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About the investigation

In October 2005, the Equal Opportunities Commission launched 'Moving on up?
Ethnic minority women at work', a GB wide investigation into the participation, pay
and progression of ethnic minority women in the labour market. The overall aim of
the investigation is to understand more about the diverse experiences and
aspirations of ethnic minority women in relation to work, including barriers to
progress, so that effective action can be taken to improve their labour market
prospects. The focus is on women, as there is insufficient labour market evidence
available that seeks to understand how gender, race and faith intersect in the labour
market. The investigation focuses particularly, though not exclusively, on
Bangladeshi, Pakistani and Black Caribbean women. Pakistani and Bangladeshi
women are included because they have the lowest rates of employment of any other
ethnic group, and Black Caribbean women because they are under-represented in
senior level jobs, despite being more likely than white women to work full-time. A
focus on these three groups has meant that resources can be channelled more
effectively for depth research and analysis, and in order to avoid over generalisations
about ethnic minority women.

The EOC has commissioned new research and analysis to support the investigation,
including the voices of women at every stage.

Moving on up? is a statutory investigation under the Sex Discrimination Act 1975.
The legislation gives the EOC the power to undertake general formal investigations
into deep-seated issues of gender inequality or discrimination, and to make
recommendations to those in a position to make changes, including Government.

This report is one of a series of research reports commissioned for the Moving on
up investigation, which is supported by the European Social Fund. We will publish all
the research on our website at www.eoc.org.uk. Please email bme@eoc.org.uk or
phone our helpline if you require a printed copy of the interim report.
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AHEAD OF THE GAME

EXECUTIVE SUMMARY

Previous qualitative research has shown that ‘race’ and gender impacts upon young
people’s aspirations for future work. Young people’s choices are affected by
perceptions of the labour market and what they believe is possible. Such factors are
inseparably intermeshed in constructions of identity. It is also clear that there are
complex processes affecting young people’s decisions at 16, affected by a range of
cultural, social and economic factors. It is crucial to consider and understand these
issues when young people are making key, pre-labour market decisions at 16. It is
also important to capture the experiences, views and aspirations of the new
generation of young people entering, or close to entering the labour market when
thinking about social change and policy. We know that the young ethnic minority
population will account for a significant increase in the working population. It is
forecast that the ethnic minority population will reach 5.51 million by 2011, and that
ethnic minorities will account for more than half the growth of Britain’s working age
population (Interim Report Equalities Review, 2006). We also know that the
unemployment rates for young people from ethnic minorities are worryingly high
(Census, 2001). What do this generation expect to achieve and what are they looking
for from the labour market? Do young ethnic minority women and men expect to
follow the same patterns as their mothers and fathers?

The Equal Opportunities Commission (EOC), commissioned this project in December
2005. At the time it was commissioned, there was no existing study that examined
the above issues in depth, both quantitatively and qualitatively.

The aims of the research were to understand more about:

e The choices young people are making at 16

e The direction of their job/career interests and aspirations

e Who is influencing these job/career interests and aspirations

e Some of the key factors influencing choices and aspirations, including geography,
travel, beliefs about work, expectation of discrimination and other issues

e The influence of lifestyle factors and their impact upon choices and aspirations

e Young people’s experiences/perceptions of advice and guidance agencies

e What would help young people to negotiate the factors identified above more
effectively

And:

Analyse the above information by gender and ethnic group, cross-tabulating against

other variables where possible e.g. socio-economic group, expected qualifications

and religion.

Vi



EXECUTIVE SUMMARY

This report describes the results of the research conducted by Performance through
Inclusion Ltd (PTI) and Reena Bhavnani. Results were achieved through a large,
paper based survey and focus groups. The survey sample achieved results from
1191' young people aged 16 from 14 schools in Greater Manchester, Birmingham
and London. The research was designed to compare differences and similarities by
gender and ethnic group, with a particular, though not exclusive, focus upon the 3
key groups of Pakistani, Bangladeshi and Black Caribbean women in the EOC's
Moving on Up investigation. Under investigation is the participation, pay and
progression of Pakistani, Bangladeshi and Black Caribbean women in Britain's
workplaces. This research captures the experiences, aspirations and views of the
young generation of these women on the brink of the labour market.

Social change

e In order to set the context for understanding the results, the report begins with a
historical context of the first generation’s arrival in the United Kingdom (UK). It
then outlines key social changes within labour markets and families in the last
twenty or thirty years, summarising whether these changes represent
opportunities or constraints with regards to job choices for young people.

e Job aspirations of the first generation of migrants are shown to be higher than
those who stay in their countries of origin and do not migrate. Even if the first
generation experiences downward mobility, research indicates they have high
aspirations for their children.

e In the last twenty years, there have been substantial changes in the labour
market, with the continued decline in manufacturing, the growth of 'women’s' jobs
particularly in the service sector, and changing positive attitudes towards gender
and 'race' equality.

e Families are changing in size and composition and marriage is being delayed
There are increasing numbers of divorces, single person households and later
child bearing.

e Despite these positive drivers for easier access to labour markets for women
particularly, research continues to show occupational segregation on the basis of
gender and ethnicity, gender and ethnic pay gaps between groups, higher
unemployment rates of ethnic minority groups on leaving education, and the
continued presence of 'race' and sex discrimination.

