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The below evidence has been gathered and considered during development of the Equality Impact Assessment relating to the Young Person’s Guarantee Activity Plan (Phase 1). Much of this evidence has been provided by equality organisations in order to capture the wide range of barriers different groups of young people are reported to face when accessing and sustaining opportunities.

	
	Issue
	Evidence


	AGE


	Employment Rate Gap & Secure Employment
	· Unemployment rate for 16-24 year olds is currently at 14.5%, compared with 4.6% for working age population.

Scottish Government (2020), available at: https://www.gov.scot/publications/labour-market-monthly-briefing-september-2020/


	
	
	· Employees aged under 25 were about two and a half times more likely to work in a sector that is now shut down as other employees. 
· Sectors that shut down as a result of social distancing measures employed nearly a third (30%) of all employees under the age of 25 (25% of young men and 36% of young women). 

IFS (2020), “Sector shutdowns during the coronavirus crisis: which workers are most exposed?”, available at:  https://www.ifs.org.uk/publications/14791


	
	
	· As a percentage of all employees by age band, young people (18 to 24) were least likely to be securely employed.

Scottish Government (2019), available at: https://www.gov.scot/publications/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2019/


	
	
	· The number and share of modern apprenticeships starts aged between 16-24 has been decreasing over the last couple of years.

Skills Development Scotland (2019/20), available at: https://www.skillsdevelopmentscotland.co.uk/media/46765/modern-apprenticeship-statistics-quarter-4-2019-20.pdf


	
	
	· Youth unemployment could reach over 100,000 in Scotland this year.

IPPR Scotland (2020), available at: https://www.ippr.org/news-and-media/press-releases/youth-unemployment-could-reach-over-100-000-in-scotland-this-year


	
	Financial Security
	· Younger people in Scotland were more likely to already be financially vulnerable and in unmanageable debt before the pandemic. 
· Initial UK surveys suggest they may already have resorted to using up savings, relying on overdrafts, borrowing from family and friends or accessing a new loan or credit card.

IPSOS MORI (2020), available at: https://www.ipsos.com/ipsos-mori/en-uk/financial-impact-covid-19-already-being-felt-britons-especially-younger-generations


	
	
	· 18-24 year-olds were already far more likely to earn less than the real Living Wage (45% in 2019, vs 17% of all employees (18+)).

Scotland Government (2019), available at: https://www.gov.scot/publications/annual-survey-of-hours-and-earnings-2019/


	
	Digital skills gap
	· Working 15-24-year-olds are significantly less likely to have essential digital skills for work than those who are 25-54. 
· This could suggest that they are not leaving education with all the digital skills they need to be able to perform when they start in the workplace. 

Lloyds Bank (2020), available at: https://www.lloydsbank.com/assets/media/pdfs/banking_with_us/whats-happening/lb-consumer-digital-index-2020-report.pdf


	
	COVID Related Impacts
	· While more than half of those furloughed during lockdown had returned to work by September, 9 per cent of those previously furloughed had lost their jobs. This rate was highest for 18-24-year-olds, Black, Asian and minority ethnic workers, and the low paid.
[image: ]

Resolution Foundation (2020), available at:  https://www.resolutionfoundation.org/ 


	
	
	· Lockdown Lowdown Survey:
· Two-thirds of respondents stated that they are moderately or extremely concerned about the impact of COVID-19 on their future. 
· Around half of respondents stated they are moderately or extremely concerned about exams and coursework.
· Two-fifths of respondents stated they are moderately or extremely concerned about their mental wellbeing.

Young Scot (2020), available at: https://youngscot.net/news-database/lockdownlowdown-results


	
	
	· The Resolution Foundation have found a ‘disproportionate impact of the coronavirus crisis on the youngest and oldest earners’: 9% of 18-24 year olds have lost their job (compared to 3% of all employees) and 24% have been placed on furlough (compared to 15% of all employees).
· Young people who have recently left education and have recently entered, or are about to enter, the labour market are more susceptible to long-term unemployment and pay scarring. Individuals in employment and education make up large numbers of employees in sectors which have been hardest hit.

Resolution Foundation (2020), available at: https://www.resolutionfoundation.org/app/uploads/2020/05/Young-workers-in-the-coronavirus-crisis.pdf


	
	
	· Lockdown and financial strain may also be contributing towards a marked decline in young people’s mental health. In 2017-19, 22% of under 30s surveyed in Scotland reported symptoms of anxiety or depression. In April of this year, that figure had risen to 37% of those surveyed – approaching 2 in 5.

IPPR Scotland (2020), available at: https://www.ippr.org/blog/what-does-covid-19-mean-for-the-labour-market-prospects-of-young-people-in-scotland 

	
	Impacts from Previous Recession
	· When demand is low, this shows up in inactivity as much as in unemployment (that is, people drop out of the labour market entirely). 
· Young people have difficulty entering the labour market and, if they are in jobs, they are (most) likely to lose them. 
· Older people are encouraged to take early retirement while those who lose their jobs find it particularly hard to re-enter work. 
· Older and younger people can be “scarred‟ (the implications of failing to enter work smoothly or being obliged to leave the labour market entirely are long term and not merely short term).

EHRC (2009), available at: https://www.equalityhumanrights.com/sites/default/files/research-report-47_the-equality-impacts-of-the-current-recession_0.pdf 


	
	Discrimination in recruitment (intersecting with other protected characteristics)

	· There is evidence of discriminatory behaviour by recruitment agencies on the basis of age, disability, nationality and pregnancy. This includes evidence of agencies facilitating employers’ requests only to shortlist certain applicants for interview.

Equality and Human Rights Commission (2020), available at: https://www.equalityhumanrights.com/en/publication-download/recruitment-workers-low-paid-occupations-and-industries

	
	
	· There is also evidence of direct discrimination during applicant shortlisting, with correspondence studies identifying unequal outcomes on the basis of age, disability, ethnicity, religion and sexual orientation, as well as for women during pregnancy, maternity and when returning to work after time out for caring.

Equality and Human Rights Commission (2020), available at: https://www.equalityhumanrights.com/en/publication-download/recruitment-workers-low-paid-occupations-and-industries



	DISABILITY

	Employment and qualification gap
	· In 2019, the employment rate for those classed as disabled under the Equality Act 2010 was 49.0 percent, which was significantly lower than the employment rate for non-disabled people (81.6 per cent). 
· In 2019, the disability employment gap was 32.6 per cent.

Scottish Government (2019), available at: https://www.gov.scot/publications/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2019/

	
	
	· It is widely acknowledged that disabled people and those with ASN often have lower levels of qualifications and poorer employment outcomes than the general population.

