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BLACK AND MINORITY ETHNIC WOMEN AND EMPLOYMENT IN BIRMINGHAM -
99 DAYS TO MCDONALDS?
Local Mapping Exercise
June 2006
Introduction
This report describes existing national and local policies and initiatives aimed at addressing gender inequality and explores their effectiveness.  The report will focus on Black and Minority Ethnic (BME)
 women, who constitute a substantial percentage of Birmingham’s population and who face substantial barriers and limitations in employment opportunities as well as vertical and horizontal occupational segregation.  We initially present a demographic picture of the city of Birmingham and the main challenges it faces and then move on to the employment challenges faced by BME women in Birmingham.  The third section presents existing gender related legislation and is followed by a section on national and local policies/initiatives which are either aimed at or have an effect on increasing BME women’s employment opportunities.  We then focus on services provided and implemented at a local level by the voluntary sector.  The final section comprises a series of recommendations on ways to improve the employment opportunities for BME women.
The city of Birmingham – General Characteristics
Figure 1
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DIVERSITY:

The West Midlands is one of the most economically, ethnically and culturally diverse regions in the United Kingdom (U.K.), with more than 11% of its population being of BME origin.  Birmingham, the second largest city in the U.K. and the region’s capital, has a population of over a million people, around 35% of which is of BME origin (the largest number of people from BME groups outside London).  In fact, Birmingham is expected to become the U.K.’s first “black majority” city by the middle of the 21st century
.  According to the 2001 Census, non-white ethnic groups already comprise the majority in nine of Birmingham’s 40 wards (see Figure 1).
Figure 2
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THE GEOGRAPHICAL PATTERN OF DISADVANTAGE:
A fundamental characteristic of the city is social inequality, with wealth existing side by side with substantial poverty and disadvantage.  137 of Birmingham’s 641 Super output Areas
 are in the 5% most deprived areas in the country and 4 of them are in the 10% least deprived areas in the country
.  Nine Birmingham wards were estimated to have at least 75% of their population falling within the 10% most deprived Super Output Areas in England.  They were Washwood Heath (98.9%), Lozells & East Handsworth (97.2%), Sparkbrook (88.6%), Aston (88.2%), Kingstanding (84.6%), Nechells (84.5%), Soho (81.3%), Bordesley Green (78.8%) and Ladywood (76.5%). At the opposite end of the scale three of the Sutton Wards had at least 74% of their population falling within the 50% least deprived Super Output Areas in England
Figure 3
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Comparing Figures 2 and 3 shows that BME people live in the most deprived wards.  There clearly is a close relationship between the areas of greatest deprivation and the areas of highest concentration of minority ethnic group populations
.
Black and Minority Ethnic Women in Birmingham and the Labour Market

GENERAL EMPLOYMENT CHARACTERISTICS/PATTERNS:

· According to the 2001 census, Birmingham has the second highest unemployment rate among the major cities in England, after Liverpool.  Compared to England, economic activity in Birmingham (full, part-time and self employment rates) is lower for both sexes and varies by age.
· In 2001, 63% of men and 53% of women of working age were in employment, with 58% of men and 34% of women working full-time.  

· A large number of unemployed women have never been employed.

· Unqualified women are less likely to be employed than unqualified men and more likely to be at home full-time looking after their home or family.

· Compared to the rest of England, women in Birmingham are more likely to be looking after their home or family.

· 33% of households in Birmingham are single parent households and, compared to their national counterparts, lone parents in Birmingham are more likely to be economically inactive (50% of lone fathers and 41% of lone mothers).  

· Birmingham also shows continuing gendered occupational segregation, with over a third of men working in process, plant and machine operations and in skilled trades, and nearly half of women in sales and customer services and administrative and secretarial occupations.  Moreover, 35% of women work in health and social work and in education, compared with only 10% of men.  
· Generally, women in Birmingham earn much less than their male counterparts and jobs in which men predominate tend to be better paid and often offer bonuses and pay incentives which are less common in jobs where most employees are women.  
EMPLOYMENT PATTERNS AMONGST BLACK AND MINORITY ETHNIC WOMEN
As was pointed out above, a relatively high proportion of men and women of working age in Birmingham are unemployed.  However, the group affected most by high unemployment patterns, fewer promotion opportunities and lower skilled jobs are black and minority ethnic women
, who are generally, 

√
More likely to work in unskilled and semi-skilled jobs and less likely to be in professional and managerial occupations

√
If they have caring responsibilities, less likely to work either full-time or part-time

√
More likely to be unemployed or economically inactive, especially women of Pakistani, Bangladeshi or Black Caribbean origin

√    Much more likely to face discrimination at work

√    Much less likely to be promoted

Specifically
:

· Amongst 16-24 year olds, young Irish women are more likely to be employed full-time (27%) compared with young women from other minority ethnic groups.  However, this figure is still lower than the full-time employment rates for white British women (39%).  The least likely to be employed were Pakistani women, with 10% and black, Caribbean women with 9%, as well as Bangladeshi women with just 6% in full-time employment.  The full time employment rates of BME women in Birmingham are also lower than the national average.  Moreover, unemployment rates for BME women are also higher than unemployment rates for BME women on a national level (see Figure 4)

Figure 4

Women’s unemployment rates: Selected ethnic groups: England’s major cities and two London authorities
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· A much higher proportion of young Pakistani and Bangladeshi women (approximately 54%) are looking after their home or family full-time, compared with 11% in Birmingham’s 16-24 female population and with their counterparts nationally.

