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1 Introduction 

1.1 This report is an evaluation of the Pathways to Employment project which is based 

in, and run by Sikh Sanjog – an Edinburgh based organisation whose vision is to 

‘inspire and empower Sikh and other minority ethnic women to advance their own 

life opportunities, through the building of skills, confidence and social inclusion’. 
 

1.2 This vision fits well with the general teachings Sikhism which are strongly in favour of 

gender equality; indeed, these make clear that inequality and sexism are 

unacceptable.  However, whether Sikh (Indian) culture is always reflective of (Sikh) 

religion is something that the women interviewed as part of this evaluation appear 

to grapple with on an almost daily basis.  These same women then have to cope with 

the additional inequalities and race discrimination evident in the labour market in 

Scotland (and which is addressed in more detail in Section 2).   

 

1.3 Culture itself is not always a barrier – for example the education of females is by and 

large encouraged amongst the British Sikh community (less is known about the 

Bhatra1 Sikhs in Edinburgh).  A significant number of British Sikh females have also 

secured professional occupations as doctors, lawyers, teachers and so forth, and 

their contribution to household incomes has enabled numerous British Sikh families 

to afford housing in increasingly affluent areas. 

 

1.4 In Edinburgh, where less research appears to have been carried out, Sikh Sanjog was 

set up in 1989 by the first generation of Sikh women and has been supporting 

women of all ages - living predominantly in the East of the city – since then.  There is 

also a local Gurdwara2 in the area and the community now sees 3rd generation 

Scottish Sikhs attempting to integrate widely into Scottish society. 

 

1.5 Encouragingly this integration would appear to be supported at the highest levels.  In 

the British Sikh Report 2015 – a strategic document put together by an independent 

team of Sikh professionals in order in part to assist the public sector meet the 

requirements of the public duties under the Equality Act 2010 – Nicola Sturgeon, 

First Minister of Scotland says: 

 

 

                                                             
1 Bhatra Sikhs are the pioneer Sikh community to migrate to Britain, arriving as early as the 1920s but with 
many more arriving after the partition of India in 1947.   
2 The place where Sikhs come together for congregational worship 



 

5 
 

“Scottish identity is like a tartan.  It is made up of many colours, many threads, many 

strands – each one of them is part of the fabric of Scotland.  The Scottish National 

Party and the Scottish Government celebrate the contribution made by Scotland’s 

confident and integral Sikh community and will continue to work towards common 

ambitions”.   

 

1.6 But for those Sikhs who are neither confident nor integrated – there appears to be a 

great deal of work still to be done by organisations like Sikh Sanjog.  The 

organisation’s latest focus has turned to employability - thus providing the 

motivation for this evaluation. 

 

1.7 Employability in general has been a growth area in Scotland for the last ten years – 

Scottish Government’s Strategy Workforce Plus in 2006 even had a particular focus 

on helping those most disadvantaged in the labour market.  This strategy was 

subsequently refreshed in 2012 and renamed as Working for Growth.  

  

1.8 Employment disadvantage faced by minority ethnic groups in Scotland is multi-tiered 

and has been researched for much longer; evidence highlighting:  

 That the positive interaction between people from different ethnic backgrounds, 

including in employment (where people work) can help build cohesive and 

integrated communities 

 That disadvantage and discrimination in employment often has a knock-on 

effect, leading to, for example, poor mental health, increased poverty and a lack 

of provision of appropriate services 

 That a disproportionate percentage of minority ethnic groups are 

underemployed and over concentrated in insecure, low paid and low skilled 

employment 

 That the complex experiences of minority ethnic groups are often ignored in 

wider employment work – for example failing to take into account the 

intersection between age, class, disability and gender across minority ethnic job 

seekers and workers 

 

Since this wider context is fundamental to the Pathway to Employment project’s own goals 

and objectives, the next section looks in more detail at some of the key policies and 

legislation. 
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2 Strategic Context 

The strategic context in Scotland is crucial in supporting the work Sikh Sanjog delivers at 

operational level.  Since the introduction of the Equality Act 2010 in particular, both national 

and city wide public sector partners have been obliged to mainstream equality and improve 

outcomes across their own work programmes for minority ethnic individuals. 

 

2.1 Legislation 

2.1.1 While Sikh Sanjog identifies itself first as a service delivery organisation and only 

then as a minority ethnic organisation, the work it does can, and should be set firmly 

within a strong equality legislative framework including the Human Rights Act 1998, 

the Scotland Act 1998 and the Equality Act 2010 (creating the Public Sector Equality 

Duty and placing an obligation on public authorities’ work, including employment 

support, to avoid unlawful discrimination and positively promote equality). 

2.1.2 To illustrate this, one of the largest employers in the city – the Edinburgh City 

Council – has published an Equality and Rights Outcomes & Mainstreaming Action 

Plan 2012-2017 which contains the strategic Outcome:  Edinburgh’s Economy 

Delivers increased investment, jobs and opportunities for all.  This is further defined 

in Appendix 1. 

2.1.3 Another example is found in NHS Lothian’s Mainstreaming Report 2015 which 

identifies one of its areas of action on equality as: 

“Contributing to building safer communities through funding community partners in 

the voluntary sector to meet social capital outcomes and increase community 

cohesion to improve health and wellbeing”.  

 

2.2 Policy  

In recent years there has also been additional research on the specific issues of ethnicity and 

employment. 

