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1. Introduction  
 
1.1 Introduction 
 
1.1.1 The Scottish Parliament’s Equalities and Human Rights Committee held an 
inquiry last year on race equality, employment and skills. It published its report on 15 
November 2020 which came with a series of recommendations, detailed below, for 
public authorities to take forward to address race inequality in employment. Jamie 
Hepburn MSP, the Minister for Business, Fair Work and Skills, issued his response to 
the Committee on 23 December 2020. 
 
1.1.2 Within his response, Mr Hepburn committed to hosting a public sector 
leadership summit on race equality in employment. The summit, held on 24 March 
2021, brought together Ministers, public authority leaders and key stakeholders to 
support public authorities and sought from them a commitment to make an 
assessment of their organisation’s understanding of racism and the structural 
barriers that may exist; and to take forward the Committee’s recommendations.  
 
1.1.3 Mr Hepburn further committed to writing to Chief Executives of public 
authorities in advance of the summit, asking specifically how they intended to take 
forward the recommendations and how the Scottish Government can best support 
with this. This letter was sent on 5 February 2021.  
 
1.1.4 The responses received informed both the discussions and outcomes of the 
summit. The Coalition for Racial Equality and Rights (CRER) undertook a high level 
analysis of these responses to identify key themes and challenges within 
organisations. This analysis is provided on page 29. As at May 2021, there had been 
901 responses received (40 public bodies, 23 councils and 27 educational 
institutions). We note that a national response has been provided on behalf of Health 
Boards.   
 
1.2 Recommendations of the Equalities and Human Rights Committee  
 
1.3 The Committee made the following recommendations for public authorities:  
 

 The Committee recommends those in public authority leadership positions 
undertake an assessment of their organisation’s understanding of 
racism and the structural barriers that may exist within their 
organisations. Public authorities should integrate their ambitions into their 
next strategic plan. Their strategic goal should be underpinned by specific 
outcomes and supported by timely monitoring. Public authorities should be 
transparent about their targets and their progress in delivering their outcomes. 

 
 The Committee welcomes the Scottish Government’s recruitment toolkit 

designed to support employers to better recruit more people from minority 
ethnic backgrounds and asks the Scottish Government when this will be 

                                            
1 Seven responses were received following the Summit and not included in CRER’s analysis.  

https://sp-bpr-en-prod-cdnep.azureedge.net/published/EHRiC/2020/11/15/Race-Equality--Employment-and-Skills--Making-Progress-/EHRiCS052020R3.pdf
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available and how this will be publicised to public authorities. The Committee 
recommends public authorities should review their recruitment 
procedures and practice against the Scottish Government’s toolkit and 
make the necessary changes. 

 
 The Committee recommends that all public authorities subject to the Scottish 

specific Public Sector Equality Duty should, as a minimum, voluntarily 
record and publish their ethnicity pay gap and produce an action plan to 
deliver identified outcomes. This piece of work will help organisations to 
understand the reasons behind the gap and to take targeted action. By not 
doing so, the Committee believes not only is there a greater risk of 
reputational damage to the public authority but also the potential for loss of 
talent to other more progressive workplaces. 

 
 The Committee intends to send this report to every public authority it initially 

wrote to. The Committee asks each public authority to provide a commitment 
to the Committee to take a minimum of three new actions to address their 
organisation's specific issues along with associated timescales and 
reasons for those timescales. Public authorities must show strong 
leadership and demonstrate a dedication to addressing decades of damage. 
As Inclusion Scotland said, it is about “employer-ability”, not "employ-ability". 

 
1.4 Summit Purpose 
 
1.4.1 The Committee’s evidence sessions demonstrated that whilst some public 
sector leaders were ready to begin talking about and tackling institutional racism2, 
others were strongly in denial about its existence. It was therefore felt that the 
summit would be a valuable forum in which to encourage positive engagement with 
the concept and the action needed to address it.  
 
1.4.2 In light of the wide-ranging context above, to provide a strong foundation 
which draws all of this together, the summit focused on the first recommendation; 
reaching an understanding of institutional racism. The summit sought to emphasise 
that understanding and acknowledging institutional racism is a necessary first step, 
and it set the context for follow up engagement across the public sector to address 
the Committee’s other recommendations.  
 
1.4.3 In order to accommodate the restrictions during COVID-19, and to facilitate 
interactive discussion, the summit focused on a smaller group of around 30 
participants who could best represent the spectrum of public sector leaders across 
Scotland. Invitees were sourced to come with the knowledge to engage and cover 
the experience, practices and challenges across the range of organisations in their 
representative group; and to come with a mandate to commit to the overall aim and 
outcome of the summit for the group. Representative groups included Health, Local 
Government, Education, Justice and Delivery Bodies. 

                                            
2 We refer to Lord Macpherson’s definition as outlined in the Lawrence Report (1999): "The collective 
failure of an organization to provide an appropriate and professional service to people because of 
their colour, culture, or ethnic origin”. 
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1.4.4 The substantive item of the event included the facilitated breakout sessions 
where representatives focussed on two discussion points: the reticence across the 
public sector to discuss institutional racism; and the practical solutions to existing 
barriers within organisations. The discussions primed questions for the expert panel.  
 
1.4.5 The summit culminated in the unveiling of a joint commitment, which pledged 
public sector leaders and the Scottish Government to address the recommendations 
of the Committee; to embed the recommendations in the strategic objectives of 
organisations and in performance objectives of senior leaders; and to make the 
commitment public-facing by publishing on their websites and through social media. 
The summit placed an urgency on public sector leaders to honour the joint 
commitment, as a further step to address racial inequality in organisations.  
 
1.4.6 The following write-up aims to summarise recurring themes from the event, 
including resources and practical approaches identified. It has also been shared with 
delegates and with public authorities and race equality stakeholders who did not 
attend the event, for sight and contribution as necessary.  
 
1.5 Summit Recordings  
 
1.5.1 The summit was recorded, with the exception of the breakout sessions, 
which are summarised below. Links to the recorded items of the event can be 
accessed here. This includes:  

 opening remarks from Shirley-Anne Somerville MSP, Cabinet Secretary for 
Social Security and Older People; 

 reflections from Madhu Malhotra, Director for Equalities, Inclusion and Human 
Rights, Scottish Government; 

 reflections from David Wallace, CEO of Social Security Scotland; and 
 closing remarks from Jamie Hepburn MSP, Minister for Business, Fair Work 

and Skills. 
 

2. Opening Remarks 
 
2.1 Introduction 
 
2.1.1 Following the introduction by Paul Johnston, Director General for 
Communities at the Scottish Government; Shirley-Anne Somerville MSP, Cabinet 
Secretary for Social Security and Older People welcomed everyone attending and 
highlighted the significance of the event.  
 
She outlined the Scottish Government’s approach to race equality and some of the 
actions it had taken to tackle racism in Scotland.  
 
2.2 The Vision for Race Equality in Scotland 
 
2.2.1 Ms Somerville referred specifically to the Race Equality Framework 2016-
2030, which set out the long-term vision for race equality in Scotland; and the Race 

https://f.io/s8fVh_l0
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Equality Action Plan 2017 – 2021, which set out specific actions the Scottish 
Government was taking in order to advance race equality, tackle racism, and 
address the barriers that prevented minority ethnic3 people from realising their 
potential.  
 
2.2.2 Reference was made to the undeniable impact of COVID-19 and its role in 
exacerbating existing inequalities experienced by minority ethnic Scots. Ms 
Somerville made clear that the Scottish Government’s economic and social recovery 
programme would place a sharp focus on addressing inequalities.  
 
2.2.3 She further highlighted the importance of recognising intersectionality and 
dismantling compounded barriers that, for example, minority ethnic women, disabled 
people and the LGBTI community faced in the workplace. She reiterated the need to 
recognise and fight other inequalities simultaneously.  
 
2.3 Equality in the Public Sector 
 
2.3.1 Ms Somerville went on to speak about advancing equality through the 
Scottish Government’s Fair Work approach, with Fair Work being a key driver for 
achieving sustainable and inclusive economic growth and a wellbeing economy. She 
noted that race equality within employment was a key priority across the sector and 
to aid this, Scottish Government was in the process of developing a Fair Work 
position on race, which would make employers aware of the specific systemic 
challenges that needed to be addressed to ensure minority ethnic workers were 
supported and their voices heard.  
 
2.3.2 She also mentioned the resources that had been developed, including the 
Minority Ethnic Recruitment Toolkit, aimed to support employers improve the 
recruitment of minority ethnic people.  
 
2.3.3 She further spoke about actions taken to advance race equality in the NHS 
and mentioned that meaningful standardised equality objectives would be set for all 
Health Board Chairs as of 1 April 2021. She made clear that this would make Board 
Chairs would be responsible, in their scrutiny and assurance roles, for demonstrating 
visible support for minority ethnic staff and in turn, Chief Executives would be 
accountable for delivering outcomes on tackling workforce race inequalities in the 
NHS. These objectives would focus on support and empowering new and existing 
minority ethnic staff networks. Setting these objectives for Chairs would also mean 
there would be clear lines of governance at Health Board level in taking the 
recommendations of the Expert Reference Group on COVID-19 and Ethnicity 
forward in an effective way that would deliver outcomes for minority ethnic staff. 
 
  

                                            
3 When discussing discrimination or equality in race, the Scottish Government uses ‘minority ethnic’ + 
noun (for example minority ethnic community) or ‘ethnic minorities’ as opposed to BME or BAME. 
However, we recognise that any one term will not resonate with everyone and we support everyone’s 
right to define themselves. 
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2.4 Race Equality Looking Forward 
 
2.4.1 Ms Somerville indicated that further work was in train, including the new Hate 
Crime Bill for Scotland, which would incorporate the Convention of the Eradication of 
Racial Discrimination, further protecting and advancing the rights of fellow Scots. 
 
2.4.2 She further acknowledged the need not just to tackle institutional racism but 
to take it further, by explicitly and actively taking an ‘anti-racist’ approach, and 
embedding this into policies, services and cultures. 
 
2.4.3 She concluded by indicating that the programme of race equality work over 
the period 2021-2026 had already begun. She stated that the Scottish Government 
welcomed ongoing conversations with a wide range of people, communities and 
organisations as this immediate work continued to form the baseline for a 
programme of work which matched ambitions and took organisations measurably 
closer to the long-term vision and goals of the Race Equality Framework. This 
included improving outcomes for minority ethnic people employed in Scotland now 
and in the future. 
 

