
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 

Organisation in attendance were: 

Mohammed Razaq, Executive Director, West of Scotland Regional Equality Council 

(WSREC) 

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? 

Different institutions will have a different role to play in different situations. Schools for 

example provide work experience opportunities and perhaps they need to expand this. 

School pupils are left to identify their own placements and some BAME families 

struggle with this.  

Work together to identify potential specific placements. 

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


 

Schools 

Schools need to be more proactive in supporting those children who are struggling. 

There also needs to be more positive input from schools in terms of foundation 

apprenticeships. For some ethnic minority communities, they only want their children 

engaged in studies and don’t always see things like foundation apprenticeships 

(offered in colleges) as being something that can help people in to further and higher 

education so schools need to be more proactive in raising awareness of this. 

Parents evenings can sometimes be a barrier to some parents attending, with a lot of 

ethnic minority parents working in areas that involve evening work like retail/hospitality. 

Colleges 

Make more opportunities available for placements in the working environment to give 

young people the experience of the workplace. Again, a lot of families don’t want young 

people to be working or earning as it detracts from studies but that is counterproductive 

as it doesn’t allow experience to be gained so if placements and experience can be 

offered as part of the college course that could address this issue. 

Allow people to experience different environments; gives something for people to 

include in CV. 

Universities 

Very similar to colleges. A lot of young people are coming through Universities with 

good degrees and still can’t find a job. An example of a medical student graduating 

and then being given a placement immediately after qualifying. Could this be a 

possibility for other courses or for more ethnic minority graduates as a rule. Or the 

opportunity to get a 6-month traineeship after graduation. Many young people end up 

disheartened after graduating at not being able to find traineeships or jobs after 

graduating and end up just taking lower paid jobs and not fulfilling potential.  

University placements paid if possible, but ok if not.   

University of West of Scotland agreement with Dell to take on female university 

students, why not extend to ethnic minorities, people with disabilities, other groups. 

 

2.How should employers encourage more people from minority ethnic 

communities to apply to work with them? 

Employers need to get their house in order first. They can’t encourage people to work 

for them if people are not happy to apply. This needs to start from the point of drawing 

up the job description. If you have a disability you can be guaranteed an interview if 

you meet essential criteria, why can’t that be done for ethnic minorities? 

 



Whoever is on recruitment panels need to undertake equality training first. They need 

to have figures put to them about how disadvantaged certain groups are when it comes 

to recruitment. Figures like this need to be included in every panel pack for every job 

they are recruiting for. 

Recruitment packs could put out information about how diverse their work force is 

currently. 

Public sector is obligated to collect equalities data when they recruit. The private sector 

is not obliged to do that but should be. This data should be made freely available to 

potential applicants. If you are aware from the beginning that there are other people 

from the same communities as you, who have been successful, then it would 

encourage you to apply. 

Businesses should expand where they advertise to make sure they are reaching a 

wider audience. Perhaps publications or radio stations that are particularly targeting 

ethnic minorities. 

Boards – if people see other people from ethnic minorities represented on the boards.  

Provide support for the trusted community organisations who are able to support 

individuals from ethnic minority communities. Nobody has confidence or trusts 

Jobcentre plus for example. Give the financial support to the organisations who are 

trusted. 

 

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

communities in their organisation? For example, women returning to work. 

There are good procedures in workplaces to support people to return to work so no 

issue with that but perhaps it is discrimination or racism from colleagues that is more 

likely to put people off from returning. Need robust policies to support people who 

complain about racism. If an organisation has a complaint, even verbally, it should be 

formally recorded through their procedures. A lot of organisations don’t even deal with 

it and if they do they don’t deal with it appropriately. This is why data collection is so 

important. If it is available to staff to see that things are being dealt with then this 

breeds confidence. Independent advice should be available to businesses to help 

them deal with these situations. 

Training opportunities should be made available and employees proactively 

encouraged to take them up. An environment of support is needed to help people feel 

comfortable. 