2.2.1 A relevant new report by the Scottish Parliament’s Equal Opportunities Committee 

called ‘Removing Barriers:  race, ethnicity and employment’ was published January 

2016.  In its introduction it states:  

“Employment is such a pivotal aspect of our lives that achieving equality in the 

workplace is a vital part of ensuring that Scotland as a nation is fair and inclusive to 

all”. 
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The Committee’s remit overall was to investigate the barriers to employment for 

people from minority ethnic communities in Scotland and to examine what can be 

done to assess and respond to these barriers.   

Seventeen recommendations are made in the Report, including: 

 that the Scottish Government works with employment services to develop 

gender specific employability schemes aimed at ensuring the appropriate 

resources, such as targeted support, information and training, are available for 

minority ethnic women seeking employment support and advice; 

 that the Scottish Government works with public bodies to ensure that policies 

on careers advice, work experience, work placements and internships are 

equality assessed and that the Scottish Government considers setting equality 

targets for such schemes 

2.2.2 In the same year, Scottish Government published a refreshed Race Equality 

Framework for Scotland 2016-2030.  Key goals in this Framework include: 

 Identify and promote practice that works in reducing employment 

inequalities, discrimination and barriers for minority ethnic people, 

including in career paths, recruitment, progression and retention; 

 Reduce barriers and provide support for minority ethnic people who are 

new to the labour market, including school leavers and new migrants 

2.2.3 Aside from both these important new developments focusing on ethnicity, there 

exists a plethora of other relevant Scottish Government policies, strategies and 

frameworks:  

 Anti-Poverty strategy (Achieving our Potential) 

 Economic strategy 

 Youth Employment Strategy 

 Employability Framework3 and delivery infrastructure including a Third Sector 

Employability Forum.  This Framework states:  

“At under 4 per cent of the population, the proportion of minority ethnic people in 

Scotland is relatively low.  However, we recognise that higher concentrations exist in 

certain parts of the country, particularly our major cities.  In those areas in particular, 

we expect local partnerships to continue to consider the need for specific research 

based interventions and to regularly review the effectiveness of their approaches”   

                                                             
3 From April 2017, employability powers will be fully devolved to Scotland as per the Smith Agreement. 
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2.2.4 City of Edinburgh in turn has its own Integrated Employability Strategy 2012 – 2015 

which aims to align the local with the national using the Strategic Skills Pipeline with 

its five stages of support: 

Stage 1 Stage 2 Stage 3 Stage 4 Stage 5 

Referral and 
engagement 
activity 

Needs 
assessment 

Vocational 
activity 

Employer 
engagement and 
job matching 

In work and 
aftercare 

 

Joined up for Jobs is the job strategy delivering this Pipeline at operational level. It 

sets out how a partnership of key agencies will help more people into employment 

providing information for service providers, employers and job seekers. [Note:  by 

using the search engine on this site it is possible to find limited information on Sikh 

Sanjog’s work].   

The strategy is further supported by Caselink which is the Management Information 

System currently used by around 60 projects delivering employability support 

services in Edinburgh, East Lothian and Midlothian – allowing for more effective 

auditing and acting as a local research tool. The data has already enabled an 

ethnicity profile of employability clients to be developed which states:  

 

“We (Edinburgh City Council) can also see from the table that far fewer people from 

an Asian background are being supported by Caselink using organisations than you 

would expect from simply looking at the population profile provided in the Census - 

3.4% of Caselink clients said they were Asian whilst 5.5% of Edinburgh’s population 

are Asian. This could mean that the 70 or so Caselink using organisations are not 

attracting this client group, or it could simply be that less Asian people are out of 

work and need the support of these employability focused projects”. 

 

2.2.5 Other examples of city wide employability support available (this list is by no means 

exclusive) are: 

Employability in Scotland – a website supporting Scotland's employability 
framework  

All in Edinburgh/REMPLOY/Into Work –-   services helping people who have a 
disability or long term health condition find placements and/or paid work. 

Employment hubs - provide employability support city-wide 

Leith Neighbourhood Partnership’s Local Community Plan 2014-17 with an 
economic priority to help people into work, volunteering, training and education 

SCVO – employability work includes creating jobs in Scotland’s third sector for 
unemployed young people 
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LINKnet provides one to one mentoring support to minority ethnic individuals in a 
range of areas including employment. 

2.2.6 Part of this evaluation has required attempting to uncover how or if Sikh Sanjog 

could or should fit into this wider context. 

 

2.3 Demographics and Research 

2.3.1 The 2011 Census found that Scotland’s minority ethnic population constitutes 4% of 

Scotland’s total population. The largest ethnic group is the ‘Asian, Asian Scottish or 

Asian British’ group (approximately 140,000) which can be further sub divided in 

order to identify ‘Indian, Indian Scottish or Indian British’ (approximately 33,000).  

By going to the information on religion it is then possible to identify the 

approximate size of the Sikh community within those categories above – 9000 

across the whole of Scotland in 2011.  This would indicate that Sikh people make up 

approximately a quarter of all Indian people in Scotland – yet, based on searches 

carried out as part of this evaluation at least, they are rarely identified/researched 

in their own right.  This carries the risk that an organisation like Sikh Sanjog, whilst 

carrying out crucial work, could largely fall under the radar in terms of influencing 

and shaping city wide policy and practice on employability. 

2.3.2 In Employability in Scotland’s 2014 Toolkit4 an attempt was made to sum up the key 

points in relation to the demographics of minority ethnic groups in general in the 

labour market in Scotland:  

1. There are stark differences in the employment, unemployment and economic 

activity rates for people in the minority ethnic population compared to the white 

population.  

2. The recession has exacerbated labour market disadvantage for all minority 

ethnic groups.    

3. Women from minority ethnic groups are particularly disadvantaged in the labour 

market.  