Skills Development Scotland (2019), available at: https://www.skillsdevelopmentscotland.co.uk/media/43248/0892_equality-mainstreaming-report-full-report.pdf


	
	
	· Disability employment gap across 16-24 year olds in 2019:
· Men - 22.3%
· Women – 16.1%
· All – 18.8

Scottish Government (2019), available at: https://www.gov.scot/publications/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2019/

	
	
	· The employment rate of people with a learning disability is estimated to be in the range of 7% to 25%

SCLD (2016), available at: https://www.scld.org.uk/wp-content/uploads/2016/08/Employability-Key-Findings-1.pdf

	
	
	· Data indicates that disabled workers are more likely to be employed in sectors where there may be fewer opportunities to work from home and which may be affected more by the outbreak of COVID (including health and social care, and retail).

Department for Work and Pensions, and Department of Health and Social Care (2020), available at:  https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/875199/employment-of-disabled-people-2019.pdf 


	
	Engagement and Support
	· Fewer disabled young adults felt their perspectives were considered (47%) than non-disabled young adults (58%)

Scottish Government (2019), available at: https://www.gov.scot/publications/scotlands-wellbeing-measuring-national-outcomes-disabled-people/pages/3/ 


	
	
	· Evidence indicated that disabled people have indicated that they want to be able to access the right support, at the right time, to develop the skills to enter fair work, and greater engagement with parents, carers and education providers to enhance the career aspirations of disabled young people.

Scottish Government (2018), available at: https://www.gov.scot/binaries/content/documents/govscot/publications/strategy-plan/2018/12/fairer-scotland-disabled-people-employment-action-plan/documents/fairer-scotland-disabled-people-employment-action-plan/fairer-scotland-disabled-people-employment-action-plan/govscot%3Adocument/fairer-scotland-disabled-people-employment-action-plan.pdf


	
	Recruitment
	· There is evidence of unconscious bias, such as focusing on softer skills in interviews and making assumptions by filtering out applications on the basis of physical capability and mobility.

Equality and Human Rights Commission (2020), available at: https://www.equalityhumanrights.com/en/publication-download/recruitment-workers-low-paid-occupations-and-industries


	
	Impacts from previous recession
	· Before the last recession, the wage gap between disabled and non-disabled people had narrowed, but following the recession, the wage gap had widened and struggled to get back to its pre-recession level. 
· The recession also affected activity rates with a fall in these for disabled people as a result of the recession. 
· Recessions also increase the level of disabilities reported with a notable rise in work-related disability resulting from psychological problems. 

Equality and Human Rights Commission (2009), available at: https://www.equalityhumanrights.com/sites/default/files/research-report-47_the-equality-impacts-of-the-current-recession_0.pdf


	
	Digital Exclusion 
	· Though the percentage of disabled adults not using the internet has been declining, disabled people are more likely to be digitally excluded.

IRISS (2020), available at:  https://www.iriss.org.uk/resources/esss-outlines/digital-inclusion-exclusion-and-participation

	
	
	· Of those aged 16-24 who do not use the internet, 60% are disabled. 
· Among those of working age, the economically inactive are the most likely to be internet non-users, particularly those adults on long-term sick leave or disabled.

Office for National Statistics (2019), available at: https://www.ons.gov.uk/peoplepopulationandcommunity/householdcharacteristics/homeinternetandsocialmediausage/articles/exploringtheuksdigitaldivide/2019-03-04#what-is-the-pattern-of-internet-usage-among-disabled-people 




	SEX

	Structural barriers to employment
	• Occupational segregation, where gender norms and stereotyping about women’s and men’s capabilities and preferences results in women and men doing different types of work;
• A lack of quality part-time and flexible working which results in women’s under-representation at management level and in senior grades, and their concentration in lower grades; 
• The undervaluation of “women’s work” such as care, admin, cleaning and retail; 
• Women’s disproportionate responsibility for unpaid care work, and the length of time women have worked part-time in order to combine their caring roles with employment; 
• Biased and untransparent recruitment, development and progression practices;  
• Male-orientated workplace cultures that do not feel inclusive to women, nor meet the needs of their lives; and 
• Discrimination embedded within pay and grading systems, which results in women being paid less than men for doing equal work.
· Violence against women also can be a structural barrier to employment (see section below)

Close the Gap (2018), available at: https://www.closethegap.org.uk/content/resources/The-Gender-Penalty-Feb-2018.pdf


	
	COVID related impacts
	· Disproportionate Disruption Report (Close the Gap):
· Because of occupational segregation, women, particularly Black and minority ethnic women and young women, are more likely to work in a sector that has been shut down (18% compared to 14% for men).
· Women are the majority of zero-hour contract workers and part-time workers (45% of workers on zero-hour contracts and 30% of part-time workers work in shut down sectors).
· Women are four percentage points more likely to have lost their job than men, and are also more likely to have had their hours cut, or to have been furloughed.
· Women make up the majority (77%) of key workers in care, early years and childcare, nursing and in supermarkets.
· Women are bearing the brunt of the increase of childcare and care for adults in the home, making it difficult to do their paid work from home, where this is required by their employer. Women across the UK are typically providing at least 50% more childcare, as well as spending around 10% to 30% more time than fathers home-schooling their children.
· Women account for the majority (51.5%) of those in jobs that are deemed to be at high exposure to job disruption. Women in low-paid jobs will be particularly affected by job disruption, placing them at greater risk of poverty.
· Women are more likely to lose their jobs in the recession, and be affected by underemployment.

Close the Gap (2020), available at: https://www.closethegap.org.uk/content/resources/Disproportionate-Disruption---The-impact-of-COVID-19-on-womens-labour-market-equality.pdf


	
	
	· Employed women are more likely than employed men to work in sectors more likely to be shut down during the Covid-19 pandemic (as well as being more likely to be key workers).

Resolution Foundation (2020), available at: https://www.resolutionfoundation.org/app/uploads/2019/10/Risky-business.pdf 


	
	
	· From Close the Gap – “ For clarity, it would be useful to acknowledge that there are already increased barriers to childcare, primarily because of the pausing of the roll-out of the 1140 hours.”

	
	
	· Evidence from the JRS highlights that 65% of female employees aged 17 have been furloughed (equivalent figure for men is 62%).

UK Government (2020), available at: https://www.gov.uk/government/publications/coronavirus-job-retention-scheme-statistics-august-2020/coronavirus-job-retention-scheme-statistics-august-2020#demographics--age-and-gender-breakdown  

	
	
	· From Close the Gap -  if there are any barriers to accessing childcare in the aftermath of the crisis, older women may leave work in order to fill this gap and care for grandchildren.
Close the Gap (2018), available at: https://www.closethegap.org.uk/content/resources/The-Gender-Penalty-Feb-2018.pdf 

	
	
	· Time-use data, survey data, and women’s own accounts all chart an increase in home-schooling, childcare, care for disabled and older people, and other unpaid work predominantly done by women such as housework and household management.
Engender (2020), available at:  https://www.engender.org.uk/content/publications/1594974358_Gender--unpaid-work---the-impact-of-Covid-19-on-womens-caring-roles.pdf 

	
	Financial security (lone parents)
	· The vast majority of lone parents are also women, and three-quarters of lone parent households were already financially vulnerable in 2016-18 (73%), and more likely than average to be in unmanageable debt.