· Fewer Black and Minority Ethnic women work in senior jobs and more work in elementary positions, compared with white British women in Birmingham.  
· Regarding occupational segregation, Birmingham’s BME women are more likely than women from the same ethnic groups nationally to work in admin and secretarial occupations (28% for Bangladeshi women and 24% for Black Caribbean women were the highest figures).  12% of Bangladeshi women and 6% of Pakistani women work in process, plant and machine operative jobs.  Moreover, the percentage of Indian women working in manufacturing is double that of the whole female population working in this industry in Birmingham.  Finally, 42% of black African women work in health and social care (double the average for all women), while a third of other black and Black Caribbean women also work in this sector.  
Barriers to Employment Facing Black and Minority Ethnic Women

LOW EXPECTATIONS FROM A YOUNG AGE 

A general culture of low expectations by teachers, employers and wider society obstructs Black and Minority Ethnic women from developing high aspirations.  Such low expectations by teachers can have a detrimental effect on students’ academic self-concepts, with lasting effects in their adult years.  The Department of Education has recognised that often teachers have very low expectations of black and minority ethnic students, which is closely linked to racist and gender stereotyping and which in turn reinforces a cycle of underachievement
.  B:RAP interviewed teachers in Birmingham schools and found that they often talk about the needs of certain groups of pupils in a stereotypical way:

A lot of our African Caribbean pupils they like hair and beauty, so we get them doing hair and beauty at lunchtime. They like DJing so we set up a DJ club… Understanding the community that we serve I think is crucial. So I think we can stereotype, all our African Caribbean kids are good athletes – fine, why don’t you work with that strength

Such assumptions about what the needs of Black and Minority Ethnic women limit their life opportunities.  

DISCRIMINATION IN THE WORKPLACE

There is a pattern of continuous racial and sexual discrimination and exclusion that starts in compulsory education and continues through further education and training and persists in employment.  A recent investigation by the Equal Opportunities Commission revealed that Black and Minority Ethnic women find it much harder to get a job, to integrate into the workplace and to get promoted. Indeed, the fact that Black and Ethnic Minority women are much more likely to be unemployed and much less likely to be in senior roles than “white” women, despite the fact that they are often more highly qualified, cannot be explained without acknowledging the role of sexism and racism, as well as anti-Muslim prejudice
.  

Examples of discrimination in the workplace:

· Black and Minority Ethnic women are 2-3 times more likely than “white” women to be asked questions at job interviews about their plans for marriage and children.

· 1 in 3 Black Caribbean working women under 35 have experienced racist comments  at work.

· In a survey on the treatment of pregnancy in the workplace, 56% of ethnic minority women experienced pregnancy-related discrimination, compared to 44% of”white” women. 
· Asian women in Wales said that managers or colleagues sometimes implied that they ‘should be grateful to have a job at all’.
LACK OF SUPPORT FOR PARENTS AND CARERS
Statistically, minority ethnic women are more likely to be living in deprived areas and to be economically disadvantaged than “white” British women – and this is definitely the case in Birmingham.  Moreover, some minority ethnic women have more caring responsibilities, either because they have an extended family or because they are lone parents.  The support mechanisms for parents and carers are weak and often discourage individuals from entering employment.  Unless one is reasonably well-off or has substantial family support, it is very difficult to have a balanced work-family life or gain paid employment.  

Childcare:  Lack of available, affordable childcare is a major employment barrier.  In summer 2003, Birmingham had fewer childcare places per 1,000 children than England as a whole.  Moreover, day nursery provision within Birmingham is concentrated in certain areas (usually more affluent, white-populated ones) with some areas having no day nurseries or no vacancies at all.  Not only is the cost of childcare too expensive for individuals in low-paid or part-time occupations, but there is also lack of after school clubs that would enable people to work longer hours or evening shifts.
Inflexible Employers:  Very few jobs are available on a flexible basis, which to some extent explains the progression gaps and the existing segregation, with more women working in the public sector which generally has more flexible working arrangements
.  Women participants in a Birmingham survey revealed that employers rarely show understanding, even when children are ill
.  
The Benefits trap: Tax credits and the benefits system currently discourage people from entering paid employment, as it is rarely more profitable or viable to join the labour market.  Thus, the system encourages a life of dependency on benefits.  To make matters worse, the tax credits and benefits system doesn’t account for the transitional costs of taking a job, which essentially means that individuals seeking or starting work run the risk of getting into debt.  For parents or carers the incentives to enter employment are even smaller, because of the additional childcare expenses.  
	The unemployment trap occurs when the net income difference between low-paid work and worklessness benefits is less than work related costs, discouraging movement into work; 

The poverty trap refers to the position when in-work income-tested benefit payments are reduced as income rises, combined with income tax and other deductions, with the effect of discouraging higher paid work whether that involves working longer hours or acquiring skills. 


