Good practice in ethnic minority integration in the UK

Presentation by the Black Training and Enterprise Group

The Black Training and Enterprise Group (BTEG) is a national organisation working to improve opportunities and outcomes for black communities in the UK.  BTEG’s work is focused on four key policy areas: education, employment, enterprise and economic development.

1.
INTRODUCTION

This paper identifies some key areas of good practice for ethnic minority integration in the UK.   To help local authorities and other agencies from cities across the European Union to understand the context in which ethnic minority integration in the UK is currently taking place, the paper beings with a summary of the modern history of race relations in the UK.  This shows how different ethnic minority groups arrived in the UK, and explains why UK policy makes a distinction between settled ethnic minority communities and new ethnic minority communities.  The paper then summarises the key issues and policy  challenges  for ethnic minority communities in the UK. 

The main part of the paper focuses on good practice in the UK and highlights the following areas:

1. A legal framework for promoting good race relations;

2. Local frameworks  for improving the quality of life in local areas;

3. Equal opportunities policies which demonstrate how an organisation will achieve race equality;

4. Setting targets for achieving race equality, and measuring progress in achieving this;

5. Ethnic monitoring;

6. Engaging ethnic minority communities in policy development;

7. Examples of actions to achieve race equality in education;

8. Examples of actions to achieve race equality in employment;

2.
BACKGROUND 
2.1
Commonwealth migration

There is a very long history of migration to Britain from all parts of the world. The history of  modern race relations in Britain begins with the end of the Second World War, when a  severe shortage of labour prompted the government to encourage mass migration, initially from Europe. Migrants from Poland and Italy were the first groups to settle in large numbers. But continuing labour shortages and a growing economy forced the government to recruit more widely for workers, and they turned to the British colonies.

Large scale migration from Commonwealth countries began in 1948  and was supported  by  the British Nationality Act  which gave free right of entry to Commonwealth citizens.  By 1971 the population of British residents who were born in the Commonwealth countries was about 1 million. These groups were largely from the Caribbean, West Africa (particularly Nigeria), India, Bangladesh and Pakistan. Controls on Commonwealth immigration were implemented from 1962,  greatly reducing the levels of migration from these countries.  Today, the majority of UK residents  from these ethnic groups are born in the UK. These communities are generally regarded as Britain’s ‘traditional’ or ‘settled’ ethnic minorities.

2.2
Recent  migration

Large scale migration to the UK has continued, with people arriving either as asylum seekers (from war torn countries such as Somalia), or as skilled workers (many health professionals for example), or to join their families who are already settled in the UK. There is also a flow of people who arrive without legal permission, often through criminally organised smuggling and trafficking networks. The numbers of illegal immigrants are difficult to identify  and have been the  subject of  fierce political debate for many years.  This more recent migration has resulted in many new ethnic minority communities within the UK, where the majority are born outside of the UK. This includes significant Chinese, Kurdish, South African and Somali communities. 

EU enlargement in 2004 opened up migration from Eastern Europe. The number of Eastern European migrants has far exceeded the British government’s original estimates with net migration thought to be between 75,000  and  150,000 per year.  Over 50% of this migration is from Poland. The British government is proposing to limit migration from Bulgaria and Romania when they accede to the European Union next year.

2.3
Current ethnic minority and migrant populations

Britain’s ethnic minority population is now made up of very different  groups, which are  viewed quite  differently in policy terms:

Black and ethnic minority communities:  The settled communities whose grandparents and great grandparents arrived from the Commonwealth in the 1950s, 60s and 70s. This population is generally referred to as ‘black and ethnic minority’, and represents about 6% of the total English population (and a smaller proportion of the UK population, as very few are resident in Scotland, Wales or Northern Ireland). Black and ethnic minority communities are concentrated in the larger cities, particularly in London where they represent about 30% of the population. There is a concentration in the poorest areas: research in 2000 showed that over 70% of Britain’s ethnic minorities lived in the 88 most deprived local authority areas (out of a total of 388 local authority areas in England). Figures are shown in Table 1 for the London Borough of Newham, which has the largest proportion of black and ethnic minority residents of any local authority area in the UK. Newham is also the 11th most deprived local authority area in England.