Scottish Government (2019), available at: https://www.gov.scot/publications/scotlands-people-annual-report-results-2018-scottish-household-survey/pages/5/

	
	
	· From Close the Gap – “Women’s concentration in low paid work (2/3 earn below the Living Wage), and the increasing precarity of women’s employment is exacerbating women’s in-work poverty. Women are more likely to be on a zero hour contract and on a temporary contract.”

Close the Gap (2018), available at: https://www.closethegap.org.uk/content/resources/1---Women-work-and-poverty-what-you-need-to-know.pdf

	
	
	· From Close the Gap – “women in the gig economy, which along with bogus self-employment, is on the rise in social care.” 

Close the Gap (2020), available at: https://www.closethegap.org.uk/content/resources/Women-COVID-19-and-the-gig-economy.pdf

	
	Occupational segregation
	· There is significant occupational segregation – e.g. four out of five health and social care workers are women (80% - 2019), but just one in eight construction workers (13%).

Scottish Government (2020), available at: https://www.gov.scot/publications/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2019/

	
	
	· Women are over represented in some areas, often referred to as the 5 C’s of caring, cashiering, catering, cleaning and clerical. These sectors have historically low pay, low progression and low status but can often provide more flexible working hours making them a practical option. There is also evidence that women tend to reach senior positions in work less often than men

Scottish Government (2019), available at: https://www.gov.scot/binaries/content/documents/govscot/publications/strategy-plan/2019/03/fairer-scotland-women-gender-pay-gap-action-plan/documents/analytical-annex/analytical-annex/govscot%3Adocument/analytical-annex.pdf


	
	
	· Overall, there is an occupational gender spilt of 60% male and 40% female in STEM occupations. 

Scottish Government (2017), available at: https://www.gov.scot/binaries/content/documents/govscot/publications/strategy-plan/2017/10/science-technology-engineering-mathematics-education-training-strategy-scotland/documents/00526538-pdf/00526538-pdf/govscot:document


	
	
	· If more women are to be encouraged to view STEM careers as an attractive option, teachers, careers advisors, work experiences and families need to do more to counter gender differences from an early age. 

Scottish Government (2015), available at: https://education.gov.scot/improvement/Documents/Sciences/SCI15_GenderBalanceinSTEM/GenderBalanceBriefing_tcm4-869326.pdf



	
	Employment and qualification gap
	· A lower proportion of women than men were employed in 2019 (72% vs. 78%). 

Scottish Government (2020), available at: https://www.gov.scot/publications/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2019/


	
	
	· Intersectional data shows that disabled women and some groups of BME women are employed at a significantly lower rate than white women, and groups of men. 

Close the Gap (2019), available at: https://www.closethegap.org.uk/content/resources/1557499847_Still-Not-Visible.pdf

	
	
	· Over two thirds (67%) of girls leave school with at least one qualification at SCQF level 6 or better, compared to just 56% of boys.

Scottish Government (2019), available at: https://www.gov.scot/binaries/content/documents/govscot/publications/statistics/2019/09/attainment-leaver-destinations-healthy-living-summary-statistics/documents/children-education-skills-summary-statistics-attainment-leaver-destinations-healthy-living-no-8-2018-edition/children-education-skills-summary-statistics-attainment-leaver-destinations-healthy-living-no-8-2018-edition/govscot%3Adocument/children-education-skills-summary-statistics-attainment-leaver-destinations-healthy-living-no-8-2018-edition.pdf


	
	
	· From Close the Gap – “…it might be useful to look at Close the Gap’s review of the implementation of Developing the Young Workforce which found a lack of positive outcomes for girls and young women. Some of the key concerns related to  lack of KPIs which had a specific gender component; generic equalities work; and inconsistent work on segregation.”

Close the Gap (2020), available at: https://www.closethegap.org.uk/content/resources/A-gender-review-of-Developing-the-Young-Workforce--Scotlands-youth-unemployment-strategy.pdf

	
	Gender Pay Gap
	· Gender Pay Gap:
· In 2019, the median gender pay gap for all employees was 14.3%. 
· 19.5% of employed women (18+) earned less than the real Living Wage in 2019 – compared to 14% of men.

Scottish Government (2020), available at: https://www.gov.scot/publications/annual-survey-of-hours-and-earnings-2019/ 

	
	
	· From Close the Gap - Disabled women experience a pay gap when compared to non-disabled women, and disabled men; disabled women are more likely to work part time than non-disabled women, and disabled men. 
Close the Gap (2018), available at: https://www.closethegap.org.uk/content/resources/Close-the-Gap-Response-to-Consultation-on-Increasing-Employment-of-Disabled-People.pdf

	
	Unpaid work
	· Mothers have taken on more housework and childcare responsibilities than fathers in lockdown, a study suggests. In families where both the parents have paid work, mothers are said to be spending more of their working hours simultaneously trying to care for children compared with their partners, an analysis has found. 
· Mothers are also the ones who are more likely to have quit or lost their job, or to have been furloughed, since the start of the coronavirus lockdown.

Institute for Fiscal Studies (2020), available at: https://www.ifs.org.uk/publications/14860


	
	
	· Around 60% of unpaid carers are women. 

Scottish Government (2015), available at: https://www.gov.scot/publications/scotlands-carers/


	
	
	· In 2018, 26.7% of women were classified as inactive compared to 18.2% of men. Women are more likely to be inactive and looking after family/home than men. In 2018, looking after family/home accounted for 25.5% of inactive women compared to only 6.7% of inactive men.

Scottish Government (2019), available at: https://www.gov.scot/publications/regional-employment-patterns-scotland-statistics-annual-population-survey-2018/pages/3/



	
	
	· A new report from the UN highlights that the increase in women’s unpaid work because of Covid could reverse 25 years’ progress on gender equality

United Nations (2020), available at:  https://data.unwomen.org/publications/whose-time-care-unpaid-care-and-domestic-work-during-covid-19 

	
	Impacts from previous recession
	·   From Close the Gap - There’s evidence relating to recessions being a catalyst for automation. As women account for the majority of workers in occupations at high-risk of automation, this could lead to increased unemployment for women. See page 17 
Close the Gap (2020), available at: https://www.closethegap.org.uk/content/resources/Close-the-Gap-evidence-for-the-Advisory-Group-on-Economic-Recovery---May-2020.pdf 

	
	
	· Previous recessions have (initially) tended to drive down levels of employment in sectors typically dominated by men. Hence the (initial) rate of job loss has been greater for men. 
· Women were more likely to be employed in less cyclically sensitive occupations and so were relatively protected from unemployment, but where women were employed in male-dominated sectors, they were often the first to be dismissed. 
· Women with childcare responsibilities were often at a greater disadvantage than either men or other women in continuous employment, due to restricted internal labour markets and employer perceptions of unreliability and inflexibility. 
· Single mothers, older women and those with lower skills and long-standing disability were especially negatively affected, with little support provided by the UK‟s relatively deregulated labour market. 
· During more recent recessions, there is some evidence of an increase in lower qualified women entering the labour market, possibly to compensate for a reduced household income. 