A lot of opportunities and career conversations might happen in social settings out with 

the work place and sometimes there may be cultural barriers that prevent people from 

attending some of these social settings. More so for females from ethnic minorities. 

Be open with people; provide stats etc on current representation so it builds an 

attachment.  

Be proactive (again!); ‘headhunt’ if necessary!  



Explain what employers are looking for 

Have some kind of ‘interview guarantee’ mechanism 

Expand advertising avenues; promote more widely  

 

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

does everyone know their responsibilities? 

No. Organisations generally don’t do this properly. Nobody is doing this right. 

A lot of training and a lot of soul searching is required. Businesses do want to deal 

with it properly though. There has been experiences of writing to bosses to complain 

but the response doesn’t come from them it comes from their lawyers. Surely their 

needs to be a middle ground where things are dealt with without going to lawyers. 

Lawyers will automatically deny things. If you are the complainer, then getting an 

immediate denial will only result in a fight. If the organisation comes back less formally, 

apologising and saying they will look in to it then people are more satisfied with this. 

Needs to be a middle ground where lawyers are not involved at early stages. 

Policies are not always coherent, less jargon.  

Managers need to have training and knowledge if they receive a complaint to know 

how to deal with it, not put it under the carpet to get peace. 

Good policies that you go through and are coherent to the victim and the person who 

is being complained about and trained staff who can give coherent reasons if a 

complaint cannot be taken forward. 

Clear guidance/support for managers, each complaint will be different, individuals 

might be left on their own and they may not be experts in discrimination. 

Make use of independent/external support/advice  

They are often given the local reps, who are often not confident to deal with this and 

refer to the Equality Officers.  

Unions can be reluctant to take this on, so if a Union is reluctant to take this on, how 

is your employer going to take this on?  

Examples where, individuals have been told, ‘Don’t have a case’ Dates passed 

without telling then that there is a deadline. 

Set of procedures for different scenarios, people may have a mental health issue 

and need more time. 

Confidence can be very low for individuals after applying for lots of jobs. Have 

confidence building training.  

Lots of training/support for people when they join the organisation. 

Give people policies/procedures re: discrimination, so they can have confidence in the 

organisation that they would be supported before they ever join an organisation.  



Keeping them stress free when they are at the organisation.  

How are employers preparing people within their organisation to move within the 

organisation if you would want to keep people from ethnic minority communities? 

 

5.What training and development opportunities should employers have to 

encourage a diverse workforce? 

Placements are a great way of encouraging a diverse workforce. If an employer can 

offer summer placements (paid if possible) then it could give them an opportunity to 

target ethnic minority employees/individuals. This can give the student on the 

placement a positive experience of that organisation as well. 

Housing associations offer traineeships to ethnic minorities for a year and they offer a 

course while they are at the organisation. This gives them experience and 

qualifications to apply to the same organisation or sector after the year. Other 

organisations could follow this model. 

If organisations treat their ethnic minority employees well then word of mouth is a very 

strong way of getting the message out. 

There are a lot of events that go on and if employers want to target a group then they 

need to go to the events in the communities where they are. 

No confidence to go to Job Centre Plus. 

WSREC (West of Scotland Regional Equality Council) has had success getting people 

into jobs when the job centre could not. 

CV Help/Interview skills 

Partnership approach with the local community. 

Glasgow City Council – gave placements for second year University students to target 

ethnic minorities. Very successful with this. This could happen with any organisation. 

They could pass this information to organisations like WSREC and we could pass this 

information on to the local communities.  Partnership would be good, tailor made 

placements. 

Head of departments/Head of organisations, what could they do to have a number of 

people from ethnic minorities/How can we get a diverse workforce? 

Head of departments/Head of organisations, should be given the responsibility and 

not asked to increase the number of people from ethnic minorities within the 

organisation’s workforce. How can we get a diverse workforce; set this as a specific 

and measurable goal with their annual work plan.  


