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Labour Market Integration of Immigrants

This presentation will follow a suggested 5-Step 

approach for employers and policy makers:

1. Make the case for change

2. Provide the evidence, identify and spotlight 

where action is required

3. Recommend the actions to take

4. Monitor and review progress

5. Recommend further action



Business in the Community’s Race Equality Campaign is committed to 

improving employment opportunities for ethnic minorities across the UK. It is 

the only race diversity campaign that has access to and influence over the 

leaders of the UK's best known organisations.

Our campaign aims: 

• Increase diverse leadership on boards and 

at senior level

• Increase diverse representation and 

progression in the workplace

• Ensure all recruitment processes are free 

from racial bias

1. Make the Case for Change - Race Campaign

1 in16

on boards

1 in 8

of working age

1 in 4

in primary and secondary 

school
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• View info graphic online

http://race.bitc.org.uk/resources/race-work-infographics


Race at Work survey
A substantial quantitative survey into the working life of people in the UK

Business in the Community
race.bi

tc.org.

http://www.bitc.org.uk/
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Race at Work – key findings

UK workplaces might be comfortable talking about age
and gender, but are less comfortable talking about race

• It is clear employers need to have more confidence to
address the issue of race at work and aim to understand
how it has an impact on the individual and their
opportunity to reach their full potential.

• Bullying and harassment is prevalent

• Huge appetite for progression and fast track opportunities

• Lack of role models in the workplace

• There is a demand for mentors and sponsors



Business in the Community
Race at Work 2015

Regional Insights

2. Provide the Evidence
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Persistent employment rate gap

There has been a persistent gap in the employment rate
for white and Black, Asian and Minority Ethnic (BAME)
employees since records began in the 90’s.

• The overall numbers tell a story but it masks the different
employment outcomes by the different ethnic groups by
their ethnic origins and by location.

• Capturing data at regional level can help employers and
policy makers design tailored interventions to tackle the
different barriers experienced



Unemployment rates for all aged 16+ by region

– White and BAME (%)

Business in the Community

See Figure 4 on Page 4 of RAW 2015 Regional Insight Factsheet



3. Recommend the actions  – Government

5 recommendations for Government in Race at Work report

Recommendation two

• Use its procurement spending power to ensure that 

businesses that tender for public contracts can 

demonstrate a commitment to race diversity.

Recommendation three

• Draw up a policy framework on race that includes a 

strong recruitment agenda to close the unemployment 

gap which has stubbornly persisted for many years. 

Business in the Community



3. Recommend the actions - Employers

Recommendations for employers on Recruitment:

• Monitor each stage of the application process

• Deliver pre-application workshops

• Outreach about vacancies to diverse groups

• Inclusive messaging to welcome applications

• Ensure interviewers have unconscious bias training

Recommendations for policy makers:

• Understand how foreign qualifications correlate with the 

German equivalents

• ESOL – English as a Second Language provision –

German equivalent?
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Race at Work finding is that progression important to BAME

employees and huge appetite for the fast track, however:

• BAME employees less likely to receive one of the top two

performance markings,

• BAME employees less likely to be identified as high

potential

• BAME employees less like to be put on management

training.

4. Monitor and Review Progress – Employer 

Benchmarking Trends 2012-2014



Region

2005 Total (All) 

Managers, 

Directors and 

Senior Officials

(actual no.)

2005 % of total 

Managers,

Directors and 

Senior Officials

who were BAME 

2005 % of 

working age 

population

who were  

BAME

2015 Total (All)

Managers,

Directors and

Senior Officials

(actual no.)

2015 % of total

Managers,

Directors and

Senior Officials

who were BAME

2015 % of

working age

population 

who were

BAME

East of 

England

276,400 5.4 6 314,500 5.0 9

East 

Midlands

204,400 5.5 8 221,800 6.3 10

London 382,100 22.9 33 496,200 26.6 40

North East 90,800 3.5 3 97,200 3.5 5

North West 285,400 5.4 6 322,100 8.0 11

Northern 

Ireland

51,300 1.0 1 53,300 1.9 2

Scotland 215,100 3.0 3 223,500 4.1 5

South East 442,500 4.8 6 523,900 6.4 10

South West 255,900 2.1 3 290,900 3.4 5

Wales 112,000 2.2 3 131,100 2.9 4

West 

Midlands

220,200 7.4 12 251,500 9.2 17

Yorkshire & 

The Humber

206,200 4.5 8 230,300 7.8 11

BAME leadership by region 2005 and 2015

Source: APS Employment by occupation (SOC2010) and ethnic  group Oct 2004 - Sep 2005 and Oct 2014 – Sep 2015: and Annual Population Surveys Oct 2004 – Sep 2005 and 

Oct 2014 – Sep 2015



5. Recommend further action - Employers

Recommendation 4

• Set objectives for managers at every level. These 

objectives should include ensuring diverse talent has 

equal access to training, development opportunities and 

progression programmes.

Recommendation 7

• Encourage and deliver mentoring. There is a high 

demand for mentors from the BAME workforce and job 

seekers. Employers should engage in reciprocal 

mentoring 

Business in the Community
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http://race.bitc.org.uk/resources/racialbiasinfographic

http://race.bitc.org.uk/resources/racialbiasinfographic


Labour Market Integration of Immigrants

THANK YOU
For further information go to 

http://race.bitc.org.uk

Business in the Community