Equality and Human Rights Commission (2009), available at: https://www.equalityhumanrights.com/sites/default/files/research-report-47_the-equality-impacts-of-the-current-recession_0.pdf

	
	Violence Against  Women (Including sexual harassment)                     

 
	· From Close the Gap - 1 in 4 women experience domestic abuse in their lifetime in Scotland and three quarters of women are targeted at work. Perpetrators of domestic abuse often use workplace resources such as phones and emails to threaten, harass or abuse their current or former partner, acquaintance or strangers. Perpetrator tactics such as sabotage, stalking and harassment at work affect women’s performance at work, their levels of absenteeism and job retention. More evidence is available in this briefing – 

Close the Gap (2019), available at: https://www.closethegap.org.uk/content/resources/Close-the-Gap-briefing-for-Members-Business---16-Days-of-Activism-against-gender-based-violence.pdf 

· Update Nov 2020, from Close the Gap – “An updated version of this has been published this week, which highlights the impact of Covid on victim-survivors and what this means’ for women’s employment.”

Close the Gap (2020), available at: https://www.closethegap.org.uk/content/resources/Close-the-Gap-briefing-for-Scottish-Government-Debate---Making-Scotland-Equally-Safe.pdf


	
	
	· From Close the Gap - Young workers are more likely to experience all forms of violence and harassment in the workplace. Young women are more likely to be underemployed, working on low hours, employed on part-time or insecure contracts such as temporary, agency or zero-hours contracts and are likely to have had shorter tenure and be in more junior roles; all of which may be factors in sexual harassment. According to the TUC’s research, sixty-three per cent of women aged 18–24 had experienced some form of sexual harassment compared to an average of fifty-two per cent amongst women of all ages 

TUC (2019), available at: https://www.tuc.org.uk/blogs/sexual-harassment-young-women-rife-next-government-needs-act 

	
	
	· From Close the Gap - Information on sexual harassment is included in the gender pay gap on page 31/32 for young women and sexual harassment and page 24 for general information on sexual harassment

Scottish Government (2019), available at: https://www.gov.scot/publications/fairer-scotland-women-gender-pay-gap-action-plan/pages/5/

	
	
	· From Close the Gap – “ Although girls and young women have higher attainment, this masks the chronic and acute gender segregation in subject choice which ultimately results in poorer labour market outcomes for women. Girls’ experiences of sexual harassment at school/college and university is also an important point to include as sexism, sexualised bullying, and sexual harassment prevents young women from studying male-dominated subjects. There’s a evidence on sexual harassment in schools in this Engender report:
Engender (2019), available at: https://www.engender.org.uk/content/publications/Making-Women-Safer-in-Scotland---the-case-for-a-standalone-misogyny-offence.pdf

	
	Training and Development
	· From Close the Gap - Part-time workers, the majority of whom are women, are significantly less likely than full-time workers to receive any workplace development and support opportunities, particularly in relation to opportunities to perform tasks outwith their job role. Low paid, part-time women workers are the least likely to receive any type of training, and the most likely to be impacted by COVID-19 job disruption.

House of Commons (2016), available at: https://publications.parliament.uk/pa/cm201516/cmselect/cmwomeq/584/584.pdf


	
	
	· From Close the Gap - There also particular barriers for BME women in accessing training and development. 49% of BME women responding to CtG’s survey felt they had been overlooked for a development opportunity because of racism, racial discrimination or racial bias. Also, when asked if their employer provided clear development opportunities, only 42% agreed. 

Close the Gap (2019), available at: https://www.closethegap.org.uk/content/resources/1557499847_Still-Not-Visible.pdf 

	
	
	· From Close the Gap - There are also gender differences in labour market outcomes from training: men are more likely to have received a pay rise, and full-time workers are more likely than part-time workers to see improvements in the pay and promotion prospects as a result of training.

Scottish Government (2019), available at: https://www.gov.scot/binaries/content/documents/govscot/publications/strategy-plan/2019/03/fairer-scotland-women-gender-pay-gap-action-plan/documents/analytical-annex/analytical-annex/govscot%3Adocument/analytical-annex.pdf

	
	
	· From Close the Gap on apprenticeships:
· Acute and persistent gendered occupational segregation in a range of frameworks across the ‘apprenticeship family’ -useful to include data for FA and GA, as well as MAs, as this highlights the extent of segregation across the frameworks. 
· Stereotypically female frameworks are associated with lower pay and poorer labour market outcomes while the reverse is true for stereotypically male frameworks. The key point is that young women are acquiring more skills are these are not rewarded in the labour market.
· Sectors where female MAs are concentrated are the sectors most impacted by COVID-19 job disruption, which might impact the number of female MAs over time. 
· Some data and information pertaining to MAs on page 12 of this submission – 

Close the Gap (2020), available at: https://www.closethegap.org.uk/content/resources/Close-the-Gap-response-to-EEFW---Impact-of-COVID-19-on-business-workers-and-the-economy-July-2020.pdf


	
	Employability 
	· From Close the Gap - Generic employability programmes replicate gendered patterns of skills acquisition and employment, ultimately entrenching occupational segregation and widening the gender pay gap. Engender have concluded that there is little evidence that gender and women’s equality have been included as factors in the development of employability policy, the architecture of employability or in the design of individual programmes and projects.

Engender (2016), available at: https://www.engender.org.uk/content/publications/Unblocking-the-Pipeline---Gender-and-Employability-in-Scotland.pdf


	
	
	· Comments from Close the Gap:
· Mainstream employability programmes have traditionally adopted a ‘one size fits all’ approach to support that does not take account of women’s caring roles and fails to acknowledge that women’s readiness to work will be impacted by these caring roles. For example, research published by Engender highlighted that women accessing employability support are regularly forced to apply for jobs that do not fit with school hours or available childcare. 
· Job-matching approaches adopted within mainstream programmes are often inappropriate as women are funnelled into low-paid, inflexible jobs such as retail, which they inevitably leave as a result of these roles being incompatible with their caring responsibilities and the realities of women’s lives.
· Currently a lack of consistency in the data gathered on employability programmes and a lack of sex-disaggregated data relating to employability beneficiaries at both the programme and national level. Gender-sensitive, sex-disaggregated data is critical in evaluating the impact of the scheme on gender equality, occupational segregation and female employment rates. 
· This has implications for the YPG in terms of the design of the Guarantee, including the employability aspects; flexible working opportunities; data collection and utilisation; and action to tackle occupational segregation. 
· Engender have published a report into gender and employability and see chapter 6 of the Gender Pay Gap Action Plan for more information and Scottish Government actions on employability. 


