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Summary

Between 2005 and 2007 the Equal Opportunities Casion for Great Britain (EOC) carried
out an investigation into ethnic minority women amark. This paper describes the wide range
of quantitative research which formed a major péthe investigation.
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.  INTRODUCTION

1. For nearly 32 years the EOC was the leading@georking to eliminate sex
discrimination in Britain. Set up under the Sexdbisiination Act 1975 (SDA), its duties were:

(@)  to work towards the elimination of discrimination;

(b)  to promote equality of opportunity between womed aren equally;

(c) to keep under review the working of the Act andHgeial Pay Act 1970 and, as
necessary, to draw up and submit to the Secrefeé8yate proposals for amending
them.

2. In October 2005 the EOC launchddving on up? Ethnic minority women at wark
Great Britain - wide investigation into the panpation, pay and progression of ethnic minority
women in the labour market.

3. The overall aim of the investigation was to ustind more about the diverse
experiences and aspirations of ethnic minority womnerelation to work, including barriers to
progress. It was known that there was insufficlahbur market evidence easily available that
would show how gender, race and faith intersethénlabour market, so a key element of the
investigation was to develop existing and new sesiaf statistics in order to extend the
evidence available. Although the focus of the itigegion was on women, as far as possible
statistics were developed that would allow comperssbetween women and men within and
between ethnic groups.

4, This paper provides an overview of the differsmponents of this part of the
investigation. Further information about the inVgation and related research is available from
the EOC'’s legacy websitattp://83.137.212.42/sitearchive/eoc/DefaultadeiilPpage=20294
http://83.137.212.42/sitearchive/eoc/Default08aflhpage=17927

5. On 1 October 2007 the EOC became part of thalEgand Human Rights
Commission. This new public body has a wider rah@nh previous Commissions, including
human rights and good relations in addition topitwected grounds under British equality
legislation. These protected grounds are: gendarsgender, age, disability, ethnic group,
religion or belief and sexual orientation.

Il. ETHNIC MINORITIES IN BRITAIN

6. In 2001 the ethnic minority population in Britavas 4.6 million or 8.1 per cent of the
population® In this paper ‘ethnic minority’ refers to visibfeinorities which are mainly from
Black or Asian groups, including Chinese. The sidethe various population groups are: Indian

1 EOC (2004Ethnic minority women and mewomen and men in Britain series. Manchester:
EOChttp://83.137.212.42/sitearchive/eoc/PDF/ethnic antg_women_and_men_briefing.pdf?

page=17928
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(1.8 per cent of the population), Pakistani (1.8qeat), Black Caribbean (1.0 per cent), Black
African (0.8 per cent), Bangladeshi (0.5 per cang) Chinese (0.4 per cent). The ethnic minority
population tends to live in Britain’s major citiaad conurbations. For example, while in 2001
one in ten white people lived in London, this congplwith almost half (45 per cent) of all

ethnic minority people. This geographic distribatiman make it difficult to achieve a
representative survey sample without substantia¢editure.

7. The investigation focussed particularly, thongh exclusively, on Black Caribbean,
Pakistani and Bangladeshi women. Pakistani and IBdaghi women were included because
they have the lowest rates of employment of angietiroup, and Black Caribbean women
because they are under-represented in seniorjteh&l despite being more likely that white
women to work full-time.

8. These groups of women have had very differegtatibn historieswith Black
Caribbean people beginning to arrive in Britairthia 1950s. Pakistani migration also began in
the 1950s when single or married men arrived oim tiven, but families and wives only joined
the migration in the 1970s. At the same time Basheghi migration started following the
independence of Bangladesh in 1972.

9. The relatively recent immigration patterns aigoethnic minorities mean that their age
structure differs from the population as a wholee Ethnic minority population is relatively
young: for example, in 2001 38 per cent of the Baaheshi population were under 16, which
was double the figure for the white population. $tiue ethnic minority population forms a
higher than average percentage of pupils and ypengle leaving education.

10. Recent population estimates suggest that bat@@@1 and 2005 the working age
population of England increased by 900,000, inclgdncreases of 780,000 for the ethnic
minority population and 230,000 for the ‘other véhipopulation, whilst the white British and
Irish working age populations both decreased ia @iy a total of 110,0006).

11. Earlier publications by the EOC had broughttbgr statistics disaggregated by sex and
ethnic group to begin to investigate the combiniéeces of gender and ethnic group on
experiences in education, employment etc, but éunbork and data were required to carry out a
more complete investigation.