English/Qualifications:  Some Black and Minority Ethnic women in Birmingham have English as their second or third language (especially asylum seeker and refugee women).  A number of studies have shown that a lack of English serves as a barrier to employment
.  Employers – for the majority of non-elementary jobs
- expect fluent communication skills.  However, the majority of ESOL provision in Birmingham and the U.K. caters for people with low-level language skills.  To find work, women need much higher level NVQ3 as a minimum.  Most ESOL speakers don’t go further than general English classes, and thus find it very difficult to secure employment
.   
Improving qualifications is also a big challenge for ethnic minority women who often do not have the personal resources or the time to respond to labour market requirements and demands.  It is often impossible to secure support to extend skills and qualifications, hence it is very difficult to afford suitable training courses. 

Legislation around Gender and Employment
The government has passed a number of legislative measures to ensure equality amongst all social groups in employment.  This section briefly outlines a number of laws that potentially affect Black and Minority Ethnic women
.  

GENDER
The Gender Equality Duty came into force in April 2007 and requires public authorities to promote gender equality and eliminate sex discrimination.  Prior to the Gender Equality Duty action could only be taken against public bodies after they discriminated on grounds of sex.  Individuals had to prove that they had been discriminated against for action to be taken.  The Gender Equality Duty places the legal responsibility on public authorities to proactively demonstrate that they eliminate unlawful discrimination and promote equality for men and women.  The duty will affect policy making, public services, such as transport, and employment practices such as recruitment and flexible working.  Public service providers and public sector employers will also have to look at their employment policies to see how they affect women and men.  Public authorities are required to:

· Produce and publish an equality scheme identifying their gender equality goals and the actions they will take to meet them

· Monitor progress and review the scheme every three years

· Develop and regularly review an equal pay policy, including measures to address promotion, development and occupational segregation

· Conduct gender impact assessments of all legislation and policy developments 

The Gender Equality Duty could improve gender equality by affecting areas such as promotion, the pay gap, maternity related discrimination, sexual harassment, access to services, targeting of resources and improved data collection and monitoring.  The new Commission for Equalities and Human Rights (CEHR) will have the responsibility of enforcing the duty.  If an organisation is failing to comply, the CEHR can take legal steps in order for the organisation to fulfil its duty requirements.  
The Equality Act 2006 created a single “Commission” for Equality and Human Rights (CEHR), which will replace the three existing equality commissions and will be operational from October 2007. Under this Act, public authorities (and private organisations delivering public services) have the duty to

· Eliminate unlawful gender discrimination and harassment.

· Promote equality of opportunity between men and women.

· Produce and publish a gender equality scheme stating gender equality targets and how they will be met. 

· Review the scheme every three years. 

· Monitor/review progress against targets. 
· Carry out and publish gender impact assessments.
The Race Relations Act was amended in 2000
 to give public authorities a new statutory duty to promote race equality. The aim is to help public authorities to provide fair and accessible services, and to improve equal opportunities in employment.  The legislation aimed to ensure that public authorities became more accountable to the people they serve and made it easier for individuals to give their views about the services that affect them.  

The Sex Discrimination Act 1975 applies to both men and women and makes sex discrimination unlawful in employment and vocational training, education, facilities and services and premises.  In general, it is unlawful for an employer to discriminate directly or indirectly on grounds of sex or marriage in recruitment, treatment at work and dismissal.  Discrimination on the grounds of gender reassignment, discrimination on the grounds of pregnancy and maternity and harassment are also expressly prohibited in the employment field.
Birmingham City Council’s Gender and Race Equality Schemes identity the council’s race and gender equality goals/priorities and show what steps need to be taken to implement them.  In terms of employment, the key challenges for the City Council in respect of advancing gender equality are:

· Consultation and engagement in regeneration programmes

· Equal pay

· Closing the gender pay gap

· Women in senior management

· Learning to earning (i.e. supporting young people in considering and extending their choices)

· Flexible working practices.  

· Economy and work/life balance

· Economic participation advancement 
EMPLOYMENT

The New Work and Families Act 2006 will provide for the first time carers of adults the right to request flexible working, and introduce more maternity and paternity pay

The Childcare Act 2006 was introduced to make provision about the powers and duties of local authorities and other bodies in England and Wales in relation to the improvement of well-being of young children and childcare as well as make provision of information to parents and other persons about the regulation and inspection of childcare and connected purposes. 
The Employment Equality (Sex Discrimination) Regulations 2005
Introduces new definitions of indirect discrimination and harassment, explicitly prohibits discrimination on the grounds of pregnancy or maternity leave, sets out the extent to which it is discriminatory to pay a woman less than she would otherwise have been paid due to pregnancy or maternity issues.
The Employment Equality (Religion or Belief) Regulations 2003 introduces the duty not to discriminate on the grounds of religion or belief in the workplace.  This includes discrimination on the basis of the perpetrators own religion or belief.  Specifically, there is the duty to protect staff from harassment by third parties and the duty not to discriminate in relation to:
· Offers of employment, terms of employment or refusal of employment.