Table 1: Ethnic groups in England   (2001)

	
	England
	London
	 Newham



	
	count
	%
	count
	%
	count
	%

	All people  
	49,138,831
	100
	7,172,091
	100
	243,891
	100

	White: British
	42,747,136
	86.99
	4,287,861
	59.79
	82,390
	33.78

	White: Irish
	624,115
	1.27
	220,488
	3.07
	3,231
	1.32

	Asian: Indian
	1,028,546
	2.09
	436,993
	6.09
	29,597
	12.14

	Asian: Pakistani
	706,539
	1.44
	142,749
	1.99
	20,644
	8.46

	Asian: Bangladeshi
	275,394 
	0.56
	153,893
	2.15
	21,458
	8.80

	Black: Caribbean
	561,246
	1.14
	343,567
	4.79
	17,931
	7.35

	Black: African
	475,938
	0.97
	378,933
	5.28
	31,982
	13.11

	Chinese
	220,681
	0.45
	80,201
	1.12
	2,349
	0.96


Recent arrivals: The groups which have migrated to Britain more recently are often referred to as  ‘recent arrivals’. A policy distinction is made between refugees and asylum seekers, and economic migrants. These groups are also concentrated in the poorer and more deprived areas of the larger cities for a number of reasons including:  links with friends or relatives; cheaper accommodation; jobs.  The government’s policy to disperse asylum seekers from 2001 has seen new communities of recent arrivals in areas which had not previously had migrant communities.

Table 2: Country of birth (2001)

	
	England
	London
	Newham



	
	count
	%
	count
	%
	count
	%

	All people
	49,138,831
	
	7,172,091
	
	243,891


	

	Born in the United Kingdom
	44,594,817  
	90.75
	5,231,701


	72.94
	150,962


	61.89

	Born in Western Europe 
	660,061


	1.34
	213,475


	2.97
	3,677


	1.50

	Born in Eastern Europe
	235,900


	0.48
	118,435


	1.65
	2,928


	1.20

	Born in Africa
	798,218


	1.62
	454,536


	6.33
	27,328


	11.20

	Born in Asia
	1,566,998


	3.18
	634,917


	8.85
	45,029


	18.46

	Born in Jamaica and other Caribbean
	251,514


	0.51
	142,499


	1.98
	7,032


	2.88

	Born in Oceania: Australia and New Zealand
	155,072


	0.31
	70,632


	0.98
	939


	0.38


3.
KEY ISSUES

For black and  ethnic minority communities:

· Racial discrimination, which although illegal in Britain (under the 1976 Race Relations Act) continues to be experienced by many black people. In 2004/5 3,080 applications involving complaints of racial discrimination were lodged in employment tribunals. Racist violence is a continuing feature of British society, including some cases of racially motivated murder.

· Lower educational achievement. Most ethnic minority groups achieve fewer educational qualifications than the white population. There has been particular concern about the achievement of Black boys (of Caribbean and African origin) which is far lower than the national average. There is a growing  consensus that this reflects a failing  in the education system, and this is now being addressed through targeted programmes such as the London Challenge (described below).

· Lower economic activity and higher unemployment. Most groups experience higher unemployment and this is particularly high for the Bangladeshi population (3.34  times the white average)   and the black African population (3.02 times the white average). 

· Lower pay. The average earnings for most ethnic minority populations are below average earnings for the white population. Even when factors such as educational qualifications, place of residence and English language fluency are taken into account, wage levels for ethnic minority populations are still lower.

· Major problems for young black people living in urban areas, including high levels of  permanent exclusion from school;  large numbers with a criminal record; gang culture and gun crime; high rates of teenage pregnancy and lone mothers.

· Poor community cohesion.  This term has become popular in public policy since 2000 and is generally  used to describe the aim of having different communities living in a common area who share common local interests.  Lack of community cohesion is seen to be a major problem for many racially diverse areas. In some of these areas there is a high degree of separation between different ethnic populations, and there are places where this has resulted in violent clashes between groups.  For example, violent unrest in 2001 in the northern cities of Bradford, Burnley and Oldham  between white and Asian youths, and in 2005 in Birmingham between Asian and Black youths (which resulted in the murder of a young black man).  There is a strong focus within Government policy on improving the cohesion of ethnically mixed communities. This has become a more urgent  priority since the  London bombings in 2005, which were carried out by young British Asian men of Pakistani origin, raising questions about whether racial  and cultural segregation played a part in their decision to become suicide bombers.

· The 2005 London bombings also increased the debate about faith, and the complex  relationships between faith, ethnicity, nationality and culture. At the current time, much of this debate is focused on the  Islamic faith, and on the integration or separation of Muslim communities within British society.  There is an increasing trend within public policy to look at faith communities as separate from ethnic communities, although it is arguable how useful this is, given the large overlap between faith and ethnic populations.