2 Bhavnani, R with Performance through Inclusionr0@Mhead of the game: the changing
aspirations of young ethnic minority wommoving on up? Series. Manchester: EOC.

3 ONS (2007)Population estimates by ethnic group 2001-2005&gRpental)Accessed 1 July
2008 fromhttp://www.statistics.gov.uk/StatBase/Product.asmv14238
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[l. STATISTICS DISAGGREGATED BY SEX AND ETHNIC GROUP: T HE
CHALLENGES

12.  Whilst statistics disaggregated by sex ardively easy to obtain for the population of
Great Britain, those disaggregated by sex and @timoup are less common. Many official
surveys which collect data by ethnic group usestitae classification as the 2001 Census:

(@) White, divided into white British, white Irish, athwhite;

(b)  Mixed, divided in England and Wales into white @ldck Caribbean, white and
Black African, white and Asian, other mixed backgnd;

(c) Asian or Asian British, divided into Indian, Pakist, Bangladeshi, other Asian;

(d) Black or Black British, divided into Caribbean, #&fan, other Black;

(e) Chinese or other, divided into Chinese, any other.

13. However not all do and those that do use thssdication may not collect data from a
sufficiently large sample to support disaggregatibthe results by gender and ethnic group. It is
common to see analysis restricted to the five rgenips (white, mixed, Asian, Black, Chinese
or other) or even to just two groups (white and-mdrite or ethnic minority). Alternatively the
analysis by gender may be separate from the asdlysethnic group so that the potentially
different results for women and men from each etlgnbup are not available.

14. Two solutions to this problem of sample sizerapresented in the following projects.
One is to use the population Census (see sectibh&bw), which covers the majority of the
population but takes place only every ten yeard,tha other is to pool data from a regular
survey such as the Labour Force Survey (see sditibalow).

15. Further, less robust evidence is provided ballssurveys targeted at specific geographic
areas and oversampling the ethnic minority grodpsterest (see sections IV-VII below).
Although these surveys cannot be interpreted agseptative of the ethnic groups covered, they
do provide indicative results which can be usedai¥ely to draw attention to specific issues.

V. CHALLENGING THE STEREOTYPES OF YOUNG WORKING WOMEN

16. For the launch of the investigation, the EO@cussioned Connect Research &
Consultancy Ltd to carry out a small face-to-fagevey of young women who were in wothn
order to address the assumptions often made atiout eninority women'’s choices and the
reasons for their lower levels of employment arghbr unemployment rates, the survey covered
three main areas:

(@) their aspirations for promotion and future caremralopment;

* Botcherby, S (2006¥akistani, Bangladeshi and Black Caribbean womehemployment
survey: aspirations, experiences and chaiddsving on up? Series. Manchester: Equal
Opportunities Commissiointtp://83.137.212.42/sitearchive/eoc/Default8108IApage=19979
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(b) their experiences of finding a job and how theyemeeated at work;
(c) what had influenced their choice of employer.

17. This provided information on the types of dismatage, discrimination and stereotyping
faced by young ethnic minority women in the labmarket compared with young white British
women.

18. The main aim of the survey was to provide sqmiek indicative results in time for the
launch of the investigation. Since the investigatias to concentrate on Pakistani, Bangladeshi
and Black Caribbean women, interviews were condlictéhree areas of Britain where these
ethnic groups are well-represented: London, Birtharg and Leeds/Bradford. The sample also
included an equivalent group of young white Britigbmen from the same areas for comparison.
Interviewees were screened to identify a samptaase in work and in the age group 16-34, and
the final sample included 812 women, just over 206 each ethnic group. Although the survey
results could not be described as representatiyewig ethnic minority women across Britain,
key results were used effectively in the pressasddaunching the investigation to raise the
issues of young ethnic minority women’s ambitiond axperiences in work.

V. CHALLENGING THE STEREOTYPES OF 16 YEAR OLDS

19.  The survey of young women was followed by a secmndll survey of 16 year olds
conducted by Performance through Inclusion Ltd Bedna Bhavnariiln Britain young people
are faced with key, pre-labour market decisiorthiatage, for example, whether to continue in
full-time education and if so what type of coursddllow. Their choices may be affected by
their perceptions of the labour market and of whay believe is possible. The aims of the
survey were:

@) The choices young people are making at 16;

(b)  The direction of their job/career interests andraspns;

(c) Who is influencing these job/career interests aspirations;

(d) Some of the key factors influencing choices andraspns, including geography,
travel, beliefs about work, expectation of discniation and other issues;

(e) The influence of lifestyle factors and their impapbn choices and aspirations;

()] Young people’s experiences/perceptions of advickgamdance agencies;

() What would help young people to negotiate the faaentified above more
effectively.