· Vacancy selection criteria
· Formal or informal references
· Staff training
The Employment Act 2002 included two measures particularly relevant to gender equality, specifically the introduction of an equal pay questionnaire, a new right for employees to request flexible working (applying to parents of children aged under six or disabled children aged under 18), rights for fathers for paid time off and improved maternity rights.  
The Part-time Workers Regulations 2000 gave part-time workers the right not to be treated less favourably than comparable full-time workers unless the difference in treatment is objectively justifiable.  

The National Minimum Wage Act 1998 introduced a national minimum rate per hour.  
The Equal Pay Act 1970 gives an individual a right to the same contractual pay and benefits as a person of the opposite sex in the same employment, where the man and the woman are doing:

· Like work; or 

· Work rated as equivalent under an analytical job evaluation study; or 

· Work that is proved to be of equal value. 

The employer is not required to provide the same pay and benefits if they can prove that the difference in pay or benefits is genuinely due to a reason other than one related to sex.
National and Local Labour Market Initiatives/Policies
This section identifies and critically analyses a number of national and local labour market and regeneration initiatives that may have an impact on Black and Minority Ethnic women’s lives.  There are three issues of immediate concern.  Firstly, although some U.K. initiatives have focused on lone parents and ethnic minority groups, few actually turn the spotlight on gender
.  Secondly, these initiatives often also fail to acknowledge or highlight issues of multiple disadvantage; thus, for example, Black and Minority Ethnic women may face employment barriers not just because they are women, but potentially because they: belong to a minority ethnic group, have a disability and/or come from a disadvantaged economic background.  Equal opportunities strategies focusing on race or gender or disability are missing the complexity of discrimination and disadvantage that often affects Black and Minority Ethnic women.  Any analysis that disregards the complex reality will fail to deliver any useful outcomes to improve the current situation.  Thirdly, it is also worrying that some of these initiatives, such as those focusing on teenage pregnancy, are based on stereotyping and assumptions about the issues these women face
.  
GENDER RELATED NATIONAL INITIATIVES/POLICIES
Women and Work Commission:  It was set up by the Prime Minister in 2004 to explore issues affecting women’s employment and brought together employers, unions and “experts” in a wide range of fields.  The report Shaping a Fairer Future, which was produced in February 2006, made recommendations which the government used to produce and implement an Action Plan in September 2006.  The action plan includes:

· £500k fund to support initiatives to increase the availability of quality, part-time work.
· A Minister for Women will champion quality, part-time work across the public sector

· Programme of exemplar employers

· More detail on the £40m for initiatives on women’s skills and training as announced in the 2006 Budget

· Public sector gender duty – obligation on public sector to promote gender equality

· National standards for careers advice to ensure all young people receive careers information, advice and guidance which is free from gender stereotyping

National Minimum Wage: The government increased the adult rate of the national minimum wage on 1 October 1006 from £5.05 to £5.35.  
Ethnic Minority Employment Task Force:  It brings together Ministers from key government departments and representatives of the public and private sector to deliver the recommendations of the 2003 Strategy Unite report, Ethnic Minorities and the Labour Market.  The Task Force aims at building employability, connecting people to work and promoting equal opportunities in the workplace.  It focuses on the importance of improving English language skills for individuals who are not fluent in English
Aim Higher: This initiative aims to widen participation in higher education (HE) by raising the awareness, aspirations and attainment of young people from under-represented groups.The programme particularly focuses on young people from disadvantaged social and economic backgrounds, minority ethnic groups and people with disabilities.

Additional fiscal measures and national initiatives implemented on a local level are analysed in the following section.  
EMPLOYMENT RELATED REGENERATION INITIATIVES IN BIRMINGHAM

Sure Start: Sure Start is a Government programme which aims to achieve better outcomes for children, parents and communities through improvement of childcare and increasing the availability of childcare, early education, health and family support, with an emphasis on outreach and community development, as well as supporting parents in their aspirations towards employment. The programme was originally intended to support families from pregnancy until children were four years old but the brand was extended to cover an undefined responsibity up to age fourteen, or sixteen for those with disabilities. Launched in 1998, Sure Start had similarities to the Early Head Start programme in the United States and is also comparable to Australia Head Start and Ontario’s Early Years Plan.  There are currently 22 Sure Start initiatives in Birmingham.  