4. There is some evidence that people from minority ethnic groups are more likely 

to work in particular occupational sectors. This suggests particular difficulties 

with securing employment in some sectors.  

5. There is also evidence that despite good qualifications people still face barriers in 

the labour market.   

 

                                                             
4 Scottish Government:  Employability in Scotland.  Working with Minority Ethnic Clients to Promote and 
Progress Racial Equalities: a Toolkit for Employability Partnerships and Projects.  March 2014 



 

10 
 

2.3.3 Annual population surveys provide further evidence, for example, the minority 

ethnic female employment rate is 47% compared with 68% among white females.  

2.3.4 In the longer term, people from minority ethnic communities will account for half of 

the growth in the working age population over the next decade.  They are also about 

twice as likely to be in relative poverty as white Scottish and other white people, and 

nearly three times more likely to be in in-work poverty – evidence found in Joseph 

Rowntree Foundation’s analysis of poverty and ethnicity in Scotland (2010).  One of 

the recommendations following this JRF analysis was that: 

 
 Those who are the furthest away from the labour market, for example 

those who have low levels of English language skills, should be prioritised 
for investment in support 

 

2.3.5  In addition, austerity measures, including the public spending cuts, have been 

found to impact disproportionately on both women AND minority ethnic groups.    A 

seminar organised by the Scottish Poverty Alliance in 2011 highlighted additional 

dangers for minorities within minorities - the ‘hidden poor’ or ‘invisible populations’ 

mostly likely to need support but least likely to get it.  One of the results of this 

acute resource scarcity has been the push for all groups to develop their own social 

enterprising initiatives.   

 2.3.6 Overall, this contemporary legislative and policy framework, reinforced by the 

available research recommendations, indicates a clear need for the work of Sikh 

Sanjog both over the last four years but also, this evaluation suggests, for well into 

the future. 

 

 

3 Methodology 

3.1  The evaluation was carried out from May to July 2016 by Eleanor McKnight, an 

independent consultant who has worked in the race equality field in Scotland for 

over 20 years.  Largely qualitative interview methods were employed overall, along 

with a small number of questionnaires which were circulated to Sikh women in order 

to try and capture a wider cross section of views and ideas.   

3.2 As an initial step, advance thinking with the clients (Sikh Sanjog) was carried out to 

discuss the project’s history and implementation.  Advice was taken from both the 

Director and the Community Development Manager with regard to relevant contacts 

externally. 

3.3 The primary methods for assessing project impact in the first instance were (1) 

documentary review, (2) interviews and (3) analysis of available monitoring data.  

Documentary evidence included previous research and progress reports, 
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fundingapplications and annual reports, job descriptions and monitoring information 

including personal development plans.  Case studies were also collated in order to 

present realistic and contextually rich situations, allowing the consultant to 

investigate the project in greater detail although obviously the findings could not be 

generalised to cover all participants.  Interviews were then held with individual 

Board members, staff and volunteers as well as Sikh women who had taken part in 

the project over the last 4 years. 

 

 

4.   About the Organisation 

4.1 Sikh Sanjog has been offering gender specific services in Edinburgh for over 25 years. 

These services are predominantly but not exclusively - for Sikh women and their 

families in response to educational, recreational, cultural and social needs, 

recognising the potential for life-long learning as well as social and economic 

inclusion. They include social events and excursions, youth activities, cultural 

awareness, health & wellbeing advice and informal counselling. 

4.2 Organisational governance is managed through an active and diverse Board which 

runs a number of short-term sub committees (an Employability sub-committee was 

introduced as part of this project in order to support staff with monitoring and 

reporting, attending meetings with funders and so on). 

4.3 In 2010, Sikh Sanjog, in an effort to consider longer term sustainability (see 2.3.5 

above), branched out and set up a social enterprise in the form of a community 

training café called Punjabi Junction, based in the heart of Leith.  This has proved 

very successful and in addition to the café itself, staff members now also run cookery 

classes, provide outside catering, host students from the only Gastronomy course in 

the UK (run by Queen Margaret College) and have even featured on televised 

cookery shows hosted by high profile chefs such as Madhur Jaffery and Paul 

Hollywood.  These have in turn led to customers coming from all over the world just 

to try out the food! 

Trip Adviser comments include: “If you want authentic food, then this is worth a try. 

It’s not a professional dining experience in the traditional sense of a restaurant - this 

is a community cafe empowering local ethnic minorities. But the food felt properly 

home-made, original, tasty and great value”. 
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“Sadly – for some of the women – life 
hasn’t changed that much” (in the 25 years 

since the community first began to settle in Leith) 
 – Board member 

 

 

5.  Pathways to Employment  

5.1 Background 

5.1.1 It was as a result of Sikh Sanjog’s wider programme of volunteering and community 

support – as well as through their social enterprise venture in the form of the café - 

that the specific need was identified to try to empower and enable those women 

whose quality of life was being severely hampered by a lack of independence and life 

choices – in particular the multiple barriers faced in gaining paid employment.   

