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1. Introduction
Since Chwarae Teg was established, much progress has been made towards achieving gender
equality in Wales. However, the picture of progress towards equality changes dramatically when we
focus on the intersectional experiences of Black, Asian and Minority Ethnic (BAME) women living in
Wales.
BAME women are increasingly marginalised; they are further away from the labour market, underrepresented in positions of power and influence, and are more likely to be living in poverty. While
BAME women experience the well-documented gendered barriers to the workplace, such as access
to childcare, they face additional racial inequalities and biases that make it increasingly difficult to
access, enter and progress in work.
However, the experiences of BAME women are not homogenous; they vary significantly on the basis
of ethnicity, nationality, age, religion and migration status as well as other factors of their identity.
Therefore a one-size fits all approach to addressing barriers faced by BAME women will not work. It
is crucial that the voices and experiences of different BAME women are heard, and inform policy and
practice at Government level, in business, in trade unions and in wider civil society. Ensuring that
these institutions are more representative, with fair representation of BAME women, would be an
important step in ensuring different voices are heard.
To date, the experiences of BAME women have largely been overlooked in research, particularly in a
Welsh context, with a lack of disaggregated and regularly collected data making it difficult to
measure progress. This research aims to begin to correct this gap in knowledge about the
experiences of BAME women in the Welsh economy, and start a discussion based on their own
recommendations for Wales.
The current climate makes this research particularly pertinent. Repercussions from the 2016
European Referendum have affected communities and resources in Wales. Threats to funding pose a
particular risk to BAME women who often depend on these community groups, services and
programmes promoting equality. Political divisions are also having a significant impact on BAME
women, often exacerbating existing racial tensions and biases, and recent years have seen a sharp
increase in hate crime incidents. It is important that during this volatile time we listen to the voices
of BAME women to inform how we progress equality and create cohesive communities.
With this research we set out policy recommendations for Government, Business, Trade Unions and
other agencies in order to address some of the barriers that BAME women face to employment. We
also aim to spark a wider conversation about the role of BAME women in the Welsh economy, to
ensure that their voices are heard and that they are able to achieve their potential. The key findings
and recommendations are specified in this Summary Report, but a more detailed understanding and
analysis can be found in the substantive report.
We are extremely mindful in publishing this research that it is never possible to speak for all women,
and we are conscious of our position at Chwarae Teg and how we use it to ensure that the
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experiences and interests of all women are considered, represented and empowered as we strive to
be a truly equal Wales. Many of our findings and recommendations will be clearly felt and
understood by BAME women themselves, but should be illuminating for others. We commit to using
our position and influence for all women.
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2. Literature Review
Research shows that, people from minority ethnic groups are more likely to be in poverty, and tend
to have the lowest employment rates; when employed, they are concentrated in low-paid sectors
and occupations.1 BAME individuals in the UK face barriers to developing and advancing in a career,
an ethnicity pay gap and significant unemployment. They are less likely to participate in employment
and then less likely to progress in their careers compares to white people.2 Discrimination and
racism against BAME people in the workplace persists which affect BAME individuals’ participation in
economy, career development and progression.
The situation is significantly worse for BAME women as they experience both the specific gendered
barriers reported by women more broadly, and barriers that BAME people experience at the same
time. BAME women are more likely to face barriers to accessing employment and be unemployed or
economically inactive compared to men in their ethnic groups and white women.
According to the analysis of the UK Government’s Business, Energy and Industrial Strategy (BEIS), if
full representation of BAME individuals across the labour market through improved participation
and progression is achieved, we could potentially benefit from an additional £24billion a year to the
UK economy, which is 1.3% of GDP.3
In this section, we will provide context by looking at existing research and discussions around BAME
people’s employment, before we move to analyse the Welsh case. While literature exists around
BAME people in employment, there is a lack of gender specific research – or research that considers
other intersectional elements of BAME women’s experiences such as religion, age or migration
status. We will address the diverse and differentiated experiences within BAME groups, the
employment patterns for BAME women and barriers that BAME individuals and women face to
participating in the economy. Policies that affect BAME women’s participation in the workforce will
be also discussed in this section.

2.1.

Diversity within Black, Asian, and Minority Ethnic (BAME) groups

BAME individuals have differentiated experiences than their White British counterpart in
participating in economy and public life. Yet, it is a misconception to consider ethnic minority groups
as a homogeneous group, since BAME individuals from different ethnic minority background have
differentiated experiences and the tendency to do this can disguise the experiences of BAME
1

Projecting Employment by Ethnic Group to 2022. Owen, D. et al. (2015). Joseph Rowntree Foundation (JRF).
https://www.jrf.org.uk/report/projecting-employment-ethnic-group-2022 Access: September 2018.
2
Race in the Workplace: McGregor-Smith Review. (2017)
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/594336/
race-in-workplace-mcgregor-smith-review.pdf . Access: September 2018.
3
BME individuals in the labour market: analysis of full representation – Official Statistics. Department for
Business, Energy & Industrial Strategy, February 2017. https://www.gov.uk/government/statistics/bmeindividuals-in-the-labour-market-analysis-of-full-representation Access: September 2018.

7

individuals from different ethnic and religious background. The term BAME does not refer to a
community or a homogeneous group defined with particular characteristics.
The position of disadvantage in the labour market and the extent of the pay penalty change among
different ethnic groups. Evidence shows that while Indian and Chinese groups fare well compared
with the White majority group, Pakistani and Bangladeshi, Black African and Black Caribbean groups
do not, with Pakistani and Bangladeshi groups being the most severely disadvantaged. 4
BAME individuals experience ethnicity bias in their workplace and everyday life differently. Research
commissioned by the Guardian and published in December 2018 found that half of black and mixedrace people felt they had been unfairly overlooked for a promotion or job application, compared
with 41% of people from Asian backgrounds.5 Black people were more likely to feel they had to work
harder to succeed because of their ethnicity.6
Gender is one of the key factors that affect the different patterns between ethnic groups. Evidence
shows that “the concentration of men and women in different types of jobs (occupational
segregation) varies for different ethnic groups, with women and men in each ethnic group being
occupationally segregated from the rest of the labour force to varying degrees.”7 For example, in the
UK, Black Caribbean women have employment rates similar to, or better than, White majority
women, but Black Caribbean men have much lower employment rates than White majority men.8
In the analysis of experiences of BAME people in employment, alongside ethnicity and gender, some
other intersectional factors should be acknowledge to understand the differentiated experiences of
BAME people. These factors includes,




Religion: BAME individuals’ experiences are differentiated according to their religion
and religious practices.
Skin Colour: Racial discrimination based on skin colour is still one of the worst issues
that BAME individuals experience in their day-to-day life.
Nationality and migration status: Nationality of an individual affects their experience.
For example, British BAME nationals might have a differentiated experience compared
to other nationals including commonwealth citizens, citizens from EU and overseas.
Migration status also affects the employment and welfare rights of women, as well as
women’s vulnerability due to having no recourse to public funds.9