3. Reflections from Madhu Malhotra, Director for Equalities, 
Inclusion and Human Rights at the Scottish Government  
 
3.1 Introduction 
 
3.1.1 Ms Malhotra reflected on becoming the inaugural Director of the Scottish 
Government’s new Directorate for Equality, Inclusion and Human Rights and that it 
brought both a feeling of great pride but also determination to challenge systemic 
societal issues.  
 
3.1.2 She made clear from the outset that the challenges faced when tackling 
barriers, creating more inclusive workplaces and acknowledging and acting upon the 
institutional racism within systems, was not for one person, nor for only the 
Government, nor for only HR leads, but a Scotland wide endeavour to challenge, 
question and hold oneself to account for one’s everyday actions. 
 
3.2 Race Equality Action Plan 
 
3.2.1 Ms Malhotra reflected on the Scottish Government’s Race Equality Action 
Plan that was published in March and, whilst she noted the strides that had made, 
she acknowledged that more needed to done. The summit, she said, represented “a 
good starting point” as Scottish Government planned its future equality work.  
 
3.2.2 She went on to reference the key drivers of this work, including:  

 data and evidence - showing the disproportionate impact of COVID and wider 
evidence of systemic, structural inequalities and race; 

 lived experience - ensuring the approach is informed by those it is working for;  
 acting on the centrality of active participation, empowerment and the voices of 

minority ethnic communities, and taking an intersectional perspective; 

https://www.gov.scot/publications/race-equality-action-plan-final-report/
https://www.gov.scot/publications/race-equality-action-plan-final-report/
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 setting out measureable outcomes that explicitly linked with the Race Equality 
Network and anchored in the National Performance Framework, and could be 
tracked and measured; and 

 robust governance and oversight arrangements, with a stronger accountability 
structure. 
 

3.3 Challenge 
 
3.3.1 Ms Malhotra spoke of the existing challenges that needed to be addressed to 
drive forward race equality. This included ensuring that actions were not piecemeal, 
nor taken in isolation, but were rooted in everyday practice. She stressed the need to 
see action plans, strategies and proposals that were co-created, rooted and 
embodied in a trauma informed way; intersectional, and most importantly disruptive.  
 
3.3.2 However, to do that, she said, we needed to understand context, our systems 
and how they perpetuated deep rooted racism; a form that wasn’t so blatant as it 
was ingrained. She noted practical steps that she had taken to understand systems 
and contexts in her own life and work, including mutual and reverse mentoring, 
creating a network of critical allies, and a support system around her to strengthen 
her programme for change.  
 
3.3.3 She noted it was critical for leaders to use their power to influence and act as 
a driver to shape the culture that they would be rightly judged upon. 
 
3.4 Conclusion 
 
3.4.1 Ms Malhotra made clear that what lay ahead was nothing short of 
momentous, but with that allowed the public sector to wipe the slate clean and pause 
and reflect on what needed done, which was not simply about meeting legal 
obligations but shattering the long standing hurdles minority ethnic people have 
faced. 
 
3.4.2 She concluded by urging leaders to continue the work, drive and ambition but 
to also realise that change, whilst uncomfortable at times, was empowering for 
everyone; allowing leaders to push their boundaries. Her ask of delegates was to:  
 
“feel uncomfortable, be challenged and embrace it. Because only then, we will see 
real change and then we can be proud of what we have contributed to making 
Scotland an even fairer place.” 
 

4. Breakout Discussion 
 
4.1 Introduction 
 
4.1.1 The interactive item of the summit was the breakout sessions. The sessions 
centred around identifying a common understanding of institutional racism and the 
barriers that may exist within organisations; and the reticence that may exist among 
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those in leadership positions to discuss institutional racism. The sessions also 
sought practical solutions to key barriers identified across the sector.  
 
4.2 Main Themes 
 
There was significant commonality across the breakout sessions, which identified a 
wide variety of issues. These issues are categorised into the following themes: 

 Better understanding: the need to understand institutional racism and how it 
can manifest in an organisation, the need for better data to understand the 
issues in organisations, and the need to use the data to implement practices 
that lead to positive changes.  

 Systemic change: the need to work on multiple fronts simultaneously and 
change systems, practices and cultures, not just individual actions.  

 Collaboration: involving the lived experience perspective, both internal and 
external, to shape and inform corporate action.  

 
4.3 Better Understanding 
 
Common Understanding of Institutional Racism 
 
4.3.1 All groups raised the necessity of sharing a common understanding of 
institutional racism in order to work together towards a common goal. It was further 
noted the need to move away from assumption that racist behaviours were always 
overt, only existed in the minority and were individual issues.  
 
4.3.2 Groups identified that language played an important role in facilitating the 
understanding and willingness to discuss and admit existence of institutional racism. 
It was felt a barrier existed which prevented the leap from discussing and admitting 
structural racism4 to admitting institutional racism. It was conveyed that one of the 
largest barriers was the fear that leaders had of opening up and acknowledging the 
issues that needed tackled, and in particular the fear that the organisation would be 
branded or labelled a racist organisation.   
 
4.3.3 Delegates recognised the need for an attitudinal shift when it came to 
institutional racism; from one of fear, defensiveness and denial, to openness, 
curiosity and positivity. It was noted that a starting point would be to acknowledge the 
reticence to discuss the existence of institutional racism. 
 
The Importance of Ethnicity Workforce Data 
 
4.3.4 A prominent issue was that organisations had insufficient data and low rates 
of personal information disclosure. This raised the issue of why staff were reluctant 
to disclose this information and what engagement/action could be taken to build 
trust.  

                                            
4 Structural racism is broader than institutional racism and encompasses all of the social, political and 
economic systems of society collectively. It is how large-scale systems, historic and contemporary 
ideologies, social forces and processes combine and manifest in inequality between racial groups.  
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4.3.5 It was noted that there was a lack of communication around the value of 
collecting data within organisations and its role in addressing concerns of individuals 
and communities. Specific concerns included the notion that the data would be used 
against minority ethnic staff, or would identify them and lead to victimisation. This 
was considered particularly pertinent for the disclosure of intersectional data.  
 
4.4 Systemic Change 
 
Recruitment and retention practices 
 
4.4.1 All breakout sessions agreed that how recruitment practices were designed 
was incredibly important. Similar discussions focused on the need to identify and 
address specific recruitment issues, with some mentioning that recruitment and 
selection audits showed that minority ethnic individuals were reaching interview 
stage but were not being selected.  
 
4.4.2 It was also agreed that equal importance must be given to all aspects of the 
employee lifecycle, such as staff retention, to enable minority ethnic staff to thrive 
and flourish. It was clear in discussion that organisations were taking appropriate 
action, including establishing staff networks, training, facilitating staff discussion and 
reverse mentoring. However, it was less clear how these actions had translated to 
outcomes. It was further noted that diversity within employment was often very low 
despite recruitment and retention policies, and that greater focus needed to be on 
actions and practices with measurable outcomes.  
 
Culture 
 
4.4.3 Culture was also identified as a factor in tackling institutional racism, 
specifically one which was open, listened to minority ethnic voices, and accepted 
challenge.  
 
4.4.4 Suggestions to foster the right culture included a visible demonstration of 
commitment among senior leaders to tackle institutional racism, and by taking an 
explicitly anti-racist approach. This approach was described as recognising that 
inaction was still, in and of itself, an action that impeded positive change. Measures 
within this approach included tackling non response; building trust to get people to 
respond; calling out the behaviour that limits peoples’ opportunities; and doing so 
without being confronting. 
 
4.4.5 It was noted the need to cultivate the right culture in organisations and 
across the policy landscape that would help leaders to have honest conversations 
about tackling institutional racism. It was agreed that leaders could not do this 
themselves and reference was made of the need to harness diverse voices; to bring 
in lived experience to help leaders properly understand the issues.  
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Leadership 
 
4.4.6 It was well recognised among leaders that minority ethnic communities were 
under-represented across senior levels within organisations and discussions raised a 
need to revise recruitment processes for these roles.  
 
4.4.7 Groups discussed the need for public sector leaders to take ownership; 
ownership was considered important at all levels within an organisation and leaders 
needed to take ownership of creating cultures and removing barriers within their 
organisations. Measures to aid this included, at a strategic level, ensuring that 
Human Resources and Equalities staff were not ‘the custodians’ of advancing race 
equality, rather the agenda needed to be driven from senior leaders. At a practical 
level, measures mentioned included actively ensuring sufficient resources and 
regular time in calendars dedicated to improving outcomes for minority ethnic staff.   
 
4.4.8 On a similar note, whilst it was agreed that organisations needed to rely on 
Human Resources and Equalities leads to progress their race equality agenda, it 
was agreed that leaders themselves must be held to account. Leaders had to 
prioritise this work, contributing and participating in events like the summit.  It was 
noted the value of having senior level representation at these events as a signal of 
commitment to change and to inclusion.  
 
4.4.9 It was raised in discussion a tendency for leaders to discuss what they 
thought the issues were, without learning from lived experience and race equality 
experts to identify what was working well and what needed to change. 
Notwithstanding, it was recognised that leaders did not need to have lived 
experience of institutional racism to advocate against it.  
 
4.4.10 There was further the recognition that leaders needed to be confident in 
taking action without always needing to gather further evidence. Specifically, it was 
discussed that leaders needed to be brave and confident to take action and act on 
the issues that they had already been made aware of.  
 
4.4.11 This aligned with a similar theme around the need to create space to have 
conversations without being criticised. Discussion focused on the need to support 
and instil confidence in leaders to enable them to have uncomfortable discussions 
about the existence of racism in their organisations. This included removing the fear 
of being perceived or branded as a racist organisation. It was agreed that making 
their leadership on this issue visible within the organisation would better instil an 
inclusive culture. Many also recognised the importance of leadership in promoting 
equality and diversity in workplace as a means of legitimising the work to address 
racism. 
  
