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Integration of Immigrants, Migrants and Ethnic Minorities

SECTION ONE: INTRODUCTION

This paper reports on the third peer review workshop held in Lisbon in November 2006.  The workshop focused on ‘integration of  immigrants’, and explored the actions and indicators for this theme which could usefully be included in the framework for Local Action Plans (LAPs) and Regional Action Plans (RAPs)  for Social Inclusion.  

The report gives an overview of the workshop presentations and discussions and presents a series of case studies of good practice in the integration of immigrants, migrants and ethnic minorities. The final section of the report presents a range of indicators which could be used to measure progress in achieving local and regional objectives in this area.

The report has been prepared by the Black Training and Enterprise Group (BTEG). BTEG is a national organisation working to improve opportunities and outcomes for black communities in the UK, particularly in relation to education, employment, enterprise and economic development.
SECTION TWO: THIRD PEER REVIEW LISBON WORKSHOP

2.1
Context 

The workshop began with an overview of the European policy context for the integration of immigrants and ethnic minorities. The main points from this included the following:

· Migration to the EU

Migration is a growing part of Europe’s future. Around 13 to 14 million third country nationals live in the EU, making up about 4% of the population. Net migration is increasing and the range of countries which migrants come from is becoming wider, bringing new populations, languages and cultures to the EU.  The successful integration of migrant populations poses great challenges for the EU. For Member States with a history of inward migration, there is growing recognition that previous integration approaches have not always been effective as many second and third generation migrants remain socially, economically and politically excluded. There are also particular challenges for Members States with no previous experience of immigration.  

· Demographic change and globalisation 

The EU25 population is projected to fall by 20 million by 2030.  A declining population means a smaller work force, so migration will become increasingly necessary for sustained economic growth. Decreasing birth rates and increased longevity are combining to create an older population.  The countries where most migrants come from have younger age profiles. Together these factors mean that in addition to continued migration, migrants and ethnic minority populations will become an increasingly large proportion of the European work force.

· Changing identities 

Large scale migration is a relatively recent occurrence in some EU Member States but  there is a longer history for others and debates here have moved beyond the issues concerning first generation immigrants to wider questions of identity for second, third and  even fourth generation  ethnic minority populations.  

· Labour market 

The Lisbon agenda marks Europe’s commitment to creating a globally competitive knowledge economy.  Successful integration of migrants into the labour market will be a key challenge in helping to achieve Europe’s economic goals.

· Social, economic and political segregation
Segregation and lack of engagement in mainstream social, economic and political activities are common experiences for migrant and ethnic minority populations. Social and economic segregation are often marked by concentrations of migrant and ethnic minority populations within specific geographic areas, usually urban and often on the peripheries of urban areas, where employment rates are low and poverty rates are high.

· EU common basic principles

In 2004 the Council of the European Union  agreed a set of common basic principles for immigration integration policy in Europe:

1. Integration is a dynamic two way process of mutual accommodation by all immigrants and residents of Member States;

2. Integration implies respect for the basic values of the European Union;

3. Employment is a key part of the integration process and is central to the participation of immigrants, to the contributions immigrants make to the host society, and to making such contributions visible;

4. Basic  knowledge of the host society’s language, history and institutions is indispensable to integration; enabling immigrants to acquire this basic knowledge is essential to successful integration;

5. Efforts in education are critical to preparing immigrants, and particularly their descendants, to be more successful and more active participants in society;

6. Access for immigrants to institutions, as well as to public and private goods and services, on a basis equal to national citizens and in a non-discriminatory way is a critical foundation for better integration;

7. Frequent interaction between immigrants and Member State citizens is a fundamental mechanism for integration. Shared forums, inter-cultural dialogue, education about immigrants and immigrant centres, and stimulating living conditions in urban environments enhance the interactions between immigrants and Member State citizens;

8. The practice of diverse cultures and religions is guaranteed under the Charter of Fundamental Rights and must be safeguarded, unless practices conflict with other inviolable European rights or with national law;

9. The participation of immigrants in the democratic process and in the formulation of integration policies and measures, especially at local level, supports their integration;

10. Mainstreaming integration policies and measures in all relevant policy portfolios and levels of government and public services is an important consideration in public-policy formation and implementation;

11. Developing clear goals, indicators and evaluation mechanisms are necessary to adjust policy, evaluate progress on integration and to make the exchange of information more effective.

2.2
Key issues

The Lisbon workshop highlighted a series of issues which are key considerations for local and regional measures aimed at social inclusion of immigrant and ethnic minority populations. These included the following:

· Defining the goal 

Goals vary between Member States. For some, the main goal is integration for others it is assimilation.  There is also growing debate about whether multi-culturalism achieves integration or segregation. This is very much a live debate where the exact goals are yet to be crystallised.

· Defining the target group  

Immigrants are not a homogeneous group and frameworks for action need to recognise this. Potential target groups include;

· Asylum seekers

· Refugees

· Immigrants from former colonies

· Migrants from within the European Union

· Established ethnic minority communities  

Workshop participants presented case studies which covered work with most of these different target groups, ranging from the integration of the Romany population in the Czech Republic, to work with the  Bangladeshi population in Venice, to the challenge for some Lisbon schools of supporting children from the former Portuguese colonies of Mozambique and Cape Verde.  The key lesson from the workshop was that the target groups need to be clearly defined and that  there are likely to be different objectives and actions required for each target group.

· Racism and discrimination 

Racism and discrimination remain common experiences for many migrants and ethnic minorities. The growth of right wing and fascist groups is fuelled by and contributes to the anti-immigration agenda.  The popular media are also often contributing to a climate of anti-immigrant feeling.  There is considerable public anxiety about Muslim minorities, particularly since the September 11th attacks, which has erupted into strong anti-Muslim feelings in many places. There are policy gaps here as legislation to address racism and discrimination is weak at national level, and there is no comprehensive strategy at EU level. A range of measures are taking place at regional and local level.  Many of the workshop presentations showed how tackling racism is embedded within the integration measures for newly arriving migrants which are being implemented by regional and local authorities. Measures where anti-racist objectives are explicit and primary are more often linked to target groups which have been settled for two or more generations, where factors such as language skills are no longer an issue, but where discrimination is a continuing factor in, for example, unequal access to employment opportunities. 

· Measuring integration 

The workshop highlighted the need for local and regional plans to set indicators in order to measure their progress in achieving integration and social inclusion. Without clear targets and an agreed set of indicators to measure achievement of these, it is not possible to assess whether any progress is being made. A key issue of the workshop was whether local and regional authorities have the data which they need to set indicators in key domains such as employment, education and access to public services.  Any meaningful measures in these areas rely on the collection of reliable data which separately identify the target group from the general population. The presentation to the workshop from the UK emphasised the critical importance of robust data collection in order to measure progress in achieving integration and race equality objectives.