4

Ethnic Minority Disadvantage in the Labour Market, Catney, G. and Sabater, A. (2015) JRF. p.13
https://www.jrf.org.uk/report/ethnic-minority-disadvantage-labour-market Access: September 2018.
5
Revealed: the stark evidence of everyday racial bias in Britain. Guardian, 2 December 2018.
https://www.theguardian.com/uk-news/2018/dec/02/revealed-the-stark-evidence-of-everyday-racial-bias-inbritain Access: December 2018.
6
Ibid.
7
Ethnic Minority Disadvantage in the Labour Market, JRF 2015. p.13. Op cit.
8
Poverty across Ethnic Groups Through Recession and Austerity. Fisher, P. and Nandi, A. (2015). Joseph
Rowntree Foundation (JRF). Available at: https://www.jrf.org.uk/sites/default/files/jrf/migrated/files/povertyethnic-groups-recession-full.pdf Access: September 2018.
9
No recourse to public funds is a condition imposed on someone due to their immigration status. If someone
is subject to immigration control, they will have no recourse to public funds – this means that while they might

8






Age: The experiences of BAME people differ according to their age.
Disability: The inequality and discrimination that BAME individuals experience
accelerate if they have any physical or mental impairments.
Class and Socio-economic status: Racial discrimination is experienced differently by
BAME individuals from different class and socio-economic backgrounds.
Geography: The place that BAME people live has an impact on their experiences of
employment.

These intersecting factors create a complicated map in analysis of the experience of BAME
individuals. In our research, religion is one of the key intersectional elements that we focus as it has
a greater impact on BAME women’s participation in the labour market. Rising islamophobia, racism
against Muslim people makes Muslim women’s experiences in employment a particular interest of
this research. A recent survey found that Muslims living in Britain are more likely than Christians,
people with no religion and other smaller religions to be stopped by the police, left out of social
functions at work or college and find that people seem not to want to sit next to them on public
transport. 10
Muslim women experience multi-layered facets of identities and disadvantages due to their
ethnicity, religion and gender. A recent piece of research investigating the differentiated experiences
of Muslim women in Britain suggests that:
Most non-White women face significant labour market penalties, with religion having a
greater impact on labour market outcomes than race/ethnicity; Muslim women were the
most disadvantaged, compared to other religious minorities, more so in relation to
unemployment levels, part-time jobs and out of employment history, than in relation to
occupational class and over-qualification. (…) the penalties facing Muslim women shaped by
their ethnicity; not all Muslim women were similarly disadvantaged.11

Ethnic categorisation constitutes the base of many studies on ethnicity, which creates a data gap in
the literature about the experiences of women from different religious backgrounds. For example, as
the second biggest religion in the UK, there is a data gap in the experiences of Muslim women’s
participation in economy and public life in the UK, notably the differentiated experiences of women
educated in the UK with English is their first language, Arab and White-British Muslim women.12
Colour based racism and discrimination persists, and dreadfully, it still affects everyday life of people
of colour in the UK. A 2016 review of Equality and Human Rights Commision (EHRC) into race
equality in Britain reveals that
Black people are much more likely to be victims of crime and be treated more harshly in the
criminal justice system. You are more than twice as likely to be murdered if you are Black in

have a permit that allows them to live in the UK, they have no access to benefits, tax credits or housing
assistance that are paid by the state.
10
Religion and ethnicity at work: a study of British Muslim women’s labour market performance. Miaari, S.
Khattab, N and Johnston, R., (2019); Qual Quant vol. 53, issue 1, pp 19-47.
11
Ibid. p 19.
12
Ibid.
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England and Wales and three times more likely to be prosecuted and sentenced than if you
are White.13

The review shows that Black workers with degrees earn 23.1% less on average than White workers,
Just 6% of Black school leavers attended a Russell Group university, compared with 12% of Mixed
and Asian school leavers and 11% of White school leavers and Black Caribbean and Mixed
White/Black Caribbean children have rates of permanent exclusion about three times that of the
pupil population as a whole.
Another important intersectional factor is the migration status of ethnic minority individuals
affecting employment and welfare rights and the right to remain in the UK. In this research, we have
limited place to discuss the details of differentiated experiences of migrants from different
countries, but it is important to highlight that nationality and migration status make a big difference
in the experiences of BAME women. To illustrate, while migrants from EU single market area have
the right to work in the UK,14 migrants from overseas and commonwealth countries need to go
through a complicated application process to obtain the right to remain and work in Britain.15 The
other important aspect of migration status, is the employment rights of refugees and asylum
seekers. Once a person obtains refugee status, they will have the right to work and remain in Britain.
However, asylum seekers do not have the right to work until their refugee status is approved.
Age is also an important intersectional factor affecting the experiences of BAME individuals.
Although both first and second generation ethnic minority people experience disadvantage in
employment and pay penalties, the experiences differ. Research shows that those who are second
generation have a better ability to bridge the gap in terms of their performance relative to first
generation counterparts.16
Research also suggests that geography affects the employment of the BAME people.17
Unemployment rates are hugely varied across local authorities in England and Wales, with some
places offering more positive experiences for ethnic minority groups than others; yet, even though
there are some common patterns between groups, there is no clear consistency in which places
perform better or worse in employment between ethnic groups. 18
Overall, BAME individuals experience discriminatory practices due to intersecting factors. In this
research, we use the term BAME with acknowledgment of the diversity within BAME communities,

13

Widespread inequality risks increasing race tensions, warns Commission. EHRC, 18.08.2016.
https://www.equalityhumanrights.com/en/our-work/news/widespread-inequality-risks-increasing-racetensions-warns-commission Access: March 2019.
14
These rights might be change as the details of Brexit become clear.
15
In 2012, Home Office Secretary Theresa May announced that their aim was to create a “really hostile
environment for illegal immigration”. (Hostile environment: anatomy of a policy disaster, Guardian
27.08.2018). The “hostile environment” strategy went beyond tackling with illegal immigration and has caused
many unexpected consequences including deportation of British Citizens from Caribbean heritage (a.k.a.
Windrush Generation).
16
Religion and ethnicity at work: a study of British Muslim women’s labour market performance, Miaari et al.
2019. Op cit.
17
Ethnic Minority Disadvantage in the Labour Market, JRF, 2015. Op cit.
18
Ethnic Minority Disadvantage in the Labour Market, JRF, 2015. Op cit.
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and interpreting the term BAME as groups and people who identify themselves as other than White
British. We analyse and are concerned with the differentiated experiences of women from different
ethnic and religious backgrounds when possible.

