
EQUALITIES AND HUMAN RIGHTS COMMITTEE 

RACE EQUALITY, EMPLOYMENT AND SKILLS INQUIRY  

SUBMISSION FROM SCOTTISH PARLIAMENT 

 

Dear Ruth 

 

I would like to thank the Committee for inviting me to provide a response as part of the 

committee’s Inquiry into Race Equality, Employment and Skills: To look at the 

record of public authorities in improving their employment practice towards minority 

ethnic communities, including in response to the Race Equality Framework 2016-

2030, and what future plans they have to deliver further progress. 

 

One of the key priorities of the Scottish Parliamentary Corporate Body (SPCB) is to 

increase the diversity of the parliamentary workforce to reflect modern Scottish 

society.  We know that an individual’s background too often influences their future 

success and for this reason, the SPCB launched its Diversity and Inclusion Strategy 

in 2017 to focus on those groups who are currently underrepresented in our staffing 

complement. 

 

Since 2017, the SPCB has made a concerted effort to improve its recruitment, 

retention, and progression practices with regards to the Black, Asian and Minority 

Ethnic (BAME) workforce. In 2017, our annual employee diversity monitoring indicated 

that only 1.2% of the Parliament’s workforce described themselves as from a BAME 

group.  Following the implementation of the measures set out below, this figure has 

increased to 4% as of 31 March 2020.  As the Committee will know, the last national 

census (2011) found that the percentage of people in Scotland from minority ethnic 

groups had doubled to 4% from 2% in 2001. 

 

With regard to the questions you asked in your letter dated 2 March 2020, I have set 

out some of the steps taken below. 

 

1. How does your organisation work together with schools, colleges and 
universities to help people from minority ethnic communities move into your 
work place? 

 
• Our recruitment approach has changed in many ways which has helped us to 

attract applicants from a more diverse range of backgrounds.  Our main areas 

of focus during these last few years have been on building partnerships with 

external organisations to facilitate inward and outward secondments and create 

routes into careers for people from diverse backgrounds. 

 

• The Parliament’s Apprenticeship Programme is a good example of where we 
have worked with several partners to help us attract young people from BAME 
backgrounds.  This targeted approach has included existing staff going out to 
speak to BAME organisations across Scotland to help identify young people 

https://www.parliament.scot/abouttheparliament/30314.aspx


who could be suitable for an apprenticeship at the Parliament.  Schools were 
also approached and informed of our targeted approach towards young BAME 
people. As part of this, we provided support to young BAME people by offering 
one-to-one coaching on interview and application techniques.  At the same 
time, we provided opportunities to find out about the different roles in the 
Parliament and meet with current employees.  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. We 
always seek feedback from our partners to address any potential barriers to 
inform future apprenticeship programmes.  

 

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

 

• In line with the commitments in our Diversity and Inclusion Strategy and our 

new approach to recruitment this has helped us to attract applicants from a 

more diverse range of people. Our values of Stewardship, Inclusiveness, 

Excellence and Respect are embedded throughout, for example our values are 

built into the way we describe job roles which has been threaded through 

specific posts that have been advertised. This will ensure that we recruit people 

not only with the right skills, knowledge and experience but also with the right 

values to support the Parliament in meeting its priorities. We also know from 

feedback that candidates from BAME backgrounds have welcomed this 

approach to recruitment. 

 

• Our Outreach Services team have commenced a programme of work with 
organisations in Edinburgh and Glasgow that work with BAME groups on 
employability. We also work closely 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 team plan to attend more events when they resume, and COVID-19 
restrictions are lifted. 

 

 

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. 

 

• Every year, data is published on the ethnic diversity of the workforce. The 
information provides data on the diversity profile of employees and success 
rates of BAME people in recruitment. This allows the SPCB to review progress 
and make recommendations based on this data to inform future policy decisions 
and specific interventions to address any barriers experienced by BAME 
employees. For example, our first ethnicity pay gap report was published in 2019 
which showed a pay gap of 21.6%. The available data shows us that whilst the 
number of BAME employees in the organisation is slowly increasing, there is 
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under-representation at more senior levels causing the pay gap and we are 
taking steps to address this. 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. 

 

• Many of our BAME employees have come through entry-level posts, for example 

through the Apprenticeship Programme, and have successfully secured 

permanent posts. However, we recognise that building their personal 

development, leadership and confidence will help them further to progress and 

develop their careers in the Parliament. Our aim is to deliver a Leadership 

Programme for BAME employees later this year. This will build on the personal 

development opportunities that have already been provided via our BAME 

employee network. 

 

• We have developed alternative solutions for meeting short term recruitment 
needs including reducing our reliance on agencies, introducing our own 
temporary resourcing pool and short-term interchange arrangements with other 
domestic legislatures.  Employing people directly allows us to enhance the 
diversity of our workforce. In addition, we targeted young BAME people through 
the Apprenticeship Programme to join the temporary resourcing pool, as well as 
young graduates who were over-qualified for the Apprenticeship Programme. 
Four BAME individuals were in the pool with two of them subsequently gaining 
permanent posts.  