Table 3: Main religions (2001)

	
	England
	Newham



	White population
	90.92%


	39.42%

	Christian population
	71.73 
	46.84

	Muslim population
	3.13
	24.31

	Hindu population
	1.11
	6.92

	Black and minority ethnic population
	9.08
	60.58


For recent arrivals:

· Many issues about asylum policy, which remains controversial. Current policy is to disperse asylum seekers  throughout the UK. Asylum seekers do not have the right to work in the UK. Since2004, they are no longer entitled to benefit from publicly funded programmes preparing them to work in the UK labour market.

· Support services for asylum seekers and refugees focus on English language provision and orientation.

· Huge political debate about whether migrant labour helps the UK economy, or whether it depresses wage rates and displaces existing workers. Also concerns about whether there are enough homes, hospitals and other services to accommodate new arrivals.

· Regular reporting in the press of incidents of  hostility and violence towards new arrivals.

4.
GOOD PRACTICE IN INTEGRATION

4.1
  A legal framework 

The Race Relations Act was passed in 1976. This made it unlawful to discriminate against a person on racial grounds in employment, education, housing, and in the provision of good and services.   To help promote good race relations and to enforce the Race Relations Act, the government set up the Commission for Racial Equality. 

The 1976 Race Relations Act was amended in  2000 to give the present  Race Relations (Amendment) Act.  This was in response to the findings from the Stephen Lawrence inquiry. Stephen Lawrence, a black teenager, was murdered by a gang of white youths in London in 1993. The failure of the  subsequent police investigation to  convict anyone of Stephen’s murder led to a high profile Inquiry which concluded that this failure was due to ‘institutionalised  racism’ within the police force, and within other British institutions.  The Inquiry defined ‘institutionalised racism’ as:  “The collective failure of an organisation to provide an appropriate and professionals service to people because of their colour, culture or ethnic origin”. 

The Race Relations Amendment Act 2000 gives a new legal responsibility to all public sector agencies to carry out the following activities:

· Eliminate unlawful discrimination

· Promote equal opportunities

· Promote good race relations between people from different racial groups

This statutory responsibility has to be carried out by all public agencies, including:

· National, regional and local government;

· Schools, colleges and universities;

· Health authorities; police services, armed forces

· Libraries, museums

4.2 
   Local frameworks for  improving  quality of life 

Since October 2000, all local authorities in England have a legal duty to prepare a Community Strategy. Community Strategies aim to improve the quality of life of local communities through actions to develop the economic, social and environmental well being of local people. They are intended to provide an overall strategic framework for each local area, within which other plans and strategies should fit.  Local authorities are required to develop and deliver their Community Strategy in partnership with other public sector service providers, business and the local community. In most local authority areas Local Strategic Partnerships have been set up to do this. 

Local Strategic Partnerships are partnerships which bring together all the main agencies in a local area with the aim of improving local services. Local Strategic Partnerships are expected to be representative of their local communities, including black and ethnic minority communities. Regional Government Offices are responsible for ensuring that this is the case.  Most Local Strategic Partnerships include a mixture of the following agencies: 

· Residents and tenants groups;

· Voluntary and community organisations;

· Faith groups;

· Local businesses;

· Business support organisations;

· Chamber of Commerce;

· Local Race Equality Council;

· Local Black and Ethnic Minority networks;

· Local councillors;

· Public sector organisations with local responsibility for health; education; adult skills and learning; policing; economic development; housing; and others

In the most deprived areas of England, Local Strategic Partnerships also play a central role in planning and managing regeneration as part of the government’s £2.5 billion Neighbourhood Renewal Strategy.  The national  Neighbourhood Renewal Strategy aims to ensure that no-one is any longer disadvantaged by where they live. Local Neighbourhood Renewal Strategies (which have to fit within the overall Community Strategy for the area) aim to achieve improvements within disadvantaged neighbourhoods on key indicators for education, housing, crime, health and employment.  Local Neighbourhood Renewal Strategies and Community Strategies for local areas with significant black and ethnic minority populations are expected to include specific targets for black and ethnic minority communities within these outcome areas.

4.3
    Equal opportunities policies

An equal opportunities policy has been viewed as good practice for many years. Under the Race Relations Amendment Act it is now a  legal requirement for public agencies to demonstrate how they are promoting equal opportunities within their organisations.  Although not legally required, an equal opportunities policy is also widely considered to be good practice within the voluntary sector/third sector, and within the private sector.