! The final sample consists of : White British F (207) White British M (131) Black Caribbean F (62) Black
Caribbean M (40) Indian F (156) Indian M (44) Pakistani F (229) Pakistani M (119) Bangladeshi F (142)
Bangladeshi M (61). The low sample sizes for the groups in bold, means that these findings should be treated
with caution. There is a need for further research to confirm these findings.

vii



AHEAD OF THE GAME

Findings

Family influences

South Asians are more likely to say their parents have a big say in their career
compared to white and Black Caribbean boys and girls. In particular, this applies
to young women and men from Pakistani origins, in that 64 per cent say their
family has a big say regarding their future career, leaving around a third of young
people who say this is not the case. Bangladeshi girls and boys (54 per cent and
51 per cent respectively) are divided almost equally, in that half say their parents
have a big say in their career and half do not. Under a quarter of white girls and
boys (20 per cent and 26 per cent) and 29 per cent of Black Caribbean girls, the
minority, say their parents have a big say in their future careers. Black Caribbean
boys show higher percentages at 42 per cent.

Over half to two thirds of Pakistani and Bangladeshi girls and boys do not expect
to follow their parents’ wishes regarding their careers! In fact, amongst boys and
girls of Pakistani and Bangladeshi origin, it is the Bangladeshi girls who report
they are least likely to listen to their parents regarding job choices. It is also
interesting to note that Pakistani origin girls are more likely to report stronger
family influences on their future job choices compared to Bangladeshi girls.

Across all Asian groups, plus Caribbean boys, around half of young people
reported their parents wanted them to have a traditional career like a doctor or
lawyer, compared to just 10 per cent for young white women, 16 per cent for
young white men and over 20 per cent for Caribbean girls. No significant
differences were found in these results when the occupation of parents or ability
of the young people was analysed.

Contrary to myth, Pakistani (58 per cent), and Bangladeshi girls (61 per cent)
were more likely to say that working near home is not important compared to 54
per cent of white girls.

Furthermore, almost 90 per cent of all parents support their daughters in taking
paid work.

Only 12 per cent of Pakistani and 10 per cent of Bangladeshi girls, (a small
minority) said that their parents expect them to get married and have children
rather than follow a career. This applied to 5 per cent of Black Caribbean, and 3
per cent of white girls. Of the small percentages of those girls who do say their
parents expect them to get married and have children, they are significantly more

viii



EXECUTIVE SUMMARY

likely to say their schools do not expect them to achieve 5 A*-C grades or above,
or do not know the grades expected of them.

The tendency for girls to describe themselves as 'shy' applied to around 20 per
cent of those in the sample, and Asian girls were not more likely than white girls
to see themselves in this way. White British girls are significantly less likely to
describe themselves as shy if they are expected to gain 5+ A*-Cs than if they are
not expected to and if their parents are ‘professional’, but this difference did not
apply to Asian girls. Under 4 per cent of girls described themselves as withdrawn,
and Asian girls were not more likely than white girls to identify in this way. The
overwhelming majority of Asian girls do not describe themselves as shy or
withdrawn.

Equally, and in confirmation of the previous findings, Pakistani and Bangladeshi
girls are 10 percentage points more likely to describe themselves as confident
than white girls, and were more likely to say this than any other group of girls.
Pakistani and Bangladeshi girls were equally likely to say they were confident
regardless of ability or parental occupation. However, white girls were significantly
more likely to describe themselves as confident if their parents were
‘professional’.

The influence of schools and careers advice

The latest statistics from the Department for Education and Skills show a dramatic
improvement in 5 GCSE A*-C results by ethnic minority groups and hint at
change amongst a younger generation of ethnic minorities. The results of ethnic
minority girls have improved at a much higher rate than white girls over the last
two years. For example, the results of white girls have improved by 3 percentage
points, whilst the results for Caribbean girls have improved by 9 points. At this
level, Bangladeshi girls achieve at a similar level to white girls, with Pakistani girls
marginally behind. Black Caribbean girls are 11 percentage points behind white
girls, but are catching up fast.

69 per cent of young people in the survey expected to leave full-time education
aged 21 or above, indicating aspirations to go to University. In this survey, girls
are more likely to expect to go to University compared to their male counterparts.
Ethnic minority girls were more likely than white girls, to expect to go to University
whilst Black Caribbean and white boys were by far the least likely to expect to go
to University. Both Asian and white British girls are significantly more likely to
expect to leave school at 21 if they are expected to get 5+ A*-Cs. Parental
occupation has no significant effect on whether these girls expect to go to
University.
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e Young people were asked if they had been able to get all the advice and
information they need about jobs and careers from their school. Almost 5 out of
10 Black Caribbean and 3 out of 10 Bangladeshi girls said they had not been able
to get all the advice and information they need.

e Around 3 in 10 young people in this survey indicated the careers advice they got
from school had not made them consider jobs that would fulfil their potential. A
quarter of Black Caribbean, Pakistani and Bangladeshi girls did not get the
careers advice from school to consider jobs that would fulfil their potential, and
this is unacceptable. The patterns vary between ethnic groups, and between boys
and girls.

e Equally worrying, are the proportions of young people who say their careers
advice has not opened their eyes to a wide range of possible jobs and careers.
Over 4 in 10 Black Caribbean, and around 3 in 10 Pakistani, Bangladeshi and
white girls say their careers advice has not opened their eyes to a wide range of
careers. This suggests that young people have been given advice about a narrow
range of careers. In this survey, there are no startling differences between boys
and girls, expect in the Black Caribbean group.

e The majority of girls and boys across ethnic groups know the qualifications and
skills required for the jobs they think they're likely to get. It is more likely that
ethnic minority girls, particularly Bangladeshi girls, do not know this vital
information. Bangladeshi girls (18%) are three times more likely than white British
girls (6%) to say they do not know the skills required for the jobs they are likely to
get. Given the labour market position of Bangladeshi women, this significant
minority of girls are cause for concern, and are lacking vital information they need
about requirements for jobs.