5.1.2 Shortly after the café opened, in November 2011, a community survey was carried 

out which targeted 200 respondents.  175 responses were received (an 85%+ return 

rate).  Findings indicated that: 

 Over 70% were economically inactive 

 Self-identified barriers included: 

o Proficiency levels in English (particularly literacy) 

o Cultural issues e.g. family restrictions 

o  Lack of confidence 

o  Lack of knowledge of the system 

o  Lack of ‘appropriate’ skills 

o  Lack of role models/contacts outside family and friends 

  The issue of employment/racial discrimination was not asked about during 

this survey though more recent research such as the Equal Opportunities 

report referred to in Section 2 above has re-emphasised that this as an 

additional barrier which must be taken into account) 

 Almost 50% felt that if opportunities were presented within the safe 

environment of Sikh Sanjog (and by association the café) that these would be 

rapidly taken up 

5.1.3 In November 2012, the organisation successfully secured a four-year grant from the 

Big Lottery Life Transitions Fund to deliver Pathways to Employment – an 

employability project working with local women (primarily Sikh) in order to provide a 

stepping stone and enable them to progress towards or move into employment.  It 

was believed that this would complement the work of the training café but aim to 
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move women past this and into other forms of employment.   The target group was 

1st and 2nd generation Sikh women, many of whom were facing extreme instances of 

social isolation and economic exclusion –the organisation recognising from the 

outset that young women of 2rd generation, whilst better educated and often 

speaking English as their first language, can also face barriers when it comes to 

finding and staying in employment – or moving on within the workplace. This is 

further addressed in the Recommendations section.  

 

5.2 Agreed Outcomes 

5.2.1 The Outcomes of the project were identified, agreed with funders and appear to sit 

comfortably within the wider Employability Pipeline outlined in Scottish 

Government’s Employability Framework (see Page 8 above), with Sikh Sanjog 

identifying the greatest need at Stages 1 (appropriate targeting, one-to-one 

engagement and personalisation of service), Stage 2 (needs assessment) and Stage 3 

(vocational training involving a mixture of approaches): 

5.2.2 Outcome 1 

Sikh (and other minority ethnic) women who are economically inactive due to 

cultural, family, language or confidence barriers, will have improved employability 

skills 

Indicators 

 Total number gaining accredited qualifications in food hygiene, customer care or 

communication 

 Total number achieving bespoke written business English qualification and/or 

computer qualification 

 Total number completing CV and engaging with mainstream job seeking service 

 Total number applying for employment outside Sikh Sanjog and secure interview 

5.2.3 Outcome 2 

Sikh (and other minority ethnic) women who are economically inactive due to 

cultural, family, language and confidence barriers gain paid employment in Sikh 

Sanjog’s social enterprise café, in Sikh Sanjog as a whole or in another social 

enterprise 

Indicators 

 Total number taking up work experience opportunities in Sikh Sanjog 

 Total number recruited as paid permanent or regular sessional workers in Sikh 

Sanjog café 

 Total number employed in other social enterprises 
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5.3 Participants 

5.3.1 The first year involved promoting the service and encouraging women to come 

forward.  For those consulted with as part of this evaluation, it was clear that 

awareness of the new Pathways to Employment was being raised largely through 

word of mouth between existing staff members, family and friends.  A small number 

of participants said that they had been referred by an external agency – for example, 

Access to Industry (another training provider operating in Edinburgh). 

5.3.2 The women came from a variety of backgrounds.  The age range was predominantly 

25-55, approximately 75% were from the Sikh community and 25% from other 

ethnic/religious backgrounds, and in relation to employment experience participants 

ranged  from those who had never worked before to those who already had 

qualifications and/or experience in either paid or unpaid work in Scotland (largely in 

relatively low skilled and traditionally ‘female’ roles such as nursery assistant, care 

assistant, personal assistant, sales assistant, crèche worker, after school assistant).  A 

number had left employment to become main carers and had not returned. 

In contrast, most women looking for work only in the café came in directly off the 

street – often without knowing anything about the connection with Sikh Sanjog or 

what the ‘host’ organisation did.  Most were local Leith, older women with ongoing 

family/caring commitments and so more likely to want a job which was temporary, 

flexible and/or part-time – but also very importantly as a means to gain respite from 

an otherwise severely isolated and isolating life.   

5.3.3 Few of the women who registered had had any previous opportunity to assess their 

own skills and qualities, to consider their aims in life or to set their own goals – not 

least in relation to a job/career.  The majority were more simply looking for help in 

finding any kind of job (sectors favoured by the first generation of women continue 

to include catering, childcare, health & beauty, family retail) either within Sikh 

Sanjog or outside – for similar reasons as the majority community and including to 

bring more money into the family household at a time of increasingly financial 

hardship and cutbacks.   

 

“Many of our young people – but it is 
worse for the girls – are slipping through 
the net because they are not seen as a 

risk. They are ‘invisible’”  

– Staff member 
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5.4 Training and Support 

5.4.1 A Community Development Manager was recruited in the first year - part of whose 

remit was to lead the new project.  Two additional posts for trainee bilingual 

Community Development support workers (made possible by Scottish Government 

match funding) were added in order to provide a stronger bridge between Sikh 

Sanjog and the wider Sikh community.   

5.4.2 In the first year staff developed and delivered a number of training courses as part of 

the project – sourcing and then working in partnership with other training providers 

when necessary. 

3 training modules running for 10 weeks were organised (some in partnership with 

organisations such as Edinburgh City Council’s Duncan’s Place Resource Centre and 

Bethany Christian Trust’s Learning Centre) focusing on: 

 Soft skills  

 Computer literacy 

 CVs, job search skills, drafting of covering letters 

5.4.3 In addition, the training café facilitated (again using external providers such as 

Edinburgh Community Food): 

 Food hygiene courses 

 Customer Care training 

Further innovative training opportunities were offered in the café such as events 

management – from organising small dinner parties to catering for huge events such 

as the Edinburgh Mela.  Ongoing support highlighted problem solving, team work 

and interpersonal abilities and in the last twelve months in particular, a more formal 

workplace culture has been introduced including standardised HR policies and 

practice e.g. applying for holiday/annual leave, supervision and regular staff 

meetings in order to prepare women more effectively for the world of work beyond 

the café.   Finally, all of the women were encouraged to consider other professional 

and personal development training within Sikh Sanjog – English as a Second 

Language classes and computer classes (for example setting up an email account to 

get paid electronically) – which tied in effectively with the Pathways to Employment 

programme in terms of helping to meet the agreed outcomes.   