2.3
Developing local and regional action plans

The workshop discussions looked at the practical steps required for developing a local or regional action plan for social inclusion. The following steps are particularly relevant to action planning for integration of migrant and ethnic minority groups:

· Identifying objectives  

What are the specific goals for integration which we are trying to achieve?  

Who are the specific target groups we are aiming to integrate?

· Setting baselines 

What is the current position for the target population?

How does this compare with the general population? 

· Identifying indicators 

How will we measure progress from the baseline position towards achieving our objectives?

· Mapping barriers 

What are the barriers which prevent immigrant/ethnic minority groups from  effective participation?  

What processes are needed to ensure that the target groups are engaged in planning and delivering actions?

· Planning and delivering actions

What actions are needed to overcome these barriers and achieve our objectives?

· Monitoring and evaluation 

What processes are needed to monitor the progress of these actions?  

What processes are needed to evaluate the effectiveness of these actions in achieving our objectives?

SECTION THREE: GOOD PRACTICE CASE STUDIES

The following case studies have been selected as examples which illustrate good practice in integration and race equality. Most are projects which BTEG  is familiar with and are therefore mainly drawn from the UK. The UK has a longer history of mass migration than many EU Member States and so offers a broad spectrum of actions in this field, from supporting new arrivals at one end, to the development of performance frameworks for planning and measuring race equality at the other.

The case studies are grouped within five main areas:

1. Integration of refugees and new arrivals;

2. Equal opportunities in employment;

3. Engaging ‘hard to reach’ communities;

4. Civic engagement;

5. Planning and measuring performance.

3.1
Integration of  immigrants, refugees and new arrivals

Britain has been a host country for large scale migration since the post second world war period. Migration into Britain is still continuing on a significant scale. In 2005 an estimated 1,000 people per day left Britain to live abroad (over half of them British citizens), while an estimated 1,500 people arrived to live in Britain. This resulted in total net migration to Britain of 185,000 people. There are many different groups of people arriving to live in Britain; those coming to join their families (frequently from India, Pakistan, Bangladesh and the Caribbean); young people coming to work in Britain before travelling more widely across Europe (frequently from Australia, New Zealand and South Africa); people of all ages who come to study at British colleges and universities (often from China and Indonesia); skilled workers (often from America and Japan);  and other Europeans, particularly from the newly acceded Member States in Eastern Europe.  Some groups of new arrivals have no support needs at all, while others are able to draw on family networks for support. However, some groups are more vulnerable, particularly  those who arrive as refugees seeking asylum in Britain. 

There were 25,710 claims for asylum in 2005, a significant decrease from the 33,960 claims in 2004. The five most frequent countries of origin for asylum seekers in 2004 were Iran, Somalia, China, Zimbabwe and Pakistan.   National responsibility for managing new arrivals to Britain lies with the Immigration and Nationality Directorate, which is part of the Home Office.  Local authorities have a statutory responsibility to provide support for asylum seekers who are deemed eligible for assistance, including the several thousand children each year who arrive in Britain on their own.  In response to public pressure, the government has adopted an increasingly tough approach towards asylum seekers, including the withdrawal of most social security entitlements, aimed at discouraging any growth in the number of people trying to claim asylum. Many local authorities in areas with significant numbers of asylum seekers feel they are taking on increasing responsibilities for ensuring their  security and well being. 

Experiences from Portugal and Italy of hosting immigrants on a mass scale are highlighted in case studies three and four.

Good practice in the integration of refugees and new arrivals

Case Study One:  Renewal

Renewal was established in 2000  to support refugee community organisations in west London  (covering the London Boroughs of Brent, Ealing, Hammersmith and Fulham, Harrow, Hillingdon and Hounslow). 

It is estimated that between 350,000 and 420,000 refugees live in London, representing around 5% of the total London population. Despite national policy to disperse refugees to other parts of the UK, most refugees remain in London or, once dispersed, make their way back to London.  To help meet the needs of refugees and asylum seekers, many support organisations have been set up by refugee communities themselves. There are thought to be between 500 and 600 refugee community organisations in London, providing  a range of help and services for refugees, including:

· English language classes;

· Advice on  how to access welfare benefits, housing, health services, education services etc;

· Support to convert qualifications into UK recognised qualifications;

· Help to find jobs.

Renewal was set up to support the refugee community organisations operating in west London.  Renewal is funded through the London Development Agency and by 2007 will have invested £6m  (approximately €9 million) of  funding in a wide range of innovative grass roots projects and initiatives that will derive long lasting benefits for refugee communities in west London. Renewal’s main aims are to:

· Identify and address the main barriers preventing refugees and recent arrivals from functioning effectively in day to day life and in accessing basic health, education and economic opportunities;

· Mobilise existing groups and communities to improve and build their capacity so that recent arrivals can be welcomed and integrated quickly;

· By 2007, to have achieved a fundamental change in the ability of local services to respond effectively to the needs of both existing communities and new arrivals.

Renewal carries out its aims through four main areas of work:

· Providing grant funding to refugee community organisations - at least 170 organisations have received funding through the programme;

· Capacity building and communications to support the work of refugee community organisations;

· Mapping and research;

· Advocacy to promote the interests of refugees in policies and strategic decision making.

Renewal’s key achievements from 2000 to 2005 include:

· 431 qualifications achieved;

· 182 jobs created;

· Over 8,000 young people benefiting from refugee community organisation projects;

· 103 refugee owned business supported.

A mid scheme evaluation of the Renewal programme was published in July 2004. The evaluation highlighted the following strengths of Renewal:

· Ability to engage refugee community organisations (RCOs)  in project delivery;

· Being supportive of emerging RCOs, providing a voice for RCOs;

· Enabling better networking and co-operation amongst RCOs;

· Facilitation of RCO partnerships with other sectors;

· Good capacity building services and awareness raising for RCOs on development issues;

· Good information resources.

The Red Sea Community Programme is based in Harlesden, one of the most deprived parts of London. Renewal funds the organisation to deliver a project to support young Somalis and their families. Over 400 young people have benefited from the project and more than 50 people (mainly elderly and parents) have taken part in volunteering activities for the organisation. More than 25 youth crime reduction initiatives have also been run.

Hussein Hersi, Co-ordinator  of the Red Sea Community Programme,  says “Young people like us because we are informal and approachable – they can call in on us at any time and ask for advice or help. We empower youths to organise and run their own events and meetings. We also facilitate exchange of views between older people and the young generation, so that we can avoid a clash of cultures. They need to learn from each other – for example, young people can help with interpreting and older people can give advice to help youths avoid anti-social behaviour.”