	
	
	· From Close the Gap – “ [There are] some important data gaps on different groups of women’s experiences of employability services, and labour market outcomes e.g. victim-survivors of domestic abuse, single parents – there is an action in the pay gap action plan which aims to improve the range and quality of data but I’m not sure if there has been any progress.”

Scottish Government (2019), available at:  https://www.gov.scot/publications/fairer-scotland-women-gender-pay-gap-action-plan/ 

	
	Place-Based Economic Approaches 
	· “Crucially, the shift in economic development in recent years towards inclusive growth has not been sufficient to address inequality here. Inclusive growth is less about affecting change to the prevailing market liberal approach to economic growth, and more about what happens once we have growth, no matter how unfairly it was created, or the narrowness of those involved in creating it13. It accepts that the current system produces unequal opportunities but focuses on policies that are centred ‘after-the-fact’ of growth itself. Not only is this unsustainable on a finite planet with finite resources, but it also does not allow for truly transformational social and economic justice, capable of delivering gender equality.”

CLES (2019), available at:  https://wbg.org.uk/wp-content/uploads/2019/11/Why-the-local-economy-is-important-for-gender-equality.pdf 



	PREGNANCY AND MATERNITY
	COVID related impacts
	· On the 16th March the UK Government classed pregnant women as ‘vulnerable’ to severe illness if infected with Covid-19. Official UK government advice is that all pregnant women should ‘carefully’ adhere to social distancing rules. 
· There is limited evidence as to how the virus affects a growing foetus. Concerns from stakeholders remain as to how the virus affects the mother however we know that pregnancy weakens the immune system and can make pregnant women more vulnerable to illness.

Working Families (2020), available at: https://workingfamilies.org.uk/articles/coronavirus-parents/


	
	
	· From Close the Gap:
· Research by the TUC found pregnant women, women on maternity leave, and women returning to work after maternity leave have been acutely affected by the crisis, facing increasing discrimination in the workplace. 
· One in four pregnant women and women on maternity leave experienced discrimination or less favourable treatment at work including being singled out for redundancy or furlough. 
· The research also found that pregnant women’s health and safety rights are being routinely breached, leaving women feeling unsafe at work or without pay when they are unable to attend their workplaces.

TUC (2020), available at: https://www.tuc.org.uk/research-analysis/reports/pregnant-and-precarious-new-and-expectant-mums-experiences-work-during


	
	Disadvantages faced by young mothers
	· Young mothers are significantly more likely to experience pregnancy and maternity discrimination, with six times as many under 25 year olds than average reporting being dismissed from their jobs after they tell their employer they are pregnant
Equality and Human Rights Commission (2016), available at: https://www.equalityhumanrights.com/en/our-work/news/powertothebump-unites-young-mothers-fight-against-pregnancy-and-maternity 


	
	
	· Compared to mothers aged 25 and over, those aged under 20 were less likely to have a qualification at Higher grade or above (17% vs. 80%) or to be employed (21% vs. 83%), and more likely to be in the lowest income quintile (72% vs. 12%) and to live in the most deprived areas. 
· While mothers aged 20-24 were found to be relatively advantaged when compared with their younger counterparts, tto hey are still at a significant disadvantage when compared with older parents (50% had a qualification at Higher grade or above, 55% were employed and 40% had a household income in the lowest quintile).”

Scottish Government (2017), “The life chances of young people in Scotland: an evidence review for the First Minister's Independent Advisor on Poverty and Inequality”, available at: https://www.gov.scot/binaries/content/documents/govscot/publications/research-and-analysis/2017/07/life-chances-young-people-scotland-evidence-review-first-ministers-independent/documents/life-chances-young-people-scotland-evidence-review-first-ministers-independent-advisor-poverty-inequality/life-chances-young-people-scotland-evidence-review-first-ministers-independent-advisor-poverty-inequality/govscot%3Adocument/00522057.pdf


	
	
	· Young mothers and poverty:
· 72% of mothers aged under 20 had a household income amongst the lowest 20% of all family incomes at 10 months (the bottom „quintile‟). By 5 comparison, the same was true for 40% of mothers aged 20 to 24 and just 12% of those aged 25 or older. 
· At all age points, mothers aged under 20 are significantly more likely than other mothers to be in the lowest income quintile.
·  Mothers under 20 are considerably more reliant on state benefits and tax credits than are older mothers. This position remains as the child ages. 
· The majority of mothers aged under 20 lived in social rented housing and were the group most likely to do so. 
· Mothers aged under 20 are more likely than older mothers to live in the most deprived areas. The gap between them and those aged 25 or older does not change over time. 
· In all measures of socio-economic characteristics, mothers aged 20-24 fall between those younger and older. As such they are in a relatively advantaged position when compared with the youngest group – having more qualifications, more likely to be in employment and having higher average incomes – yet nevertheless at a significant disadvantage when compared with older mothers

Scottish Government (2014), available at: https://www.gov.scot/binaries/content/documents/govscot/publications/research-and-analysis/2014/02/experiences-mothers-aged-under-20-analysis-data-growing-up-scotland-study/documents/experiences-mothers-aged-under-20-analysis-data-growing-up-scotland-study/experiences-mothers-aged-under-20-analysis-data-growing-up-scotland-study/govscot%3Adocument/00444511.pdf



	GENDER REASSIGNMENT
	Discrimination
	· 26% of LGBT young people in employment had reported experiencing verbal abuse at work
· 22% had experienced rumours and 21% had been ignored 
· 5% had been physically assaulted 
· 5% had their belongings stolen

LGBT Youth Scotland (2018), available at: https://www.lgbtyouth.org.uk/media/1354/life-in-scotland-for-lgbt-young-people.pdf 

	
	
	· The Scottish Transgender Alliance observes that the workplace is one of the most likely locations for transphobic discrimination and harassment to occur, and as a result many Transgender people are unemployed, under-employed or self-employed.

Scottish Government (2013), available at: https://www.gov.scot/publications/scottish-government-equality-outcomes-lesbian-gay-bisexual-transgender-lgbt-evidence-review/


	
	
	· In an online survey of Transgender people in the UK in April 2011, employment was identified as being the second top area of concern for the Transgender community, with around a third (31%) of respondents selecting it as their priority. Difficulty in gaining and retaining employment was considered the most important challenge that Transgender people face, with two-thirds of respondents (66%) identifying it as the most important challenge.