New Deal For Communities: New Deal for Communities is a key programme in the Government’s National Strategy for Neighborhood Renewal, which aims to tackle multiple deprivation in the most deprived neighborhoods in the country and to narrow the gap between the poorest neighborhoods and the rest of the country.  All New Deal for Communities programmes aim to tackle poor job prospects, high levels of crime, educational under achievement, poor health and problems with housing and the physical environment.  
In Birmingham, there are two NDC programmes, based in Kings Norton and Aston.  For the purpose of this report, we will focus on Aston, which is one of the most deprived wards in Birmingham and England.  It is an inner-city ward with a high proportion of its population being from ethnic minority groups.  Specifically, 75% of the women in Aston are from ethnic minority groups.  Aston Pride is a ten-year project tasked with bringing sustainable regeneration to Aston.  In April 2001, £54 was secured under the second round of the New Deal for Communities programme to improve the area from 2001-2011.  

As part of the Aston Pride programme, the Employment Connections team brings employment opportunities to the attention of local residents and supports them with job specific training and skills development.  Specifically, they offer advice and guidance, job matching, paid work experience, short job specific training, confidence building sessions, interview techniques training and help in completing job applications and up to date CVs.  
Talent at work provides a job-matching and customised training service.  Finally, the experience to work programme, places residents with no previous experience, skills or qualifications into paid work placements (mainly in the clerical, retail and hospitality sectors).    
New Deal for Lone Parents:  This is a government strategy for getting lone parents back into work. A lone parent, whose youngest child is under 16, and is either not working or is working under 16 hours a week, can get help under the New Deal for Lone Parents scheme. There is access to a Personal Adviser, who will advise what funding is available towards course fees, travel, and childcare. He or she will be there as a contact throughout the whole New Deal programme. The assistance available includes advice with jobsearch or interview skills, vocational training courses, the opportunity to undertake a National Vocational Qualification, childcare assistance and subsidies.  This scheme and the New Deal for Partners of the Unemployed scheme introduced tax credits for low paid earners with children as incentives to enter paid work.  Thus, the Working Families Tax Credit is available to lone paretns or two partners working at least 16 hours per week and the Childcare Tax Credit extends support to more families excluded from income-related support for children.  
Enterprising Communities Programme – Unlocking Potential Action Plan (ECP): It invests £21.7m over eight years between 2000 and 2008.  The programme is intended to improve the infrastructure of some of the most deprived and primarily minority ethnic populated wards in South East Birmingham.  The ECP will provide resources to increase the wealth of the area by improving skills and employment opportunities for local people.  Two of its main objectives are to increase employability and job readiness, as well as attract new investment, strengthen local centres and diversify the business sector of South East Birmingham

European Social Fund Co-financing:  Birmingham City Council’s European Social Fund Co-financing programme targets the inner nad outer city wards with the highest deprivation indices, highest unemployment and greatest disadvantage in the labour market.  Since April 2002, the programme has claimed to have helped:

· 21,219 beneficiaries from priority groups

· 16,010 (75%) beneficiaries from minority groups

· 9,405 (4%) female beneficiaries

· 1,083 (5%) beneficiaries with disabilities

· 4,234 entered employment

· 3,005 entered Further Education or Training.  

Employment Hub:  The Bullring
 Employment Hub Recruitment Project was a multi-partner initiative with the aim of creating new jobs for local unemployed, minority, and disadvantaged groups in the 160 new retail spaces of the Bullring, when it opened in September 2003. The project was regarded as highly successful, since 2,604 people were placed in new jobs, of which 89% were local residents, 80% were previously unemployed, 51% were from minority groups and 32% came from Birmingham's most deprived wards.  There were two main components to the scheme: Firstly, Bull Ring developers and employers committed to recruit from communities under-represented in the labour market.  Secondly, training was organised for employees linked to employer needs.  

Working Neighborhoods:  This JobCentre Plus programme offered services such as help with writing CVs and an intensive jobs search service over a 26 week period, along with financial incentives to people who take work and stay in their job.  However, this pilot scheme was phased out due to the high costs involved
.  