For further information contact:

Renewal

Ealing Primary Care Trust

1 Armstrong Way

Southall

Middlesex

UB2 4SA

United Kingdom

Tel: 00 44 (0)20 8933 0618

www.renewalsrb.org.uk 

Good practice in the integration of refugees and new arrivals

Case Study Two: Refugees Into Jobs

Refugees Into Jobs was set up in 1997 by a partnership between Brent and Harrow Councils, the health authority and refugee communities in north west London. Initial funding was from the regional Government Office. The project has since been funded by the London Development Agency and the Home Office, and through the European Social Fund and the European Regional Development Fund. 

Refugees Into Jobs aims to support refugees living  in north west London to overcome the barriers which prevent them from accessing jobs.  The people Refugees Into Jobs helps are often recognised as highly qualified, experienced professionals in their country of origin, but are bewildered by the UK labour market and have little knowledge of how to sell their skills to a potential employer.

The project has a particular focus on working with skilled and qualified refugees who can help to fill key gaps in the London labour market.  These include medical doctors, nurses, dentists, pharmacists, lab technicians and health workers.  

The main activities and services provided by the project include:

· A programme of support to enable doctors who qualified overseas to access employment in the UK medical profession,  including access to courses which enable refugee doctors gain proficiency in English language. 

· A feasibility study regarding specialist support requirements for engineers and teachers;

· A job search training programme;

· Careers advice and a grant scheme, which can help to address individual needs;

· A job club, medical journal club, and a teachers club.

An independent evaluation of Refugees Into Jobs was carried out in 2004. The evaluation highlighted particular successes of the project, which include:

· Serviced more than 3000 clients from 74 nationalities – helped 35% into employment;

· Helped 100 refugee medical doctors into employment;

· Produced feasibility study for refugee engineers and teachers;

· Helped improve the quality of life for many families by supporting a move into employment.

Key lessons learned from the Refugees Into Jobs project include:

· The recognition of qualifications gained abroad is of key importance in facilitating access to employment for highly skilled migrant populations – local partnerships can have a key role in facilitating this process;

· It can be beneficial to concentrate on particular employment sectors when supporting people through the re-qualification process.

For further information contact:

Refugees Into Jobs

3-7 Lincoln Parade

Preston Road

Middlesex

HA9 8UA

United Kingdom

Tel:  00 44 (0)20 8908 4433

Good practice in the integration of immigrants

Case Study Three: Professional Integration of Immigrants in Portuguese Society

Mass immigration to Portugal dates back to the mid-1970s and has seen considerable demographic changes to the country’s population since that time. Between 1960 and 1981, indigenous population growth was 12%, while the number of foreign born residents grew by 313%. In 2004, the immigrant population numbered 465,454, representing 5% of the total population and 10% of Portugal’s work force. Official figures show that 17,843  unemployed immigrants were registered with Job Centres in August 2006. The largest group of unemployed immigrants are from Portuguese-speaking African countries, with significant numbers also from Eastern Europe and Brazil.

The Public Employment Service (PES) deals with unemployed immigrants. The PES is responsible for two key action areas in support the integration of immigrants:

· Processing immigrant job demand – supporting immigrants to resolve employment status issues and residence permits;

· Regulation of migratory flows – forecasting labour market needs and managing the admission quota of immigrants to meet these. 

The PES intervention programmes for the social and professional integration of immigrants, covers the following:

· Promoting training in basic skills of citizenship and Portuguese language skills (through, for example, the PORTUGAL ACOLHE programme) 

· Supporting and increasing the network of Local Immigrant Support Centres which provide employment and training support at local level;

· Ensuring that immigrant citizens have access to all the benefits of the PES, including:

· vocational guidance; 

· access to employment and vocational training programmes; 

· Job Centre registration (for labour market placement or access to unemployment benefits).

The PES  employment and vocational training programmes include:

· Occupation Programmes which are designed to provide the unemployed with a socially useful occupation until  labour or vocational training alternatives arise. This helps to prevent their social isolation and the tendency towards demotivation and marginalisation, as well as ensuing a subsistence income;

· Integration companies which are designed to counteract poverty and social exclusion through professional integration or reintegration by promoting the acquisition and development of personal, social and professional skills, and job creation;

· Access to Job Centre services which provide free  information, training, and access to jobs.

The PES is responsible for management of immigrant job demand. Figures show that in 2005, 39,431 immigrants were offered jobs in Portugal:

	Nationality groups
	2005

	Eastern Europe
	11,145

	Portuguese speaking African countries
	16,193

	Brazil
	9,458

	Other countries
	2,635

	
	39,431


A total of 2,838 unemployed immigrants were supported into jobs:

	Nationality groups
	2005

	Eastern Europe
	1,021

	Portuguese speaking African countries
	916

	Brazil
	691

	Other countries
	210

	
	2838


Good practice in the integration of immigrants

Case Study Four:  Citizenship and Integration in the Municipality of Venice
Italy has been a country of migration (where inward immigration exceeds outward emigration)  since 1970. In 1970, 143,838 immigrants were registered in Italy. In 2004, there were 2,786,360 registered immigrants. 

In Venice, the total population is 269,780 and non-nationals make up 5.5% of the population. Most of Venice’s immigration population live in the historical centres of Mestre and Venice.  The main national groups within the immigrant population are shown below:

	Asia

	Bangladesh
	2,224

	China
	873

	Philippines
	703

	Sri Lanka
	329

	East Europe

	Moldavia
	1,546

	Ukraine
	1,126

	Romania
	933

	Balkans

	Albania
	879

	Macedonia
	878

	Serbia and Montenegro
	520


There are a range of obstacles to integration faced by immigrants, which include:

· Strict rules for legal access and stay in Italian territory;

· Housing

· Information in their own languages about citizens rights and obligations;

· Employment: temporary contracts and low level jobs;

· Access for families to social services, healthcare and education;

· Equal opportunities in cultural, religious and linguistic fields;

· Help for vulnerable clients (single mothers, asylum seekers, children and unaccompanied minors)

· Cultural separation and few common spaces in daily life;

· Lack of family network;

· Lack of oldest generation and their knowledge;

· Relation with country of origin and the rest of the family still living there;

· Relation with national community in Italy;

The development of the Immigration Service in the Municipality of Venice was in two key phases:

· Phase One (1992 -1995)  With the arrival of a large number of gypsies from former Yugoslavia, two camps were set up to handle incoming immigrants. Also and increase in the number of immigrant workers in the city.

· Phase Two (1996 – today) Creation of two interdisciplinary frameworks to handle immigration matters and refugees.