e All groups of girls are less likely to know about the rates of pay for the jobs they
are likely to get, compared to their male counterparts, except Black Caribbean
girls. 5 out of 10 Bangladeshi and Pakistani girls do not know the rates of pay for
the jobs they are likely to get. Given that Pakistani and Bangladeshi women have
higher pay gaps than white British women in the labour market (see Platt, 2006
forthcoming), it is vitally important that they know this information when making
career choices.

e Similarly, all groups of girls are less likely to know about opportunities for
promotion in the jobs they are likely to get compared to their male counterparts.
Given that Black Caribbean, Pakistani and Bangladeshi women are not reaching
senior manager/official level in the same proportions as white women in the
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labour market (see EOC 2006, forthcoming), the fact that 5 out of 10
Pakistani/Bangladeshi and 4 out of 10 Black Caribbean girls do not know about
opportunities for promotion in the jobs they are likely to get is unacceptable.

All groups of girls and boys in the research do not know enough about
opportunities for flexible working in the jobs they are likely to get. This information
is incongruent with the fact that over 90 per cent of these young people want to
balance career and family life in their future job, and opportunities for flexible
working are important when they come to choose their careers. 54 per cent of
Bangladeshi girls do not know about opportunities for flexible working in the job
they're likely to get, compared to 37 per cent of white girls.

Young people and responses to societal change

25 per cent of all young people said they would be happy to stay at home and
look after children, instead of following a career. Across ethnic groups, boys were
as likely to say this as girls, expect in the Black Caribbean group, where boys
were more likely to say this. All groups of girls were similarly likely to say this (17-
25 per cent) defying the 'Asian’ stereotype, except Black Caribbean girls (8 per
cent). No significant differences were found according to the ability of the young
person or their parent's occupation amongst those who would be happy to stay at
home and look after children rather than follow a career.

Over 90 per cent of boys and girls across ethnic groups want to balance a career
and family, indicating a strong message to policy makers that these issues will
matter to these young people, perhaps more so than their parents’ generation.

Girls spend more hours each week studying and doing housework than boys. The
groups of ethnic minority girls spend on average over 5 hours each week studying
compared to white girls who spend over 3 hours. Furthermore, one third of
Pakistani, Bangladeshi, and Caribbean girls study 5-10 hrs per week compared to
only 19 per cent of white girls. All groups of girls spend 3 or 4 hours helping with
the housework each week compared to boys who spend 2 hours or under.
Furthermore, Over 1 in 10 white and Caribbean girls and around 2 in 10 Pakistani
and Bangladeshi girls spend between 5 to 10 hours each week helping with
housework.

Is there a shift in behaviour related to caring with this generation? It appears so,
yes. All girls and boys in the survey spent on average 2-3 hours looking after a
member of the family each week. In addition, boys were more likely than girls to
report working part-time or helping with the family business, though the average
hours per week were small (2 and 1.5 respectively).
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e Ethnic minority girls and boys were much less likely than white girls and boys to
believe that it is equally easy to get the job you want if you are Black or Asian.
Between 44 to 70 per cent of ethnic minority girls and boys think it is harder to get
the job you want if you are Black or Asian. Black Caribbean (70 per cent) and
Pakistani (54 per cent) girls were the most likely to think it is harder to get the job
you want.

e All groups of young people face uncertainty about whether they will get a job
when they leave education. The group that is most concerned are Black
Caribbean boys. 41 per cent Pakistani and 36 per cent Bangladeshi girls fear they
could be unemployed when they leave education, compared to 31 per cent white
and Black Caribbean girls. Both Asian and white British girls are significantly more
likely to expect to be unemployed if they are not expected to get 5+ A*-Cs.

e Most of the groups of young people, except those from a Black Caribbean
background, were more likely to say it is harder to get a job if you are Black or
Asian, than get to the top. This suggests that young people perceive the greatest
barriers to be at the level of entry to employment, rather than progression.

e However, young people from ethnic minority groups still perceive there to be
problems associated with getting to the top if you are Black or Asian. There were
no straightforward gender patterns in responses. The responses from Black
Caribbean girls and boys could indicate that they think it is harder to get to the top
if you are Black, rather than Asian. Between a third and two-thirds of Pakistani,
Bangladeshi and Black Caribbean girls and boys believe it is harder to get to the
top if you are Black or Asian, compared to 8 per cent white girls and 15 per cent
white boys.

e Between a third and just under half of ethnic minority boys and girls think there
are jobs they can't apply for because of their ethnic background. Black Caribbean
(44 per cent) and Pakistani (39 per cent) boys, followed by Black Caribbean (37
per cent), Pakistani and Bangladeshi (36 per cent) girls intend to restrict their job
choices. Asian girls are significantly more likely to think they can't apply for some
jobs if they are expected to get 5+ A*-Cs, (than those who won't or don't know).
This could suggest that the jobs they feel they can't apply for are in the
professional and managerial spheres. No significant differences were found
according to the occupation of the parent.

e In addition, young people were asked if there were certain jobs they felt they
couldn't apply for because of their religious faith or gender. Almost half (46%) of

Pakistani and Bangladeshi girls said there were jobs they felt they couldn't apply
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for because of their religious faith, compared to 21% of Black Caribbean and 6%
of white girls. Equally, Pakistani and Bangladeshi girls (38%) were more likely to
say that there are jobs they feel they can't apply for because they are female,
compared to 30% Black Caribbean and 26% white girls. Overall, 65% of Pakistani
and Bangladeshi, 55% of Black Caribbean, and 33% of white girls feel there are
certain jobs they can't apply for because of their ethnicity, faith or gender.