Fair Cities:  This initiative was designed by the National Employment Panel, to help disadvantaged members of ethnic minorities get, stay and advance in work. Fair Cities has been piloted in London, Bradford and Birmingham and targets industries facing skills shortages.  It uses the hiring requirements of employers to define the basic standard of job readiness and they involve local employers in the design of training and work experience to meet the standard. The ultimate aim is to increase the number of disadvantaged ethnic minority individuals who get a steady job.  At the same time, the scheme aims at encouraging fair and effective recruitment and promotion practices.  
HOW EFFECTIVE ARE THESE INITIATIVES?
The above initiatives have to some extent been effective in that they have provided training and work opportunities for black and minority ethnic women.  However, their success has only been limited since poverty and economic exclusion persist.  This is due to a number of reasons:
· Relevance:  There is no gender focus in the above measures to reduce economic inactivity (apart from perhaps the pledge to help lone parents into work and to provide childcare facilities).  A lot of the Birmingham regeneration initiatives mostly involve and focus on physical improvements to certain deprived areas.  However, as research has shown, physically regenerating the area doesn’t guarantee prosperity for its population.  Thus, “whilst policy aims and objectives in Birmingham were clearly geared to addressing neighbourhood problems, they were generally weak on the economic strategies required to tackle the unemployment, low pay and financial hardship faced by particular groups of women”
.  There are very few policy developments and initiatives that specifically address women’s disadvantage in the labour market.  
· Longevity/sustainability:  The majority of these initiatives don’t offer sustainable, long-term employment opportunities.  What is usually offered involves at best unpaid or paid short-term work experience placements or training sessions, with no or limited links to the actual job market.  Therefore, women acquire skills which aren’t necessarily relevant and will not enable them to secure employment.  Some of these projects set short-term targets to simply get women into jobs or provide them with some sort of training, but little consideration is paid to finding ways to improve their employability and lay the foundation for consequent progression at work.  For example, the Bull Ring Employment Hub initiative, which was praised for securing many jobs for Black and Minority Ethnic women, merely helped women get into short-term, low skilled employment.  Such initiatives often reinforce and encourage the concentration of women within certain, usually low-skilled and low-paid occupations with few promotion prospects.  Finally, even though training courses in skills such as IT, food hygiene or beauty are worthwhile, they are often disconnected from real jobs and the skills and qualifications needed for them and are thus not sufficient
.
· Fragmentation:  Many of the services offered are fragmented and disjointed which is not only confusing for the women but also leads to inadequate service provision which doesn’t take into account the complexity of the challenges facing black and minority ethnic women.  Integrated services which create stronger links between, for example, employment, education, childcare and community support would be much more effective.  
· The Contract Culture and Stereotyping:  Many of the initiatives reinforce stereotypical images of Black and Minority Ethnic Women or focus on specific groups of people because they fit into a particular claimant group.  Thus, for example, a Department of Work and Pensions initiative ‘Partners’ Outreach for Ethnic Minorities’ aimed at increasing the amount of unemployed BME partners in England (it will also be delivered in Birmingham) by supporting those people whose partners are employed but who have themselves been out of work for sustained periods of time (the programme focused on Pakistani and Bangladeshi women).  Programmes such as this one claim to be ‘tackling’ inequality and addressing widespread social injustice, by supporting the most disadvantaged communities (BME, Refugee, Disabled) to go back to work, but in reality the initiatives have a short sighted and limited approach to addressing inequality and disadvantage.  This particular initiative makes huge assumptions about Black and Minority Ethnic women, particularly those from Pakistani and Bangladeshi backgrounds (it is, for example, assumed that Pakistani and Bangladeshi women do not want to work). These assumptions are based on socially constructed notions of ‘cultural’ and ‘racial’ identities, and what this might mean in terms of barriers to entering the labour market.  The contracts are target focused and are designed to have a short term impact on the employment rates in particular areas that are targeted by such initiative and funding. BME women and men who enter work via this programme only have to stay in work for up to 13 weeks for the delivery agents to receive payments. Contractual requirements such as the above offer no incentive to exceeding targets or truly re-addressing the balance and improving the life chances of those who suffer systemic discrimination.
· Service provision:  Recent research in Birmingham
 revealed that service users are generally dissatisfied with service providers such as Job Centre Plus and thought that the services provided aren’t always relevant to their needs.  It was pointed out, that generally agencies simply point to job vacancies, rather than offer any further support.  These services were also seen as inadequate for those women who were not fluent in English.  Programmes aimed at increasing language skills were also seen as insufficient and ineffective, since the courses are infrequent and focus on learning how to interact on a day to day basis rather than increase language skills to a level that would satisfy employers.  Even though programmes such as Sure Start were seen as particularly useful, it is still the case that childcare provision is still limited and too expensive for low-paid earners.  Moreover, it was generally thought that the tax credits system had not improved women’s lives, but had instead trapped women in poverty.  
· Discrimination in the workplace:  Many of these initiatives do not take into account discriminatory employer practices, which may hinder women from securing employment, being promoted or/and treated in a fair and equal way.  It is merely assumed that women who don’t find a job of their choice lack the skills and qualifications when this is not necessarily the case.  Research has shown that black and ethnic minority women are often better qualified than “white” women, yet find it much more difficult to secure employed or be promoted.  
Services delivered by the voluntary sector in Birmingham
This section explores the types of services provided to women by the voluntary sector in Birmingham.  In the past few years the voluntary sector has increasingly been commissioned to deliver public services.  Additionally, voluntary organisations are often the first and main point of reference for women seeking employment advice.  It is therefore important to look at the role of the voluntary sector in delivering services for women.  

The Third Sector in Birmingham comprises approximately 5,000 organisations, 5-7% of which primarily provide services to women.  The majority of these organisations focus on:
· Black and Minority Ethnic women

· Refugee and asylum seeker women

· Lesbian/homosexual issues

· Domestic violence issues
The services provided by these organisations are primarily:
· Information and advice

· Community development

· Education and training

· Counselling (psychological, legal, financial)

· Awareness raising

· Consciousness raising

· Arts and cultural production

· Youth work

· Social activities

· Childcare provision

· Mental health provision

· Care of older people

For a better understanding of the range of services provided by women’s organisations, two case studies have been included in this report.  Women Acting In Today’s Society (W.A.I.T.S.)
 is a women’s education charity, while Community Integration Partnership (CIP)
 focuses on refugee and asylum seeker women.  Both organisations provide a range of services and are well respected and recognised in Birmingham.   
	CASE STUDY: WOMEN ACTING IN TODAYS SOCIETY (W.A.I.T.S.)