An equal opportunities policy often covers all the equalities areas, demonstrating an organisation’s commitment to promoting opportunities to all its employees regardless of their racial origin, gender, age, disability, faith or sexual orientation. The Commission for Racial Equality has a 10 point plan to help organisations promote equal opportunities:

i. Develop an equal opportunities policy covering recruitment, promotion and training;

ii. Set an action plan with targets, so that you and your staff have a clear idea of what can be achieved and by when;

iii. Provide training for all staff to ensure that they understand the importance of equal opportunities. Provide additional training for staff who recruit, select and train your employees;

iv. Assess the present position to establish your starting point and monitor progress in achieving your objectives;

v. Review recruitment, selection, promotion and training procedures regularly to ensure that you are delivering your policy;

vi. Draw up clear and justifiable job criteria which are demonstrably objective and job related;

vii. Offer pre-employment training, where appropriate, to prepare potential job applicants for selection tests and interviews. You should also consider positive action training to help ethnic minority employees to apply for jobs in areas where they are under-represented;

viii. Consider your organisation’s image: do you encourage applications from under-represented groups and feature women, ethnic minority staff and people with disabilities in your recruitment literature?

ix. Consider flexible working, career breaks, providing childcare facilities to help women meet their domestic responsibilities and purse their occupations; consider providing special equipment and assistance to help people with disabilities;

x. Develop links with local community groups, organisations and schools to reach a wider pool of potential applicants. 

4.4
  Setting targets and measuring progress

It is now regarded as essential to set targets for what should be achieved through public spending. Target setting starts with the Treasury, which agrees ‘floor targets’ with each government department. Floor targets are the minimum standards which departments should achieve.  The current floor targets were set in 2004 and include targets for housing, education, employment, crime, enterprise, health and all other public spending areas.  All organisations which receive public funding (including local authorities) have to work within this framework of targets, and are expected to build on this to meet the needs in their own local areas.

In policy areas where there are particular issues for black and ethnic minority communities (e.g. employment), and in geographic areas with significant black and ethnic minority populations (e.g. London), there are usually many specific targets set for improving outcomes for black and ethnic minority groups. Examples of this include:

· A national floor target to close the employment gap between the  black and minority ethnic population and the white population (in Spring 2006 the average  employment rate in Britain was 74.4%, the average employment rate for ethnic minorities was 60.6%);

· The London Plan (the spatial development strategy for London) has a target to bring the black and minority ethnic employment rate in London up to the  white  average by 2016;

· The 2000-2006 Objective 2 Plan for London has a target for 28% of all beneficiaries to be from black and ethnic minority groups;

· The 2000-2006 Objective 3 Plan for London has a target for 42% of all beneficiaries to be from black and ethnic minority groups.

4.5
Ethnic monitoring

Ethnic monitoring is the process used to collect and analyse information about people’s ethnic origin. Ethnic monitoring is essential to know what targets should  be set in an  equal opportunities policy, and to  understand if the equal opportunities policy is working.

For example, in employment ethnic monitoring of job applicants and of who is appointed to jobs can help  to identify:

· Whether people from different ethnic groups are applying for jobs in the  organisation. If not, it may be necessary to look at how and where jobs are advertised and what kind of recruitment literature is used.

· Whether job applicants from some ethnic groups are more likely to be offered jobs than those from other ethnic groups. If this is the case, it will be necessary to look at how the selection and interview processes work, and at whether staff responsible for these need training in equal opportunities.

Ethnic monitoring builds up the evidence which each organisation needs to see whether they are achieving equal opportunities.  It is good practice for all organisations to use the same framework for ethnic monitoring. The  agreed framework for this is that used in the national census:

Table 4:  Main ethnic monitoring categories

	White
	British

	
	Irish

	
	Any other white background

	Mixed
	White and Black Caribbean

	
	White and Black African

	
	White and Asian

	
	Any other mixed background

	Asian or Asian British
	Indian

	
	Pakistani

	
	Bangladeshi

	
	Any other Asian background

	Black or Black British
	Caribbean

	
	African

	
	Any other Black background

	Chinese or other group
	Chinese

	
	Any other


It is possible for organisations to put additional categories into this framework, so that they can monitor particular ethnic groups which have populations in their area. For example, the London Borough of Islington monitors the educational achievement of Greek and Greek Cypriot, and Turkish and Turkish Cypriot children. The London Borough of Southwark monitors educational achievement of Arab children. Most education authorities monitor educational achievement for Gypsy and Traveller children.