Scottish Government (2013), available at: https://www.gov.scot/publications/scottish-government-equality-outcomes-lesbian-gay-bisexual-transgender-lgbt-evidence-review/








	SEXUAL ORIENTATION
	Employment rates
	· The available evidence presents a mixed, and sometimes contradictory, picture of the employment outcomes of LGBO individuals:
· LGBO adults were more likely to be unemployed in 2015 than heterosexual adults. The unemployment rate of LGBO individuals was three times higher than the rate for heterosexual adults (11% and 3% respectively). 
· LBGO adults were also less likely to be employed – only 53 per cent were in employment compared to 57% of heterosexual adults. 
· Sexual Orientation in Scotland acknowledge that some research contrasts with the statistics described above, and that LGB men and women do no differ from heterosexual people in relation to employment, or show better outcomes. For example, some research indicates that LGB people may have similar rates of employment to heterosexual people. People in same sex couple households were shown to be more likely to hold professional, administration or managerial jobs (59%) than heterosexual men (40%) or heterosexual women (37%) in 2004/05.

Scottish Government (2017), available at: https://dera.ioe.ac.uk/28209/1/00513240_Redacted.pdf


	
	Workplace discrimination
	· 26% of LGBT young people in employment had reported experiencing verbal abuse at work
· 22% had experienced rumours and 21% had been ignored 
· 5% had been physically assaulted 
· 5% had their belongings stolen

LGBT Youth Scotland (2018), available at: https://www.lgbtyouth.org.uk/media/1354/life-in-scotland-for-lgbt-young-people.pdf 

	
	
	· Almost one in five LGBT staff (18 per cent) have been the target of negative comments or conduct from work colleagues in the last year because they're LGBT.
· Almost one in five LGBT people (18 per cent) who were looking for work said they were discriminated against because of their sexual orientation and/or gender identity while trying to get a job in the last year.
· More than a third of LGBT staff (35 per cent) have hidden or disguised that they are LGBT at work in the last year because they were afraid of discrimination.

Stonewall Scotland (2018), available at: https://www.stonewallscotland.org.uk/lgbt-britain-work-report

	
	
	· On the experiences of LGBT people in Scotland’s rural regions, 25% of those surveyed experienced harassment at work.

Equality Network (2020), available at: https://equality-network.org/wp-content/uploads/2020/10/LGBT-Rural-Report.pdf






	MINORITY ETHNIC
	Engagement with young Black and young People of Colour on Young Person Guarantee
	· Some findings from the ‘Mapping the Young Person’s Journey’ report by Intercultural Youth Scotland:
· expressed significant worries of encountering racism during the Guarantee, based on their current and past experiences in school and workplaces
· asked that education establishments, workplaces and other partners of the Guarantee commit to undertaking anti-racist training
· diversity should be an important commitment made by the Guarantee
· gender discrimination, inappropriate comments and sexual harassment were experienced or witnessed in schools and workplaces 
· education establishments, workplaces and all other Guarantee partners should commit to eliminating gender discrimination
· other barriers included lack of confidence; lack of experience; zero-hour contracts; English as a second language; poor knowledge of career paths; lack of specialist support agencies; poor relationships with teaching staff and career service; arranged marriage; and  low income households
· not being paid for all the hours they actually worked; struggling to align opportunities to pre-existing commitments; and not showing understanding of mental health needs, which are often invisible
· it is important there be an understanding of, and flexibility toward their cultural and religious beliefs
· cultural expectations from their family and community can affect their involvement in the Guarantee
· Expressed that career advisors get to know them better
· They stressed the need for diverse organisations and mentors that understand young Black and young People of Colour in Scotland, provide services for them and keep in contact with them

Intercultural Youth Scotland (2020), available at:  https://www.gov.scot/binaries/content/documents/govscot/publications/strategy-plan/2020/11/young-persons-guarantee-phase-1-activity-plan/documents/mapping-young-persons-journey-intercultural-youth-scotland/mapping-young-persons-journey-intercultural-youth-scotland/govscot%3Adocument/mapping-young-persons-journey-intercultural-youth-scotland.pdf

	
	Deprivation and poverty
	· Minority ethnic groups in Scotland are more likely to live in the most deprived areas.

Scottish Government (2018), available at: https://www2.gov.scot/Topics/Statistics/About/Surveys/SSCQ/SSCQ2018


	
	
	· Minority ethnic communities also experience the highest rates of poverty in Scotland.

Scottish Government (2016), available at: https://www.gov.scot/publications/race-equality-framework-scotland-2016-2030/


	
	
	· The ‘African’ and ‘White: Gypsy/ Traveller’ groups had the highest proportions of people who lived in social rented accommodation (41 and 40% respectively) — this was double the rate in the population as a whole.

Scottish Government (2015), available at: https://www.gov.scot/publications/analysis-equality-results-2011-census-part-2/


	
	
	· The poverty rate was 39% for the 'Asian or Asian British' ethnic groups, and 38% for 'Mixed, Black or Black British and Other' ethnic groups.
· The poverty rate amongst the 'White - Other' group was 25% (80,000 people) and that of the 'White - British' group was 18% (860,000 people).
· This analysis doesn't take into account differences in the age profiles of the ethnic groups and younger people generally have a higher poverty rating. 

Scottish Government (2020), available at: https://www.gov.scot/publications/poverty-income-inequality-scotland-2016-19/


	
	
	The Ethnic Minority National Resilience Network (Scotland) reports that “No Recourse to Public Funds (NRPF) immigration policy punishes children and others on the basis of they or their parent’s nationality”

Bemis (2020), available at: https://bemis.org.uk/wp/wp-content/uploads/2020/08/BEMIS-EMNRN-ERG-Recommendations-August-2020.pdf

· SG has previously claimed “There is a stark inequality in support available to people across our communities due to NRPF restrictions”

Scottish Government (2020), available at: https://www.gov.scot/news/helping-those-with-no-access-to-public-funds/


	
	Public sector employment
	· The proportion of minority ethnic workers is lower in Scotland’s public sector than in the wider economy. There is a risk that this will worsen due to the impact on the economy of the coronavirus pandemic.

Office for National Statistics (2019), available at: https://www.ons.gov.uk/searchdata?q=%22Annual%20population%20survey%22


	
	
	· 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 that the Scottish Government develops comprehensive guidance on the optimum practice to be followed when training staff, including the efficacy of having specific training on race. This should be developed with minority ethnic groups and other equality groups.
· 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 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.
· Given the scale of the lack of progress identified, the Committee recommends the Scottish Government takes further action to ensure public authorities make use of “positive actions” to address minority ethnic under-representation in the public sector workforce. These further actions should be set out in the Scottish Government’s action plan

Scottish Parliament Equalities and Human Rights Committee (2020), available at:  https://sp-bpr-en-prod-cdnep.azureedge.net/published/EHRiC/2020/11/15/Race-Equality--Employment-and-Skills--Making-Progress-/EHRiCS052020R3.pdf


	
	COVID related impacts
	· While more than half of those furloughed during lockdown had returned to work by September, 9 per cent of those previously furloughed had lost their jobs. This rate was highest for 18-24-year-olds, Black, Asian and minority ethnic workers, and the low paid.