 

• The Scottish Parliament’s BAME employee network is 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 network also offers peer support to BAME employees while their senior 

champion provides a mentoring and supportive role to those with key roles in 

the network. 

 

• The BAME network works in close collaboration with the Human Resources 

Office and Outreach Services to continually support the development of BAME 

employees. Many BAME employees have been involved in supporting projects 

such as the Apprenticeship programme and Young Women Lead, acting as 

advisers whilst gaining valuable experience and skills that will benefit them in 

the long term. 

 
 

 

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

 
• Our values are a central part of our working culture and are used to recruit, 

manage and develop our employees. These help to provide clarity about our 
common purpose and priorities:  

o Stewardship; 
o Inclusiveness; 
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o Excellence; and 
o Respect. 

• These values are there to guide our interactions and day-to-day decisions and 
the expectations we have of ourselves and each other to appreciate difference; 
foster the experiences of diversity; and make colleagues feel they are able to 
make a valued contribution. They help us to hold each other to account when 
we see behaviour that does not support our values. 
 

• The BAME employee network has held a number of events for colleagues to 

raise awareness of racism, supported by members of Leadership Group and 

BAME Members of Scottish Parliament. The network is a valuable resource to 

colleagues and adds significant value to the organisation by helping to build a 

better picture of the needs and expectations of BAME employees. 

 

• The SPCB is currently reviewing its Dignity at Work policy to provide better more 

accessible procedures and support measures to people who are experiencing 

harassment, bullying and discrimination in the workplace. The main features of 

this review are to introduce a zero-tolerance approach to harassment, bullying 

and discrimination; create a central point for the reporting of all formal 

complaints; and provide access to independent advice and support to resolve 

matters informally, where possible and appropriate. The draft changes are 

currently out for consultation and is expected to be in place by October 2020. 

 

• Equality impact assessments also provide a way of anticipating the needs of 

diverse groups when making decisions to ensure that no one is excluded or 

disadvantaged from our policies and services. The Parliament’s Strategic 

Delivery Plan includes a commitment to improving the uptake of EQIAs. We are 

aware that further work is required to make sure these are properly built into 

how we make decisions. 

 

5. What initiatives or training and development opportunities does your 

organisation have to encourage a diverse workforce? 

 

• 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.  

 

• 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.  



 

• The Parliament has worked with a range of partners whose aim is to develop 
people from diverse groups by providing placement and mentoring opportunities 
in a work context, for example offering young people a mentor through the 
Career Ready programme. The Parliament has also supported Inclusion 
Scotland’s Disabled Internship programme for over five years. Some of the 
interns have been successful in gaining a permanent post. Before lockdown, 
there were plans to develop a placement programme for some of the young 
women on the Young Women Lead Programme, however this has had to be 
postponed. I intend to revisit this once we are able to do so. 
 

• The Diversity Employee Networks have an integral role in the Parliament. 

Overall, there are six Networks, including the BAME network, who have access 

to a dedicated budget to organise events that promote diversity in the workplace.  

Combined, they reinforce the value of having a diverse workforce by sharing 

their lived experiences with their colleagues. Their joint contribution builds a 

better understanding of diversity across the workforce.  

 

Future Developments 

 

In the short term, our main priority is to ensure that BAME employees feel safe coming 

back to work as we move out of the lockdown phases. Our most recent staff Wellbeing 

survey highlighted concerns from BAME employees about their safety as BAME 

communities have been shown to be more vulnerable to Covid-19 than the general 

population. We will put in place plans to ensure that BAME employees are supported 

through conversations with their manager and guidance made available for managers 

on the risks concerning BAME employees. 

 

Looking ahead, we must address the ethnicity pay gap report by focusing our efforts 

on addressing the lack of BAME people in senior or strategic roles and to close the 

ethnicity pay gap.  

 

To do this, managers will be asked to identify opportunities where a targeted approach 

can be used to attract people from BAME backgrounds. A programme of career 

development will be offered to BAME employees to help them progress their careers 

at the Parliament.  

 

We recognise that more can be done to recruit at a senior level but as we start to see 

more BAME people join the Parliament, our aim is to retain this talent and support 

everyone to develop to their full potential. As such, we will monitor our progress, 

through the Parliament’s Strategic Delivery Plan which includes a specific aim to 

Develop a skilled, diverse and inclusive workforce that embeds our values in all that 

we do. There are key objectives under the Diversity and Inclusion Delivery Plan for the 

Parliament’s Leadership Group to meet its commitments to increasing the diversity of 

the workplace - in particular those from BAME communities and young people; and in 

the People and Culture Strategy Plan to meet the challenges of becoming a diverse 

and inclusive organisation. The Parliament’s Leadership Group oversees progress of 
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both these plans and will review them to get a sense of progress whilst informing future 

policy decisions about the make-up of our workforce.  

 

It is important that we continually measure our progress to drive decision making 

throughout the parliamentary service until our workforce truly reflects the diversity of 

Scotland now, and in the future. 

 

Please do let me know if I can provide any further information to support the 

Committee’s work. I very much look forward to hearing the results of the Inquiry and 

will be interested in recommendations for change. 

 

Yours sincerely, 

 

 

 