4.4.12 This also aligned heavily with the earlier remarks from Madhu Malhotra, 
Director of Equalities, Inclusion and Human Rights at the Scottish Government, who 
spoke about the importance of “choosing courage and vulnerability over comfort”.  
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Greater Accountability  
 
4.4.13 It was widely agreed the need for better, clearer accountability across the 
public sector. If public authorities were to be held to account, it would help improve 
focus on the issues and act as a catalyst for wider societal change. Groups 
discussed how to ensure greater accountability, including clear, public-facing targets 
and performance indicators. As mentioned earlier, this also included leaders no 
longer delegating responsibility, and with it accountability, to Human Resources or 
Equalities staff within the organisation.  
 
Greater Focus on Outcomes over Actions 
 
4.4.14 It was agreed the importance of not just gathering data, but interpreting the 
data to effect change. It was made clear that it was not about numbers, but about 
experiences, measurable positive outcomes and how organisations would 
understand what ‘good’ looks like or feels like. It was noted that many organisations 
were doing the right actions or approaches on paper, but equally important was for 
these actions to have clear and measurable outcomes. Further, it was discussed the 
need for these outcomes to be data-led and reflective of lived experience The need 
for specific and measurable targets for senior leaders to help embed equalities into 
decision making was also discussed  
 
4.5 Collaboration 
 
Importance of Lived Experience  
 
4.5.1 Lived experience was unanimously recognised as beneficial and discussions 
reflected the need, not just to access lived experience, but to amplify and channel 
this as a valuable resource in senior-level decision making. Lived experience was 
one of many resources mentioned as a way to improve outcomes for minority ethnic 
staff. However, it was made clear that it needed to be elicited in a way that was not 
exploitative or shifted the onus of responsibility onto minority ethnic staff. 
 
4.5.2 Some senior leaders described uncovering lived experience as difficult; an 
uncomfortable but necessary tipping point which had to lead them to take action 
within their organisations.  
 
4.5.3 Groups again discussed the need to create safe spaces and opportunities to 
have honest conversations about the barriers that exist in organisations; and that this 
could not be done in isolation, but in partnership with minority ethnic voices, both 
internal and external.  
 
Support 
 
4.5.4 The latter part of the breakout sessions discussed what support was 
available and the practical solutions to address some of the pertinent issues 
identified. Support was discussed in various guises, including financial resource, 
additional staffing, guidance from Scottish Government, and safe spaces to facilitate 
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honest and open discussions about the challenges within their organisation. This 
discussion primed questions for the panellists.  
 

5. Panel Session 
 
5.1 Introduction 
 
5.1.1 Following the breakout session, each breakout group posed a question to the 
panel, which comprised the following six panellists: 

 Ima Jackson, Glasgow Caledonian University 
 Talat Yaqoob, Equalities Consultant  
 Padam Singh, BME Employability Strategic Steering Group 
 Murid Laly, Intercultural Youth Scotland 
 John Wilkes, Head of Scotland, Equality and Human Rights Commission 
 Helen Martin, Head of the Secretariat to the Fair Work Convention  

 
5.1.2 Below is a bulleted summary of panellists’ responses to the questions 
identified from the breakout groups, as well as those unanswered on the day due to 
time constraints: 
 
What is going to make a difference this time since many of us have been here 
before? 

 The need for bold, radical actions; to have clear, specific and public-facing 
goals to ensure accountability.  

 A comprehensive and clear understanding of institutional racism and how it 
may manifest in organisations.  

 The need to break down organisations’ anti-racism strategies into smaller, 
meaningful steps.  

 This agenda needs to be driven by leadership and its commitment to 
identifying root causes of inequality within their organisations and taking 
remedial action and ensuring positive outcomes.  

 The need for accountability, and for it to be enforced. It was noted that there 
existed very little challenge to organisations that did not meet their equality 
targets.  

 The Equality and Human Rights Commission (EHRC) would be reviewing the 
published set of Equality Outcomes (EO) for organisations and encouraged 
organisations to set employment-related EOs to drive this work forward. The 
Commission indicated organisations did not need to be nervous or reluctant to 
focus on one particular EO such as race, provided there was sufficient data or 
evidence to prove it needed addressed.  

 Panellists referred to the need to shift the focus to racism, not race equality 
and the need to discuss racism as the issue that created the inequality.  

 The need to reconsider racism as a systemic issue, rather than being an 
individual act.  
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What dramatic and serious actions do we take right now to deliver tangible 
and measurable outcomes? 

 Investment in resources to better understand the psychological effects of 
racial trauma and its role in alienating minority ethnic communities.  

 Greater understanding among recruitment panellists of minority ethnic 
applicants and the skills and assets they bring to organisations.  

 Flexibility with job criteria to prevent disadvantaging minority ethic applicants 
who do not meet traditional criteria, including minimum qualification 
requirements.   

 
When you do not have lived experience of being black or minority ethnic 
yourself, how do you move forward this agenda for your organisation?  

 Acknowledging the reality that the significant majority of those in positions of 
power within organisations are white.  

 Not only finding access to lived experience expertise, but recognising its value 
and putting it on an equal footing in senior level decision-making. In so doing 
it ensures a balancing and redistribution of power. Organisations need to  
rethink decision making that creates and sustains systemic inequalities.  

 The vital importance of gathering and using data to understand where issues 
lie. Particular emphasis was made within the context of the Health Sector and 
the need for better data to respond to the needs of minority ethnic 
communities.  

 Using models of incorporating lived experience such as mutual mentoring. In 
addition, recognising that what is also needed is intellectual expertise on how 
to deal with racism and inequality, not just the lived experience of minority 
ethnic staff. 

 
How are you going to hold us to account for changes made in a way which 
enables us to know when we have been successful? 

 Reference was made of the Fair Work Convention’s voluntary model, 
developed in collaboration with employers and unions. Issues and solutions 
are identified through social dialogue. It is important to seek and explore the 
workforce voice, bringing in outside expertise as needed. Adopting a 
collaborative model, as opposed to that which is prescriptive, ensures 
everyone takes ownership and encourages a positive mind-set about 
advancing race equality. 

 The EHRC reviews the Equality Outcomes of organisations and advises 
making and setting really clear Equality Outcomes, with a firm indication of the 
issue and specific, measurable outcomes.  

 Data; a significant issue is the lack of data. Data can: show issues within an 
organisation. including for instance occupational segregation or poor 
retention; help set targets to address these issues; and allow organisations to 
monitor and show their progress.  

 Managers need to set clear targets for themselves and staff.  
 
How do we build trust between ourselves and minority ethnic staff? 

 There needs to be transparency and a ‘leap of faith’; to trust and have 
confidence in staff members and their skills. 
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 Implement practices that do not alienate minority ethnic staff, particularly in 
the recruitment process. 

 Ensure organisations are open and transparent with the public on the issues 
they face on race equality and how they are taking remedial action.   

 
How can we introduce reverse mentoring in a way that does not overload the 
small representation of colleagues from ethnic minority backgrounds always 
having to be the ones to participate and challenge?  

 Engage with those colleagues first to ask them how they would best want to 
be involved, and what support they would need 

 Ensure that this is something that is done strategically within an organisation.  
 If there is a lack of representation of ethnic minority colleagues in the 

workforce then consideration should be given to an equality outcome to 
address this in the next round of outcomes under the public sector duties 

 Ensure that reverse mentoring does not become exploitative. Other options 
include working with race equality stakeholders that are already doing the 
work ‘participating and challenging’ and who know how to engage employees 
who experience racism in a way that doesn’t over-burden them or exploit their 
experience.  

 There should be a safe, anonymous and free system for complaints, reports, 
and suggestions such that minority ethnic employees can reflect their 
experience (if they so desire) to colleagues safely.  

 
How can leaders overcome the fear that addressing institutional racism will 
somehow label their organisation as 'racist'? 

 Ensure that all aspects of your organisation to remove institutional and 
systemic barriers in your policies and services, so that they are accessible to 
all parts of the community and for all people with protected characteristics, is 
good practice and part of a continuous improvement process that all 
organisations should be engaged in. This is what the public sector duties are 
designed to help public bodies achieve. 

 Leaders need to reflect on why they hold such fears, and more importantly 
they need to reflect on the fears of those who experience racism and suffer 
from institutional racisms. The latter is a far greater concern and one which 
should guide their response.   

 
What more could Scottish Government do to let public bodies know what 
'good' looks like, to embed anti-racism in their day-to-day work? 

 Scottish Government is not exempt from the practices that enable and embed 
institutional racism. We recognise that we ourselves have much to learn in 
order to show to others what ‘good’ looks like. 

 We all must understand that ‘good’ is not a static image and will vary across 
organisations. There needs to be collaboration with race equality stakeholders 
to develop best practice unique to our organisations. 

 It is not only the Government that has a role in this, all public bodies should be 
working on looking at what ‘good’ look likes.  

 Scottish Government can help set a lead by pointing to issues that different 
sectors of the public sector might want to focus on. There are also examples 
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of learning that have been developed in response to work that the Equality 
and Human Rights Commission has undertaken.  

 The Commission’s inquiry into the issue of racial harassment in universities 
for both staff and students “Tackling racial harassment: Universities 
challenged” has led to some proactive commitment and work to address the 
issues raised by the Scottish Funding Council (SFC) and Advance Higher 
Education.  

 SFC and the Commission have entered into a Memorandum of Understanding 
to develop this work. The Commission’s own work on the effectiveness of the 
public sector duties in Scotland, their “Measuring Up” programme, has also 
highlighted some good practice examples where these were available.  

 

6. Reflections from the Chief Executive of Social Security 
Scotland 
 
6.1 Introduction  
 
6.1.1 Following the panel session, David Wallace, Chief Executive of Social 
Security Scotland provided an overview of the work to tackle racial inequality within 
the organisation.  
 
6.1.2 Mr Wallace reflected on the challenges and progress within his organisation. 
He made clear that we was not proclaiming the organisation was a “ shining light” but 
one that had made mistakes and one that would continue to have open and honest 
conversations to effect notable change in this area.  
 
6.1.3 He noted the numerous benefits of the mutual mentoring scheme ongoing 
within the organisation, stating that it had been a necessary and helpful indication of 
the issues and impact minority ethnic colleagues experienced.   
 
6.1.4 He recognised the benefits of having both strong political and legislative 
support behind the agency since its establishment in 2018. In addition, the fact that it 
was a new agency, with no pre-existing cultural issues, and one which was mass-
recruiting, provided substantive opportunity to make positive strides in ensuring a 
diverse, inclusive and representative workforce.   
 