Ethnic minority girls were much more likely to say it's harder for women to get to
the top, compared to their male counterparts and white boys and girls. Black
Caribbean (60 per cent), Bangladeshi (47 per cent) and Pakistani (44 per cent)
girls were most likely to think it is harder for women to get to the top compared to
28 per cent white girls.

The research indicates that occupational segregation of people into types or
levels within jobs because of the intersection of “race” and gender is a problem.
Black Caribbean, Pakistani and Bangladeshi girls were 4 times as likely as white
girls to say that people of my ethnic origin don't usually do the job | want to do.
This applies to 1 in 5 ethnic minority girls. Pakistani and Black Caribbean boys
were more likely to say this than their female counterparts, but the differences
between them and white boys was far less marked than between the girls.

A third to a half of ethnic minority girls and boys say that their family don't have
the right connections to help them get the job that they want compared to a
guarter of white girls and boys. This is clearly an issue that cuts across ethnic
groups, but seems more acute in ethnic minority groups. 5 out of 10 Bangladeshi
boys and 4 out of 10 Black Caribbean girls say this.

Aspirations and what is important to young people when choosing a future job

The majority of girls (80-89 per cent) regardless of ethnic group expect to work
full-time after leaving full-time education. Tiny percentages of girls (white British 2
per cent, Black Caribbean O per cent, Indian 3 per cent, Pakistani 3 per cent,
Bangladeshi 4 per cent) indicated that they would not be looking for a job. At this
age, the majority of young women want to work full-time, and this is what they
intend to do. This gives us insight into pre-labour market aspirations. At this age,
there is nothing to suggest that girls and boys will behave any differently
regarding future economic activity.

In our target groups, 7 or 8 girls and boys out of 10 know what job they want

when they leave education. This underlines how important this age is, in relation
to decision-making and the trajectories of future careers.

Xiii
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Over 90 per cent of all young people expect to have a successful career,
regardless of gender or ethnic group. However, there were differences in relation
to those who strongly agreed. 60 per cent of Black Caribbean girls, 53 per cent
Pakistani, and 55 per cent Bangladeshi girls strongly agreed, compared to 39 per
cent white girls. Black Caribbean boys (53 per cent) were more likely to feel
strongly about this than any of their male counterparts.

All ethnic minority girls aim high, compared to white girls, particularly Pakistani
and Bangladeshi girls. Pakistani (56 per cent) and Bangladeshi (53 per cent) girls
aspire to jobs at skill level 4 (usually requiring a degree and long periods of
training/studying). 46 per cent Black Caribbean and 32 per cent white girls aspire
to jobs at this level. The white girls figure suggests low aspirations. Asian and
white girls are significantly more likely to aspire to skill level 4 jobs if they are
expecting to get 5+ A*-Cs than those who are not or don't know. Moreover, white
girls are significantly more likely to aspire to skill level 4 jobs if their parents are
‘professional’, but this distinction did not apply to Asian girls.

Pakistani (52 per cent) and Bangladeshi (51 per cent) boys have similar ambitions
to their female counterparts. 35 per cent of Caribbean boys, and only 16 per cent
of white boys aspire to jobs at this level, which is a startling finding.

However, you also find low aspirations amongst girls, compared to boys. Ethnic
minority girls tend to be polarised in ambition at the top or lower end. white girls
and Black Caribbean boys are more evenly spread across the skill levels.
Pakistani and Bangladeshi boys are concentrated at the top level 3 or 4 end.
Virtually 80 per cent of white boys aspire to level 3 type jobs.

34 per cent white, 26 per cent Black Caribbean, 27 per cent Pakistani, and 24 per
cent Bangladeshi girls aspire to level 1 or 2 type jobs.

Occupationally segregated choices are immediately apparent at 16, cross cutting
gender with ethnicity. One third to one quarter of Bangladeshi girls, boys, and
Pakistani boys (less for girls) are opting to be business and public services
professionals, compared to less than one twelfth of white girls and boys. Health
professionals are most popular with Black Caribbean and Pakistani girls (17-20
per cent) compared to 11 per cent of white girls. Furthermore, one in 10 of
Pakistani Bangladeshi and white girls expect to go into teaching.

Culture, media and sports occupations are most popular at 1 in 5 for white boys,
and are also more popular with Black Caribbean girls and boys.
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30 per cent of white boys expect to go into construction and building work-
compared to less than 1 per cent of most girls.

Over 12 per cent of Bangladeshi and Pakistani girls are opting for sales
occupations.

8 or 9 out of ten ethnic minority girls and boys, 8 out of 10 white girls, and 6 out of
10 white boys say that whether an employer welcomes staff from a range of
ethnic backgrounds is important to them when choosing a future job. Girls
(between 50-74 per cent) were much more likely than boys to strongly agree
(between 33-51 per cent).

Opportunities for flexible working are also important when considering future
employment. 5 or 6 out of 10 girls and boys across ethnic groups consider flexible
employment to be important to them in the future. Yet significant proportions of
young people do not know about the opportunities for flexible working in the jobs
they expect to get.

An overt commitment to diversity and equality of opportunity from employers is
important to this generation, along with opportunities to gain qualifications,
training and employment. There is also an expectation of opportunities for flexible
working, and the work life balance agenda evident in the next generation of
employees.

Implications
The research leads us to suggest that:

The majorities of young ethnic minority women, are investing heavily in their own
education, and are positive and hopeful about their labour market futures. Yet,
significant numbers expect difficulties associated with their ‘race’ and gender.
Labour market and research evidence suggests that such anticipation is borne
out of the lived experiences of their parents, families and communities. There is a
social justice and productivity issue here. The capital of these young women is
essential for the future productivity of the country, and their hard won investment
deserves to be rewarded. We must not let them down.