The Immigration Team comprises and Immigrants Team and a Refugee Team plus over 30 cultural and linguistic mediators. The Immigration Service offers:

· Legal advice (both front desk and telephone services);

· Linguistic/cultural mediation offered to schools and to social and health services;

· Professional and specialist social services;

· Specific aid for newly arrived families;

· Training for operators, voluntary workers and citizens;

· Support for social problems;

· Italian language classes and initiative for young immigrants;

· Projects to promote intercultural relations;

· In depth studies on immigration and migrating cultures in the city;

· Support to immigrant associations;

· Specific aid geared to refugees and asylum seekers;

The Service also offers specific advice on immigration and migrating cultures:

· To operators of public services and social private services;

· To operators of associations and groups.

The positive impacts of the project include the following:

· Moving beyond the charitable dimension of help and towards individual empowerment;

· Help in the application of the self-tutorship of rights;

· Experimentation and use of new professional figures, such as cultural mediators;

· New spurs to the innovation of services and structures in order to facilitate access (this simplification process is also useful to Italians);

· Professional training and updating for improving skills and knowledge;

· Diffusion of a culture of legality, or citizenship, of rights and duties, of asylum, rather than one related only to the charitable mechanisms of help;

· Counselling is related to the different dimensions of citizenship, its rights and duties, of the social and individual well being, and thus is interested in people in their wholeness (social, economic, linguistic, cultural, relational needs).

3.2
Equal opportunities in employment

Employment is widely recognised as a key part of the integration process. Lack of employment results in poverty and the range of social problems related to this including ill health and mental ill health, high rates of crime, high rates of drug dependency etc. The European Employment Strategy recognises that some populations, including migrants and ethnic minorities,  face barriers to entering employment and that this  both contributes to their social exclusion and holds back national economic performance. Studies in the UK have estimated that the barriers which prevent women and black and ethnic minority people from fully participating in the UK  labour market  represent a loss to the UK economy of  £ billions each year.

Black and ethnic minority people in the UK have lower employment rates than the white population.  In spring 2006 the average employment rate in Britain was 74.4%  but for ethnic minorities it was 60.6%. Unemployment rates are far higher from some ethnic minority groups, particularly for African, Caribbean, Pakistani and Bangladeshi people. Research suggests that even when differences in educational qualifications, place of residence  and  language skills are taken into account,  these ethnic minority groups are still less likely to be in employment. 

The government has set a national target to close the employment gap between white and ethnic minority populations.  All relevant public agencies at regional and local level must demonstrate how they are working towards achieving this target, and a wide range of actions is taking place at local level towards this goal. These include:

· Employment support measures – which work with ethnic minority individuals and communities to help develop their skills, help develop their confidence and motivation to apply for jobs, help to  identify and apply for job vacancies etc. Several of these initiatives are presented as case studies in the chapter on Integration into the Labour Market of Vulnerable Groups;

· Working with employers – to help remove any barriers which may be preventing ethnic minorities from applying for jobs in their companies. For example, work with construction companies where recruitment is traditionally through word of mouth. Although they represent over 8% of the total number of people in work, ethnic minorities make up less than 5% of the construction work force in England. Word of mouth recruitment tends to exclude ethnic minorities as they are less likely to know people already working in construction.

Equal opportunities in employment good practice
Case Study Five:  Tomorrow’s Planners

In 2002 the Planning Inspectorate (a national government agency) commissioned research into  Black and Minority Ethnic (BME) representation in the planning profession which found that only 1.7% of planners were from BME groups. In response to these findings, the Planning Inspectorate, in partnership with PATH National, established the Tomorrow’s Planners project. PATH National is a national organisation delivering customised training and support programmes to help BME people develop careers in sectors and occupations  facing skills shortages.  The Tomorrow’s Planners project was set up under the provision of section 37 of the Race Relations Act, which allows organisations to set up traineeships for people from under-represented BME communities. 

The project recruits BME candidates who are educated to degree level and who have the motivation to re-train as planners. The selected trainees are given financial support while they study for a post-graduate qualification in planning. They are also placed with an employer to gain hands-on experience in planning work. Since Tomorrow’s Planners started in 2003, 81 trainees have been recruited and 21 have secured jobs in the planning sector.

In October 2006, Tomorrow’s Planners won the Partnership Award at the Civil Service Diversity and Equality Awards. Paul Butler, Chief Executive of PATH National says “the award truly acknowledges the achievements of the partnership and the participants of the programme. The planning profession provides an exciting opportunity for members of the BME community to be actively involved in the development of their communities and for employers to benefit from having a more diverse workforce.”

Abel Musabayana  started on the Tomorrow’s Planners programme in September 2003 and undertook his trainee placement with Bristol City Council.  Abel is now employed as a Planning Officer for Stafford Borough Council. He says  “I never felt alone, my supervisor was genuinely interested in my progress almost on a day to day basis. I could communicate with PATH any time I had problems in addition to the regular reviews. The traineeship whilst on placement was hands-on; I was given almost the same status as a practicing planner and I had my own caseload to manage, the only difference, understandably, being the amount of mentoring and monitoring. I was allowed to handle a sizeable caseload which included appeal cases. This made me feel confident and needed.”

For further information contact:

Path National Ltd

Cotswold House

219 Marsh Wall

London

E14 9PD

United Kingdom

Tel:  0044 (0)20 7001 2000

www.pathuk.co.uk 

Equal opportunities in employment good practice

Case Study Six:   Diversity Works 

Diversity Works for London is the Mayor of London's flagship programme, based within the London Development Agency, to enable businesses to benefit from London's unique access to diverse customer and labour markets.  Diversity Works’ objective is to improve business performance through good diversity management. 

Ken Livingstone, Mayor of London, believes that it is “vital that London's business community takes a leading role in promoting diversity, not only for reasons of legal compliance, and not only because the principles of fairness and a level playing field are so fundamental to sound business practice, but because in the global market place diversity is good for business, and good for London.” 

London has one of the world’s most diverse populations. Londoners speak over 300 languages and belong to at least 14 different faiths. Around 30% of London’s population is from black and ethnic minority groups and over the next 10 years they will account for 80% of the increase in London’s working age population.  Yet, there is strong evidence of existing inequality of opportunity in the London labour market:

· Black and minority ethnic graduates are less likely to secure good jobs compared to similarly  qualified white graduates;

· Employment rates for Bangladeshi & Pakistani men are at least 20% below those similarly qualified white men;

· Women make up almost half of the workforce but  less than 10% of directors of top companies are women;

· Average earnings for women are less than 75% of male incomes;

· 20% of the working age population has a disability, yet only 11% are in employment; 

· By 2015, more than 40% of the workforce will be over the age of 50. People over 50 are less likely to become unemployed, but once unemployed take longer to return to work and are more likely to leave the labour force altogether.

