
EQUAL OPPORTUNITIES COMMITTEE 

REMOVING BARRIERS: RACE, ETHNICITY AND EMPLOYMENT 

SUBMISSION FROM SOUTH LANARKSHIRE COUNCIL 

 
South Lanarkshire Council has a workforce of 15,762 and of this 0.94% come 

from a BME background.  The Council area has a BME population of 1.1% and 

of the working age population of this community, 6.6% work for the Council.  

This has improved from 0.6% and 5.9% respectively since 2011.  As such the 

Council does have a fair representation of BME communities within its 

workforce, though as always would welcome and encourage applicants from 

across our communities. 

 

Employment support and advice- 

 What provisions are in place to help people from ethnic minorities to 

access employment support and advice;  

Routes to Work South provides a range of services aimed at improving 

employability and updating skills. Those who have used RTWS have 

benefitted from information, advice and guidance around skills 

development and becoming more job ready, with services tailored to meet 

each individual’s needs. The services are available to all members of the 

community and where there are language or other support needs required, 

these will be met. 

The breakdown of those using the service in the past year has been: 

Ethnicity breakdown for Participants supported through RTWS 

via European Structural Funds  

01/01/13-31/12/14 

   

 

TOTAL Male Female 

Asian Bangladesh 1 0 1 

Asian Chinese 1 1 0 

Asian Indian 7 2 5 

Asian Other  3 1 2 

Asian Pakistan 15 3 12 

Black African 15 6 9 

Black Caribbean 6 5 1 

Black Other 5 3 2 

Gypsy / Traveller 0 0 0 

Mixed Background 17 11 6 

Other Ethnic 

Background 1 0 1 

Prefer not to say 0 0 0 



White English 99 52 47 

White Irish 8 5 3 

White Other 59 34 25 

White Scottish 4,279 2,731 1,548 

White Welsh 5 2 3 

 

4,521 2,856 1,665 

 

South Lanarkshire Council provides grant funding to the Ethnic Minority 

Law Centre to provide a range of legal advice covering employment and 

discrimination law as well as asylum and refugee rights.  

 

 What provisions are in place to recognise and address the lower 

employment rates among some ethnic minority groups compared to 

others;  

 

The Council has specifically targeted recruitment campaigns through BME 

community newspapers and radio stations to try and recruit to key roles in 

care and social work. 

Seminars have been held with BME communities to promote the Council’s 

Modern Apprenticeship programme to encourage applications from school 

leavers. 

 

 Are there any innovative approaches being taken to address the 

challenges some people from ethnic minorities may experience in trying to 

access employment advice and support?  

 

South Lanarkshire Council continues to work closely with Lanarkshire 

Ethnic Minority Action Group and its own internal employee Network, 

Ethnicity Matters, to promote and raise awareness of not only the Council 

as an employer but also of our diverse communities.  This is not only to 

foster good relations but to also promote the Council as an excellent 

employer that is fair and open. 

 

Recruitment, retention and promotion— 

 

 What evidence is there that discrimination in recruitment, retention and 

promotion is an issue in Scottish workplaces;  

 



The workforce profile of South Lanarkshire Council shows that, in relation 

to the working age BME population, there is a proportionate representation 

of the community, however, the Council does struggle to recruit from BME 

communities into key roles such as care.   

 

This can be linked to work undertaken with the Minority Ethnic Carers of 

Older People Project (MECOPP) to look at the needs of the Chinese 

community which has resulted in the creation of a post to support the 

community so that they can better access the services available to them.  

However, due to cultural differences some communities will not access 

services of the Council and therefore this can impact on recruiting to 

specific roles as communities may not understand or value the role 

services can play. 

 

 What are the barriers that lead to unequal outcomes (including lower rates 

of employment and employment segregation)?  

 

Barriers that exist are often those of public perception of not only the 

public sector in general but also of the careers available.  The professional 

careers within local government are not often recognised or valued as 

much as those within health or the private sector. 

 

 

Promoting positive action— 

 

 What measures are being taken to tackle workplace discrimination and 

segregation;  

 

South Lanarkshire has a strong dignity at work policy that has been 

developed with the internal employee network and this policy has been 

proactively promoted.   

 

The Employee Network and its four themes Caring, Disability, Ethnicity 

and LGBT matters are actively engaged with to help assess, develop and 

promote Council policies to ensure they are fair and representative for all.  

Each of the Network themes have been involved in awareness raising 

activities to promote and foster understanding across the workforce of 

issues such as cultural differences, sexual orientation, disability and caring 

responsibilities. 

 

Delivering a fairer future is an SLC programme to encourage applications 

from under-represented groups to non-traditional roles.  The programme 



allows individuals to undertake work placements, job shadows and attend 

information sessions.    

 

 Is there a need for a scheme that recognises positive action taken by 

employers (a “double tick” scheme for example);  

 

Challenges with such schemes are individuals’ willingness to apply under 

them as perceptions are often that it may go against them instead of for 

them.  Greater work with organisations and managers in general to 

understand the benefits of a diverse workforce are required with a focus 

on skills essential. 

 

 what are the examples of good practice that have improved outcomes, and 

if so what has been the key to their success?  

 

South Lanarkshire Council has worked with the Bridges Project in 

Glasgow to provide advice to programme participants, who have been 

given leave to remain, on their CV’s and job roles, as well as, providing 

participants with access to interview skills training and work experience in 

relevant areas so as to help them develop a better understand of the 

requirements of roles. 

 

The Council recently supported an individual through the Home Office with 

a work contract sponsorship.  This enabled us to recruit an individual from 

India and by linking in with EMLC, the person’s recruitment agency and a 

London based solicitor we were able to provide them with a contract to 

meet their visa needs and that would allow them to apply for leave to 

remain at the appropriate stage.  This not only assisted the individual but 

also the Council in being able to recruit someone with the specialist skills 

required.  
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