6.2 Accessible Recruitment  
 
6.2.1 He outlined the following key measures used to boost minority ethnic 
recruitment, some of which had come from learning following a disability-focused 
recruitment drive. The organisation had aimed to make the recruitment process more 
accessible by: 

 removing minimum qualifications from the majority of roles; 
 offering workshops to candidates applying for positions to provide support and 

guidance; and 
 providing feedback at all stages of the application pipeline. 
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6.2.2 Another area of focus was the gathering of evidence to understand existing 
issues and inform positive actions in the organisation. He referred to Equality Impact 
Assessments (EqIAs) undertaken, which showed that minority ethnic communities 
were underrepresented in the workforce in comparison to the national average, and 
that this in itself was a barrier for minority ethnic candidates.  
 
6.2.3 Data analysis of the recruitment process had also shown that minority ethnic 
candidates were applying for roles but that this number kept reducing throughout 
every stage of the recruitment process.   
 
6.2.4 He noted the encouraging but relatively small gains in terms of workforce 
representation, with around 11% of the workforce declaring a disability, a figure that 
had continued to improve over time, and around 3% of the workforce identifying as 
minority ethnic.  
 
6.2.5 Moreover, he noted that the organisation was unable to provide numbers for 
senior people in post who identified as minority ethnic. Mr Wallace stressed the 
ambition and work ongoing to improve routes into employment, including modern 
apprenticeships, placements and internships; and on the same token, defined routes 
to progression into senior roles. 
 
6.3 Strong Leadership  
 
6.3.1 He spoke candidly about this work requiring strong, honest leadership, and to 
use that leadership to effect change, regardless of difficulty. He emphasised that 
simply implementing the same practices but with a little more emphasis on equalities 
and diversity was not enough.  
 
6.3.2 He said he felt “uplifted” by the breakout discussions and was struck by the 
commonality on issues that his organisation had been experiencing. In concluding he 
stated that race equality was “at a tipping point now”. He further stated, “I’m not 
speaking today from an organisation that’s got it right, but I am speaking from an 
organisation that is committed to learning the lessons and getting it right for the 
future.” 
 

7. Joint Commitment 
 
7.1 Introduction 
 
7.1.1 The Summit culminated in the unveiling of the following joint commitment, 
which pledged the Scottish Government and public authorities to take action to help 
advance race equality in their organisation, including addressing the Committee’s 
recommendations. We urge public sector leaders to honour this commitment and we 
will be monitoring progress against the joint commitment over the course of future 
public sector engagement.  
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7.2 Joint Commitment 
 
7.2.1 The Scottish Parliament’s Equalities and Human Rights Committee inquiry of 
2020 has highlighted the persistent issues that impact on outcomes for minority 
ethnic people in Scotland moving into, staying in and progressing in employment. 
Their recommendations below highlight both systemic issues perpetuating race 
inequality in recruitment practice and in the workplace, as well as the need to 
improve practices such as the gathering and analysis of workforce data to inform 
action plans and determine measurable outcomes: 
 

  The Committee recommends those in public authority leadership positions 
undertake an assessment of their organisation’s understanding of racism and 
the structural barriers that may exist within their organisations. Public 
authorities should integrate their ambitions into their next strategic plan. Their 
strategic goal should be underpinned by specific outcomes and supported by 
timely monitoring. Public authorities should be transparent about their targets 
and their progress in delivering their outcomes.” 

 
 “The Committee recommends public authorities should review their 

recruitment procedures and practice against the Scottish Government’s toolkit 
and make the necessary changes.” 

 
 “The Committee recommends that all public authorities subject to the Scottish 

specific Public Sector Equality Duty should, as a minimum, voluntarily record 
and publish their ethnicity pay gap and produce an action plan to deliver 
identified outcomes.” 

 
7.2.2 We accept these recommendations, and are absolutely committed to taking 
them forward, as well as supporting other public sector organisations to do so. We 
must recognise that a team Scotland approach is required and our public sector 
should lead the way as we work to make Scotland a Fair Work nation 
  
7.2.3 The importance of employment in addressing racial inequality cannot be 
overstated, and in this current climate where inequalities have not only been 
highlighted, but further exacerbated by the COVID-19 pandemic, never has there 
been a greater need to take action.  
 
7.2.4 As public sector leaders, we will be bold and transparent. We will embed the 
recommendations into the strategic objectives of our organisations and the 
performance objectives of our senior leaders. We will take responsibility to assess 
our organisation’s understanding of institutional racism and proactively challenge 
and change practices that disadvantage minority ethnic communities. Vitally, we will 
ensure that minority ethnic communities are involved in shaping this change.  
 
7.2.5 We recognise that taking forward the recommendations represents not a 
final, but a further step, and therefore this work will form part of the continuum of 
activity to tackle racial inequality in employment, including the Race Equality 
Framework 2016-2030. It is important that we make this commitment clear, not just 



Public Sector Leadership Summit on 
Race Equality in Employment 

 
 

 
18 

to each other, but to our staff and service users, who will hold us to account. We 
have therefore published this commitment on our website and social media.   
 

8. Next Steps 
 
8.1 Introduction 
 
8.1.1 As referenced in the joint commitment, the summit represents a further, but 
by no means a final step in our drive to tackle racial inequality in our organisations. 
We have been working with CRER to devise a plan of action to maintain momentum 
across the public sector and monitor progress within the current calendar year.  
 
8.2 Future Public Sector Engagement 
 
8.2.1 In collaboration with CRER, we will facilitate further engagement across the 
sector, which will be themed around the Committee’s recommendations on race 
recruitment and retention; and the gathering and management of data. Further 
information on this engagement will be provided over the coming months. 
Engagement will be sector-specific and include Local Government, Health, Justice, 
Education and Delivery Bodies.  
 
8.2.2 We are committed to supporting and encouraging public sector leaders take 
forward the recommendations of the Committee. That is why, following engagement 
with the public sector, there will also be a national conference at the end of the year 
for organisations to relay their progress against the joint commitment and the 
Committee’s recommendations.  
 

9. Supportive Resources and Tools 
 
9.1 Introduction 
 
9.1.1 The following are tools to support organisations and senior leaders in 
creating a more diverse and inclusive workplace: 
 
Scottish Government Minority Ethnic Recruitment Toolkit 
 
9.1.2 This toolkit is for recruitment managers in the public sector looking to 
improve the diversity of their workforce by recruiting more people from minority 
ethnic backgrounds. This toolkit includes a range of suggestions and ideas for 
organisations who will appreciate some initial guidance. It is not intended to be 
prescriptive and some of the guidance will depend on the specific context in which 
organisations are working. While a lot of the content has been drawn from practice 
that is used in parts of the public sector, the information in this toolkit may be equally 
useful to employers in other sectors. Minority Ethnic Recruitment Toolkit 
(www.gov.scot) 
 
  

https://www.gov.scot/binaries/content/documents/govscot/publications/advice-and-guidance/2020/09/minority-ethnic-recruitment-toolkit/documents/minority-ethnic-recruitment-toolkit/minority-ethnic-recruitment-toolkit/govscot%3Adocument/minority-ethnic-recruitment-toolkit.pdf
https://www.gov.scot/binaries/content/documents/govscot/publications/advice-and-guidance/2020/09/minority-ethnic-recruitment-toolkit/documents/minority-ethnic-recruitment-toolkit/minority-ethnic-recruitment-toolkit/govscot%3Adocument/minority-ethnic-recruitment-toolkit.pdf
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Scottish Government Race Recruitment and Retention Action Plan 
 
9.1.3 Our Race Recruitment and Retention Action Plan details the action we will 
take to deliver our vision to be a world-leading diverse employer where racial 
equality is achieved. The Plan’s anti-racist approach covers five priorities to 
redistribute power and foster cultural change. We hope that this will prove a helpful 
reference point when considering action within your organisation. Race Recruitment 
and Retention Action Plan  
 
CIPD Anti-racism Hub 
 
9.1.4 As a means of addressing the barriers to change, CIPD, the professional 
body for HR and people development, has set out its anti-racism policy, supported by 
a new anti-racism hub, which includes a host of webinars, FAQs and practical 
guides. Tackling racism in the workplace | CIPD 
 
Business in the Community’s (BITC) Race at Work Charter 
 
9.1.5 Business in the Community’s (BITC) Race at Work Charter is composed of 
five calls to action for leaders and organisations across all sectors. Signing up 
means organisations taking practical steps to ensure workplaces are tackling 
barriers ethnic minority people face in recruitment and progression. In doing so they 
can help ensure their organisations are representative of British society. Race at 
Work Charter Archives - Business in the Community (bitc.org.uk) 
 
BITC Race at Work Survey 
 
9.1.6 Race at Work 2021 is a large-scale survey delivered in collaboration with 
YouGov examining the experiences of employees in the workplace across every 
demographic group within the UK census. It aims to gather new and fresh insights 
into the experiences of ethnically diverse people in the UK workforce, with a focus on 
capturing ethnicity data, progression and effective allyship. People of all ethnicities 
aged 16+ who is currently employed, furloughed or self-employed in the UK are 
asked to take part. All responses are anonymous, and data is kept confidential. Early 
findings are due to be published later in 2021.   
 
BITC – Toolkit – Mental Health and Wellbeing for Ethnically Diverse Women 
 
9.1.7 A self-care toolkit, this guide aims to contribute towards the growing effort to 
educate and support managers with practical techniques to build authentic 
relationships and foster a deeper appreciation of the unique mental health 
challenges that may be faced by the minority ethnic employees in their teams. 
bitc-race-toolkit-mentalhealthwellbeingethnicallydiversewomenguidemanagers-
jun20.pdf 
 
  

https://www.gov.scot/publications/scottish-government-race-recruitment-retention-action-plan-instigation-change/
https://www.gov.scot/publications/scottish-government-race-recruitment-retention-action-plan-instigation-change/
https://www.cipd.co.uk/knowledge/tackling-racism-workplace
https://www.bitc.org.uk/post_tag/race-at-work-charter/
https://www.bitc.org.uk/post_tag/race-at-work-charter/
https://www.bitc.org.uk/wp-content/uploads/2021/06/bitc-race-toolkit-mentalhealthwellbeingethnicallydiversewomenguidemanagers-jun20.pdf
https://www.bitc.org.uk/wp-content/uploads/2021/06/bitc-race-toolkit-mentalhealthwellbeingethnicallydiversewomenguidemanagers-jun20.pdf
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Equality and Human Rights Commission: Unconscious Bias Training – An 
Assessment of the Evidence of Effectiveness 
 
9.1.8 This report looks at the effectiveness of unconscious bias training. It makes 
recommendations for employers, policymakers and HR professionals to use the 
training effectively in the workplace to create more inclusive workplaces. research-
report-113-unconcious-bais-training-an-assessment-of-the-evidence-for-
effectiveness-pdf.pdf (equalityhumanrights.com) 
 
Fair Work Framework 
 
9.1.9 Fair Work will become a hallmark of Scotland’s workplaces and economy. 
The Scottish Government’s vision is that by 2025, people in Scotland will have a 
world-leading working life. Driving success, wellbeing and prosperity for individuals, 
businesses, organisations and society, will contribute to a strong Scottish economy 
and inclusive growth. 
 