 

5.5 Project Learning:  Year 1 

5.5.1 A number of unanticipated challenges were faced in the first year which were: 

 Length of time required to build trust with individual women in order to gain a 

true picture of their employment pathways  
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 Presentation of unexpectedly low skills levels requiring changes to the overall 

training programme e.g. basic literacy, one to one support and shorter courses 

 Breadth of additional, complex personal and social issues requiring intensive and 

immediate support/counselling.   Numerous examples (staff and board members 

felt those coming forward were just the tip of the iceberg) were disclosed of 

severe isolation, domestic abuse, gender oppression, mental health issues, and 

confusion about sexual identity  

 Intersectionality – many Sikh women’s experiences were clearly inflected by 

gender inequalities 

 Ten-week training modules offered were overly ambitious – particularly in the 

first year  

 Measuring impact proved difficult 

 Existing facilities within Sikh Sanjog were insufficient i.e. limited space and lack of 

access to computers 

 Providing work experience in Sikh Sanjog and the Café necessitated a reactive 

approach to securing additional funding on a job by job basis 

 

Learner 1 (literacy support) 

K’s spoken and written English were good but she needed help 

to improve her grammar and to increase the overall standard of 

her written skills.  As a result of the support in the Pathways to 

Employment project, she was employed by Sainsbury’s and was 

given a temporary promotion as a supervisor to cover sick 

leave.  She felt she could not apply for the permanent 

supervisory position as she would struggle to complete the 

written reports.  She was also concerned about attending for 

interviews.  (Unfortunately as a result of the additional work 

commitments, K dropped out of further training support).  

 

5.5.2 As a result of these challenges, Sikh Sanjog took a proactive approach and changes 

were successfully negotiated with funders for the following year.  These were: 

  

 Inclusion of additional self-development coaching e.g. confidence building, 

assertiveness, time management 

 Drop-in work club with access to computers (many of the women did not have 

this opportunity at home) based at Macdonald Road library 

 Additional adult literacy classes 
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 Development of new ‘soft’ outcomes (see Section 5 below) 

 Integration of the Pathways to Employment project into ongoing community 

development support e.g. encouraging women to attend sewing and therapy 

groups and then very gradually introducing discussion and debate around 

employment 

These changes led to measurable improvements from Year 2 onwards. 

5.6 Progress and Achievement 

 

5.6.1 For the remainder of the project, sufficient evidence was gathered to indicate that 

the majority of the agreed indicators had been successfully met.  Further, by taking a 

holistic approach with their clients, the staff team was clearly able to offer much 

more developmental support besides looking at employability needs in isolation – 

the traditional approach adopted by most ‘mainstream’ agencies.  This was of 

particular value when working with women who had very little previous experience 

of work or even schooling in this country. 

 

5.6.2 In relation to training, whilst the food hygiene courses were accredited and very 

popular, other courses such as literacy and computer skills were bespoke and 

offered certificates of attendance. 

 

5.6.3 In relation to employment, it would found that: 

 A number of those participants who were encouraged to seek further advice 

from mainstream job seeking services did so but preferred a member of Sikh 

Sanjog staff to accompany them.  This was sometimes due to the 

(perceived?) communications barrier, sometimes due to lack of confidence 

and sometimes due to previous negative experiences.  (Desk based research 

failed to reveal an equality satisfaction survey carried out by any one of 

these agencies which could prove or disprove these views more widely) 

  A high percentage of women applied for jobs as a result of the support 

offered although interviews were not always secured (exact number 

unknown – see 5.6.7 below) 

 Work experience – both paid and unpaid in Sikh Sanjog and in the café - was 

in general very positive and seen as an excellent first step onto the 

employment ladder.  The organisation plainly worked very hard to make a 

large number of these opportunities possible 

 The hardest indicator to meet proved to be ‘employment gained in other 

social enterprises’.   It may be that in retrospect this was set unrealistically 

high from the start in light of some of the additional barriers which have 

since been acknowledged and highlighted in Section 2. 
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Learner 2 (internal employability support) 

N approached the Pathways to Employment project to get help 

with completing application forms.  She was given one to one 

support with specific questions and also to fill out the online 

application, save it and forward on to employer.                          

N was successful in getting one of the jobs she applied for and 

now works in a nursery at a local school. 

 

5.6.4 Board members praised the ability of the Director and her team to source additional 

pockets of matched funding in order to provide paid work experience for a small 

number of women within either the organisation itself or the social enterprise café 

(amounting to 6-12 months each for the most part).  Whilst it was recognised that 

offering the minimum wage was also not ideal for these positions it was accepted 

that this was what could realistically be raised in a relatively short time.  Leaving 

aside the pay, project participants did appear to recognise and value the importance 

of gaining additional experience and professional training as well as the increased 

likelihood of getting a job whilst in a job and thus the opportunity to gain employer 

references. 