W.A.I.T.S. is a Birmingham based women’s educational charity operating since 1992.  They are a network of women’s groups, whose mission is:

· To enable women to overcome barriers so that they take action individually and collectively - changing their lives and their communities for the better 

· To build women’s community leadership 

· To strengthen the work of women through the sharing of information and experience 

· To organise women isolated through poverty, domestic violence, low incomes and poor opportunities 

· To work collectively on issues of concern for women, their children and families

They are concerned with local women’s fuller involvement in the public life of their communities, from education to employment, personal to social and leadership to decision making. They support women to address issues such as welfare benefits, employment and education, domestic violence, isolation, health, crime and the fear of crime.  They work with women from diverse backgrounds to build supportive networks and groups, address personal and social issues, receive training and take action together to bring about change in their lives and their communities.  They focus on the development of community based groups and individuals through social action to bring about social change.  Their approach focuses on building the leadership skills of local people. Issues are first identified by women and then through discussion and research, action is organised which will have a positive impact on the issue.

They have established and support the Birmingham Women's Empowerment Network (WEN) that aims to bring together women from across Birmingham and provide them with the information, skills and resources needed to play a part in local decision making. It aims to bring 'Gender Equality' to the fore front to ensure that women can engage effectively in decision making processes in Birmingham. 

They also run a domestic violence project and a Chinese women’s project, aimed at supporting Chinese women who feel isolated, or have low self-esteem, to overcome barriers to their development. 

Their new, three year project called The Rules of Engagement project will support BME Women to increase their capacity, power and influence in local decision making and service provision through training workshops offering, amongst others, information on how to build relationships with policy makers, Birmingham’s local decision making structures, citizenship and public life, confidence building, leadership skills and fundraising.  They will also hold regular women only events, which will offer women a space to share information, network, support each other and respond to the latest challenges facing women across Birmingham.  They will also facilitate face to face meetings between women and decision makers and volunteering opportunities.


	CASE STUDY: COMMUNITY INTEGRATION PARTNERSHIP (CIP)
CIP was formed three years ago to address the specific gap in service provision for refugee women and works alongside refugee women to enable them to gain skills to secure employment.

The services they offer are tailor made to meet individual needs and include the following: 

· English for Speakers of other Languages (ESOL).  They offer a combination of group based accredited learning and one to one support for those who need extra assistance. 

· IT - A range of courses from basic IT through to ECDL training. 

· Information, advice and coaching related to careers, employment and self-employment. 
· Work experience and volunteering placements
· Art project working with professional artists to produce arts collection for exhibition - using clay, metalwork, painting and other techniques. 
· Start your own business course

· Confidence building, teacher training, childcare and customer service skills courses
· Drop In Group with activities ranging from keep-fit and beauty to using the Internet taster sessions. 

· Citizenship courses - orientation and applying for British citizenship 

· Positive Parenting Classes 

· Outreach in partnership with Sure Start with hard to reach groups specifically in the Handsworth, Lozells and Winson Green areas. 

· Remote Blended Learning through partnership with Bournville College. 


The voluntary sector can potentially offer women more personalised, targeted support.  However, the projects involved are usually small-scale and with limited funding.  The final section offers a number of recommendations aimed at improving women’s position in the labour market.  
Recommendations
DEVELOPING/IMPLEMENTING POLICIES

· Promote mainstreaming of gender and race issues
· Equal opportunities and equalities policies/strategies focusing on just race or gender should take into account the complexity of the challenges and the interplay of, amongst others, race, gender and class issues that affect Black and Minority Ethnic women.  It is essential to adopt more holistic approaches, which link together employment, education and training and social investment.  
· Any local employment strategy needs to understand and recognise the barriers women face.   Use statistical evidence to improve understanding of the local area.
· Monitor regional and local social inclusion initiatives
· Promote the use of impact assessment tools on policies affecting Black and Minority Ethnic women.  
· Develop a joined-up, integrated approach to service provision
· Encourage meaningful partnerships between policy makers, organisations and regeneration agencies.
· Avoid generalisations about ethnic minority women in policy making and in the designing of programmes.  
CHALLENGING DISCRIMINATION/PROMOTING EQUALITY
· Provide enhanced equalities training for teachers and employers 
· Challenge stereotypical representations of Black and Minority Ethnic women as, for instance, unwilling to work by publicising research findings which show the reasons that more Black and Minority Ethnic women are economically inactive.  
· Stronger and stricter implementation of equalities legislation/policies is necessary.  
SUPPORT FOR PARENTS