Resolution Foundation (2020), available at: https://www.resolutionfoundation.org/


	
	
	· COVID in Colour (Intercultural Youth Scotland report – 63 Black and POC respondents to ):
· 45% feel that they have less opportunities than their white counterparts and that this disparate access to life opportunities has been highlighted by the impact of the pandemic.
· 59% reported that the lockdown has affected their motivation and crippled their ability to progress with school work
· 57% have expressed concerns about their family or guardian losing their jobs and struggling financially
· 55% aged 15-18 stated that they did not have a backup plan in case they do not receive the grades they expect. 
· The unexpected cancellation of exams due to Covid-19 is especially troubling given that more than half of the respondents (55%) aged 15-18 stated that they did not have a backup plan in case they do not receive the grades they expect.

Source: COVID in Colour. Intercultural Youth Scotland (2020), available at: https://interculturalyouthscotland.org/


	
	
	· In Scotland’s 2011 Census, people describing their ethnicity as one of the ‘Asian’ categories were more likely to live in a household with two or more families. These differences are pertinent in regard to the spread of COVID-19 and highlight particular risks for people from minority ethnic groups

Scotland's Census (2011) - National Records of Scotland, available at: http://www.scotlandscensus.gov.uk/documents/additional_tables/AT_033_2011.xls


	
	
	· From Close the Gap - Disproportionate Disruption highlighted that BME women are at particular risk of job disruption. BME women are more likely to work in a sector that has been shut down; more likely to be in insecure work which puts them at increased risk of loss of hours and earnings; and are concentrated in low-paid service sectors which are more susceptible to redundancies over the course of the crisis. This has the potential to further entrench labour market inequality for BME women who already face multiple barriers to good quality employment.

Close the Gay (2020), available at: https://www.closethegap.org.uk/content/resources/Disproportionate-Disruption---The-impact-of-COVID-19-on-womens-labour-market-equality.pdf


	
	
	· Previous economic recessions have disproportionately impacted minority ethnic employment, and this may be repeated, especially given that a higher share of the visible minority ethnic population in employment work in the hospitality industry (31.7% vs 18.6% of the White population). 
· Gypsy/Travellers were also most likely to be employed in hospitality at the time of the last Census in 2011 (31% of all those who were employed, compared to 21% for the employed population as a whole). Asian men and women were particularly likely to be working in wholesale and retail and accommodation and food services in 2011. 
· Pakistani and Bangladeshi workers have the lowest median hourly pay and are also the least likely to work from home in the UK, while in Scotland, African women were by far the most likely to be working in either caring, leisure and other service occupations or sales and customer service occupations, where homeworking may be much less feasible. 
· Those who identified as ‘White: Polish’, ‘White: Gypsy/Traveller’, ‘African’, ‘White: other’ or ‘Other Asian’ were all more likely to be in Elementary occupations, where homeworking may be less feasible, than for the employed population as a whole (35%, 20%, 18%, 17% and 17% respectively, compared to 12% overall).
·  44% of women who identified as ‘African’ and 34% of those identifying as ‘Caribbean or Black’ worked in human health and social work activities in 2011, which is likely to put them at higher risk of contracting COVID-19 and for some therefore dropping down to statutory or contractual sick pay. 

Scottish Government (2020), available at: https://www.gov.scot/publications/additional-poverty-statistics-2020/


	
	
	· Those in key workers jobs are particularly exposed to the virus and recent ONS evidence has shown that minority ethnic groups are over-represented in some of these occupations (19.2% of workers in health and social care were from minority ethnic groups).

Office for National Statistics (2020), available at: https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/articles/coronavirusandkeyworkersintheuk/2020-05-15 


	
	
	· IFS analysis also concludes that at-risk underlying health conditions are especially prevalent among some minority ethnic groups (e.g. those of Bangladeshi ethnicity

IFS (2020), available at: https://www.ifs.org.uk/inequality/chapter/are-some-ethnic-groups-more-vulnerable-to-covid-19-than-others/


	
	
	· Black and Minority Ethnic Employability Strategic Steering Group Report Recommendations:
· Enhance communication methods with ME communities, so information relating to COVID is accessible across different community groups.
· End digital poverty faced by thousands by facilitating collaboration of organisations such as ‘Connectivity Scotland’ with grassroots services to provide basic IT training and support to BE communities to access digital information.
· Create a Digital inclusion strategy which helps services as well as the communities make better use of resources and time, including up-skilling.
· Provide guidance and recommendation to employers, particularly those who work in areas with no union representation.
· Create an advisory body to support individuals and act as a representative for individuals who are not in roles with trade union representatives. E.g. hospitality and those working on zero hour
· contracts
· Further extensive research required on the long-term impact on BME communities in relation to employment and the labour market.
· Support for those who have finished education i.e. college or university and are
· now looking on the job market. E.g. paid internship schemes
· We may need to look back at past schemes which helped employers take on new staff through grant incentives like the Training Employment Grant (TEG's) scheme.
· To create an outreach development service in JCP to directly engage with BAME communities.

Source: BME ESSG Report


	
	
	· Age-standardised ONS data on COVID-19 deaths by local area and socioeconomic deprivation has found that deaths are 118% higher in most deprived areas than in the least deprived areas. 1 in 2 Black and Minority Ethnic (BME) people live below the poverty line compared to only 1 in 4 of their White counterparts

Runnymede Trust (2020), available at: https://www.runnymedetrust.org/uploads/policyResponses/WECsubmission27April2020.pdf


	
	
	· BME women more likely to be in precarious work, putting them at greater risk of lost hours and earning over the course of the crisis. 
· BME women over-represented in essential retail, and health and social care. Within health and social care, BME women particularly concentrated in undervalued, underpaid and under protected roles. This puts women at greater risk of catching the virus. 

Women’s Budget Group (2020), available at: https://wbg.org.uk/media/new-data-reveals-crisis-of-support-for-bame-women/   







	
	Employment rate
	· People from minority ethnic communities are twice as likely to be unemployed as people from white communities.

Scottish Government (2017), available at: https://www.gov.scot/binaries/content/documents/govscot/publications/strategy-plan/2017/12/fairer-scotland-race-equality-action-plan-2017-2021-highlight-report/documents/00528746-pdf/00528746-pdf/govscot%3Adocument/00528746.pdf

	
	
	· The employment rate for the minority ethnic population aged 16 to 64 was 59.3 per cent. This is lower than the rate for white population (75.7 per cent) giving a gap in employment rates between minority ethnic and white of 16.4 percentage points. 
· The gap in the employment rate for the minority ethnic population was largest for ages 16 to 24 (26.1 percentage points)

[image: ]

Scottish Government (2020), available at: https://www.gov.scot/publications/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2019/



	
	
	· Minority ethnic school leavers in Scotland have high rates of moving on to a positive destination‟ such as further or higher education, however the initial positive destination does not always lead to sustained, high quality employment. The results of our stakeholder engagement work also suggest that more could be done to encourage minority ethnic young people to consider wider ranges of potential post-school education and career paths. This could help to tackle occupational segregation affecting minority ethnic groups.