Schools and careers advisers need to be mindful of these girls’ aspirations and
recognise and nurture their potential They could be more proactive in exposing
young people to the widest possible range of jobs and not restrict their aspirations
at 16.
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Parents also need to be constructively involved in supporting their children's
range of job choices. Out reach and advocacy could be involved in helping these
girls particularly, negotiate with their families. The need for help for the girls in
negotiations about future jobs and education does need greater practical policy
consideration.

Higher education institutions from the more prestigious universities may need to
examine how they are recruiting students, and whether they are also
discriminating in favour of ‘white students’ who may be wrongly perceived as
being more hard working/clever.

These young people want to work for employers who have a real and continued
commitment to equality of opportunity, and proactively welcome and want ethnic
minority employees. In order to capitalise upon the emerging talent of young
ethnic minority women and men, employers can do more to examine, monitor and
improve their marketing, recruitment and progression procedures.

These young people are showing a different trend. The myths countered in this
report illustrates changing trends in society, whereby ethnic minority girls as a
whole want to be successful. Young girls work harder than their male
counterparts, and have high ambitions. They are ahead of the game. Employers,
schools and careers advisers need to catch up; otherwise we will all be the poorer
for it.
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INTRODUCTION

1. INTRODUCTION

This report describes the results of a research project investigating the job
aspirations and choices of young people in year 11, in schools in England. Previous
qualitative research has shown that ‘race’ and gender impacts upon young people’s
aspirations for future work. Young people’s choices are affected by perceptions of the
labour market and what they believe is possible. Such factors are inseparably
intermeshed in constructions of identity. It is also clear that there are complex
processes affecting young people’s decisions at 16, affected by a range of cultural,
social and economic factors. It is crucial to consider and understand these issues
when young people are making key, pre-labour market decisions at 16.

The Equal Opportunities Commission (EOC), commissioned Performance through
Inclusion Ltd (PTI) and Reena Bhavnani to undertake this project in December 2005.
At the time it was commissioned, there was no existing study that examined the
above issues in depth, both quantitatively, and qualitatively.

This is a unique report, in that this is the first time that a survey of over 1000 young
people has been carried out in England covering a wide range of pre-labour market
issues, by gender and ethnic group.

1.1 Background context

There is considerable recent evidence that people from ethnic minorities continue to
face disadvantage in employment relative to the white majority across a range of
labour market indicators (Heath and Cheung, 2006; Strategy Unit, 2003; Mason,
2003; Modood et al.,1997). There is also considerable evidence that despite
extensive changes across the labour market, women continue to experience a pay
gap compared to men and are still subject to industrial and vertical segregation (Platt,
2006; EOC, 2004a).

Concern to raise the employment rate for a variety of ‘socially excluded’ groups
remains a key aspect of current Government policy. One outcome has been the
establishment of the cross departmental Ethnic Minority Employment Task Force
(EMETF) where the emphasis on ‘building employability’ remains high on its agenda
(Department of Work and Pensions, 2006). Initiatives to tackle this ‘disadvantage
gap’ include ‘Aiming High', (DFES, 2003) an initiative to raise the educational
attainment levels of certain young ethnic minority groups and encourage access to
training and education after 16 (e.g. New Deal). Increasing the rates of enrolment in
Higher Education, concern about tackling child poverty and intervening to reduce the
higher unemployment rates of ethnic minority groups have also been part of recent
Government policy (Work and Pensions Committee, 2005; Mizen, 2003; Hills and
Stewart, 2005; Social Exclusion Unit, 2000; 2004).
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However, the relationship between a concern about tackling social exclusion and
‘building employability’ may inadvertently focus on a lack of skills, knowledge, training
and education on the part of some groups of disadvantaged ethnic minorities. Not all
ethnic minority groups begin with an automatic deficit in skills, knowledge and
experience. The impact of being treated unequally by institutions may entrench an
idea amongst themselves and others that they lack critical skills; on the other hand
these experiences may also encourage a sense of individual or group determination
to overcome the barriers. Several factors will influence their skills and access to the
labour market, including numbers of dependents in household, poverty levels,
discrimination and local labour market factors, amongst others.

Minority groups are not a homogeneous mass, and generalised comparisons
between ethnic minority groups and white people do not make sense when designing
appropriate and targeted policies. Minority groups, like the white groups in Britain,
are internally divided by class, age, gender and disability. Official reports place less
emphasis on structural constraints of class, age, gender, and ethnicity, and how
these factors may combine in complex ways to influence the actions of widely
differing ethnic minority individuals and groups. The specific experiences of differing
ethnic groups, which intersect with gender, class and age, need more detailed
analysis so that appropriate policy interventions can be designed.

1.2 The position of ethnic minority women

Ethnic minority women may face discrimination that relates to their gender and
ethnicity, but also to their social class and age. Their position is often hidden within
broad generalisations about ‘ethnic minorities’, which cover both women and men.

There is an acceptance that white women may be discriminated against on the basis
of sex and their socio economic status; however for ethnic minority women and girls
they have to contend not only with sex and class discrimination, but also with the
interaction of ‘race’ and racism with sex and class. It may be that these articulations
of ‘race’, gender, class and age may produce some differing and some similar effects
in job aspirations and aims in the labour market and in education. It is for these
reasons that we need to understand the specificity of the opinions and experience of
young girls and boys across ethnicity and sex. We can then come to terms with
where the similarities are and where the differences lie, and design appropriate policy
measures.

