give the money to organisations 
who can help.  Umbrella type organisations taking the money, give it to the community. 

‘Umbrella organisations’ need to be more accountable; money is being wasted 

Even the way the questions are framed in this meeting is part of the problem. The 
questions are framed at how BAME communities can be “helped” which suggests a 
deficit in those communities, but this demonstrates that structural racism. It’s not the 
fault of the young person that they will be discriminated against because of their name, 
skin colour, what they wear etc. We should be asking organisations why they aren’t 
employing more people from ethnic minority communities. What can THEY do to 
change things rather than asking how these “poor ethnic minority” people can be 
“helped”. 

Increase funding 

Have to understand value of communities  



Digital Exclusion 

New Deal (This is how long we have been working on this). Worked with Scottish 
Government/local authority, still not mainstreamed. We have created employment 
opportunities. Question for the Scottish Government, why have we not been 
mainstreamed?  

Scottish Government – opportunity to do something, engage with the grassroots 
organisations.  

Further comments gathered from the chat bar during discussion on Microsoft 
Teams 
 
We have worked in 'partnership' with Skills Development Scotland (SDS) for over 15 
years and still are not recognised as 'partners' we have created routes into Youth 
Work/Admin/Community Development/hospitality etc, yet our placements are very 
successful, yet we still have to jump through hoops. Our model of work placement 
works for young people, yet we are not included as a mainstream placement 
provider?? why  
 
If we look at the make-up of the Scottish Government Equality Unit there is no person 
of colour with lived experience on this group not to my knowledge anyway. Why?  
 
According to the UK Government Annual Population Survey 2018, Scotland had the 
largest unemployment rate gap between the White and Non-White minority ethnic 
groups anywhere in the UK at 7% -while 11% of the economically active non-white 
minority ethnic population was unemployed, only 4% of the economically active white 
population was unemployed  

2. How should employers encourage more people from minority ethnic 
communities to apply to work with them? 

This question should be put to employers not us. Why are they not employing BAME 
people? What is it that BAME people need to do to get their jobs? Organisations need 
to look at themselves and ask “why are we failing” 

The Scottish Government should be doing sessions like this with white employers and 
ask them what people of colour need to do to get jobs at their businesses. 

Employers need to acknowledge that people from BAME backgrounds don’t’ want to 
be the token BAME employee. We don’t want to tick a box and be quota. We want to 
be employed because we can be an asset to your organisation and work hard. We 
don’t want to be your only source of info on ethnic minority issues. For example, 
organisations have asked their token Sikh employee what happens at Eid (Muslim 
festival) and this is not acceptable. 

Scottish Government needs to lead by example. Young women with an incredible 
personal statement and experience applied for a modern apprenticeship and not even 
getting an interview. 



Employers need to get out there, explain what they do, do it consistently and not in a 
tokenistic way. The police have a good recruitment programme but it’s always the 
BAME officers that get put up as an example which comes back to a previous point 
about BAME employees always being expected to be a representative and do more 
simply because of their skin colour. 

There is a lot of racism both structurally but also within the workforce so in employers 
could provide support groups or black workers forums or whatever people want to call 
it can really help people feel supported, particularly when they face discrimination or 
when they face the downplaying of their aspirations. 

Employers need to have accountability. In most cases they are white led. When they 
put on events or training programmes focussed on BAME communities but then 
nothing goes beyond the training. It’s as if as long as the communities come in for their 
training then that’s the box ticked. 

Give the money to the support organisations. Again, this point needs made. For 
example, money goes to the jobcentre to try and encourage more BAME communities 
in to work. The jobcentre then goes to the community organisations for help and the 
people applying for the jobs also get help from the organisations. Why are the 
organisations not getting funded directly rather than just be expected to help for free 
while others get paid? 

3. What support should employers give to keep people from minority ethnic 
communities in their organisation? For example, women returning to work. 

In January a survey was put out to Sikh women and a conference was held. Over 100 
responses from women across Scotland and over 50 women attended the event. This 
group came up with solutions. Apprenticeships, mentoring and in work training and 
qualifications came up a lot as well as things like Mental health support. Employers 
should not be afraid to use positive action, that isn’t happening as much anymore. 
Once this report has been put together it can be shared with the Committee. 

Our organisations work with people to get people in to their businesses but even in 
that work you see issues. Large orgs come to the grassroots orgs claiming they want 
to reach out and yet they haven’t dealt with their structural racism. So, you end up 
raising this with them and they come back and deny responsibility. So even then if the 
organisation is supported to recruit more people from ethnic minority backgrounds they 
are going in to a workplace that hasn’t addressed their structural racism, so it will be 
difficult to maintain them. 

Black History Month – tick box 

Should be embedded within the curriculum and with employers. 

The responses below incorporate Q2 and Q3, as they were discussed together. 
 