4.6     Engaging ethnic minority communities in policy development

It is increasingly viewed as good practice to engage communities in the design of policies and programmes which are targeted at them. This relatively recent development has come as a response to the perceived failure of some  programmes to tackle persistent poverty and disadvantage,  particularly in Britain’s inner city areas and for some communities including black and ethnic minority communities.  Many of the regeneration programmes which aimed to transform run-down inner city areas in the 1970s, 80s and 90s are now considered to have failed.   People living in these areas have increasingly objected to having new schemes landed on them, and have become more vocal about wanting some control over what the plans to transform their local areas should involve. 

It is becoming more common across government to ask ethnic minority communities to advise on aspects of policy developments which are particularly relevant to those communities. Some examples of this are shown below:

	Government department/agency
	Black and ethnic minority advisory group

	Places and Communities Group 

Within the Department of Communities and Local Government, with responsibility for planning and funding regeneration and renewal activities at a neighbourhood level.


	Race Equality Advisory Group

	Department for Education and Skills

Government department 


	Race Advisory Group

	Department for Work and Pension’s Ethnic Minority Task Force with Ministerial membership
	Ethnic  Minority Advisory Group to the Task Force



	Learning and Skills Council

Executive agency which plans and funds post-16 education.
	Equality and Diversity Committee 

	Small Business Service

Unit within the Department of Trade and Industry which supports small business development


	Ethnic Minority Business Forum


4.7
Targeted actions in education

There is a strong focus on education as part of wider strategies to achieve race equality. This is partly because the population profile of ethnic minority populations if different from the general population and has a greater number of young people. While ethnic minorities make up 9% of the total population of England, they represent 12% of the state school population. In London, where the total ethnic minority population is 30%, ethnic minority children make up 41% of the state school population (and 58% of the state school population for inner London schools).  The focus on education is also driven by the evidence of continued under-achievement by some ethnic minority groups, particularly children of African, Caribbean, Pakistani and Bangladeshi origin. Children from these groups are achieving well below the national average.

One initiative to address this is the government-led London Challenge. This is a government initiative which began in 2002 and which aims to raise educational standards in London schools. It is providing individualised support to 70 schools in the most disadvantaged areas of London  (these are  also the schools which have the highest proportion of ethnic minority pupils). The London Challenge includes support for:


· Helping teachers to buy homes in London. The lack of teachers in London has been a major problem, and the high cost of housing is a key reason why new graduates choose not to teach in London schools.

· Developing high quality school leaders;

· Building new schools.

Within the non-government /voluntary sector there are very many initiatives which are aimed at improving educational achievement of black and ethnic minority children. Research by BTEG in 2004 found that  over 1,000 organisations were delivering support services in this area, including:

· Supplementary schools which give extra lessons to children after school or at the weekend;

· Mother tongue classes, which teach children in their mother tongue (or their parents’ mother tongue). It is very common for children to attend classes in Arabic, Chinese, Spanish, Portuguese and other European languages;

· Positive activities for children excluded from school. A large number of the children who are permanently excluded from the school system are ethnic minority. These projects provide a structured alternative to doing nothing, and often aim to get children back into mainstream school.

Most of these organisations receive no public funding. They operate through volunteers and local fundraising. BTEG has recently secured funding from the government to provide a national support services for these organisations. 

4.8
Targeted actions in employment

Research shows that there are more barriers within the labour market for ethnic minorities  than for white people.  Some ethnic minority groups have far higher rates of unemployment than the average population, particularly African, Caribbean, Pakistani and Bangladeshi. When qualifications, place of residence and English language fluency are taken into account, all of the main ethnic minority groups earn lower salaries than white people.  Ethnic minority graduates from UK universities experience higher rates of unemployment than white graduates. There are fewer ethnic minority people than white people working at senior levels in most sectors; only 1% of senior managers in FTSE firms, 2% of board members in the largest companies listed on the London Stock Exchange, and  1% of FE college principals are BME.

The Government has set a  ‘floor target’ to reduce the difference between the overall employment rate and the employment rate for ethnic minorities (the current gap is 15%).  This means that all the public agencies which have a responsibility for employment (including local authorities) must have strategy for closing the employment gap. 

There are many organisations which are providing employment support services to help close this employment gap. Two examples are PATH National, which takes a ‘positive action’ approach, and Local Employment Action Project which takes an area based approach.