2.2.

Experiences of BAME women in (self)employment

2.2.1. In employment
BAME individuals find it difficult to enter the labour market, and if they do so, barriers remain in
terms of job progression and promotion. They are over-represented in low-paid occupations and
precarious jobs, underrepresented in senior positions and more likely to be overqualified than white
British counterparts.19
There are critical differences in the experiences of men and women within many ethnic groups, as
well as the differences between the women from different ethnic groups. Low-pay occupations
account for more female than male employment. The proportion of female employment in low-pay
occupations is greatest for Bangladeshi, Any other Asian and Pakistani groups, and least for Indian
and Chinese groups.20 The JRF report analysing employment in 2001 and 2011 censuses points out
that women’s unemployment rates in both census were lowest for all White groups and also
relatively low for Chinese, Indian and Mixed White-Asian women.21 In contrast, unemployment rates
were high for Bangladeshi (20%) and Pakistani women (17%) in both census periods. Relatively high
women’s unemployment is also apparent for African and Mixed White-Caribbean groups 16% in the
2011 census. There is an increase observed in the unemployment rate of these groups between two
censuses; while in 2001 Caribbean women had a nearly comparable rate of employment to White
British and White Irish women, this decreased in the ten-year period, from 88% to 83%.22 The
increase in the unemployment rate of this group can be related to the economic recession globally
occurred in 2008.
Ethnic groups are unevenly distributed by industry; Pakistani and Bangladeshi groups are
concentrated in the trade, accommodation and transport sector (including hotels and restaurants),
whereas Black ethnic groups account for a greater than average share of employment in public
sector services.23 The research carried out by JRF suggests that between 2012 and 2022 the
occupational structure of employment is expected to be polarised, with high-pay occupations due to
increase, intermediate occupations due to decrease and low-pay occupations will increase.24 It found
that by 2022, Pakistani, Bangladeshi, Any other Asian, Black and Other groups are most likely to be in
low-pay or intermediate occupations, but Indian and Chinese groups are most likely to be in high-pay
occupations. They also project that, in 2022, Bangladeshi, Pakistani, Chinese and any other Asian
19

We will discuss the economic activity and employment figures in detail in Chapter 4 of the report where we
look at the figures for Wales.
20
Projecting Employment by Ethnic Group to 2022, JRF (2015). Op cit.
21
Ethnic Minority Disadvantage in the Labour Market, JRF (2015). p.23. Op cit.
22
Ibid.
23
Projecting Employment by Ethnic Group to 2022, JRF (2015). Op cit.
24
Ibid.
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groups will be over-represented in trade, accommodation and transport, and are likely to be at
greater-than average risk of low earnings. In contrast, women from the mixed parentage, Indian and
Chinese groups are over-represented in business and other services. Black women are projected to
remain over-represented in public sector services.25
TUC research shows that the BAME workforce are not only overrepresented in the low-paid
occupations, but also they are more than twice as likely than the average to be in temporary work.26
Therefore, while BAME people are already disadvantaged in terms of the quantity of work they have
access to, they are also disadvantaged in terms of the quality of the jobs. Overall, almost 1.5 million
people (6%) in the UK are working in insecure jobs including temporary work and zero-hours
contracts. BAME workers are more likely to be in insecure jobs with 8% compare to their white
counterparts (5%). Those in insecure jobs are likely to be at risk of missing out on essential rights,
such as maternity, paternity and adoption. Black employees are more at risk to be a temporary,
insecure work, with the current figure at 12%;27 the research has also found that the growth in
temporary work within Black communities has been female dominated.28 The overall increase in
temporary work for Black workers was 58% during 2011-2016, women however it was a substantial
82%, while the proportion of Black men in temporary work increased by 37%.
Access to employment and the way that BAME women look for jobs is an important area to consider
within this research. A survey conducted by YouGov in collaboration with Business in the Community
(BITC) in 2015 found that both white and BAME women believe that previous work experience is the
top factor that helped most when trying to get job.29 However, the survey found that there are
significant differences in the levels of importance given to previous work experience by ethnic
minority women, with 85% of Black Caribbean as well as White women rating the previous work
experience as the highest, compared to just 55% of Pakistani/Bangladeshi women. While 21% of
BAME women believe that technical skills help, and only 10% believe that luck is the most helpful
element when they are looking for a job; for Pakistani and Bangladeshi women these factors are
helpful 12% and 24% respectively. These figures show that work experience is significant for BAME
women in finding a job, but there are differences between ethnic groups.30
The survey also shows that the most popular route for all women in getting to their current position
was by applying directly; but we can observe clear differences between White women and BAME
women.31 While 43% of white women applied for their current position directly, 23% again applied
directly after hearing about the position through an acquaintance. The figures for BAME women are

25

Ibid.
Insecure work and ethnicity, TUC (2017) https://www.tuc.org.uk/research-analysis/reports/insecure-workand-ethnicity. Access: September 2018.
27
Ibid.
28
Ibid. p.11
29
The survey was implemented in 2015 across the UK. 1496 BAME women and 1478 white women were
weighted as a panel for the survey. Race at Work: BAME women and their experiences of career progression.
BITC (2015). https://race.bitc.org.uk/all-resources/factsheets/race-work-bame-women-and-their-experiencescareer-progression Access: September 2018.
30
Race at Work 2015-2017 Survey Insights: BAME Women at Work; BITC (2018).
https://race.bitc.org.uk/sites/default/files/bame_women_at_work_2017.pdf Access: September 2018.
31
Ibid.
26
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38% and 19% respectively, while 20% of BAME women overall, compared to just 10% of white
women would use a recruitment agency. The younger the age of BAME women, the more likely they
are to submit an application through recruitment agency. Another survey by BITC shows that
likeliness to register with a recruitment agency is higher among BAME employees (57%) than White
British employees (46%).32 Those from a Black African background are most likely to register with an
agency at 75%, with those from Black Caribbean background at 64% and those from a mixed-race
background at 59%. Increased use of recruitment agencies can be a result of lack of networks,
applying for low-paid or agency jobs, or avoiding unconscious bias in application processes.
The 2015 BITC report also found that, in terms of how women would search for their next job; 69%
of white women indicated that they will look directly at the job website, 28% will search through a
recruitment agency and 27% through personal networks, whereas, 73% of BAME women indicated
that they will look at the job website, 42% will search through an agency and 34 % through their
personal networks. These figures indicate that job-seeking activities vary between ethnic minority
and white women. Recruitment agencies are applied more by BAME women, which might be related
to more access to low-paid, temporary jobs through recruitment agencies.
2.2.2. In self-employment
The number of women who are self-employed has continued to increase in recent years in the UK.
By the first half of 2018, there were approximately 1.62 million self-employed, women of which 11%
were BAME women.33 Women from Indian (22.2%), Black African/Caribbean/British (21.3%) and
Other Ethnic (14.5%) groups have the highest representation amongst BAME self-employed women,
while Bangladeshi (3%) and Arab (2.6%) women are the least represented.34
The self-employment of BAME groups is concentrated in low-paid service sectors such as retail,
restaurants and taxi-driving for men35; and domestic work, caring occupations (such as childminders
and domestic care), and retail (hairdresser and beauty salons) for women.36
Research shows that women are likely to choose self-employment as a career path if they have
difficulty entering of retaining employment.37 BITC suggests that the high proportion of BAME
women in self-employment needs further analysis to better understand if it is due to difficulties
32