20. A paper-based survey was conducted in 14 sshio@reater Manchester, Birmingham
and London achieving a sample of 1,191 responstsdh So again the sample will not be
representative of all 16 year olds. Also larger glsmwere achieved of some gender and ethnic

® Bhavnani, R with Performance through Inclusiond@®head of the game: the changing
aspirations of young ethnic minority womdmoving on up? Series. Manchester: Equal
Opportunities Commissiomitp://83.137.212.42/sitearchive/eoc/Default4eadlPpage=19988
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group combinations than others. Fewer than 50 yd@lagk Caribbean men and young Indian
men answered the survey.

21. The results of the survey were included initivestigation’s interim report and used to
highlight key issues, for example that Pakistamingadeshi and Black Caribbean girls have the
same aspirations as white girls and are as ambitibout their education and careers.

VI. GRADUATES

22. EOC sought to explore further the situatioetbiic minority students using data from
Hobsons Graduate Recruitment Reviéa survey carried out between November 2005 and
March 2006. The repdrtlescribes analysis of responses from over 10,00@& British
Nationals and nearly 4,000 ethnic minority undedgedges. This latter group included both
British and other nationalities domiciled in Britaplus overseas students.

VIl. THE EMPLOYER PERSPECTIVE

23. To complement the surveys of individuals, asumwas also commissioned from IFF
Research Ltd to fill some of the gaps in evidersggarding the perspectives of employeThe
aim was to increase knowledge on:

(@)  the current labour market position of ethnic mityowomen;

(b)  factors affecting participation and progressiothi& labour market for women from
different ethnic backgrounds;

(c) employer practices that are helpful to ethnic miyawomen’s participation and
progress at work, as well as practices which mamgtentionally discriminate against
women from specific ethnic minority backgrounds.

24. In order to concentrate on employers mostylikelhave had applications from or to be
employing ethnic minority women, the study was ieghout in areas with an above average
proportion of ethnic minority individuals in thesident population. This resulted in the selection
of 22 ‘travel to work areas’ (TTWASYhat contained a proportion of Black or Asian indials

® Seewww.hobsons.uk.corfor further information.

" Speed, L (2007)ob seeking behaviour of ethnic minority studektsving on up? Series.
Manchester: EOC.

http://83.137.212.42/sitearchive/eoc/Defaultb8ablApage=20059

8 Adams, L and Carter, K (200BJack and Asian women in the workplace: the employe
perspectiveMoving on up? Series. Manchester: Equal OppditsiCommission.
http://83.137.212.42/sitearchive/eoc/Default89AvlApage=20058

° Travel to work areas divide England and Wales imin-overlapping areas in each of which the
majority (in most cases at least 75 per cent) efwbrking population both live and work. See
http://www.statistics.gov.uk/geography/ttwa.depdetails.
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that was equal to or higher than the national ayeerd 7.7 per cent. In addition, only employers
with 25 or more staff were included in the survey.

25. In total 801 employers were interviewed intgn survey using computer aided
telephone interviewing (CATI). The sample was drdmm a commercial business database
which was stratified by sector and number of em@désy This was followed by a boost survey of
356 employers of ethnic minority women. These vwaassified as employers whose workforces
included a proportion of Black or Asian women thais greater than or equal to the proportion
of Black or Asian women in the economically actpapulation in the TTWA in which their
workplace was based.

26. The results of this survey were also usederniriterim report to contrast employers
actions with their intentions and the aspiratiohsthnic minority women. For example nearly
60 per cent of organisations employing more thap&ple in areas with higher-than-average
numbers of Black/Asian people don’t have a workéditat reflects the number of Black and
Asian women in or seeking work, although the vaajomity of employers surveyed said they
saw the business case for employing ethnic minardsnen.

VIIl.  THE BIG PICTURE: SECONDARY ANALYSIS OF THE 2001 CEN SUS

27. To obtain a more detailed picture of the laboarket participation of ethnic minority
women, the EOC commissioned Lisa Buckner and Saaie at the University of Leeds to
analyse data from the 2001 Census in England aﬂdﬂi\?aOnly a major source, such as a very
large survey or census, is sufficient to suppochsaigeographical analysis linking ethnic
minority populations clustered in particular distsi with their local labour markets. The three
questions addressed by the report are:

(@)  Are ethnic minority women disadvantaged in the labmarket mainly because they
are clustered in localities where labour marketospmities are generally poor?