Diversity Works  aims to remove barriers and discrimination faced by working people and entrepreneurs on the basis of age, disability, faith, gender, race and sexuality, whilst at the same time enabling businesses to harness diversity to improve their economic performance. Diversity Works has developed a range of products and services in order to realise the programme's key priorities, including:

· An easy to use online tool that allows companies to self-assess their current diversity performance, and identify areas where further support may benefit the bottom line; 

· High quality, subsidised consultancy services from workforce diversity specialists, including a one-stop advisory service on compliance with equality related legislation, and a telephone helpline;

· Leadership programmes for Boards, Chief Executive Officers and senior managers that supports their role as the driving force for change;

· A range of  training and development programmes, including apprenticeship  and secondment schemes,  

· Best practice guides, developed in conjunction with the business community and equality experts, which steer companies through the maze of issues that might prevent them from reaping the rewards of a diverse workforce 

· The Diversity Exchange, an online forum designed to enable thousands of companies to share and promote their good practice and to benchmark their performance within their respective sectors. 
The Exchange measures company performance against seven key criteria for success: people; systems; resources; leadership; stakeholders; society; results. The concept is similar to share price quotations on the London Stock Exchange, and companies’ ratings are achieved through a combination of online questionnaires and factual evidence to support entries. Businesses can join the Exchange when they are ready, after they have received the support they need to promote their diversity achievements. A reward and recognition scheme, including an awards ceremony led by the Mayor of London, is also planned to encourage exceptional performance.

Diversity Works supports business to diversify not only their people but also their supply chain, and enables companies to put diversity at the heart of business philosophy. The strength of Diversity Works is the underlying principle that diversity benefits all; not only is diversity good for people, but it is good for business, and good for London.

For further information contact:

Diversity Works for London Team

London Development Agency

Palestra

197 Blackfriars Road

London

SE1 8AA

United Kingdom

Tel:  00 44 (0)20  7593  8383

Email:  diversityworksforlondon@lda.gov.uk

3.3
Engaging  ‘hard to reach’ communities

There are some distinct populations within the UK where various integration approaches can be said to have failed  as they remain highly marginalised from mainstream society, and in some cases this marginalisation has become more rather than less marked.  There are particular concerns about young black people of Caribbean and African origin, especially boys living in poor urban areas. This group of young people are more likely than others to be permanently excluded from school, achieve no qualifications, be convicted of criminal offences, and to be neither in work nor education.  They  are often  viewed as ‘hard to reach’ by the main public agencies, as once they have left school they are increasingly unlikely to have any contact with or use public services. 

Also among the ‘hard to reach’ are Gypsies and Travellers.  Estimates put the  total UK Gypsy and Traveller population at between 200,000 and  300,000. Although made up of two distinct groups – Roma Gypsies and Irish Travellers – they experience many of the same issues and are generally treated as a single population in policy terms.  Although Gypsies and Travellers have lived in the UK for hundred of years, and local community projects have supported them for decades, they have only been subject to more focused policy attention in recent years. This is partly because of a change of legislation in 1994 which removed the obligation for local authorities to provide land to accommodate Gypsies and Travellers. The resulting shortage of available sites has forced Gypsies and Travellers to camp wherever they can, often illegally, bringing them into conflict with local resident communities.  As with young black people, there are particular concerns about the poor performance of young Gypsies and Travellers within the education system, many of whom achieve no qualifications and leave school without achieving the basic skills of literacy and numeracy.

Good practice in engaging  ‘hard to reach’ communities

Case Study Seven:  From Boyhood To Manhood  Foundation

The From Boyhood to Manhood Foundation (FBMF) works with young black people in Peckham, an area of great deprivation in the London Borough of Southwark.  Southwark has a population of 244,866 people, of which 37% are black and ethnic minority. 57% of 13-19 year olds in Southwark are black and ethnic minority.  In common with other areas in inner-London, Southwark’s crime rates are well above the national average and high numbers of young people are involved in crime. In 2000-1 82% of known street crime offenders and 32% of victims in Southwark were aged 10 to 17.  Southwark has the highest rate in London of children who are excluded from school.  Of the children who were excluded from Southwark schools in 2003-4, over 60% were black and ethnic minority.  There are well documented links between school exclusion, academic under-achievement, disaffection, crime and social exclusion.  Southwark Council’s Youth Services Department has found that ‘Local research suggests that, at any one time, a relatively small cohort of young people is responsible for high levels of crime and intimidation, particularly in the Peckham area. Inter agency research has also shown that disaffected young people, many of whom have built up histories of fixed term exclusion from school, are attracted to gang culture and form the nucleus for later generations of gangs as older groups progress into drug and crime related careers.’

This group of disaffected young people are the target group for the FBMF. The project aims to break the cycle of disaffection and disruptive behaviour by tackling  the self-development issues which underlie this. The Director of FBMF believes that  ‘Behind their tough street image, disaffected boys like these suffer from low self esteem and a lack of confidence. All too often they do not have positive role models or stable adults in their lives to guide them  through the transition from boyhood to manhood. Excluded from school, free falling through the criminal justice system, they are on course for short and violent lives.’

The FBMF was set up in 1996 by a group of local people who were concerned at the rising number of black children, especially boys, being excluded from school and becoming involved with gangs, drugs and violence.  The  project  started  with five boys in a small room in the Peckham area of Southwark, teaching basic literacy and numeracy and giving advice on how to develop self worth and social skills. The following week, ten boys turned up. The FBMF continued to grow through word of mouth and to operate on a largely voluntary basis over the next few years.

The shocking murder of 11 year old Damilola Taylor in November 2000 focused national attention on Peckham and on the issues of gang culture, youth crime and violence. At this stage, the FBMF had considerable experience in working with young black boys to address these issues and was able to secure additional public funding to expand its work. Since then, the FBMF has provided a full time education support service  delivered by qualified staff.

The  core FBMF programme is the ‘day support programme’. This 12 week course is attended by boys aged 11-19. The programme runs from 8am to 3pm Monday to Friday and includes a minimum of four  hours academic tuition each day. Each boy has a  formal key worker session each week and takes part in a range of individual and group activities.  Alongside the day support programme, the FBMF provides a range of additional support services and initiatives, including after should programmes, weekend activities, work experience programmes, residential courses, mentoring, and support for girls.

The FBMF has  grown considerably since it was established, from a project run by volunteers in a single room to an organisation with 10 to 12 paid staff. Over this period, the FBMF has become a high profile organisation with a widespread reputation for achieving effective results with this ‘hard to reach’ target group.   The FBMF’s greatest achievement is in the positive impact it has on the lives of the young people it supports. The benefits of this are immeasurable, as Edmond’s story shows:

Edmond first started at the FBMF in 2000.  After being excluded from school and spending almost a year getting into trouble on the streets, Edmond was referred to the FBMF as part of a Community Service Order. This was the first support programme he had ever been to.  Because he was initially resistant to the idea of education, project staff focused on Edmond’s personal behaviour, helping him to understand and address his own problems. Four years on, Edmond has 5 GCSEs  and an AS level in Biology. He is continuing to study and is aiming for university, perhaps to study medicine.