5.6.5 Practical work experience was also provided through external six week certificated      

placements.  These were secured with the following agencies:   

 Scottish Women’s Aid 

 Harvey Nicol’s 

 Positive Action in Housing Scotland (one-year mentoring programme) 

 Dr Bell’s Family Centre 

5.6.6 Over the 4-year period, the project was able to identify – for the purposes of the 

evaluation - a small number of women who were successful in gaining employment 

outside Sikh Sanjog (although not always in social enterprises) - mostly as sales 

assistants, nursery assistants or catering assistants.  Again, it was not clear if these 

jobs were by personal choice or if they were the only options offered to them by the 

employment agency.  These destinations included: 

 Debenhams 

 Beauty Salons x 2  

 TK Maxx 

 Andante (artisan bakery) 

 Local Nursery x 3  

 School catering  

 Gap 
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 Primark 

 The Card Factory and Clinton Cards 

5.6.7 In general however the participants’ employment pathways were not sufficiently 

linked across all of the agencies involved to collate monitoring data which would 

identify exactly how many women went for interview as a result of the Pathways to 

Employment support and further how many of them were successful in actually 

securing a job.  This is usually a crucial part of evaluating longer term 

success/impact.  

5.6.8 A small number of women also went on to gain further qualifications or access 

additional educational opportunities e.g. SVQs, pre-university courses. 

 

5.7 Staffing 

5.7.1 For the duration of the 4 year Pathways to Employment project – the overall 

operational work programme was led by the Community Development Manager 

(supported by the two trainee support workers and the Director when required).  

The Manager estimated that she spent approximately one day/week on 

employability and getting people ‘job ready’ e.g. support with CVs and applications – 

although more generic training on confidence building, literacy and communication 

and computer skills continued as part of the organisation’s wider community 

development work.  These additional classes in general attracted women who were 

learning more for their own personal development rather than for employment 

purposes. 

5.7.2 On this basis, staffing for the project would appear to be somewhat under-

resourced– especially given the learning points highlighted in 5.9 above - albeit that 

much of the work was also about signposting to other mainstream employability 

agencies including: 

 Community Renewal  

 Into Work/Remploy 

 SCVO (Scottish Council for Voluntary Action) 

 Skillnet5 

 Rathbone6 

 The experience of using these agencies was generally found to be more positive than 

working directly with job centres (see 5.8.2 below) although the following case study 

highlights the potential risks of duplication of support and even possible double 

counting of minority ethnic clients. 

 

                                                             
5 Since closed down 
6 UK wide voluntary youth sector provision – including an employability fund programme 
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Learner 3 (external employability support) 

R was a young woman with learning disabilities.  As a result of 

her complicated training needs, she was referred on to REMPLOY 

but because the new support provided was done in groups, R 

was uncomfortable with this and found it difficult to cope.        

The Community Development Manager made some further 

enquiries and found that another agency - Into Work would give 

one-to-one support to R so she was re-referred to them.  R was 

much happier with this approach and Into Work subsequently 

secured a supported work placement through SVCO.  (Note:  

although the outcome was positive for R in the end, the process 

was made complex and drawn-out for Sikh Sanjog staff and it 

would appear - in the consultant’s opinion at least - that several 

mainstream organisations are in direct ‘competition’ to attract 

minority ethnic clients as part of their own mainstreaming 

equality work). 

5.7.3 A new café manager took over in Punjabi Junction in 2015.  As a second generation 

Scottish Sikh woman, well qualified and with external working experience, it is 

evident that she has brought valuable leadership skills and acts as an important role 

model for the other staff and volunteers.  She has worked closely with the 

Community Development Manager in relation to delivering the project’s overall 

outcomes.   

 

5.8 Project Learning:  Year 2 onwards 

5.8.1 Training and Support 

 Early thinking was that women would come forward to join the project of their 

own accord but the reliance on word of mouth publicity did not lead to high 

numbers joining 

 Informal advocacy support including accompanying to other mainstream 

employment agencies, became integral but was not formally recognised at the 

outset and therefore never measured or evaluated 

 A new appointment system was deemed necessary given women’s preference 

for one to one support but was generally not a popular model – the majority of 

participants still preferred to access support when it suited them 

 Tailoring of support to individual needs and aspirations worked better than a 

‘one size fits all’ (group based) approach  
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5.8.2 Additional challenges  
 

 Raising expectations had to be managed for example, in-house contracts were 

largely short term due to limitations of funding  

 Offering the minimum wage also led to some dissatisfaction 

 Women – in particular those who had never worked before – quickly found the 

nurturing, inclusive and culturally acceptable surroundings of both Sikh Sanjog 

and the social enterprise café ‘acceptable’ and ‘safe’.  The inevitable 

‘unwillingness’ to then move out of a comfort zone where people’s activities and 

behaviours fit a routine and pattern which minimises risk or stress is obviously 

not unique to Sikh Sanjog – on the contrary it is commonly found across many 

voluntary sector organisations.    

 This also meant that some women felt possessive of their position and there was 

again little sense of throughput 

 Signposting on to mainstream employability agencies had limited success 

including a lack of feedback about those referred.   Local job centres were 

described as ‘black holes’ where it was almost impossible to speak to a named 

person or to get any consistency of support in relation to individual women.  For 

the women themselves, whilst some had visited job centres either before, or 

during their time on Pathways to Employment, the feeling was again not 

generally very positive.  Those interviewed felt that the staff had not been very 

helpful and had little time to offer. 

 

 Clearly, as the evidence in Section 2 has already highlighted, there are additional 

barriers for some minority ethnic women in terms of moving on which go beyond 

cultural and language barriers or fear of moving out of their ‘comfort zone’ – and 

those include perceived, as well as real, discrimination.  Whilst the project was set 

up to look at the ‘supply’ side of employment (in particular building on soft skills), 

any success will naturally depend on employer demand as well.  It is therefore 

suggested that further research and monitoring of employment pathways across and 

between agencies is required by Edinburgh City Council and/or funders in order to 

uncover and if necessary address any of these additional barriers. 