Scottish Government (2016), available at: https://www.gov.scot/binaries/content/documents/govscot/publications/advice-and-guidance/2016/03/race-equality-framework-scotland-2016-2030/documents/00497601-pdf/00497601-pdf/govscot%3Adocument/00497601.pdf

	
	
	From Close the Gap - Some of the pre-existing barriers BME women face in accessing employment relate to discrimination and racism in recruitment, negative workplace cultures; additional barriers in accessing appropriate, affordable and accessible childcare. For example, 47% of BME women said they had experienced discrimination/racism/racial bias when applying for a job. These demand-side and structural racism points should be highlighted here. These issues are outlined in Close the Gap’s Still Not Visible report available here – 

Close the Gap (2019), available at: https://www.closethegap.org.uk/content/resources/1557499847_Still-Not-Visible.pdf 


	
	
	· Office for National Statistics (ONS) Annual Population Survey (2018–19) data shows that the employment rate of BAME groups in Scotland remains lower than that of the white population, and with an employment gap of 15% (61% vs 76%) that is higher for women (20%) than men (9%). This is compounded by a BAME pay gap of 10% which contributes to in–work poverty, and which is currently larger than the gender pay gap (7% for full-time employees) and disability pay gap (8%). 
Runnymede Trust (2020), available at: https://www.runnymedetrust.org/uploads/publications/pdfs/TakingStockRaceEqualityInScotlandJuly2020.pdf [original source TBC]

	
	
	· Outcomes for minority ethnic people in accessing the labour market, experiences within the workplace and issues around poverty and income are closely interlinked. 

Scottish Government (2016), available at: https://www.gov.scot/publications/race-equality-framework-scotland-2016-2030/


	
	
	· 97.7% of MA starts are white and 2.3% identified as Mixed or Multiple; Asian; African; Caribbean or Black; and Other ethnic groups

Skills Development Scotland (2019), available at: https://www.skillsdevelopmentscotland.co.uk/media/45688/modern-apprenticeship-statistics-quarter-4-2018-19.pdf


	
	
	· The minority ethnic employment gap is much higher for women (22.0 percentage points vs 9.5 for men, in 2019). 

Scottish Government (2020), available at: https://www.gov.scot/publications/scotlands-labour-market-people-places-regions-statistics-annual-population-survey-2019/



	
	Impacts from previous recession
	· The labour market situation of ethnic minority groups first began to deteriorate in the recessions of the 1970s and 1980s. 
· The Racial Disadvantage in Britain reports produced by the Policy Studies Institute first highlighted the phenomenon of hyper-cyclical unemployment for ethnic minority groups; that is, their unemployment rate rising faster than White unemployment rates in a recession and falling faster in a recovery. (This may be linked to concentrations of workers in service industries).
· Historical data reveal that unemployment for Caribbean and African men was more sensitive to the business cycle than that for White men, but that unemployment for Indian, Pakistani and Bangladeshi men was relatively insensitive to the business cycle (this may be related to higher levels of self-employment in Asian communities)
· (Unemployment and pay issues for ethnic minorities vary significantly between and within groups and is closely linked to both their geographical concentration and industry (for example Asian peoples concentration in manufacturing in the West Midlands). 

Equality and Human Rights Commission (2009), available at: https://www.equalityhumanrights.com/sites/default/files/research-report-47_the-equality-impacts-of-the-current-recession_0.pdf


	
	Discrimination and Structural Racism 
	· Third of black and Asian groups are said to consistently experience racial discrimination in Scotland

Runnymede Trust (2020), available at: https://www.runnymedetrust.org/uploads/publications/pdfs/TakingStockRaceEqualityInScotlandJuly2020.pdf 


	
	
	· IYS Insight Report said: 
· ‘Teachers at my school denied that people from a BAME background face extra obstacles’, a higher proportion of female and male respondents (40.3% and 43.3%, respectively) agreed or strongly agreed than dis- agreed or strongly disagreed (20.8% and 20.0%, respectively).

Intercultural Youth Scotland (2019), available at: https://interculturalyouthscotland.org/in-sight-report 

	
	
	•	Analysis revealing the per capita rate of murders with a known or suspected race element in Scotland was higher than in the rest of the UK between 2000 and 2013 (1.8 murders per million people compared to 1.3).*
•	Data highlighting that black and minority ethnic (BAME) applicants for large public sector organisations have a 1.1 per cent chance of being appointed, compared to 8.1 per cent for their white counterparts.**
•	Reports of discrimination towards BAME groups when using public transport and health care in Scotland.***

University of Glasgow (2018), available at: https://www.gla.ac.uk/news/archiveofnews/2018/may/headline_584609_en.html


	
	
	· A poll carried out by Number Cruncher Politics for the ITV programme Stephen Lawrence: Has Britain Changed found that:
· almost two-thirds of the population think there is a “fair amount” or “great deal” of racism in British society today but black respondents are twice as likely as white respondents to say the problem is very widespread

The Guardian (2020), available at: https://www.theguardian.com/world/2020/jul/16/racism-in-the-uk-still-rife-say-majority-of-britons


	
	
	· One in eight black, Asian and minority ethnic LGBT employees (12 per cent) have lost a job in the last year because of being LGBT, compared to four per cent of white LGBT staff.

Stonewall Scotland (2018), available at: https://www.stonewallscotland.org.uk/lgbt-britain-work-report




	RELIGION OR BELIEF
	Poverty
	· Some religious groups are at a higher risk of poverty than other groups. The latest statistics for Scotland find that Muslim adults were the group at highest risk of relative poverty and there are indications that this is the case after controlling for ethnicity. Muslims in Scotland were also the religious group least likely to be in employment.

Joseph Rowntree Foundation (2014), available at: https://www.jrf.org.uk/report/reducing-poverty-uk-collection-evidence-reviews



	
	Experiences of Young People
	· There is comparatively less evidence on the impacts of religion and belief on young people’s experiences of accessing opportunities. However, evidence from stakeholders indicates that it is important for there to be understanding of and flexibility towards cultural and religious beliefs of young people. It has also been raised that cultural expectations from families and communities could affect young people’s involvement in the Guarantee.

Intercultural Youth Scotland (2020), available at:  https://www.gov.scot/binaries/content/documents/govscot/publications/strategy-plan/2020/11/young-persons-guarantee-phase-1-activity-plan/documents/mapping-young-persons-journey-intercultural-youth-scotland/mapping-young-persons-journey-intercultural-youth-scotland/govscot%3Adocument/mapping-young-persons-journey-intercultural-youth-scotland.pdf
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Employment rate for minority ethnic and white population ages 16 to 64, Scotland, 2004 to 2019
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