Edmond became a FBMF peer mentor 18 months ago, wanting to give something back to the project which helped him so much.  His peer mentor role currently involves work in local schools to promote sexual health to teenagers. As a peer mentor, Edmond is keen to ‘big up the programme’ by talking to a range of audiences about how the FBMF helped him to change his life.  He  describes his first meeting with the FBMF director….‘I was shocked to see a black man with success behind him. No-one had ever talked to me like that before….his whole lifestyle…it was what I wanted but I didn’t know I wanted it. I began to question most of what I was doing and he just kept on helping – he didn’t have a limit like teachers. Everyone on the programme helps each other – you start to realise that its not just your family who can have love for you.’ 

Reflecting on how he has changed, Edmond explains….‘Before starting FBMF I had never thought I needed  help. When I look back now I see I was just a little boy – I shouldn’t have been into all that stuff. My attitude has completely changed and I question everything I do. I know that being bad just takes you round in a circle.’

Independent evaluation of the From Boyhood To Manhood Foundation was undertaken by BTEG in 2004. The evaluation report concluded that:

1. There is increasing recognition at national and regional policy levels of the urgent need to combat the over-representation of black boys in the loop of educational underachievement, disaffection and crime.  The FBMF offers a practical example of how this can be achieved. 

2. The FBMF is providing an essential service for this target group.  The FBMF  represents a  positive alternative for children excluded from school who would otherwise fall out or be lost from the system.  The  FBMF is achieving impressive results in supporting excluded children to return to or progress within full time education. All the FBMF funders contacted for this evaluation believe that the project is providing a good or valuable service.  

3. Despite the intensive staffing required by  the FBMF, the organisation’s  costs appear to be relatively low. It seems likely that the voluntary contribution of time and energy by staff, directors and others enables the FBMF to achieve a great deal on limited funding. In this sense, the FBMF appears to offer good value for money. In addition, the organisation undoubtedly provides excellent value for money  in terms of cost savings to the criminal justice system through diverting young people away from crime.

4. Although the FBMF organisation is firmly rooted in Peckham’s black community, the FBMF approach is transferable to other communities in other locations. This was demonstrated through the success of the Boys Beyond Bermondsey project which the FBMF developed in partnership with Bacon’s College. Boys Beyond Bermondsey provided a six month programme of mentoring and self development  to help address the needs of white boys failing in school. The FBMF approach recognised that these boys face many of the same issues as the black boys in Peckham; poverty, absent fathers, risk of criminality and in Bermondsey, exclusion from the opportunities being built in front of them through riverside and dockland regeneration.  Critically, the FBMF view is that the boys  need  culturally specific time where the shared  experience of growing up  in a white working class community  underpins each boy’s personal challenges. The  Boys From Bermondsey project demonstrates the transferability of the FBMF model which could be usefully adopted in areas.

For further information contact:

The From Boyhood To Manhood Foundation

Trinity College Centre

1 Newent Close

Peckham

London

SE15 6EF

United Kingdom

Tel: 00 44 (0)20 7703 9479

www.usatfbmf.com

Good practice in engaging  ‘hard to reach’ communities

Case Study Eight:  Developing Skills of Traveller Young People

It is estimated that between 200,000 and 300,000 Gypsies and Travellers live in the UK.  Gypsy and Traveller children have much lower attendance rates at school than other children, particularly at secondary school level group. Only 15-20% of Gypsy and Traveller children are thought to be registered or regularly attending school, leaving an estimated 12,000 school aged teenagers who are not receiving any school education.  Gypsy and Traveller children have the lowest educational achievement rate of any ethnic minority group in the UK, with up to 22% achieving no qualifications at all (compared with 6% of all pupils). 

A five year research study into the schooling of Gypsy and Traveller children, completed in 2005,  tracked 44 children from the age of 11 to 16. The study found that only three of the children (7%) achieved the national standard for educational qualifications at age 16, compared with the 61% national average. Only 13 of the 44 children completed their schooling to age 16. The other 31 left school for a variety of reasons, often to work at home with their parents. More than half the parents expected their children to leave school by the age of 14.

This  lack of school education means that many Gypsy and Traveller young adults lack basic skills such as reading, writing and IT skills, severely restricting their employment opportunities.  One practical initiative to address this problem is the Driving Theory Lessons project in Surrey.  The Surrey Lifelong Learning Partnership identified that young Gypsies and Travellers were unable to access the Driving Theory Test. The Driving Theory Test was introduced in the UK in 1996. It is a 40 minute test which involves answering multiple choice questions on a computer.  The test must be passed before a practical driving test can be taken and a diving licence obtained. Being able to drive is important for Gypsies and Travellers, as many rely on this to find work. Lacking in literacy and IT skills, many young people found the  Driver Theory Test a barrier preventing them from gaining driving licences.

Surrey Lifelong Learning Partnership applied to central government for funding to recruit a trainer and to buy four laptop computers. The trainer worked within the local Traveller communities using the laptops to teach  driving theory.  Within six months the project had worked with 15 young people, of which six had passed their test and the rest were preparing to take it.  

One of the key lessons learned from the project is the value of mobile training. The trainer goes to the young people, who often live in inaccessible places. As a result, attendance on the project is excellent.

Passing their test has raised their self-esteem. It is the first opportunity they have had to gain a recognised qualification and therefore a feeling of acceptance in the wider community. One young person said, “The lessons were good. They improved my reading a bit and made me understand a lot more”. All the young people who were asked said that as well as learning the driving theory their reading skills improved. Also the young people’s knowledge of language and their vocabulary was enriched.

For further information contact:

Sian Sangarde-Brown

Surrey Health and Community Learning Adviser

Tel:  00 44 (0)7848 904078

www.surreyllp.org.uk 

Good practice in engaging  the  ‘hard to reach’ 

Case Study Nine: SAFIRA 3 PROJECT
The Safira project, developed by the Provincia di Crotone, deals with the issue of exploitation and trafficking in migrant women. The area of Provincia di Crotone is the destination for a remarkably high number of immigrants who land along the coast of the Ionian Sea.  The Safira project aims to support immigrant women who are the victims of sexual trafficking through a programme of social and employment support.  The problems facing these women are immense, and include:

· Psychological problems arising from their confinement;

· Lack of self confidence and mistrust of society;

· Poor knowledge of the host country language, culture and society;

· Low level of schooling;

· Feeling of confusion, prejudice and rejection by the local community or when looking for a job;

· Lack of money  to support themselves and their families.