Race At Work: The Scorecard report 2018; BITC (2018); in collaboration with YouGov and Department for
Business, Energy and Industrial Strategy.
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/746970/
BITC_Race_At_Work_Report.pdf Access: February 2018.
33
Annual Population Survey (APS) July 2017-June 2018 release via NOMIS. The proportions for Wales couldn’t
be released due to the small sample size. We will explore more in the following section about BAME women’s
self-employment in Wales by looking at the Census 2011.
34
Ibid.
35
Race at Work 2018: The Scorecard Report. BITC, 2018. Op cit.
36
Race for Opportunity Factsheet: BAME Women in Enterprise; BITC (2014).
https://race.bitc.org.uk/system/files/research/bame_women_and_enterprise.pdf Access: December 2018.
37
Working Patterns in Wales: Gender, Occupations and Pay, Parken, A., Pocher, E. and Davies, R (2014)
Women Adding Value to the Economy (WAVE)
https://www.cardiff.ac.uk/__data/assets/pdf_file/0014/104603/Working-Patterns-In-Wales.pdf Access:
September 2018.
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gaining mainstream employment with the flexibility that may be required.38 It is also worth
underlining that the need for flexibility can be varied for BAME women, as some cultural reasons
may also require flexibility, as well as other reasons including those more commonly-cited reasons
like childcare. Discrimination in workplace could be a driving reason for going for the selfemployment pathway for BAME women. A poll commissioned by Guardian found that 57% of BAME
women were treated differently because of their clothing, hairstyle or general appearance at work,
university or school in the last five years, while only 29% of their white counterparts said they were
treated differently.39 Under these circumstances, BAME women might choose self-employment to
avoid discrimination. In fact, in the research carried out by Chwarae Teg with young women, some
Muslim participants stated that they consider self-employment due to discrimination experienced in
the workplace as a result of their religious clothing, or they are unable practice their religion due to
lack of facilities; resulting in Muslim women viewing self-employment as an alternative career
path.40
Carter and Mwaura et al. (2015) underline the considerable practical similarities between women’s
enterprises and BAME enterprises, not only because of the lower enterprise participation and
performance of women and some ethnic minorities, but also the lower levels of resources and other
factors necessary for business entry and growth.41 They mention that the vital building blocks for
business which are Money, Market and Management Skills (3Ms) are not easily accessible to women
and ethnic minority businesses, and even less accessible to BAME women.
Access to finance is one of the key barriers for women in self-employment and similarly for ethnic
minorities in self-employment. Research shows that ethnic minorities tend to be excluded from
accessing bank loans.42 Research published in 2009 found that Black African led firms are more than
four times as likely as white led firms to be denied a loan outright, with Black Caribbean firms 3.5
times as likely, Bangladeshi firms 2.5 times as likely and Pakistani firms 1.5 times as likely. 43 Indian
firms had a slightly lower loan denial rate than White firms. The research suggests that financial
exclusion creates discouragement, and creates a situation where firms that would like to apply for
finance don’t out of fear of rejection.44
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This financial exclusion is likely to be felt harder by BAME women, given that they are likely to have a
poor credit record, lack of formal savings and assets, and poor financial records, alongside the
perception of discrimination by the monetary institutions. Furthermore, complicated bureaucratic
procedures are likely to affect BAME women negatively, particularly if they also struggle with
language barriers.
On self-employment, it is also worth highlighting that some ethnic groups are over-represented
within high-skilled occupations, and, as the JRF research on ethnic minority disadvantage in the
labour market suggests, it may not necessarily reflect ‘career success’, but could reflect the number
of self-employed BAME individuals.45
2.2.3. Qualifications and promotion opportunities
Challenges that BAME individuals experience in employment and career progression start before
they enter the labour market. Bias in schools against BAME pupils and lack of support and career
advice are important elements in the career development of BAME people, which might prevent
them from having a successful transition from school to further education and/or the labour market.
As Chwarae Teg’s Bright research also underlines, the lack of sufficient career advice and prevalent
stereotyping remain among the primary challenges for many young women, and they are felt more
by the people from ethnic minority backgrounds.46
Research by Resolution Foundation found that even though the proportion of graduates increased
across all ethnic groups in recent years, ethnic minority graduates still face significant employment
and pay penalties in the workforce.47 While the proportion of working-age Indian, Pakistani and
Bangladeshi people with degrees has more than trebled since the end of the 1990s (50%, 30% and
25% respectively), Pakistani and Bangladeshi graduates are about 12% less likely to be in work than
white British graduates, and Indian and Black Caribbean graduates have a jobs gap of about 5%.
Black African and Bangladeshi graduates are twice as likely as Indian, White and Chinese graduates
to work in low-paying occupations.48
A piece of research by Joseph Rowntree Foundation in 201549 highlights how the ethnic and class
background of pupils affect their experience in education and entering the labour market. In general,
ethnic minority groups tend to have high levels of education compared with the white majority. At
the top end of educational performance, 54.9% of Indians have a degree in contrast to only 31.6% of
the white majority population. The Bangladeshi group is the lowest and an exception, with only
25.9% having a degree, and 25.4% having no qualification at all compared with 16.7% for the white
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majority. Teachers’ own biases on the ability levels of pupils with an African Caribbean background
in secondary school is also a factor in underachievement among this group.50
Although ethnic minority groups have slightly higher educational qualifications than the white
majority on average, fewer work in graduate occupations.51 Work published by JRF in 2015 shows
that over 40% of all Black African employees with A-level and graduate-level qualifications are
overqualified for their current jobs and Black African and Pakistani/Bangladeshi women in particular,
are taking jobs well below their qualification level. Furthermore, despite achieving better grades,
BAME individuals are less likely to attend Russell Group universities.52
Analysis by the Higher Education Funding Council for England (HEFCE) in 2015 shows significant
differences in professional employment rates amongst ethnic groups.53 Black Caribbean qualifiers
have the lowest rate of professional employment six months after graduation, at 55.4%, which is 9.3
percentage points lower than the highest rate of 64.7% for White qualifiers. At 40 months after
graduation, it is Black African qualifiers who have the lowest rates of professional employment, at
65.9%, while Asian Indian and White qualifiers have the highest rates at 79.1% and 78.7%
respectively.54
Career advancement and promotion is another area where BAME people’s experiences differ. Ethnic
minority groups are less likely to have equal access to opportunities for development and
promotion. The Race at Work Scorecard 2018 underlines that 70% of BAME employees say that
career progression is important to them, compared to 42% of White British employees; yet, over half
of BAME employees (52%) believe that they will have to leave their current organisation to progress
in their career, in contrast to 38% of White British employees.55 This could be due to discrimination
or unconscious bias in the workplace, or lack of clear and transparent information about training and
progression routes within the workplace.56
The McGregor-Smith Review’s Call for Evidence research shows that 79% of BAME individuals
reported that they were not satisfied with their career progression, compared with only 26% of
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white individuals.57 The survey also found 88% of BAME individuals said they perceived there to be
difficulties which have limited their chances to progressing in work, compared with only 52% of
White respondents. The survey concludes that individuals felt they did not struggle due to a lack of
qualifications or competency, but due to other factors which limited their career progression.
Among factors cited, lack of connection to the right people (71%), discrimination (58%) and lack of
role models (48%) come at the top. Other factors referenced by respondents included: a lack of jobs
available in their area, issues with recognition of qualifications, lack of training, lack of opportunities,
inability to work flexibly, non-transparent processes and a lack of cultural awareness including
during social activities. Among those individual respondents who mentioned that their ethnicity had
an impact on their opportunities to progress, 52% felt there was an inability to progress to senior
levels, whilst 23% felt they were not taken seriously or did not fit in. Being discouraged to take up
opportunities was also mention by around 13%, demonstrating that attitudes within the workplace
and workplace environment affect the confidence and self-esteem of individuals.