9.1.10 The Fair Work Convention was established in 2015 to provide independent 
advice to Scottish Ministers. Its remit is to drive forward fair work in Scotland, which 
supports the broader, fundamental principles of good work, and it developed a Fair 
Work Framework to support this. 
 
9.1.11 The Fair Work Framework sets out what fair work means in Scotland. The 
framework is comprised of five dimensions: 
 

 effective voice – having a say at work and being listened to can improve the 
experience of work as well as improve organisational performance 

 security – security of employment, work and income are important 
foundations of a successful life for all 

 opportunity – Fair opportunity is more than the chance to access work. It 
includes having the right attitudes, behaviours, policies and procedures within 
organisations. The outcomes these produce reflect the value placed on fair 
opportunity 

 respect – Fair work is work in which people are respected and treated 
respectfully, whatever their role and status. Respect at work is a two-way 
process between employers and workers 

 fulfilment – Workers who are fulfilled in their jobs are more likely to be 
engaged, committed and healthy. 

 The Scottish Government has outlined awards and resources that can support 
businesses to demonstrate a commitment to fair work. These are 

 
• Living Wage Employer Recognition 
• Health Working Lives Award 
• Investors in People 
• Investors in Young People 

 
9.1.12 The framework can be found here: Fair-Work-Convention-Framework-PDF-
Full-Version.pdf 

https://www.equalityhumanrights.com/sites/default/files/research-report-113-unconcious-bais-training-an-assessment-of-the-evidence-for-effectiveness-pdf.pdf
https://www.equalityhumanrights.com/sites/default/files/research-report-113-unconcious-bais-training-an-assessment-of-the-evidence-for-effectiveness-pdf.pdf
https://www.equalityhumanrights.com/sites/default/files/research-report-113-unconcious-bais-training-an-assessment-of-the-evidence-for-effectiveness-pdf.pdf
https://www.livingwage.org.uk/what-real-living-wage
https://www.healthyworkinglives.scot/award-programme/Pages/award-programme.aspx
https://thisisremarkable.com/accreditation/investors-in-people/
https://thisisremarkable.com/accreditation/investors-in-young-people/
https://www.fairworkconvention.scot/wp-content/uploads/2018/12/Fair-Work-Convention-Framework-PDF-Full-Version.pdf
https://www.fairworkconvention.scot/wp-content/uploads/2018/12/Fair-Work-Convention-Framework-PDF-Full-Version.pdf
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Fair Work Action Plan 
 
9.1.13 The Action Plan outlines a range of measures to support employers to 
embed fairer working practices, including promoting diverse and inclusive 
workplaces.  have been set out in the Scottish Government's new Fair Work Action 
Plan. Fair Work Action Plan. 
 
Fair Work First Guidance 
 
9.1.14 This guidance outlines the Scottish Government’s Fair Work First approach 
and exemplifies the Fair Work First criteria in practice. It should be used by those 
involved in awarding public sector grants, sponsorship and other funding, and 
contracts, and those seeking to access/accessing such funding and/or contracts. 
Fair Work First Guidance 
 
9.1.15 Employers are also encouraged to use the Fair Work Employer Support 
Tool to understand  their fair work practices and access support to enable them to 
strengthen their approach.  Similarly, employers should encourage their employees 
to use the Fair Work Convention's Employee Self-Assessment Tool to assess their 
own experience of Fair Work and be willing to engage with workers and unions in 
responding to the findings of these assessment tools. 
 
Skills Development Scotland: “Guide to Engaging with BME Communities” 
 
9.1.16 This resource guide has been developed to help Skills Development 
Scotland training provider partners attract applicants from minority ethnic 
communities and identify the support available to enable entry and progression on 
Scottish Apprenticeships. guide-to-engaging-with-bme-communities-2020-21-
version.pdf (skillsdevelopmentscotland.co.uk) 

 
Ethnicity and Diversity in the Scottish Workforce 
 
9.1.17 Radiant and Brighter’s report seeks to understand ethnic diversity in the 
Scottish workplace, to understand what the barriers to true diversity are, as well as 
the impacts of any non-diverse workforces on Scotland’s prospective and actual 
employees. It outlines the level of challenge that exists for minority ethnic workers 
across workplaces in Scotland and includes helpful case studies for employers to 
refer to. Diversity_10March_2-3-2.pdf (radiantandbrighter.com) 
 
Close your Pay Gap Tool 
 
9.1.18 This resource helps employers take steps to reduce the Gender Pay Gap. It 
also has a guidance section with topics such as flexible and part-time working, and 
recruitment and promotion. Close your Pay Gap Tool 
 
  

https://www.gov.scot/publications/fair-work-action-plan/
https://www.gov.scot/publications/fair-work-first-guidance-support-implementation/pages/2/#:~:text=The%20Fair%20Work%20First%20guidance%20is%20designed%20to,should%20be%20dipped%20into%20as%20and%20when%20required.
http://www.fairworktool.scot/
http://www.fairworktool.scot/
https://quiz.fairworkconvention.scot/
https://www.skillsdevelopmentscotland.co.uk/media/44868/guide-to-engaging-with-bme-communities-2020-21-version.pdf
https://www.skillsdevelopmentscotland.co.uk/media/44868/guide-to-engaging-with-bme-communities-2020-21-version.pdf
https://radiantandbrighter.com/wp-content/uploads/2020/12/Diversity_10March_2-3-2.pdf
https://www.closeyourpaygap.org.uk/
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Close the Gap - Research into black and minority ethnic women’s experience of 
employment in Scotland 
 
9.1.19 This research provides a range of lived in experiences to inform employer 
practice. A summary of their research findings can be found on page 3, section 2). 
Close the Gap’s research into Black and minority ethnic women’s experience of 
employment in Scotland 
 
Scottish Mentoring Network 
 
9.1.20 For any organisations considering developing mentoring schemes the 
Scottish Mentoring Network can provide support and advice.  
 
9.2 Other Useful Links 
 
9.2.1 Below are several organisations who represent minority ethnic communities 
and whose websites contain helpful guidance and research for employers to refer to.  
 
AFBE UK 
 
9.2.2 AFBE-UK Scotland is the Scottish arm of AFBE-UK, a registered not-for profit 
organisation that encourages minority ethnic people to study engineering; supports 
those who aspire to be successful engineers; promotes engineering in schools and 
universities; and promotes diversity in the workforce. 
 
9.2.3 AFBE-UK also advises organisations on how to promote diversity in industry 
and creates healthy, inclusive, and sustainable environments where all communities 
can thrive. Some of AFBE-UK’s partners include Leonardo, Mercedes F1, EasyJet, 
Subsea 7, the Royal Air Force, and the Universities of Strathclyde and Aberdeen. 
Their website has numerous useful resources and case studies for employers to 
refer to. AFBE-UK Scotland | Inspiring people of BME origin (afbescotland.org) 
 
Glasgow Disability Alliance 
 
9.2.4 Glasgow Disability Alliance is a Disabled Persons’ Organisation (DPO) that 
can aid employers who are seeking to develop best practice in regard to workforce 
diversity and who are looking to better recruit and support disabled people, including 
minority ethnic disabled people. They can help discuss opportunities for engagement 
with their members including their minority ethnic network.  Glasgow Disability 
Alliance and other DPOs have developed training sessions and materials for 
employers that can be delivered to HR and Recruitment Managers. Further 
resources can be found here.  
 
Inclusion Scotland and Glasgow Centre for Inclusive Living 
 
9.2.5 Inclusion Scotland and Glasgow Centre for Inclusive Living have 
considerable experience of delivering training and support to employers around 

https://www.closethegap.org.uk/content/resources/1557499847_Still-Not-Visible.pdf
https://www.closethegap.org.uk/content/resources/1557499847_Still-Not-Visible.pdf
https://scottishmentoringnetwork.co.uk/
https://www.afbescotland.org/
https://gda.scot/resources/
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issues experienced by disabled people.  Inclusion Scotland have produced several 
resources available on their website. 
 
Radiant and Brighter 
 
9.2.6 Radiant and Brighter offer programs and services aimed at employers in 
Scotland, with a focus on Equality.  https://radiantandbrighter.com/programs/ 
 
SEMLA 
 
9.2.7 SEMLA  the Scottish Ethnic Minority Lawyers Association is an organisation 
that public bodies may seek support from.  This organisation is focused on the legal 
sector and aims to provide support and create career opportunities for ethnic 
minority lawyers and law students in Scotland.   
 