Generalisations can also hide variations in the employment situation of women within
different ethnic groups. A first glance at statistics in the current labour market show
Bangladeshi (27%) and Pakistani (30%) women having relatively lower economic
activity rates in comparison to all other groups, (Census, 2001) explained sometimes
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in official literature by ‘cultural’ factors (Summerfield and Babb, 2003:78) i.e. women
are expected to look after their husbands and family and are thus ‘prevented’ from
working. Black Caribbean women, on the other hand, show relatively higher
economic activity rates at 73 per cent (Census, 2001) and are more likely to work full
time despite the presence of children in the household. These women appear to
reflect an admirable attachment to the labour market and could easily be described
as ‘superwomen’. Factors used to explain the economic activity rates of Black
Caribbean women in some of the research and official literature include the material
incentives to work in the light of a greater chance of Black Caribbean women
becoming single parents, relative to the white and South Asian population.

Failure in accessing jobs and employment for socially excluded groups are also often
attributed to poor performance in education coupled with poverty and disadvantage
(see TUC, 2006; Berthoud 1998; 2000). In other words, poverty, and educational
disadvantage coupled with ‘cultural factors’ are used as explanations for
understanding economic activity rates of disadvantaged ethnic minority women. A
further implication is that these factors are very slow to change and are almost static
in the way certain patterns reproduce themselves. In fact, the recent Interim Report
for the Equalities Review suggests that the patterns of employment and education for
Bangladeshi and Pakistani women appear stubborn, with disadvantage increasing
over the last two decades and therefore the patterns are not very amenable to
change (Equalities Review 2006).

However, explanations of ‘culture’ combined with disadvantage may only offer a
partial understanding of the economic activity of various groups. Firstly, the rates
themselves may be both subject to social change in recent generations, as well as
hiding true employment patterns for certain groups of older Pakistani and
Bangladeshi women as a result of home working (see Dale, Shaheen, Kalra and
Fieldhouse, 2002; Bhavnani 1994; Bhavnani, Mirza and Meetoo, 2005; Mirza, 2003).
Secondly, the rates do not take account of the forces of change and the influence of
the actions of women themselves (see chapter 2). Their actions to further their
access to the labour market aims to build paid work identities, but these processes
take time, and we do not necessarily see the results in official statistics for some
time.

Partial interpretations of the failure or success of ethnic minority groups are
challenged by the latest statistics, which show a dramatic improvement in GCSE
results by disadvantaged groups in particular, and hint at change amongst a younger
generation of ethnic minorities (see chapter 2 and DFES 2005; Ahmad, Modood and
Lissenburgh, 2003).
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A further factor which prevents a more complete understanding of economic activity
rates is that knowledge about GCSE results and enrolment in Higher Education are
explained either by assuming homogeneity within ethnic groups, so that gender
differences are obscured, or references to gender differences in attainment are
discussed at great length, but the success of girls relative to their male counterparts
is not explained or celebrated, as much as the failure of boys (see for example
Phoenix, 2000; Mcdowell, 2002). There are some exceptions to this (see for example
Bradley and Taylor, 2004). In fact, it can be argued that politicians and commentators
have constructed a ‘moral panic’ about the failure of boys, with politicians expressing
concern about working class boys’ failure and their anti social hooligan behaviour
(Mcdowell, 2002). Older concerns about working class boys in poorly resourced
schools or the low achievement of girls in Maths and Science appear to have
vanished (McDowell, op.cit.)

So what is the whole story? How do we think cultural and social change is affecting
these assumed ‘entrenched’ patterns of ‘ethnic cultures’ and poverty? Are young
people from ‘disadvantaged’ minority groups aspiring to different jobs compared to
their parents’ occupations? How do these aspirations compare to white young girls
and boys? And how do they compare to each other? Most importantly, how do we
explain the changing patterns of success of some disadvantaged ethnic minority
girls?

1.3 The EOC Investigation

A starting point for the investigation was to stress that there is a lack of good primary
guantitative and qualitative data on the position of ethnic minority women in the
labour market. Thus, the Equal Opportunities Commission (EOC) decided to carry
out an eighteen-month investigation into the participation, pay and progression of
ethnic minority women in Britain's workplaces, which is being funded by the
European Social Fund (ESF)3.

As a result, there is now a slow growing body of recent research evidence about the
range of labour market barriers faced by ethnic minority women. For example, ethnic
minority women are significantly more likely than white British women to experience
difficulties finding a job and about three times as likely to be asked about their plans
for marriage/children at job interviews (Botcherby, 2006). Qualitative research has
shown that women from ethnic minority groups experience a range of barriers to
participation in the labour market, including stereotyping, prejudice and racism,
obstacles to progression within careers (the 'glass/concrete ceiling’) and difficulty in
returning to work after child bearing.

® The start of the investigation was formally announced in Autumn 2005 and its final report will be presented early
in 2007.
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1.4  Contextualising the research

It can be argued that young people's choices in the labour market are often limited by
individual and group perceptions, coupled with labour market constraints. Recent
research on ‘race’ and gender indicates these structural issues impact on the career
aspirations and choices of young women and men (Botcherby, 2006).

Despite wider knowledge in the United Kingdom about the location and positioning of
ethnic minority women and men in the labour market (see for example Brittain et. al.,
2005; EOC 2004a; Strategy Unit, 2003; Davidson, 1997; Modood et. al., 1997,
Bhavnani, 1994) recent information about career aspirations at sixteen and young
people’s views and experiences on their future aspirations is sadly lacking. For
example, we do not know enough about what influences job choices, which have
implications for policy. Information about education qualifications for specific ethnic
minority groups is known about, but the thinking which influences outcomes by young
people themselves has yet to be quantified. Yet, decisions made at 16 are crucial in
determining the labour market futures of young people. It is at this age that choices
and pathways narrow, and some young people enter the labour market properly for
the first time.