2.3.

Barriers to BAME women in employment

Research shows that BAME individuals experience discrimination and bias at every stage of their
career, even before it begins. BAME individuals are more likely to perceive the workplace as hostile,
they are less likely to benefit from networks, to apply for and be given promotions and “they are
more likely to be disciplined or judged harshly”58.
The barriers and the areas that the barriers mostly experienced by the BAME individuals are
summarised in the The McGregor-Smith Review as such:59
 Individual expectations and aspirations;
 Human capital such as training, education and skills relevant to job performance;
 Lack of language skills;
 Geography (many ethnic minorities live in areas with high unemployment and lack of
mobility);
 Financial capital for setting up a business;
 Social capital such as social relations and network;
 Access to professions and integration policies;
 Cultural preferences and other cultural barriers;
 Direct discrimination (positive or negative) by employers, banks or co-workers;
 Indirect discrimination.
In this part of the report, we will discuss the gender and ethnicity pay gap; discrimination, sexism
and racism; poverty; language proficiency and cultural barriers; lack of confidence and role models.
57
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2.3.1. Gender and Ethnicity Pay Gap
Women from almost all minority ethnic groups, including white ethnic groups, experience the
gender pay gap; but the gender pay gap in Britain is also shaped by racial inequality.60 According to
Fawcett Society’s latest analysis of the gender pay gap by ethnicity, covering the years from the
1990s until the 2010s, women from different ethnic backgrounds face different gender pay gaps,
and unlike the gender pay gap, there is no one single figure for the gender pay gap of all BAME
groups. The Fawcett Society’s report demonstrates that rather than having a generic ‘ethnic minority
pay penalty’, it is important to look at the individual characteristics of each group in order to better
understand the socio-economic background of pay inequality.61 In this regard, the report shows that
the full-time pay gap can range from a reversed gender pay gap of -5.6% for Chinese women in Great
Britain to 19.6% for Black African women in comparison with white men.
The research by Fawcett Society shows that there are significant differences in pay by gender within
the same ethnic group. As the table below shows, Indian women experience the widest full-time
gender pay gap compared to the equivalent gender pay gap between Pakistani and Bangladeshi men
and women. On the other hand, the gender pay gap between Black Caribbean women and men is
reversed, Chinese women in Britain have closed their gender pay gap with White British men.
Pakistani and Bangladeshi women have the largest gender pay gap of all.
Full-time mean gender pay gap by ethnicity in 2010s
(Source: Gender Pay Gap by ethnicity in Britain, Fawcett Society, 2017)

White Irish
White Other
Indian
Pakistani and Bangladeshi
Black African
Black Caribbean
Chinese

Internal GPG
(within the given ethnic group)
-3.7%
12.1%
16.1%
5.5%
5.4%
-8.8%
11.5%

External GPG
(with White British men)
-17.5%
14.0%
6.3%
18.4%
19.6%
5.5%
-5.6%

These figures demonstrate the occupational differences between ethnic groups in general and by
gender. Ethnic minority groups tend to be overrepresented in low-paying occupations – for example
in retail, catering, elementary personal services, hairdressing, textiles and clothing – and
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underrepresented in well-paid jobs.62 However, there are differences between ethnic groups, and
some such as Bangladeshi and Pakistani groups experience more disadvantage. This helps to explain
the small pay gap between men and women of Pakistani/Bangladeshi origin as they are likely to be
working in lower paying occupations, whereas Indian men have more representation in senior, high
paid occupations leading to a higher pay gap between men and women from Indian ethnic groups.
Research shows that disadvantage also increases by gender, age and geographical lines. All of these
intersecting factors create the “ethnicity pay gap” which is multi-layered and gives varied figures in a
comparative analysis.
Resolution Foundation research published at the end of 2018 found that the UK pay gap for BAME
workers is approaching £3.2bn.63 It found that black male graduates face the biggest pay penalties of
all groups included in the research, with an average penalty of £3.90 an hour (17%). Pakistani and
Bangladeshi male graduates earned an average £2.67 an hour (12%) less, while among female
graduates, black women faced the biggest pay penalty, of £1.62 an hour (9%).64 The report highlights
the differences in the ethnicity pay gap between graduates and non-graduates, with generally lower
differentials among non-graduates. Pakistani and Bangladeshi men face the biggest pay penalties at
14% while black male non-graduates face a pay penalty at 9%. The pay penalties for female nongraduates, while lower, are still significant at 55p for Bangladeshi and Pakistani women (5%), 61p for
black women (6 %), and 44p for Indian women (4%).
A stark figure about the ethnicity gender pay gap was published at the end of 2018 by the BBC
concerning the pay gap in academic institutions. It found that ethnic minority academics earn less
than white colleagues, and among them ethnic minority women have the lowest pay.65 The figures
received from 22 Russell group Universities show that Black and Arab academics at the UK's top
universities earn an average 26% less than their white colleagues. Compared to white men, on
average, white women received 15% less, Asian women received 22% less and black women
received 39% less in the universities.
2.3.2. Bias, discrimination and racism
BAME people experience discrimination, conscious and unconscious bias66 and racism because of the
colour of their skin, their religion, ethnicity and even their accent. For BAME women, conditions are
62
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more difficult as they experience both the barriers previously mentioned, and barriers reported by
women in general, such as sexism and gender stereotyping.
Qualitative analysis of the 2015 Race at Work survey conducted by YouGov 67 underlines that:
Racism very much remains a persistent, if not routine and systematic, feature of work life in
Britain, thus contributing to the organisation of society in ways that structurally disadvantage
ethnic minority workers. (…) Racism is experienced in a wide variety of ways, ranging from
‘everyday banter’ to violence and intimidation. Alongside Islamophobia and antisemitism,
crude and overt forms of anti-Black and anti-Asian racism are also prevalent.