Sikh Sanjog 
 
9.2.8 Sikh Sanjog can provide specialist advice, insight and education and 
consultancy services to the public, private and third sectors in order to build 
knowledge of the Sikh culture within Scottish society. As part of their service, they 
also communicate useful, practical information about cultural diversity in a wider 
sense that is relevant to each organisations. They can adapt their range of services 
to meet organisations’ needs, mixing and matching different components. Our 
Services – for stakeholders and organisations | Sikh Sanjog 
 
CEMVO 
 
9.2.9 CEMVO Scotland is a national intermediary organisation and strategic partner 
of the Scottish Government Equality Unit. It provides a range of resources and offers 
free support to organisations who wish to engage with minority ethnic communities. It 
delivers tailored support and works strategically with public, statutory, and 
government agencies to tackle a range of prevalent issues such as race equality, 
social inclusion, capacity building and civic participation. 
https://www.cemvoscotland.org.uk/publications 
 
9.3 Resources in Development 
 

Positive Action Guidance 
 
9.3.1 Building on the Toolkit we published in September, we will commission work 
to develop and publish a guide on positive action that public authorities can take 
including case studies and other material to help public authorities shape their 
actions to make a real impact. We will ensure that it covers the breadth of the 
employability pipeline from recruitment to retention to progression. This work will be 
taken forward by a CRER and we expect documentation to be produced by the end 
of this calendar year.  
 

https://inclusionscotland.org/what-we-do/employability-and-civic-participation/employability/resources-for-employers/
https://radiantandbrighter.com/lp-courses/
https://www.semla.org.uk/
https://www.sikhsanjog.com/our-services-for-stakeholders-and-organisations/
https://www.sikhsanjog.com/our-services-for-stakeholders-and-organisations/
https://www.cemvoscotland.org.uk/publications/?doing_wp_cron=1628152885.7721309661865234375000
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9.3.2 As part of Scottish Government’s own staff race recruitment and retention 
plan, a positive action policy will be developed which will set out initiatives that will be 
taken, the underpinning evidence base and the approach to be taken to measure 
impact. We will also launch an online Diversity and Inclusion curriculum in the new 
year comprising of internal and external learning solutions such as webinars, 
podcasts, articles and videos. 
 
Training Framework 
 
9.3.3 As part of a longer-term endeavour, we will commission a new training 
framework and the first step  will be to carry out a survey to understand the current 
training landscape, and what is currently available for the workplace context. This will 
be followed by a review of the training programmes to understand the gaps and 
levels of depth and complexity each programme delivers as well as their impact. This 
will shape comprehensive guidance on optimum practice in race equality training.  
 
9.3.4 In commissioning this work, we will take a collaborative approach to its 
development to involve minority ethnic groups and equality groups. This will help 
identify key areas of training ensuring it covers the competences required to deal 
with the issues such as those that have been highlighted in the Committee’s inquiry. 
This work will provide us with a training framework that sets the standard which can 
be used by public authorities to help them understand the training that is available 
and to assess their own training needs against. Application, impact and continuous 
training and development will be set as key principles of this framework.  
 
9.4 Examples of Race Employment Work across the Public Sector  
 
9.4.1 Below is an indication of some of the race employment work that public 
authorities have shared. It is meant to be a helpful way for employers to see the 
approaches taken across the sector, and the impact of these approaches where 
available. We appreciate that much of this work is in train and has not yet been 
evaluated. We therefore look forward to hearing more about the progress of this 
work at the post-summit engagement sessions and national conference.  
 
9.4.2 The work has been sectioned into stages of the employee lifecycle. This is 
not meant to be an exhaustive list, but a helpful indication of measures employers 
could implement and evaluate.  
 
Recruitment 
 

 Raising awareness of job opportunities – for example running jobs fairs and 
workshops to encourage, advise and support applications from diverse 
groups.  

 Undertaking regular engagement with minority ethnic community 
organisations and employability providers to explore ways to refine 
recruitment processes to engage more minority ethnic candidates. Some 
organisations have found that this has led to an increase in minority ethnic 
applicants. 
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 Reviewing where and how jobs are advertised (for example non-internet 
based recruitment such as leaflet drops, open days and TV campaigns). This 
non-standard recruitment resulted in an increase in minority ethnic applicants. 

 Reviewing ‘employer brand’ to make employers more visibly inclusive. 
 Focusing on recruitment data at each stage of recruitment process to identify 

issues and action plan. 
 Some councils have established platforms to support minority ethnic 

communities across the local authority area, such as English for Speakers of 
Other Languages (ESOL), which aims to provide learners with a better 
understanding of jobs and application processes.  

 Training lead panel members in recruitment practices and unconscious bias 
and endeavouring to have diversity in selection panels. 

 Offering Modern Apprenticeship placements, paid work experience 
opportunities and internships for minority ethnic young people.  

 Reviewing the Scottish Government Race, Recruitment and Retention Action 
Plan objectives at board level and embedding them in the organisation. 

 
Retention 
 

 Establishing resourced networks for minority ethnic staff, enabling a safe 
space for staff to discuss experiences, whilst also ensuring senior leader 
sponsorship of said networks to enable issues to be raised appropriately.   

 Producing anonymous feedback mechanisms for minority ethnic staff, such as 
a yearly survey, where results are reported at board level and action plans to 
address issues are developed in partnership with minority ethnic staff.  
 

Progression 
 

 Mutual mentoring between minority ethnic staff and senior leaders to discuss 
issues and share knowledge. Some organisations have established an e-
learning portal to facilitate mutual mentoring.  

 Targeting leadership courses and other progression related training at 
minority ethnic staff. Some organisations have created learning and 
development courses specifically for minority ethnic staff with the view to 
increasing minority ethnic representation in senior roles.   

 
Other Work 
 

 Collaboration among bodies on areas of good practice, learning and 
establishing connections.  

 Bringing in external expertise to highlight experiences and challenges of race 
inequality in the workplace to senior-level decision makers in the organisation.  

 Establishing dedicated resource to lead on race equality in the organisation. 
 Developing an equalities forum to lead on all aspects of equality, diversity and 

inclusion; to gather information on equalities issues the organisation is facing; 
and to help bring together everyone’s contribution to inform the organisation’s 
vision and priorities on equalities.  
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 Work is taking place across Councils to work with suppliers to deliver 
recruitment and employability awareness to minority ethnic young people.  

 

9.5 Good Practice 
 
9.5.1 The following section includes examples and case studies of work that has 
led to an increase in recruitment, retention and/or progression of minority ethnic staff. 
This is intended to be a helpful resource for employers to refer to.  
 
CEMVO – Early Learning and Childcare 
 
9.5.2 CEMVO Scotland is a national intermediary organisation and strategic 
partner of the Scottish Government Equality Unit. Its aim is to build the capacity and 
sustainability of the minority ethnic voluntary sector and its communities. CEMVO 
Scotland  delivered a two-year Scottish Government funded programme to increase 
ethnic minorities within the Early Learning and Childcare (ELC) workforce. During the 
delivery of the programme, CEMVO worked with Glasgow City Council (GCC) in 
2019 to organise an ELC event targeting minority ethnic communities, with GCC 
developing a positive action approach in earmarking a number of jobs for minority 
ethnic communities. Following the event, GCC and CEMVO delivered a follow up 
ELC application session, and as an outcome of the event and support through 
CEMVO and GCC, 19 minority ethnic people were successfully recruited into ELC 
jobs within GCC. CEMVO Scotland – Strengthening Communities Tackling 
Inequalities 
 
Sikh Sanjog  
 

9.5.3 Sikh Sanjog works to empower sikh and other minority ethnic women and 
their families. They have worked with women who started off as volunteers and are 
now leading in a variety of roles, such as Head Chef, Senior Community 
Development Worker and Senior Youth Worker. All of these roles required 
commitment and time from both Sikh Sanjog and employers as these women in 
some instances had left school without any qualifications. The organisation also 
worked alongside many agencies and colleges to access their training and also 
helped the agencies to look at bespoke training so that the women were not 
hindered in any way.  
 
9.5.4 As an example, Sikh Sanjog worked alongside Skills Development Scotland 
and the Edinburgh training provider ‘Xtra-Mile.Com’ to increase the take up of 
Modern Apprenticeships in hospitality. Six women completed their SVQ 2 in 
hospitality services and a further two have started their apprenticeships, with SDS 
and Xtra-Mile.com providing additional support to help them get off to a positive start. 
They also undertook a review of this work. Report is available here 
 
  

https://www.cemvoscotland.org.uk/
https://www.cemvoscotland.org.uk/
file://///scotland.gov.uk/dc2/fs6_home/U443192/Pathways%20to%20Employment%20Final%20September%202016.pdf


Public Sector Leadership Summit on 
Race Equality in Employment 

 
 

 
27 

Pathway Scotland 
 
9.5.5 PATH (Scotland) was established in 1998 under the positive action 
provisions of first the Race Relations Act (1976) and then the Equality Act (2010)  to 
address the absence of minority ethnic communities in housing and employment. 
PATH does this by providing paid  three-year traineeships within housing 
associations alongside work- based qualifications. At the end of the placement, 
PATH support trainees into employment.   This has led to over 85% of their trainees 
gaining and retaining employment post placement.  
 
9.5.6 PATH has also produced a 20 year impact report, “A Life Changing 
Experience,” carried out by independent evaluators, York Consulting (2018).  The 
report evaluates all of the strands of PATH’s work including the traineeship and 
leadership programmes.  Some of the wider impact is highlighted in the report, which 
cites examples of key partnerships and stakeholder engagement and is a helpful 
reference for employers looking for examples of good practice. The impact report 
can be viewed here and positive action good practice here.  
 

Ethical Standards Commissioner 
 
9.5.7 The Ethical Standards Commissioner and team work to encourage fairness, 
good conduct and transparency in public life in Scotland. They investigate 
complaints about the behaviour of MSPs, local authority councillors, and board 
members of public bodies and lobbyists, and look into how people are appointed to 
the boards of public bodies in Scotland. They have produced a series of guidance 
and good practice examples that may help aid employers improve the diversity of 
their workforce.   

 https://www.ethicalstandards.org.uk/promoting-diversity 
 https://www.ethicalstandards.org.uk/running-appointment-round 
 https://www.ethicalstandards.org.uk/good-practice-case-studies 

 
 

10. Summit Feedback 
 
10.1 Introduction 
 
10.1.1 Below is feedback received to date from delegates. We asked delegates to 
rate the Summit overall using the choices below. We then asked a series of five 
questions to gauge what went well and where we could improve for future events. The 
response rate was approximately 50% out of 30 delegates. 
 

file://///scotland.gov.uk/dc2/fs6_home/U443192/Pathways%20to%20Employment%20Final%20September%202016.pdf
file://///scotland.gov.uk/dc2/fs6_home/U443192/PRECiS%20Good%20Practice%20in%20Positive%20Action.pdf
https://www.ethicalstandards.org.uk/promoting-diversity
https://www.ethicalstandards.org.uk/running-appointment-round
https://www.ethicalstandards.org.uk/good-practice-case-studies
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What did you like about the event? 