(b) Do different groups of ethnic minority women hawmsistently high/low levels of
economic activity and unemployment, irrespectivevbére they live, related to
cultural preferences or arising from discrimina#ton

(c) Is it sensible to set national targets for laba@ucé participation, either for all women
or for women from different ethnic minority groups?

28. Data for 376 local authority districts was gsat to compare the economic activity and
unemployment rates of Indian, Black Caribbean, faki, Bangladeshi and white British
women of working age between and within distridtsis exercise was then repeated for districts
where ethnic minorities form at least five per cefnthe population and for major cities. In all
cases wide variations in economic activity and upleyment rates were found.

19 Buckner, L, Yeandle, S and Botcherby, S (20BfAnic minority women and local labour
markets Moving on up? Series. Manchester: EOC.
http://83.137.212.42/sitearchive/eoc/Defaulta2 #@lApage=20060
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29. Further work compared areas with similar ecaoamtivity or unemployment rates for
women to see whether ethnic minority women alsodiailar experiences in these districts.
Finally, Neighbourhood Renewal areas were selez$agkamples of ‘deprived’ districts.

IX. EQUAL PAY: SECONDARY ANALYSIS OF THE LABOUR FORCE
SURVEY

30. The Census in England and Wales does not toléa on income, so another approach
was used to obtain a large enough sample to suppamalysis of pay by gender and ethnic
group. Lucinda Platt from the University of Essexswcommissioned to produce an analysis of
pay gaps based on pooling data from four yearsef abour Force Survéy.

31. In this way, it was possible to compare theaye hourly earnings of full-time and part-
time employees by gender and ethnic group, andtimate the extent of pay gaps. In each case
white British men were taken as the comparatorthenl pay compared with that of white

British women and women and men from Indian, PakisBangladeshi, Black Caribbean and
Black African ethnic groups.

32. The report also looks at pay gaps among: erepbygualified to at least level 3,
employees aged 25-54, at different points in thiaiegs distribution and for weekly pay.

The design of the Labour Force Survey is a rotgtiangel, with new households forming one

fifth of the sample each quarter. Responding hooisistthen stay in the sample for five
consecutive quarters, and employees are asked #igaupay in waves 1 and 5. To avoid repeat
observations from the same households, only waesfdonses were used in the analysis from a
total of 16 consecutive quarters (June-August 200March-May 2005) and pay was adjusted to
2005 prices.

X. CONCLUSION

33. The EOC published two reports from the invesiam, an interim report in September
2006 and a final report in March 2007. The lattasvaccompanied by a volume of statistics
which brought together a range of statistics cediéauring the course of the investigation,
many of which had not been published elsewheresd heports are:

-EOC (2006)Moving on up? Bangladeshi, Pakistani and Black Glagan women and
work: Early findings from the EOC'’s investigatiankEngland Manchester: EOC.
-EOC (2007Moving on up? The way forward: Report of the EO@\&stigation into
Bangladeshi, Pakistani and Black Caribbean womeshwaark Manchester: EOC.
-EOC (2007Moving on up? Bangladeshi, Pakistani and Black Glagan women and
work: Key statisticsManchester: EOC.

" platt, L (2006)Pay gaps: the position of ethnic minority women areh Moving on up?
Series. Manchester: EOGttp://83.137.212.42/sitearchive/eoc/Default5d2@lApage=19978
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The important role played by appropriate siatibevidence is clearly seen in these

volumes which quote both quantitative and qualieagvidence extensively. The final report also
proposes a set of indicators on which to base éutugasurement of progress:

Employment gap

Priority groups

Indicator of progress

Participation

Bangladeshi and Pakistani
women and Muslim womer

Economic activity rate

Economic activity rates in local
authority areas where they are curren
20 per cent or lower

tly

Unemployment

All groups of ethnic
minority women and
Muslim women

Unemployment rate

Progression

All groups of women
(including white women)

Percentage of women in employment
who are managers and senior officialg
Percentage of employers employing
ethnic minority women

women, Black African

women

Pay Bangladeshi and Pakistani| Pay gap compared with white British
women women and for all women compared

with white British men
Segregation All groups including Indian | Small clusters in particular industries

Better spread across workplaces
Better spread across occupations