The objectives of the Safira  project are to provide:

· Training and working opportunities;

· Social inclusion opportunities;

· Right to equal opportunities;

· Reception services to give information, guidance, support;

· Vocational guidance.

The actions to support the project beneficiaries include:

· Access to health care and other social services, provision of psychological support;

· Assistance in filing a complaint, access to legal services, vocational guidance;

· Teaching of Italian language, recreational activities.

The Safira project is helping to enhance the quality of life for women through and integrated system of actions and services that ensure equality of opportunity, non-discrimination, rights of citizenship and social inclusion.  The project’s achievements so far include:

· Improving the network of services to support the beneficiary group;

· Women have been helped to get out of exploitation through information and guidance services which have helped them move towards independence;

· Vocational training has helped many women to develop skills and independence and to become more socially integrated.

3.4
Civic engagement

The European Union common basic principles  for immigrant integration policy have a strong focus on civic engagement, particularly through participation in the democratic process:  ‘Allowing immigrants a voice in the formulation of policies that directly affect them may result in policy that better serves immigrants and enhances their sense of belonging. Wherever possible, immigrants should become involved in all facets of the democratic process….Where unequal forms of membership and levels of engagement persist for longer than is either reasonable or necessary, divisions or differences can become deeply rooted. This requires urgent attention by all Member States.’

The election of four black MPs to the national Parliament in the 1987 General Election marked a significant milestone for the UK’s black and ethnic minority population. Between 1948 when large scale migration to Britain from the former colonies began,  and 1987,  no black and ethnic minority people had been elected to Parliament. However, black and ethnic minority people remain under-represented in the national Parliament, and also at regional and local levels. 

Good practice in civic engagement

Case Study  Ten:  Operation Black Vote

Operation Black Vote began in 1996 as a black-led initiative with the aim of improving the engagement of BME communities with Britain’s democratic structures and processes.  BME people are under-represented at all levels of democratic representation:

· There are 4.6 million BME people in Britain, which represents 7.6% of the total population. In England (excluding Scotland, Wales and Northern Ireland) the BME population represents 9% of the total population.  In London, BME people comprise 29% of the total population;

· 15 of the current elected Members of Parliament are BME, which is 2%.  A proportionate number of BME MPs would be 51;

· 0.3% of British MPs  are BME women; BME women make up 4% of the British population;

· 4.6% of the UK’s MEPs are BME; 

· In 2001, 2.6% of the elected members on local Councils in England and Wales were BME.

· People from BME communities are less likely to vote in local, national and European elections, and are far less likely to compete for elected office than people from white communities. 

Operation Black Vote is promoting awareness within BME communities of the power they have to influence British politics through engaging with its democratic processes. Operation Black Vote’s work includes:

· Citizenship education -  helping students understand power and democracy;

· Magistrate shadowing scheme  -  encouraging BME people to become magistrates through a scheme which shows them more about what is involved;

· MP shadowing scheme -  which  pairs BME people with ambitions to stand for Parliamentary election with senior MPs. The 21 people selected to take part in this scheme spend six days shadowing an MP. 

Floyd Millen applied to join the MP shadowing scheme to learn more about political processes. Floyd was paired with Charles Clarke MP, who was  then Home Secretary.  Floyd shadowed Charles Clarke for six sessions, both in Parliament and in the MP’s constituency office in Norwich.

“I have found the shadowing scheme to be a fantastic opportunity. The brilliance of it comes from the expectation of myself and my gratefulness at the opportunity and exposure it has granted me. Charles Clarke and myself have met fortnightly….and he has provided guidance on my journey towards becoming an MP.”

In October 2006, Floyd Millen was selected as a Prospective Parliamentary Candidate for the next General Election.

For further information contact:

Operation Black Vote

18a Victoria Park Square

London

E2 9PB

United Kingdom

Tel: 00 44 (0)20 8983 5430

Email:  info@obv.org.uk

Good practice in civic engagement

Case Study Eleven:  Improving diversity in public appointments 

The government has made a commitment to improving the diversity of the people who are appointed to the boards of public bodies.   There are about 800 public bodies which are sponsored by government departments, often referred to as ‘quangos’. These bodies work across the whole range of government and include agencies such as the Teacher Training Agency, the Commission for Racial Equality, and the Advisory Council on the Misuse of Drugs.  Each public body has a governing board which advises and guides its work.  About 20,000 people are appointed to these boards.  

The government’s overall targets for improving the diversity of appointments to public boards are for:

· Equal representation between women and men;

· Pro-rata representation of people from black and minority ethnic backgrounds;

· Increased participation of disabled people.

Each government department sets its own targets for improving diversity in the public appointments made to the bodies which they sponsor. For example, the 2005-2007 targets for the Department for Education and Skills are:

· 50% women;  

· 10% Black and minority ethnic;

· 9% disabled people.  

Government departments must report annually on their progress in achieving these targets.  The reported 2005  figures for the Department for Education and Skills were:

· Number of appointments made = 512

· Number of women appointed =  228  (44.5%)

· Number of BME people appointed = 20  (3.9%)

· Number of disabled people appointed =  11  (2.1%)

In 2003 the government set up a short life Working Group to look at ways of improving diversity in public appointments, and their report  was published in January 2004.  The Working Group compared figures for 2002 with those for the previous five years and found that the proportion of people with disabilities and BME appointments had shown continuous improvement but the proportion of women had remained ‘disappointingly static’ at around 34%. Many of the Working Group’s recommendations have been implemented, including those to establish and promote a website where public appointment vacancies are posted to make it easier for people to find out about them.

In another step to improve the diversity of public appointments, in 2005  the Department for Education and Skills commissioned the BTEG to review public appointments to the local Learning and Skills Councils (which are responsible for planning and funding post-16 education in local areas), and to make recommendations on how to improve diversity.   BTEG found that the overall proportion of BME appointments was close to the Department for Education and Skill’s 10% target, at 9.5%. However, there were some local areas  with significant BME populations where no BME appointments had been made.  BTEG’s recommendations for increasing the number of BME appointments included using more targeted recruitment methods  through  BME networks.

For further information go to:

www.publicappointments.gov.uk 

3.5
Planning and measuring  performance

The third peer review workshop in Lisbon highlighted the importance for local and regional action plans to include a framework for measuring progress in achieving integration objectives.  A successful framework requires  clear objectives to be set along with a set of indicators which can be used to measure progress in achieving each objective. 