 

5.8.3 Monitoring Impact 

 The two original Outcomes above were clearly definable and quantifiable results 

which in theory at least can show progress made by any individual participating in 

the project.  However as has been highlighted, these did present a number of 

challenges early on in the project and as a result Sikh Sanjog negotiated with the 

funders to develop an additional set of ‘soft’ outcomes which are identified below: 
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 These outcomes were much more effective in terms of showing women the progress 

they were making – and so providing an opportunity for personal motivation.  They 

also made it easier for Sikh Sanjog staff to detect some gaps and identify other 

activities to support the women - as well as demonstrate to their funder that the 

project was making a real difference, even where the hard outcomes have not yet 

been achieved. 

 

 Soft outcomes are based on the premise that someone with increased confidence, 

motivation and interpersonal skills will probably secure a job and stay in it – even if it 

takes them time to find it.  On the other hand, many people are much less likely to 

last in jobs there were placed in too quickly because of the need to meet ‘hard 

targets’.   

 

The women interviewed were unanimous about the positive impact of Sikh Sanjog - 

particularly in relation to their help in developing personal skills such as increased 

confidence and self-esteem and offering women time for themselves. 

 

 

“It has made me who I am today 

and given me the confidence  

to fulfil some of my ambitions” 
 – Service user 

 

Personal Skills
Confidence

Motivation

Sense of achievement

Overcoming setbacks

Core Skills for  
Work

Teamwork

Problem-solving

Communication/literacy

Time management

In-work demands

Task completion

Initiative

Seeking support with 
problems

Observing rules  & 
boundaries
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 Nonetheless it is also noted that measuring soft outcomes is not an exact science 

and will rely to a large extent on subjective judgement. None can provide a 

comprehensive proof of progress.   Evidence provided for the evaluation 

demonstrated that Sikh Sanjog had worked hard to develop individual learning plans 

and other tools with which to assess all of the above, for example questionnaires, 

learning and development plans, journals & diaries.  The Community Development 

Manager was the person most closely associated with the individuals and so best 

able to report on their perceptions of changes in an individual’s attitudes and 

interpersonal skills as well as development in literacy, IT skills etc.  Regrettably 

getting the time to record and evaluate this proved almost impossible on top of day 

to day work. 

 

 Further challenges were identified with monitoring since it was felt that at times 

formal measurement was not appropriate as it got in the way of service delivery and 

was seen as unacceptably intrusive – risking the withdrawal of the some (and 

perhaps the most vulnerable) women.  It was pointed out that attendance could be 

erratic or of too short a duration to make measurement practicable e.g. where 

clients are signposted to support services delivered by other agencies (and where no 

further follow up or feedback was possible).  In this situation the evaluation accepts 

that at this stage in the project the ‘distance travelled’ (or the added value of Sikh 

Sanjog’s support) is not possible to measure accurately for each individual 

participant. 

 

 At the same time, the importance of effective data gathering should not be 

underestimated, not least because it can more easily be aggregated to enable 

funders to see whether a programme is having a positive impact on client outcomes. 

 

 

 

6     Opportunities for future development 

6.1       Conclusion 

6.1.1 Minority ethnic women clearly face many of the same barriers as other 

disadvantaged groups when using employability services, including difficulties 

accessing childcare, ongoing problems of poverty or having minimal employment 

experience.   

6.1.2 People from minority ethnic groups can also face specific challenges and Section 2 

demonstrated that ethnicity is one of the factors which can negatively shape labour 

market experiences.   In addition, where people do not feel safe or who do not have 

a strong sense of belonging (either in their family or in their community or in wider 
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Scottish society) their self-esteem is likely to remain low 7 - in turn affecting their 

ability and willingness to look for, and find work.   

6.1.3  Staff learning from the project has identified that a culturally informed, long-term 

approach can begin to address at least some of the ethnic penalties present 

(although it was felt that this this should be paired with positive action measures in 

mainstream provision, not instead of). To summarise, this involved:    

a) Flexibility in terms of service design and delivery 

b) Person centred awareness (e.g. intra community differences, multiple barriers) 

c) Time – lots of it! 

6.1.4 Whilst the project did concentrate on older women, (in part responding to those 

who came forward) learning highlighted that the Sikh community in Edinburgh – 

young and old – remains to a large extent an isolated, relatively powerless 

community holding on strongly to old values and traditions.  As a result, there are 

very real risks for younger women and girls that may not be being picked up 

through mainstream education or other service provision. (Note: it is important not 

to generalise here as participants were also able to offer a few examples of young 

women who had gained good qualifications and moved into various professions of 

their choosing). 

 

Future work does perhaps need to focus on younger Scottish Sikh women (18-25) 

who may have better educational qualifications and are bilingual but who possibly 

still face structural and organisational barriers when trying to access – or move on - 

in employment.  Such work would benefit from being able to attract (as Board 

members?) young Sikh professionals and entrepreneurs who may have largely 

disengaged from community development work but who better understand the 

subtleties of workplace discrimination.  

 

6.1.5 Feedback provided on mainstream provision also suggested that there is a lack of 

understanding of these intra community differences.   One of the employability 

agencies which took part in this evaluation felt that Sikh Sanjog’s contribution should 

be to get individuals from the community ‘job ready’ at a very basic level as the 

agency’s doors were then ‘open to everyone’.  Needing further exploration, this 

might appear to support a level of complacency - assuming the problem was an 

individual’s ability to speak English or understand the system – rather than the need 

to make changes to ‘the way things have always been done’ in order to better attract 

and support a diverse range of minority ethnic people – and ensuring better 

outcomes for employers also.   