It was decided therefore to include, not only questions about job aspirations and
choices in this study, but also young people’s responses to statements about societal
constraints and opportunities, parental influences as well as careers advice.

1.5 Research methodology
The aims of the research were to understand more about:

o The choices young people are making at 16.

o The direction of their job/career interests and aspirations.

o Who is influencing these job/career interests and aspirations.

o Some of the key factors influencing choices and aspirations, including
geography, travel, beliefs about work, expectation of discrimination and
other issues.

o The influence of lifestyle factors and their impact upon choices and
aspirations.

o Young people’s experiences/perceptions of advice and guidance
agencies.

o What would help young people to negotiate the factors identified above
more effectively.
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And:

Analyse the above information by gender and ethnic group, cross-tabulating against
other variables where possible e.g. socio-economic group, expected qualifications
and religion

Results were achieved through a large, paper based survey and focus groups. The
research was designed to compare differences and similarities by gender and ethnic
group, with a particular, though not exclusive, focus upon the 3 key groups of
Pakistani, Bangladeshi and Black Caribbean women in the EOC's Moving on Up
investigation.

1.5.1 The survey

Schools with high numbers of ethnic minority pupils were identified through the
internet (see www.goodschoolsguide.co.uk and www.schoolswebdirectory.co.uk) in
London, Birmingham and Greater Manchester. The schools received an initial letter
explaining the reasons for the research and asking them to co-operate. The letter
explained that the EOC was carrying out an investigation into ethnic minority women.
Fifty schools were contacted in total.

When agreement was reached, schools were contacted again with instructions on
how best to administer the questionnaire to all pupils in Year 11. The letter stressed
that although the results would be analysed by gender and ethnicity, it was important
to give the questionnaire to all pupils regardless of sex and ethnic origin, and not to
mention the survey as one ‘aimed at ethnic minority pupils’.

In order to ensure a higher than expected completion rate for the students, a number
of additional actions were introduced. The first required schools to administer the
survey under a teacher’s supervision to take place in a Personal Social Education
(PSE) or Citizenship lesson. The EOC and PTI offered a further incentive to complete
the questionnaire by offering each pupil who completed it, a chance to be entered
into a prize draw (to win £50) in each school. All schools that agreed to take part in
the survey were offered the option of receiving individualised data on career
aspirations for their school. A letter to that effect was written to all 14 schools.

The survey sample achieved results from 1310 (see appendix 4) young people aged
16, from 14 schools in Greater Manchester, Birmingham and London. The use of
different geographical locations enabled researchers to control for specific regional
factors. All schools chosen were in the state system and none were religious schools.
Three girls’ schools were included, one in each location. The survey was weighted
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towards girls in order to achieve adequate numbers for analysis, to support the
EOC's investigation.
In the allocated timescale, and within resources, every effort was made in the choice
of schools across locations to achieve reasonable sample sizes of girls and boys in
the sample groups. Low numbers of some groups were achieved from schools, and
this could be due to a range of factors that it would be unwise to speculate upon.

The final numbers for each of the targeted groups were as follows:

Table 1.1  Sample numbers achieved for each target group

Ethnic groups Girls Boys
Bangladeshi 142 61
Black Caribbean 62 40
Indian 156 44
Pakistani 229 119
White British 207 131
TOTAL 796 395

Indian origin pupils are included in some of the findings in the report as there were
good sample sizes of girls in particular. However, the Indian group has not been
included in the overall analysis because of the emphasis on other groups as the
focus of study. The base sizes for Caribbean and Indian boys are low, and should be
treated with caution.

Demographic information was collected from the young people in order to attempt to
cross analyse and understand results by different variables along with ‘race’ and
gender, including predicted GCSE results, parental occupation and religion. There
are obvious problems in sub-dividing base sizes within groups, so that numbers for
analysis become very small. Where base sizes allow, some results are further
analysed by gender, ethnic group and other variables like expected results at GCSE
and parental occupation.

1.5.2 The focus groups

Although quantitative data from the survey can reveal critical trends in job aspirations
and choices at 16, it was important to triangulate the quantitative data by evidence
from three focus groups of girls. Each focus group was weighted towards the three
ethnic minority groups in the EOC investigation. Focus group methodology is now a
well-established method of obtaining detailed information relatively quickly and
providing more breadth than would be possible from the same number of individual

7



AHEAD OF THE GAME

interviews. These groups are particularly useful when an area is under-researched,
both to gather data and to lay the groundwork for future work, for evaluation and for
developing strategies for planning policy (Kitzinger, 1995; Morgan, 1997).

It was considered that focus groups would add ‘real’ voices to the survey findings and
additionally provide a glimpse into girls’ explanations of their job choices along with
suggestions for policy change. The three girls’ schools in the survey were contacted
to arrange the focus groups. Schools were asked to arrange the composition of the
groups, and a parental consent letter was drafted and sent out to the schools for
distribution. The schools were asked to organise the composition of the groups so
that at least half of the participants in each group in each school were of Pakistani,
Bangladeshi or Black Caribbean origin. A total of 31 girls took part in focus groups in
London, Birmingham and Manchester, the majority of Black Caribbean, Pakistani and
Bangladeshi heritage. The groups were conducted in school premises, during school
time, with a topic guide prepared beforehand (see appendix 3).