· PATH National has developed a programme called Tomorrow’s Planners  which aims to address the national shortage of qualified planners  and the under-representation of ethnic minority  people within the planning sector. Tomorrow’s Planners is an intensive programme of on-the-job training  which supports  suitably qualified and motivated ethnic minority  people to re-train as planners.  The programme has recruited 74 trainee planners over the last four years, of which 17 have so far qualified and secured full time jobs as planners.

· Local Employment Action Project in Brent provides advice, guidance and training for unemployed people in the local area. The programmes they run focus on improving the motivation or people who have been out of work, and developing their presentation and communication skills to help them become more employable.

There is a great deal of misunderstanding about the use of ‘positive action’. Positive action is increasingly seen as a good practice approach to addressing the under-representation of ethnic minorities in particular sectors or occupations. However, positive action is very often confused with ‘positive discrimination’, which is unlawful in the UK. The difference between positive action and positive discrimination is illustrated in the following case study:

	A local authority which employs about 8,000 staff has a vacancy for a Director of Housing. The local authority covers an area where the ethnic minority population is  20%  of the total population. Ethnic monitoring shows that 22% of the local authority’s staff are ethnic minority; at middle management level 10% of staff are ethnic minority; at Director level only 2% of  staff are ethnic minority. The local authority wants to increase the proportion of ethnic minority staff at Director-level.



	A positive action solution to this issue could be to develop a training programme for all the ethnic minority employees in posts at the tier below Director level. The aim of the training programme would be to give ethnic minority staff a greater understanding of the skills needed to be a Director of Housing, and of how their current skills could be developed to achieve this. The training programme might help ethnic minority staff feel more confident about their ability to take on the Director job, and help them present this more effectively in written applications and to interview panels.

The senior post would be advertised openly and any interested person from within or outside the organisations would be free to apply.
	A positive discrimination solution to this issue could be to restrict recruitment to the post to only ethnic minorities, or to one particular ethnic minority group. 

Positive discrimination is not lawful in the UK.


ANNEX:   Timeline of key dates in modern race relations 

	1945
	End of Second World War. Britain has labour shortages and encourages large scale migration from Europe and its colonies (the New Commonwealth).

	22 June 1948
	Empire Windrush docks at Tilbury port in London, bringing hundreds of men from the Caribbean to work in Britain. This marks the beginning of modern  large scale migration to the UK by black people. 

	1950s
	Mass migration continues. Racial tensions increase and there are instances of violence and rioting in cities including London, Birmingham and Nottingham

	1962 - 1972
	The government legislates to place tight controls on immigration which effectively allows white people to continue to migrate into Britain, but  restricts  the number of black people .

	1972
	Idi Amin’s expulsion of  80,000 African Asians from Uganda, many  are British passport holders. Britain admits 28,000 in a two month period, prompting a crisis in race relations and helping to fuel the rise of  the National Front and other extreme right wing political groups.

	1976
	Race Relations Act makes racial discrimination unlawful. Commission for Racial Equality set up to help enforce this.

	1981
	Rioting in Brixton and other inner-city areas sees fierce clashes between young black people and the police. The Scarman Report examining the causes of the riots finds that ‘racial disadvantage is a fact of current British life’.

	11 June 1987
	Four black and ethnic minority MPs are elected to the House of Commons. 

	11  April 1993
	Stephen Lawrence, a black teenager, is stabbed to death by a gang of white youths at a bus stop in south London.

	1999
	The Macpherson Inquiry into the failure to convict anyone for Stephen Lawrence’s murder concludes that the policy investigation was “marred by a combination of professional incompetence, institutional racism and a failure of leadership by senior officers”.

	2000
	The Race Relations (Amendment) Act gives all public authorities a statutory duty to promote equal opportunities and good race relations. 

	2000s 
	Rise in asylum seeker applications  sees new populations arriving in the UK. Between 1998 and 2000 around  45,000 people arrived from Africa, 22,700 from the Indian sub-continent and 25,000 from Asia.

Incidents of racial tension and racial hostility are often reported. 

	May 2002
	British National Party (far right party opposed to immigration and asylum) wins  three local council seats.

	2004-2006
	Following EU enlargement an estimated 600,000 Eastern Europeans  migrate to the UK, 300,000 of them from Poland

	October 2006
	Government  announces that there will be restrictions on the number of Romanians and Bulgarians allowed to work in Britain.
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