Legislation in the UK under the Race Relations (Amendment) Act 2000 requires all public bodies to draw up a Race Equality Strategy. This document details what the public body will do to meet its duties under the Act, which are to:

· Eliminate unlawful discrimination;

· Promote equal opportunities;

· Promote good race relations between people of different groups.

To develop and implement an effective Race Equality Strategy, public bodies need to identify whether all ethnic groups have equal access to its services and to jobs within the organisation.  This is done through ethnic monitoring, through which individuals voluntarily give information about their ethnic group in, for example, job applications. This detailed body of evidence about service take up and employment by different ethnic groups is used to identify where any group appears to be excluded from access to jobs or services, enabling the organisation to take targeted action to address this.  Ethnic monitoring has been in use in Britain for several decades and  many people were strongly resistant to its introduction, and some people still prefer not to disclose their ethnic origin. However, as the use of ethnic monitoring has become increasingly commonplace  more people  have become comfortable with its use and the reliability of the data has therefore  increased.  The use of ethnic monitoring is strongly supported by black and ethnic minority-led organisations, as this represents the only reliable way of collecting robust evidence about black and ethnic minority communities in the UK.

Good practice in planning and measuring  performance

Case Study Twelve:   Greater London Authority

The Greater London Authority (GLA) was set up in 2000 to provide strategic governance for London. The GLA consists of a directly elected Mayor (currently Ken Livingstone) and an elected Assembly of 25 members. The Mayor has responsibilities across a wide range of areas including policing, transport, planning, regeneration, culture, environmental issues and equalities. 

The GLA is an example of good practice in setting targets for race equality and  monitoring the achievement of those targets.  Along with all public bodies, the  GLA is required under the Race Relations (Amendment) Act to publish a Race Equality Scheme. The GLA Race Equality Scheme is one strand of its overall Equality and Diversity Strategy, which sets out all the work which the GLA will undertake to achieve equalities for the following target groups:

· Black, Asian and minority ethnic communities;

· Children;

· Disabled people;

· Faith groups;

· Lesbians, gay men, bisexual and transgender people;

· Older people;

· Women;

· Young people.

Each year the GLA publishes The Mayor’s Annual Equalities Report, which details the progress made in  promoting and achieving equalities for these target groups. The GLA Race Equality Scheme, Equality and Diversity Strategy, and The Mayor’s Annual Equalities Reports are available to the general public and can be freely downloaded from the GLA website.

Setting targets and measuring progress

The GLA  employs 71,000 staff.  It has  set a target  that  at least 25% of all staff should be from Black, Asian and minority ethnic communities.  The GLA monitors the ethnicity of staff who join the organisation, and those who leave. Staff salary levels are also monitored by ethnicity, to give an indication of what levels within the organisation different ethnic groups are employed at.  The Mayor’s Annual Equalities Report for 2005/6 shows that 26% of GLA staff were from Black, Asian and minority ethnic communities.  Of these staff, 21% were in the highest salary bracket.

Performance framework

The GLA is working within the Equality Standard for Local Government. The Equality Standard was developed to help  local authorities to ensure that  gender, race, disability, age, religion and sexual orientation equalities issues are addressed in all aspects of their services, and in their role as employers.  There are five stages to the  Equality Standard, from Level 1 (commitment to a comprehensive equality policy) up to Level 5 (achieving and reviewing outcomes).  Making progress through these levels is one of the indicators which can be used to assess the overall performance of each local authority through the Comprehensive Performance Assessment process. 

The GLA has met Level 5 of the Equalities Standard. It is one of the first public sector bodies to achieve this.

For further information  about the GLA contact:

Greater London Authority

City Hall

The Queen’s Walk

More London

London SE1 2AA

United Kingdom

Tel: 00 44 (0) 20 7983 4100

www.london.gov.uk 

For  further  information about the Equality Standard for Local Government contact:

I&DeA

Tel:  00 44 (0)20  7296 6600

www.idea-knowledge.gov.uk

SECTION FOUR:  INDICATORS

This section presents a range of indicators which could be used within LAPs and RAPs to measure achievement in integration of immigrant and ethnic minority groups. The domains in the left hand column show the areas for which it would be helpful to set indicators. The right hand column suggests possible indicators which could be used in each domain. These can be selected and adapted as appropriate for particular regional and local conditions.

The majority of these indicators are comparative and therefore rely either on the use of data which can separately identify the target group from the overall population, or on the collection of data for the target group which can reliably be compared with data for the general population.

	Domains


	Possible indicators

	Socio Economic Integration



	Employment  


	· Average employment rates 

· Number/percentage of those able to work who are unemployed



	Income 


	· Median average salary levels 

· Average household income



	Social security


	· Number/percentage of social security claimants

· Number/percentage of children living in social security dependent households



	Education


	· Number/percentage achieving average qualification levels at  age 16/18

· Number/percentage achieving the highest qualification levels at  age 16/18

· Number/percentage continuing in education past compulsory school age

· Number/percentage leaving school with no qualifications



	Housing


	· Number/percentage living in ‘unfit’ housing

· Number/percentage living in overcrowded housing



	Health


	· Number/percentage reporting ‘poor health’

· Infant mortality rate

· Teenage pregnancy rate

· Average life expectancy

· Number/percentage of smokers

· Number/percentage of alcohol-related illnesses



	Cultural Integration



	Attitude towards norms and rules of host country
	· Number/percentage regarding host country as ‘home’

· Number/percentage supporting national sports teams



	Frequency of contact with country of origin


	· Number/percentage visiting country of origin within last two years

	Choice of partner


	· Number/percentage of ‘mixed’ marriages

	Language skills


	· Number/percentage achieving qualifications in the national language

	Cultural and social mixed places


	· Number of venues providing inter-cultural or multi-cultural activities

	Legal and political integration



	Residency/citizenship/nationality


	· Number securing residency/citizenship/nationality

	Crime 


	· Number/percentage of victims of crime

· Number/percentage of criminal convictions



	Access to public services


	· Number/percentage registered with local health care services

· Number/percentage using police, fire or other emergency services

· Number/percentage using local library services

· Number/percentage contacting the local/regional council for information/help



	Participation in formal political processes


	· Number/percentage standing for election for local/regional office

· Number/percentage of registered voters

· Number/percentage belonging to a recognised political party



	Participation in civic society 


	· Number/percentage taking part in charity/voluntary activities

	Reported cases of discrimination


	· Number of racist incidents reported to the police

· Number of discrimination complaints against employers

	Impact of diversity policies


	· Number/percentage of public sector organisations with a published diversity policy

· Number of impact assessments of public sector diversity policies

· Number of public sector organisations which are monitoring access and effectiveness of their services for different populations



	Role of media


	· Proportion of positive media coverage

	Perceptions of migrants by host society


	· Number of ‘mixed’ residential areas
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