1.6 Report outline

The findings are structured to tell the story of how young people aged 16 are
responding to social changes and the labour market, through the lens of ‘race’ and
gender. It aims to take the reader through the story of how wider constraints and
opportunities concerning the labour market, demographic changes, Higher
Education, parental and other family influences as well as careers and school advice
influence the job aspirations and choices of young girls and boys at 16.

The report structure is as follows:

Chapter 2: Ethnic minority women, employment and social change
This context-setting chapter maps out the framework of social change including the
following:

e Historical context: Immigration patterns and timing of migration of differing ethnic
minority groups.

e Labour market and sectoral change and demographic forces.

e The British context of changing family structures, growing consensus about
equality and changes in gender attitudes.

e The persistence of disadvantage: unemployment, pay, segregation and unequal
treatment.

Chapter 3  Family Influences
Chapter 3 presents the findings on how young people view family and parental
influences on their future jobs. Not only is the data presented to indicate how young
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people report the way parents view marriage, family and career for girls, but we also
present the ways in which girls and boys describe themselves.

Chapter 4 The Influence of schools and careers advice

Chapter 4 presents young people’s anticipated GCSE results, aspirations for Higher
Education, and their considered chances of career success given their views on the
constraints and opportunities offered by their secondary schools, either through
treatment at school or via access to careers advice.

Chapter 5: Young people’s responses to societal change

Chapter 5 presents data on how young people at 16 regard issues of ‘race' and sex
discrimination, work life balance and time spent on housework and study. The data
also includes how young people expect to be treated in the workplace, their expected
patterns of work, and their anticipation of equal or unequal treatment in wider society.
The results are also presented to explain their views on balancing career and family.
Chapters 3 to 5 set a context in which young people then make decisions about their
job choices.

Chapter 6 Aspirations and what is Important to young people when choosing
a future Job

Chapter 6 presents the jobs, types of occupations and levels that young people at 16
aspire to. What young people are looking for from the jobs they aspire to, and the
employers they will work for are also revealed.

Chapter 7 Conclusions and Implications for policy

The final chapter argues that despite constraints in family and wider society, these
young girls show high aspirations and ambitions, and take action to steer a difficult
path between constraints and opportunities in their lives. It summarises the key
findings and suggests key implications for policy, including those for schools, careers
advisers, Higher Education, and employers. Implications for policy range from
suggestions by young people themselves on changing the ways in which careers
advice and information is delivered, implications for general support and
development of these young people, and the urgent need for employers, schools and
careers advisers to re-consider their own stereotypical perceptions of ethnic minority,
disadvantaged girls.
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2. ETHNIC MINORITY WOMEN, EMPLOYMENT AND SOCIAL
CHANGE

2.1 Introduction

In order to contextualise young people’s aspirations, it is necessary to set out a
framework to understand them. This chapter begins by presenting background
information on the timing of migration of differing minority groups under consideration
in the EOC investigation, the type of work carried out by first generation immigrants
and the current context of the changing nature of the labour market and the family.
This enables us to have a better understanding of how aspirations of younger
generations of girls and boys develop and how wider societal constraints and
opportunities may influence them.

Some of the research literature in these key areas is examined. For example, how far
does migration and timing of migration influence economic activity in the communities
under consideration? Does a ‘disadvantaged’ family background (understood as the
occupational level of father and mother) for ethnic minority families compared to
white families restrict or expand job aspirations? What does related research
literature tell us about younger generations of UK born young ethnic minority young
people and their responses to societal changes in attitudes to equality, employment
and the changing role of the family?

We begin with locating the timing of immigration into Britain for the three groups
under discussion here: African Caribbean, Pakistani and Bangladeshi, consider
changes in the labour market and families and examine whether ethnic minority
groups in the second third and fourth generations have differing aspirations
compared to their white counterparts.

2.2 Timing of migration of women and social change

The three ethnic minority groups of particular interest in this research are of course
widely different in many ways, particularly in their timing of migration and the social
context of British society when they arrived. For the South Asians, Sikhs and Guijaratis
from India came first to Britain, followed by Pakistani men in the 1950’s and 1960’s. The
East Africans arrived in the late 1960’s; the Bangladeshis in the 1970’s and women
arrived in the 1980’s. Under immigration legislation many Pakistani women, in
particular, came to Britain as dependents of men and not as waged workers. This was
unlike the experience of many Black Caribbean women and some Indian women who
had entered Britain in their own right as a result of earlier recruitment drives in the
1950’s. Black Caribbean women worked in the health sector, whilst Sikh women
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worked in manufacturing. Bangladeshi women (as well as men) began arriving after the
independence of Bangladesh in 1972 (see Bhavnani 1994).

2.3 Black Caribbean people

Black Caribbean people in the UK originate from the islands of Jamaica, Trinidad,
Barbados, Guyana and the Windward and Leeward Islands, and began to arrive in to
Britain in the 1950's.

Mama (1986) suggests that ‘African/Afro Caribbean’ women living in this country have
been part of three 'generations'. First, there is the generation composed of those who
inhabited Cardiff, Liverpool and London since the seventeenth century; they arrived in
Britain as ex-slaves, daughters of ex-slaves or the children of unions between sailors
and native white women. The middle 'generation’ consists of black women who came
from the tropical reaches of the British empire in the main period of migration, post
World War 2, and lastly the third growing 'generation’ are those women born in Britain.
The young women aged 16 in this survey are therefore, either at the third or most likely
a fourth generation of Caribbean heritage peoples, most of whom would have been
born here.

2.4  Pakistani people

The languages spoken by the Pakistani people in Britain are Urdu and Punjabi,
primarily, and their religion is Islam. The Pakistanis came from the district of Mirpur,
districts in the Punjab and in the North West Frontier province. Ind