 Speakers were very good  
 Interactive group sessions 
 Honesty of contributions 
 Good cross sector of attendees 
 Improving knowledge of what the Scottish Government is doing 
 Different speakers and perspectives 
 It was practical and relevant 
 Good variety of panel members 
 Opportunity to start discussion on this important agenda 
 Group discussion was helpful 
 Hearing lived experiences and clear views on what needs to change and how 

it could change 
 
What did you dislike about the event? 

 Not enough time 
 It felt rushed 
 It only skimmed the surface 
 Technical issues e.g. cut-offs and difficulties using the platform 
 Missed opportunity for delegates to have a deeper discussion about what 

action organisations had taken since the Committee’s inquiry and what they 
had learned from it 

 Lack of clarity around next steps 
 

 Which part of the event did you find most useful? 
 Breakout session 
 Hearing others’ experience and learning 
 All of it 
 Key note speeches were helpful 
 Sharing from Social Security Scotland 
 Panel session 

30%

40%

30%

0% 0%

Excellent Very Good Good Fair Poor

P
e

rc
e

n
ta

g
e

 o
f 

re
s

p
o

n
s

e
s

Rating choices



Public Sector Leadership Summit on 
Race Equality in Employment 

 
 

 
29 

What, if anything, could we have improved about the event? 
 More time for breakout session 
 Greater notice in advance of the event 
 Clarity on next steps 
 More on sharing good practice 
 More time dedicated to the joint commitment to allow discussion and provide 

a further information on how was created 
 
Is there any other feedback you would like to share about the event? 

 Inspired and motivated to take action 
 Useful event 
 Impressed with the commitment from Scottish Government to this agenda 
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11. Appendices  
 
11.1 Summit Agenda 
 

Time Item Lead  

10:00 Welcome 
Paul to welcome delegates 

Paul Johnston (host), 
DG Communities, 
Scottish Government 

10:05-
10:15 

Introduction 
Cabinet Secretary to introduce event and provide opening remarks 
 
 

Cabinet Secretary for 
Social Security and 
Older People 

10:15-
10:24 

Plenary one 
Presentation outlining institutional racism, the impetus to take 
action and the importance of collective responsibility.  
 

Madhu Malhotra, 
Director for Equality, 
Inclusion and Human 
Rights, Scottish 
Government 

10:25-
10:29 

Introduction to breakout session 
Before moving into breakout groups, a CRER representative will 
explain purpose of the session. 
 

Carol Young, CRER 

10:30-
11:09 

Breakout session  – understanding institutional racism: 
existing challenges and solutions 
Session will include:  

• concept of institutional racism – why are people reluctant  to 
discuss it? how is it understood and what can it mean in 
practice? 

• how do we work out what the solutions are - what do we need 
to know and what can we ask the panel? 

 

Facilitators 

11:10-
11:34 

Panel Q&A 
Opportunity for panellists to answer questions coming out of the 
breakout discussions. 

Minister (to chair)  

11:35 Plenary two 
Presentation from a public sector organisation on the challenges 
and progress within their organisation.  
 

David Wallace, CEO 
Social Security 
Scotland 

11:45 Joint commitment 
Reinforcing the importance of undertaking the actions outlined in 
the joint commitment, which includes addressing the 
recommendations of the Committee 

Paul Johnston (host), 
DG Communities, 
Scottish Government 

11:50 Closing remarks 
Thanks and close from the Minister.  
  

Minister for Business, 
Fair Work and Skills 
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11.2 Attendees 
 

Name Designation 
 

Pauline Stephen CEO General Teaching Council for Scotland 

Lynn Killick Senior Policy Analysis, SFC 

Fiona Robson Assistant Director for Access and Outcomes, SFC 

Maureen McKenna Executive Director of Education, Glasgow City Council 

Lesley Whelan Head of Professional Learning and Leadership, Education 
Scotland 

Selma Augestad National Officer – Equalities, EIS 

Fiona Robertson CEO, Scottish Qualifications Authority 

Bonnie Dean Vice Principal, Corporate Engagement & Innovation, University 
of Glasgow 

Karyn McCluskey CEO Community Justice Scotland 

Theresa Medhurst CEO Scottish Prison Service 

Eric McQueen CEO Scottish Courts and Tribunals Service 

Darren Paterson Head of HR Governance, Scottish Police Authority  

Laic Khalique Director for Digital Technology, NHS Tayside 

Pauline Howie CEO Scottish Ambulance Service 

Andrew Carter Director of Workforce, NHS Borders 

Neena Mahal  Chair NHS Lanarkshire 

Nick Morris Chair NHS Dumfries and Galloway 

Adam Coldwells NHSS Board Deputy CEO, NHS Grampian 

Heather Knox NHSS Board CEO, NHS Lanarkshire 

Nicola Gordon Policy Manager, NHSS Board, NHS 

David Wallace CEO Social Security Scotland 

Jennifer Henderson Keeper, Registers of Scotland 

Mairi Gibson Head of Legal Services, Revenue Scotland 

Carolyn Anderson CEO Skills Development Scotland 

Deepa Mann-kler NED, Registers of Scotland 

Jane Morrison-Ross CEO South of Scotland Enterprise 

Charlotte Wright CEO Highlands and Islands Enterprise 

Iain Munro CEO Creative Scotland 

Tracy McIntyre  DD Agriculture and Rural Economy Directorate, SG 

Katy Miller Head of HR, Edinburgh City Council 

Gail Bhatti Employment, Development and Diversity, South Lanarkshire 
Council 

Karen Barclay Corporate Policy, Inverclyde Council 

Laura McIntyre Head of Policy and Commissioning for Renfrewshire Council 

Steven McNab Head of OD, Inverclyde Council 

Cher Colquhoun HR Adviser, West Dunbartonshire Council 

Simon Cameron Chief Officer Employers Team, COSLA 
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11.3 Biographies 
 
Scottish Government Ministers 
 
Jamie Hepburn MSP, Minister for Business, Fair Work and Skills 
 
Jamie was educated at Hyndland Secondary and the University of Glasgow, 
graduating with a degree in Politics and History. 
 
He served as National Convener of the SNP's student and youth wings, was MSP for 
Central Scotland between 2007 and 2011 and has been MSP for Cumbernauld and 
Kilsyth since 2011. He was appointed Minister for Sport, Health Improvement and 
Mental Health in November 2014. Jamie Hepburn was appointed Minister for 
Employability and Training in May 2016 
  
Shirley-Anne Somerville MSP, Cabinet Secretary for Social Security and Older 
People 
  
Educated at Kirkcaldy High School, she then graduated from the University of 
Strathclyde with a BA (Hons) in Economics and Politics (1996), followed by a 
Diploma in Housing Studies at the University of Stirling and a Diploma in Public 
Relations from Queen Margaret University College. 
 
She has worked as a parliamentary researcher, a Policy and Public Affairs Officer at 
the Chartered Institute of Housing, and as a Media and Campaigns Officer at the 
Royal College of Nursing. 
 
Shirley-Anne was previously an MSP for the Lothians region from 2007 to 2011, and 
returned to the Scottish Parliament in 2016 as MSP for Dunfermline. Shirley-Anne 
Somerville was appointed Minister for Further Education, Higher Education and 
Science in May 2016. 
  
Event Host 
 
Paul Johnston, DG Communities, Scottish Government  
 
Paul is Director General for Communities in the Scottish Government.  He supports 
Ministers in their work on social security, social justice, housing, equality, inclusion 
and human rights.  He leads on the relationship with local government and the 
reform and improvement of public services across Scotland.  His focus is on 
ensuring that public services throughout Scotland are aligned around the purpose 
and outcomes in Scotland’s National Performance Framework.  Paul is Senior Ally 
for race, religion and belief in the Scottish Government, and is working on 
approaches to recruitment, promotion and the creation of a working environment 
where everyone can be themselves and flourish. Paul joined the Scottish 
Government from private legal practice in 2000.  Since then, he has undertaken a 
variety of legal and policy roles, including a secondment to the UK Government.  He 
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was Director General for Education, Communities and Justice between 2017 
and 2021. 

Presenters  
 

David Wallace, Chief Executive Social Security Scotland 
 
David has extensive experience in leading the delivery of public services in Scotland. 
He has held service delivery leadership roles as Chief Executive of Disclosure 
Scotland, Chief Executive of Student Awards Agency Scotland and Deputy Chief 
Executive of Accountant in Bankruptcy. These roles follow a long career in the 
Scottish Government in various policy posts, including a delivery role with the then 
Criminal Injuries Compensation Board. 
 
David is responsible for the set-up of Scotland’s most significant new public service 
since devolution. He is accountable to the Scottish Government, Scottish Ministers 
and the Scottish Parliament for the activity of Social Security Scotland. He leads the 
Executive Team who support him in his responsibilities. 
 
Madhu Malhotra, Director, Equality, Inclusion and Human Rights, Scottish 
Government 
 
The First Minister announced in 2020 that the Scottish Government would create an 
Equality, Inclusion and Human Rights directorate following recommendations from 
the National Advisory Council on Women and Girls.  
 
Madhu Malhotra was appointed its inaugural director in mid-December, bringing over 
25 years' experience advocating for equality, inclusion and social justice, working in 
global grassroots organisations, international non-governmental organisations and 
the United Nations. 
 
Madhu will work with colleagues and Ministers to ensure equalities, inclusion and 
human rights are at the centre of everything we do and to support the Scottish 
Government to achieve key outcomes in the National Performance Framework. 
Madhu will also join the Scottish Government's Executive Team. 
 

Panel 
 

Padam Singh 
 
Padam is of Indian heritage, born and raised in Glasgow in a bicultural environment. 
He has worked in the public and voluntary sector for over 27 years, mostly in 
employability related roles. He was one of the first employment advisers in Glasgow, 
based at a local Jobcentre, and is responsible for pioneering many of today’s 
engagement policies. His previous employers and roles include, a senior Equalities 
& Diversity Officer for Scottish Enterprise, Careers Scotland and the Scottish 
Qualifications Authority (SQA). He currently manages a Mental Health counselling 
programme for the Reach Community Health Project and is the currently the chair of 
the Black & Minority Ethnic Employability Strategic Steering Group (BME:ESSG) 
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which is quoted in the Scottish Government’s Race Equality plan. He is an active 
advocate for more equality, diversity and inclusion in the labour market and firmly 
believes Scotland’s strength lies in its rich diverse communities 
 
Talat Yaqoob 
 
Talat was previously the Director of Equate Scotland and is the chair and co-founder 
of the campaign group Women 50:50. She has been working in the third sector and 
campaigning for over 12 years and has a background in public affairs, campaign 
development and training. She has worked on a number of issues including women's 
political participation, equality in further and higher education, race equality and 
Muslim women's representation.  
 