· Increase the number of affordable childcare facilities and crèches and evenly distribute them across Birmingham
· Create pre-school and after-school clubs and extend childcare provision to allow for work flexibility
· Make childcare provision more affordable for low-earning parents
THE BENEFITS SYSTEM

· Increase the Minimum National Wage 
· Ease the transitional costs of taking a job, by guaranteeing run-ons of Housing Benefit and Council Tax Benefit.  
· Make the benefits system more flexible and introduce better financial incentives for women returning to work, as well as in-work incentives.  
ENGLISH

· ESOL courses don’t always succeed in raising language skills to a level that would satisfy employers.  It is important to extend ESOL to a higher level and also consider whether a new approach to language teaching would be more appropriate.
· Increase the frequency of courses.
SUPPORTING THE VOLUNTARY SECTOR
· Voluntary sector organisations need resources, training and development support to successfully fulfil their aims.

· Short-term funding streams and competitive funding obstruct organisations from developing their organisational capacity and ensuring sustainability and longevity.   It is therefore very important to develop funding for the sector and simplify the funding process, currently too complicated for smaller organisations, which often compete with more established ones for limited funding streams and usually lose out.  
· Many organisations need assistance and support with completing application forms, sources of funding and funding support.  
· Develop and deliver capacity building programmes that will assist organisations to contribute to and participate in the policy and strategic issues. 
TRAINING/QUALIFICATIONS/EMPLOYMENT
· Currently, the work experience placements offered to women last for only brief periods of time.  A significant period of work experience needs to be offered to women to allow time to build up skills and confidence.
· Enhance women’s skills through flexible, structured training programmes which take into account the women’s aspirations for the future.
· Stronger links are needed between qualifications/training provided and job matching.  Training courses need to be linked to sustainable job opportunities and the qualifications gained should be relevant and enable women to progress in the labour market.
· Employment projects need the engagement of a range of local employers. 
· The progress of women who have secured employment needs to be monitored for longevity, sustainability.  
· Local agencies, such as Job Centre Plus or Connexions need to provide services which are relevant to the women’s needs and which address local needs.
· Encourage employers to consider new ways of advertising and recruiting 
· Clearer and more personalised guidance needs to be provided to women regarding training opportunities and career options
· Introduce scholarships and other forms of financial support to encourage women to take up higher education courses. 
· Promote the “business-case” for flexible working patterns.  
· Employers need to review their policies and practices to ensure these support the inclusion of black and minority ethnic women.  
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� The term BME is used in the U.K. context to refer to any ethnic group other than “White British”.  
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� Super Output Areas (SOAs) are a new geographic hierarchy designed to improve the reporting of small area statistics in England and Wales.  
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� The information for this section was drawn from Buckner, Lisa; Tang, Ning; Yeandle, Sue (2005) “Gender profile of Birmingham’s Labour market”, Sheffield Hallam University.


� It should be pointed out, that BME women are not a homogeneous group and that there are substantial differences in the way women within and between ethnic groups experience the labour market.  However, it is generally the case that BME women are more disadvantaged in the labour market than “white” men and women and BME men.  


� The information for this section was drawn from Buckner, Lisa; Tang, Ning; Yeandle, Sue (2005) “Gender profile of Birmingham’s Labour market”, Sheffield Hallam University.


� Some of these barriers don’t exclusively affect Black and Minority Ethnic women, but often black and ethnic minority women are adversely affected by a multiplicity of economic, gender and race related factors.  


� “Aiming High: Raising the Achievement of Minority Ethnic Pupils”, DfES, 2003


� “System or Stereotype? What we can do to mainstream anti-discriminatory practice and effective teaching and learning in Birmingham schools”, b:RAP, 2004
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� Escott, Karen; Price, Christopher and Buckner, Lisa (2005) “Addressing Women’s Poverty in Birmingham: Local Labour Market Initiatives”, Centre for Social Exclusion – Sheffield Hallam University


� see for example, Schellekens, P (2001) “English language as a barrier to employment, education and training”, DfEE research brief.  


� We define elementary jobs as cleaning and other manual jobs   


� Black Women’s Network and b:RAP (2001); “Still on the margins – mainstreaming black women’s issues”


� It should be highlighted at this point that legislation is only effective if it is systematically and rigorously implemented.  Even though the U.K. has recently passed a lot of race, gender and employment related laws the gender equality gap hasn’t narrowed and BME women still face major employment barriers.  


� An amendment on the Race Relations Act 1979


� Escott, Karen; Price, Christopher and Buckner, Lisa (2005) “Addressing Women’s Poverty in Birmingham: Local Labour Market Initiatives”, Centre for Social Exclusion – Sheffield Hallam University
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� Not all these programmes are initiated locally; most of them are national programmes which are then implemented on a local level 


� The Bullring is a newly redeveloped retail centre and one of Europe’s largest shopping centres


� Grant, Linda; Price, Christopher and Buckner, Lisa. (2005) “Connecting Women with the Labour Market in Birmingham”, Centre for Social Inclusion, Sheffield Hallam University
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