• Support aspirations 

• In-work training; awareness of opportunities 

• Youthwork support 



• Apprenticeships 

• Change the question – so employers explain what they want from people, and 
why 

• Avoid tokenism by asking the same BAME staff colleagues to participate in, 
for example, diversity workshops or jobs fairs 

 
Further comments gathered from the chat bar during the discussion on 
Microsoft Teams  
 

Answer to Question 2: Corporate Employers in Scotland need to use statistics in 
Scotland not England to justify representation. 
 
100% agree about importance of youthwork support for BME young people - which 
has to be funded 

Scottish Government needs to commit to provide core funding to grass roots 
organisations especially at this time it is crucial that we are acknowledged as 
'mainstream' we need to be here to support BAME people we have as an organisation 
supported over 100 people on a weekly basis since March 16th. The number is ever-
growing, and we know that the negative impact on BAME post Covid 19 will be huge 
if due to lack of funding we have to cut back on our services it will create a huge gap 
again in links to the community 

4.How do employers deal with racism and discrimination at work? For example, 
does everyone know their responsibilities? 

People need to feel supported to report racism and organisations need to understand 
all the forms that racism takes from micro aggressions and white fragility. Gaslighting 
is also an issue where people who report racism are made to feel like they are over 
reacting or taking things wrongly. Organisations will display all their training and anti-
racism awards as a defence to demonstrate that they are not accountable. 

Race equality framework review. There were 13 actions 2016 to 2030 around 
employment and nothing has happened. Government saying things that they will 
“develop a toolkit” to help community groups to support the Government. What more 
support does the Government need? 

Employers need to be asked to justify their actions and be held accountable as to why 
they aren’t facilitating change. 

Employers need to understand their legal obligations.  

Diversity training needs to be offered by people form the relevant communities 

Even from school when young people speak up it is dismissed as just bullying, but it 
isn’t bullying, it’s racism and it needs to be dealt with in that way. Schools, institutions 
and workplaces need to have a better understanding of what racism is, so they can 
recognise it. 

The responses below relate to both Q3 and Q4, as they were discussed together. 



 

• Basically, the view is that there is room for a LOT of improvement in these 
areas 

• It’s not enough simply to have policies etc, which aren’t always consistent 

• They must demonstrate how these policies are applied 

• Everybody must be aware of the policies, and understand why they’re in 
place, and how, when and why they will be applied 

• Organisations should be asking these questions of themselves – “what can 
we do better” 

5.What training and development opportunities should employers have to 
encourage a diverse workforce? 

Employers need to invest in terms of time (i.e. getting their training) but they also need 
to be able to invest in relation to finances because they want the training for free. It’s 
not enough to go for a one-day diversity training and overcome years of structural 
racism. 
 
OTHER 
 
Asylum seekers and refugees haven’t been mentioned. A lot of very skilled people are 
becoming de-skilled because they are not allowed to work. 
 
If there are any decisions that directly affect young people, then we need to ensure 
that young people are involved directly. 
 
Young people must be at the heart of these processes, needs multiple voices of young 
people at the table. Young people to lead on the delivery and training. Need to be at 
the heart of the decision making (Policy) that has a direct impact on them. 
 
Efforts need to be intentional or you get into the ‘tick box’ exercise, organisations look 
like they are doing something. Needs to be embedded into the system, culture.  
 
Role of leaders to play a significant part in the organisation and policies. This should 
not be complicated, needs to be intentional, Diverse Boards/workforce.  
 
Easy to bury under the carpet. 
 
Scottish Government could lead on this, 20/30 people to fill out job opportunities, be 
intentional for these communities.  
 
Leadership very important, need leadership to change culture of the organisations 
(Equality Impact Assessment)  
 
What happened to Equality Impact Assessment – did it ever happen? This was created 
15-20 years ago. If these had genuinely been worked on, checked, you would have a 
diverse workforce. What is the Scottish Government doing to check what is happening 
with Equality Impact Assessments now?  
 



COVID has highlighted what has been there for years. Opportunity for Scottish 
Government to seize, make it happen, having this representation at the table.  Holding 
the organisations to account, why are they not reaching out, do something different for 
BAME communities? 
 
 
Further comments gathered from the chat bar on Microsoft Teams  
 

Call for view questions should be ‘what should employers do to ensure.... instead of 

“help” (Qs 4/5) 
 
Possibly might be useful Exploring connections between work, ethnicity and mental 
health a Carnegie Trust Report Longitudinal Studies Report 2020  
 
 'Government has a vital role to play in connecting and leading change across the 
hugely important agendas' this is a quote from the report  
 
There are a lot of good practice examples but as people have said they are done as 
short term and not sustained - all those on this call have good practice examples 
 
Scottish Government is not joined up enough to share good practice even within 
different parts of the organisation 
 
 
 
 
 
 

 
 