Entering work
Prejudice, stereotyping or conscious and unconscious biases within recruitment processes are one of
the most voiced barrier that BAME individuals experience. Research finds that uncommon names of
applicants reduce their chance of employment if the application is not anonymised, or hinder further
progression when in work.68
Non-anonymised, non-blind application processes are, in fact, one of the indicators that highlight the
discrimination that can take place during recruitment processes. A survey by the Department for
Work and Pension in the UK (2009) sent practically identical applications out to different vacancies,
with two out of three under names typically associated with a certain ethnic group. Of 987
applications with a ‘white’ name, 10.7% received a positive response compared to 6.2% of the 1,974
applications with an ethnic minority name—making applications from white sounding names 74%
more likely to have some success.69
Recent research from the Oxford University Nuffield College reveals that levels of discrimination in
the labour market persist; applicants from minority ethnic backgrounds have to send 60% more
applications to get a positive response from an employer than white British candidate.70 The
discrimination faced by applicants with Pakistani and Nigerian backgrounds is particularly alarming,
with research showing that they needed to send on average 70% and 80% respectively more
unconscious bias. For example, 38% of people from ethnic minorities said they had been wrongly suspected of
shoplifting in the last five years, compared with 14% of white people, with black people and women in
particular more likely to be wrongly suspected. Revealed: the stark evidence of everyday racial bias in Britain,
Guardian, 02.12.2018. Op cit.
67
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applications to receive a positive response from an employer. In terms of gender difference, the
research found that the discrimination encountered by minorities does not vary by gender. Yet, it is
also underlines that the ethnic minority women from Indian, East Asian women and Black African,
Black Caribbean women encounter stronger discrimination relative to women from the majority
group. It also found that only female applicants from Western Europe and the US receive equal
treatment relative to the majority group, while male applicants from the same countries do
experience discrimination.71 The researchers conclude that discrimination is persistent, suggesting;
“employers may simply read no further as soon as they see a Middle East-sounding or Africansounding name.”72
A lack of familiarity with formal recruitment practices among some ethnic minority groups can also
pose a barrier during the recruitment process;73 however, evidence suggests that discrimination is
more about bias, whether it is conscious or unconscious. Lack of diversity in senior roles and in
recruitment panels feeds the unconscious bias in workplaces. The theory of “homosocial
reproduction” introduced by Rosabeth Moss Kanter in 1977 to explain the lack of progression in
women’s careers has been also adopted to explain the lack of BAME employers and the barriers in
their career progression. According to this theory, employers are likely to select employees who are
similar to themselves.74 This means that the dominant gender and ethnic background within the
management team will reproduce itself by appointing people from the same gender and ethnic
background. A recent term used to describe this selection is the “affinity bias” which explains
people’s choice of sticking to what somebody is used to. This term is used to explain why people
socialise and spend time with others who are similar to them, why people favour someone similar to
themselves (particularly in the recruitment processes) and why white males are over-represented in
boardrooms.75
In work
In December 2018, the Guardian published a research demonstrating the stark racial bias in Britain.76
The poll found that 57% of minorities said they felt they had to work harder to succeed in Britain
because of their ethnicity.77 40% of the BAME respondents to the survey also said they earn less or
had worse employment prospects than other people in Britain because of their ethnicity; only 29%
of respondents disagreed with this statement.
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The Guardian’s poll also found that 43% of those from a minority ethnic background had been
overlooked for a work promotion in a way that felt unfair in the last five years – more than twice the
proportion of white people (18%) who reported the same experience. 57% of BAME women and
59% of BAME men felt that they were overlooked in a job application or for promotion at work
unfairly.78 The proportion of white people who felt they had been unfairly overlooked was 35%; 32%
white women and 38% white men. These factors also reduce opportunities for accessing training and
career progression.79
Research shows that promotion of equality, diversity and fairness is inconsistent across
workplaces.80 Confusion about equality and diversity policies in the workplace remain among
employees as these policies are not effectively communicated or put into practice.
BAME individuals experience discrimination and racial harassment in their work life and workplace,
not only from their employer but also from their colleagues, clients and customers. According to the
Race at Work Scorecard 201881 1 in 4 BAME employees (25%) reported that they had witnessed or
experienced racist harassment or bullying from managers in the last two years. While some
managers have taken a zero-tolerance approach to racism in the workplace and support BAME
employees, some of them are among the culprits when it comes to racism at work, or they are
indifferent to racism. 82
The Race at Work Scorecard 2018 also warns that there has been an increase from 16% in 2015 to
19% in 2018 in the proportion of people from a BAME background who report having witnessed or
experienced racist harassment or bullying from customers or service users.83 This rise should be
considered carefully in relation to the result of the referendum on the UK’s membership of the
European Union in 2016.
However, even though the figures about discrimination and racial harassment are stark, there is still
a persistent stigma around talking about race and religion, and most people still find it difficult,
particularly in the workplace.84 Another survey by YouGov found that 67% of respondents do not
feel comfortable talking about race.85 The Race at Work Scorecard 2018 report also found that only
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38% of the employees who responded to the survey are comfortable talking about race and only
35% are comfortable to talking about religion.86
Everyday racism/structural racism and the impact on individuals
The Guardian’s Bias in Britain survey found that 43% of BAME respondents regularly experience bias
in Britain because of their ethnicity, and 50% of the respondents said that sometimes people don’t
realise that they treat other people differently because of their ethnicity. 69% of the respondents
think that Britain today has a problem with racism, and only 11% disagree with this statement.
The poll also shows that BAME people are discriminated against in their everyday activities: 30% of
BAME women and 39% of BAME men who responded to the survey had been refused entrance or
asked to leave a restaurant, bar or club for no good reason in the year before the poll was carried
out. The proportion of white women refused entrance or asked to leave a restaurant, bar or a club is
13% and proportion of white men is 26%. Zubaida Haque, the deputy director of the racial equality
think-tank Runnymede Trust, emphasises that racism and discrimination against BAME people and
minority faith groups isn’t restricted to one area of life. She highlights that:
If you’re not welcome in a restaurant as a guest because of the colour of your skin, you’re
unlikely to get a job in the restaurant for the same reason. Structural and institutional racism
is difficult to identify or prove, but it has much more far-reaching effects on people’s life
chances.87