                                                             
7 Reference to Maslow's hierarchy of needs - a theory proposed by Abraham Maslow in his 1943 paper A 
Theory of Human Motivation  
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6.1.6 Whilst employability is clearly a resource intensive business in Scotland, small 

voluntary organisations like Sikh Sanjog continue to be forced to prioritise strategies 

that are often short-term and oriented to service provision rather than longer term 

research, empowerment and challenging of the status quo as core building blocks.  

 Despite this, all those interviewed s felt strongly that it was now time to move 

beyond a funding driven agenda and begin to proactively promote themselves as a 

rights based organisation, willing in future to take a stronger equalities perspective 

across all of the work strands. 

6.1.7 Finally, the current office has severe limitations in terms of what it can offer both 

space wise and accessibility wise.  This again goes beyond the scope of this 

evaluation but it is clear that both staff and participants would benefit for example 

from having their own computer suite (and the staff to support those using it). 

  

6.2 Recommendations 

A number of recommendations now follow as a result of this evaluation. 

 

Recommendation 1 

Embed the work into the wider equality and human rights agenda: 

 Identify new Board member(s) to bring in this expertise; 

 Provide anti-racism and rights training as part of staff induction and also as part 

of introduction to employment module for service users; 

 Link future projects with key national equality recommendations and action 

points identified in Section 2. 

 

Recommendation 2 

Improve information gathering and analysis: 

 Strengthen data base so that more detailed analysis of service delivery can be 
achieved and used both in future funding applications as well as to influence (or 
challenge) mainstream policy and practice; 

 Identify new funding/partners to carry out additional participatory appraisal 
consultation and/or research on existing knowledge gaps e.g. 

o Employment aspirations of Sikh women 
o Experiences of young Sikh graduates. 
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Recommendation 3 

Develop a new PR drive: 

 Strengthen the public message about being a rights based organisation (but 

ensure policy and practice is in place first); 

 Enable Board members to act as proactive ambassadors; 

 Widen the net and move beyond word of mouth recruitment; this could include 

refreshing of website to include specific page on employability; 

 Identify and build capacity with a small number of Sikh women who will act as 

community champions - prepared to share their experiences/have their voice 

heard on platforms at employability events and seminars.  

 

Recommendation 4 

Improve and clarify connection between wider community development support and 

training café: 

 Facilitate joint empowerment training across wider employability work as a 

process of helping women analyse and understand the causes of deprivation and 

discrimination (including how people internalise negative messages about their 

culture, status and rights); 

 Consider introducing more short term training positions in café so greater 

rotation of people can gain experience – if a core team of 5 is kept on a time 

limited basis say 10 months, then required to ‘move on’, many more women 

could go through the capacity building process which the café provides. 

 

 
Recommendation 5 
 
Revisit organisational structure to identify any additional staffing requirements: 

  If employability/empowerment work is to continue, new roles could include 

promotion and recruitment, one-to-one mentoring and advocacy as well as 

training and awareness training.  This all needs to be costed out for future 

funding purposes rather than added on to people’s existing job descriptions. 

 

Recommendation 6 

Strengthen partnerships and build solidarity with: 

 Local organisations working on gender equality.   This may attract younger Sikh 

women who have to some extent (and for a variety of reasons) distanced 

themselves from the race/ethnicity debate; 
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 Local Employability Forum and Partnerships.  Sharing of good practice and case 

studies will help build capacity across agencies and shape future policy decisions.  

Members could also be helped to develop a more joined up approach regarding 

follow through and outcomes for minority ethnic job seekers;  

 Training agencies which can offer accredited courses on literacy and computer 

skills (although there may again be cost implications) as these are more likely to 

be positively received by prospective employers.   

 

Recommendation 7 

Work with potential employers to: 

 Raise awareness of the diversity of women and the discrimination faced by them 

in accessing training and looking for jobs for the first time.  This could involve the 

development of a race equality in employment module to be delivered by Sikh 

Sanjog staff and may provide additional (limited) income generation; 

 Increase external influence by contributing to consultation and involvement on 

mainstreaming of equality/achievement of minority ethnic employment 

outcomes/decision making processes. 

 

 

 

 

 

 

 

Photo above:   Kiran Singh describes herself as a young British Indian photography graduate living in 

Edinburgh - supported by her mother in particular to follow this less traditional career path. 
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Appendix 1.   

 

Edinburgh City Council:  Equality and Rights Outcomes and Mainstreaming Action Plan 2012-

2017 

What they are trying to achieve Across the protected characteristics people 
are able to access job opportunities in 
Edinburgh 

How they will know  number of employability service clients 
supported into work/ learning  

 % sustained positive destinations for 
the above group 

 number of young people who are 
hopeful of going to a positive 
destination by race, gender and 
additional support needs 

Mainstreaming Action  targeting investment to ensure young 
people make the transition into 
sustained work, education, volunteering 
or self-employment  

 support to newly unemployed or those 
in danger of becoming unemployed to 
re-enter the workforce  

 support to disabled people providing 
job-focused childcare support, 
establishing employability hubs to 
support regeneration, and undertaking 
preventative action   helping those in 
low paid work to progress to reduce in-
work poverty  

 reduce barriers to employment through 
“Get On” Gateway bringing together 
various methods through which people 
access employment services such as 
integrated services centres; ongoing 
support beyond the point of 
employment; working with employers 
to identify jobs; “community benefits” 
in procurement 

 