Murid Laly 
 
Murid Laly manages Intercultural Youth Scotland's Restless Natives employability 
program. The program works 1-2-1 with young people from racialised groups to 
ensure they have equitable support to realise their potential. They also host anti-
racism workshops and support organisations across Scotland and have been 
working closely with DYW and policymakers to promote anti-racist practice in 
governance and decision-making. They are an effective facilitator and strong public 
speaker 
 

Ima Jackson 

Dr Ima Jackson is an academic who works with people from communities who are 
racialised. Her work is based on social justice principles. The Academy is used to 
support Black people, People of Colour and others who are racialised as ethnic 
minority people in Scotland to evidence for those that make decisions about them, 
their experiences of systemic inequalities created by racism in policy and service 
provision, which includes within the research process.  

Over the last 20 years as unprecedented migration has changed Scotland’s 
demography the need for this way of working to address systemic inequalities has 
intensified. Ima works in a pragmatic way across health, education, the cultural 
sector and skills and employability. Her work informs policy and service provision 
both nationally and internationally and she currently leads several national 
infrastructure projects. She works regularly across portfolios with Scottish 
Government Ministers, their civil servants and policy makers who often are not used 
to engaging with the racialised communities they serve.  

Helen Martin 
 
Helen Martin is the head of the Fair Work Convention Secretariat. The Fair Work 
Convention is independent of Government and brings together unions, employers 
and academic expertise, with a remit to advise ministers on fair work and to 
advocate and promote fair work in Scotland. Prior to taking up this role, Helen was 
Deputy General Secretary at the Scottish Trades Union Congress, and her 
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responsibilities included policy development, parliamentary relations and supporting 
the STUC’s equality structures. Before joining the STUC in 2010, Helen worked as a 
policy officer in the Equality and Human Rights Commission and her background is 
in race relations having started her career at the Commission for Racial Equality. 
 

John Wilkes 
 
John has been Head of Scotland for the Equality and Human Rights Commission 
since April 2017. He also served as Scotland Director of the Equal Opportunities 
Commission between 2001 and 2007.  
 
He has a strong commitment to equality and human rights with long experience in 
the voluntary, statutory and private sectors in Scotland and the UK. He has been an 
active campaigner on LGBT, gender and race issues for over twenty years.  
 
John has previous experience of paid and unpaid roles in the voluntary sector. Prior 
to the EHRC he worked as chief executive of Scottish Refugee Council between 
2008 and 2017 and other roles as chief executive of a Scottish HIV and AIDS 
organisation and Scotland Director of Carers UK.  
Graduating in 1981 with a degree in chemistry John worked in engineering and 
marketing in the electronics and chemicals industries for over twelve years.  
 
John has extensive experience of governance and serving on boards. He served as 
a member of the Communities Fund (now the Big Lottery) Scotland committee and 
was a member of the board of Stonewall, the UK’s leading gay and lesbian advocacy 
and campaigning organisation. Other roles included two years as a trustee of 
Citizens Advice Scotland, chair of the White Ribbon Scotland campaign, Chair of the 
Glasgow Council for the Voluntary Sector, member of the ACOSVO (Association of 
Chief Officers of Scottish Voluntary Organisations) board and a trustee of the 
University of Strathclyde Students Union. 
 
11.4 Summary of CEO responses 
 
The Scottish Government commissioned CRER to undertake a high level analysis of 
the responses5 from public authorities to the letter from the Minister for Business, 
Fair Work and Skills of 5 February 2021.  
 
The letter requested further information from public authorities on their plans to 
address the Committee’s recommendations. Below is a summary of responses.  
 
83 responses were looked at - 22 from local authorities, 28 from educational 
institutions and 33 from other public bodies. 
 
The Minister for Business, Fair Work and Skills’ letter of 5 February referenced the 
Committee’ inquiry. This made a number of recommendations for public bodies in 
Scotland, and the Minister's letter asked specifically about four of them: 

                                            
5 A handful of responses were submitted after deadline and not included in this analysis.  
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a) Those in public authority leadership positions undertake an assessment of their 
organisation's understanding of racism and the structural barriers that may exist 
within their organisations. Public authorities should integrate their ambitions into their 
next strategic plan. Their strategic goal should be underpinned by specific outcomes 
and supported by timely monitoring. Public authorities should be transparent about 
their targets and their progress in delivering their outcomes. 
 
b) Public authorities should review their recruitment procedures and practice against 
the Scottish Government's (recruitment) toolkit and make the necessary changes. 
 
c) All public bodies subject to the PSED Specific Duties should, as a minimum, 
voluntarily record and publish their ethnicity pay gap and produce an action plan to 
deliver identified outcomes. 
 
d) Each public authority to (commit to) a minimum of three new actions to address 
their organisations' specific issues along with associated timescales and reasons for 
those timescales. 
 
The Minister's letter also welcomed initial thoughts, details of action plans and of 
challenges that organisations' foresee in committing to and taking forward the  
recommendations. 
 
A very high level overview of the responses provided for each of the five issues 
raised above is as follows: 
 
a) Understanding of Racism 
Many responses mentioned that their next Strategic Plan, People Strategy (or similar 
documents) would cover some of these issues. There was mention of policies 
already in place or being developed/updated, as well as mention of training in place 
or planned, especially unconscious bias training. 
 
Many organisations mentioned that the issues would be covered in the Equality 
Outcomes they were about to publish as required under PSED. A number said that 
race would feature explicitly in one or more of their equality outcomes, which is to be 
welcomed, and whilst properly developed outcomes would have milestones and 
outcomes, there was less mention of these - indeed, the word 'target' only features in 
10 of the responses, and the word 'milestone' in only 2. Most responses did not go 
into detail on what specifically would be covered in their Equality Outcomes so 
we will need to wait till these are published to see how they are phrased and 
what they are specifically looking to address. 
 
A number also mentioned either existing or planned networks for BME staff, staff 
surveys and other planned research, and also of signing up to the Advance HE / B in 
the Community Race Charters and also the anti-racism declaration that was recently 
issued by FE/HE institutions in Scotland.   
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However, there was not any real feel from the responses that these were getting 
to the heart of a better understanding of racism, especially institutional racism. It 
might be difficult to convey such understanding in a response to a letter, and whilst 
there was a great focus on the provision of training (especially unconscious bias 
training) getting to the real issue raised in this question seemed missing. Policies are 
great, but in the main these have been in place for some time now but real change 
has not been seen.  It is likely that this lack of understanding has resulted in a lack of 
any real action on outcomes, and this would explain the lack of mention of setting 
targets, having SMART actions, etc. (or to put in another way, a lack of 
understanding results in an attitude that change is not really required so we go 
with small tweaks to policies, etc., but not demand any disruption to the status 
quo. 
 
b) Scottish Government's Recruitment Toolkit: 
Responses regarding the Toolkit were almost universally positive, with most 
organisations saying that either they are already implementing much of what is 
recommended in the toolkit or will look at doing so in the near future. One or two 
organisations said they were already going beyond what was recommended in the 
toolkit. However, information on practical usage was not generally provided; for 
example, there were only a few responses that mentioned positive action measures 
that were being used / considered. The issue of staff ethnicity data was frequently 
mentioned, with a number of organisations committing to undertake further work to 
improve disclosure rates.  

Generally a positive response, at the surface anyway. However, like many of the 
responses to the question above as well, many of the responses talked about 
implementing processes rather than achieving outcomes. This is what needs to 
change if we are to achieve race equality in employment. 
 
c) Voluntarily record and publish their ethnicity pay gap and produce an action 
plan  
There were many responses that said this was already being done by their 
organisation, which is to be welcomed. Others called for additional guidance 
form the Scottish Government, largely to help them deal with issues of 
disclosure especially when small numbers of staff were involved or where the 
percentage of BME staff was very low. Some responses, particularly in the education 
sector, reported positive pay gaps for BME staff, with some accounting for this due to 
occupational segregation factors. Mentions of action plans to deal with pay gap 
issues were hard to find. 
 
Further thought does need to be given to reporting on ethnicity pay gaps 
where the numbers or percentages of BME staff are so low so SG guidance 
would be useful. There may have been some confusion with the PSED requirement 
to publish statements on ethnicity / equal pay and occupational segregation and 
information on ethnicity pay gaps. As some respondents said though, the prime 
focus just now probably needs to be on increasing the employment levels of BME 
people in the public sector in Scotland more than looking at pay gaps. 
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d)  A minimum of three new actions to address their organisations' specific 
issues 
Only around a third of responses talked about their three new actions, with 
many linking these to the imminent publication of their new equality outcomes, or 
reviewing their processes against the recruitment toolkit or looking at publishing their 
ethnicity pay gaps. Few of these gave more detail on their planned activity, with 
information on targets, milestones, timescales, etc. not generally provided.  
 
This is a difficult issue to report on without the respondents having wider discussions 
within their organisations, etc. It is not surprising that many were already involved in 
similar discussions regarding their about to be published equality outcomes, and as 
stated above, a number seem to be pushing for race specific outcomes which 
(although already recognised as good practice) may still be useful. However, 
analysis of previous outcomes have shown many to be process driven rather 
than outcome driven so it will be important to see if the 2021 Equality 
Outcomes better reflect the EHRC guidance on what EOs are for - i.e. changes 
organisations wish to see made to the lives of people with protected characteristics. 
 
e) Challenges 
The Minister's letter specifically asked organisations to outline challenges that 
organisations' foresee in committing to and taking forward the EHRiC 
recommendations. However, only a handful of responses talked about challenges. 
These included issues such as keeping anti-racism high on the agenda, data 
challenges, and also issues relating to resources - both financial and staff 
time. 
 
Again, it may be difficult to articulate these issues in a response letter, but a lack of 
reflection on challenges may reflect a general lack of understanding of institutional 
racism, etc.  
 
The responses confirm that it was correct to focus the Summit on Institutional 
Racism, but it will require far more input than is possible in a two-hour event to 
get the CEOs of public bodies in Scotland to gain the better understanding that they 
require to properly fulfil their leadership roles. 
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