According to a YouGov survey, 72% of those polled thought racism existed either a great deal or a
fair amount; 52% thought it existed ‘a fair amount’; and 20% said ’a great deal’ of racism was
present. Yet, one in five (20%) thought “not very much” racism existed in the UK. 88 The survey also
found that men are almost twice as likely as women to say racism does not exist very much or at all
(27% of men vs 17% of women). The survey found that up to 40% of British people do not think
those from ethnic minority backgrounds face greater discrimination than white people in areas of
life such as jobs, education and access to finance.89 The majority of the population think people from
ethnic minority backgrounds face no more discrimination than white people in the workplace (54%),
and in access to finance (57%), access to jobs (52%), university (52%) or good schooling (54%).90
Analysis of YouGov’s 2018 survey results demonstrate that racism is not perceived in a consistent
way by the public; people do not have the same interpretation of what a racist act is, thus their
perception of racism is varied.91 For example, according to the survey, “assuming that someone is of
a particular race based on their name alone is seen as always/usually racist by 46%, compared to
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41% who believe it’s not usually/never racist.”92 Given that people might be discriminated against
because of their name as previously discussed, assumptions made about an individuals’ race
because of their name can in fact be discriminatory.
The survey shows that while people can agree on everyday racism more easily, when it comes to
institutional racism, they are more divided. The data analyst says: “People seem to think it’s a oneon-one issue, instead of an institutional one.”93
Discrimination and exclusion can have a wide-reaching and catastrophic impact on BAME people,
leading to feeling disempowered, alienated and lonely. Even those who have progressed and are
seen to be successful, or as role models, feel the heavy psychological impact of exclusion.94 The
Guardian’s poll found that 55% of BAME people felt that they were left out of social events at work,
university or school; and 14% of them said that it was due to their ethnicity.95 Being left out and
excluded from social events at work or in school not only has a damaging impact on the confidence
and self-esteem of BAME individuals, but also creates a barrier to career development as they are
excluded from social and professional networks that could help them to progress in their career.
It is not easy to tackle bias and racism, particularly in the workplace as discrimination is often subtle,
and in many cases fairness, equality and diversity policies do not provide a clear guidance on how to
take action. Trade Union representatives are seen as being an important source of support in helping
BAME individuals address discrimination and racism in the workplace.96 However, research shows
Trade Unions are not except from bias, and some representatives indifferent to racism in the
workplace.97 Research reveals can be ‘white resentment’ in the workplace98, with some suggesting
that equality and diversity policies are unnecessary as BAME people do not experience inequality;
they suggest that implementing equality policies would actually create unfairness between the
BAME and white employees. This demonstrates the importance of equality & diversity and
unconscious bias training at all levels in the workplace, and the need to talk openly about race in the
workplace and the structural disadvantages that BAME people experience to improve understanding
and raise awareness.
Another mechanism to cope with bias and discrimination utilised by BAME individuals, particularly
by women, is to attain higher qualifications. Research carried out with Muslim women shows that
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obtaining higher educational qualifications is perceived the only viable way to tackle
discrimination.99
A number of studies also suggest that people who are exposed to racism and discrimination tend to
change their jobs or seek alternative forms of employment as a direct response to experiencing
racism.100 This is also cited as one of the reasons that BAME individuals look for opportunities to set
up their own businesses; hence self-employment becoming more prevalent amongst BAME
individuals.
2.3.3. Poverty and lack of resources
Evidence suggests that compared to the white population, most ethnic minority groups are more
economically disadvantaged; particularly because of their disadvantaged position in employment,
pay penalties and the higher rate of persistent poverty among ethnic minority households.101
Persistent inequalities experienced by ethnic minority households in education, employment, health
and housing mean that they have also been disproportionately affected by austerity measures taken
after the 2008 economic recession.102 Research shows that women have been disproportionately
affected by austerity as a result of structural inequalities which means they earn less, own less and
have more responsibilities for unpaid care and domestic work; and for the BAME women, the gender
inequalities intersect with and compound racial inequalities.103
In 2015/16, 50% of Bangladeshi households, 46% of Pakistani households and 40% of Black
African/Caribbean households were living in poverty compared to 19% of White British
households.104 Ethnic minority households are more likely to be larger than white British families;
51% of Black African, 65% of Pakistani and 64% of Bangladeshi children live in large families,
compared to 30% of those in White British families. 105 Figures prove that BAME women are more
likely to be affected by cuts to benefits and tax credits because they are more likely to be living in
poverty, more likely to be living with dependent children and more likely to be living in large
families. Research by Runnymede Trust and Women’s Budget Group shows that as a result of benefit
cuts and tax changes:106



Women will lose more than men.
Asian women in the poorest third of households lose on average 19% of
their income by 2020 (over £2200) compared to if the policies in place in
May 2010 had continued to 2020.11

99

Religion and ethnicity at work: a study of British Muslim women’s labour market performance; 2019.
Equality, Diversity and Racism in the Workplace; BITC 2016. Op cit.
101
Poverty across Ethnic Groups Through Recession and Austerity; JRF 2015. Op cit.
https://www.jrf.org.uk/sites/default/files/jrf/migrated/files/poverty-ethnic-groups-recession-full.pdf Access:
September 2018.
102
Intersecting inequalities: The impact of austerity on Black and Minority Ethnic women in the UK. Runnymede
Trust, (2017). https://www.runnymedetrust.org/uploads/PressReleases/1%20bme_executive_summary-A301.pdf Access: March 2018.
103
Ibid.
104
Ibid.
105
Ibid.
106
Ibid.
100

25




Black women in the poorest households will lose on average 14% of their
income (over £2000 a year).
Black and Asian lone mothers, respectively, stand to lose £4,000 and
£4,200 a year on average by 2020 from the changes since 2010, about 15
and 17% of their net income.

Another piece of research by JRF highlights how BAME households have been affected by the
recession:107 before the recession, the household income of Chinese and Other White groups was
higher, with it slightly lower than the White majority within Indian groups; after the recession
however, Chinese households saw a major fall in their income, falling behind the white majority.
While White majority and Black Caribbean families did not observe a major change in their weekly
income, all other ethnic groups saw a noticeable fall in their incomes.
The JRF research also shows that BAME women’s unemployment rates change slightly (2-3%) during
the recession due to the low economic participation rates.108 It demonstrates that benefits are an
important income contributor, particularly for Pakistani and Bangladeshi groups (around one third of
their income) and Black African/Caribbean groups (around a quarter of their income).109
The disadvantage faced by BAME people in employment and the likelihood of being in low paid jobs
and occupations are likely to persist, with research showing that only a fifth of low-paid workers
have escaped low pay ten years later.110 This evidence also references another concern about
poverty among ethnic groups; “while being in a poor economic position and poverty is a serious
concern, not being able to get out of such a state is of greater concern”.111
JRF research found that persistent poverty was most prevalent among the Pakistani and Bangladeshi
groups, with 37% of Pakistanis in poverty for two consecutive years and 14% in poverty for three
consecutive years.112 Although Black African and Black Caribbean groups did not have especially high
poverty rates, they had high rates of persistent poverty (31% and 23% respectively). The White
majority group have relatively low rates of persistent poverty and high rates of never being poor.
Nearly 72% are never in poverty, 13% in poverty at least twice and 5% are poor in all three years in
which they were observed. The Chinese and Other White groups have very similar experiences to
the White majority. Indians experience slightly higher persistent poverty rates (16%) but a similar
proportion was poor in all three years (6%).
Having no qualifications, being out of work, being separated/divorced/a single parent are some
significant preconditions of persistent poverty. Another piece of research by JRF suggests that social
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network compositions can also be factors contributing to a risk of being poor.113 Exploring the
connections among poverty, ethnicity and social networks, the research suggests that having a
mixed ethnic friendship network, having friends from outside your neighbourhood, and having all
friends who are employed are three factors related to reducing the likelihood of being poor. Mixed
ethnic group networks are most common for Mixed, Black African and Black Caribbean ethnic groups
and least common for White British and White Irish ethnic groups. Having friends from outside their
neighbourhood is most common for Black African and Mixed ethnic groups and least common for
Pakistani and Bangladeshi groups.114
Social networks, including friend and family networks are important for BAME women, not only in
reducing the likelihood of poverty, but also in their entrance to employment and career
development. Supporting people to diversify and expand their social networks; increasing their
understanding of the potential to draw social, emotional and financial support from their networks,
and the ways in which these benefits may be maximised115 can be areas of focus in developing
support programmes to BAME women. Later in the report, we will discuss the significance of BAME
women’s social network organisations in improving BAME women’s participation in the economy
and public life.
2.3.4. Lack of language proficiency and qualifications
Lack of qualifications, failure to gain recognition for existing qualifications, and language proficiency
are significant barriers to BAME women participating in labour market and sustaining an
independent life. These barriers are concurrent with the structural barriers that affect BAME
women’s participation in the economy discussed previously, and create additional conditions that
make it harder for BAME women to join the labour market and integrate in the workplace.116
English language skills are an important factor for BAME women, not only in participating in
economy, but also as a route out of poverty and utilising the welfare system and other support
mechanisms that are available. Research by JRF (2015) indicates that there is a correlation between
English language skills and persistent poverty within BAME communities, with the report arguing
that having English as a first language reduces the probability of being in persistent poverty by 5%.117
Furthermore, a number of studies suggest that lack of language skills, knowledge and familiarity with
the social services and welfare system (particularly for new migrants and refugees), especially in
relation to how the labour market operates, and lack of social networks can create barriers for
women in particular.118

113

How are poverty, ethnicity and social networks related?, Finney N., Kapadia D. and Peters S., (2015), JRF.
https://www.jrf.org.uk/report/how-are-poverty-ethnicity-and-social-networks-related Access: December
2018.
114
Ibid.
115
Ibid.
116
Ibid.
117
Entry to, and Progression in, Workplace; JRF 2015. Summary report. p.3 Op cit.
118
Religion and ethnicity at work: a study of British Muslim women’s labour market performance; 2019. Op cit.

27

Austerity has hit the support mechanisms available for individuals to overcome these problems
severely. One of the most damaging cuts has been seen in the funding of English classes (ESOL English for Speakers of Other Languages) which has had a direct impact on BAME women.119 New
migrants and refugees in particular need substantial support to be able to settle in, improve their
language proficiency, understand the regulations and rules around employment and deal with the
bureaucracy around registration and skill recognition. While the organisations working with and
supporting migrants and refugees, and some local councils provide information about living and
working in Britain, we lack a cohesive systemic and gender-lensed approach.120
2.3.5. Confidence, lack of role models
Research shows that lack of confidence is a critical barrier to women being able to progress in their
careers. Some underlying reasons for a lack of confidence can be gender stereotyping, unconscious
bias, lack of support mechanisms such as mentoring, a lack of and career advice, role models and
access to social networks. While BAME women are affected by all these factors, they also experience
the racial inequalities and barriers which intersect with barriers faced by women more generally.
The Guardian’s poll from 2018 shows that 47% of BAME respondents said they did not feel
comfortable expressing their views or beliefs because of their ethnicity (31% of them felt this within
the last year), 38% of BAME respondents felt the need to alter their appearance because of their
ethnicity, and 37% of respondents felt the need to alter their voice because of their ethnicity.121 44%
of BAME respondents also said that people of their ethnicity are treated in a way that means they
can’t be fully true to themselves in Britain today. 122 These figures demonstrate how BAME people
often feel they need to alter aspects of their personality or appearance in order to be accepted.
Research shows that experiencing and/or witnessing racism, and being anxious or on edge due to
the continuous risk of discrimination and racial harassment has an impact on ethnic minority
employees’ mental health, emotional and psychological well-being, which directly affects their
confidence level.123 72% of BAME respondents to the Guardian’s bias survey said they have
experienced someone using racist language in their presence, although it was not directed at them
(44% of which happened in the last year). 66% of respondents experienced racist language directed
at them (6% of which happened in the week before they responded to the poll, 23% of which
happened more than a week ago but within the last year).124
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The McGregor-Smith review indicates that BAME people have lower expectations from their careers
due to the poorer career progression and unequal access to opportunities for career development
and progression.125 The belief that they would not be able to achieve the career that they would like
due to the structural barriers, including racism and unconscious bias, is strengthened if individuals
face discrimination.
One way to overcome the lack of confidence experienced by BAME women is to have visible and
relatable role models, however, as evidence also shows, BAME people are underrepresented in
senior roles, in public life and media; and visible BAME role models also have to fight against bias
and discrimination.126 Lack of visible BAME role models and failing to celebrate the achievements of
BAME people have a negative impact on career aspirations and outcomes. The underrepresentation
of BAME people, women in particular, in political and public life, in media and senior roles within
business is a critical barrier to BAME women. A study conducted by Operation Black Vote and The
Guardian found out that only 36 (3.4%) of the 1000 most powerful people in Britain were from
ethnic minorities and just 0.7% of them were BAME women.127

2.4.

Recommendations from the literature

There has been a wealth of discussion around what can be done to tackle the barriers that BAME
individuals experience in employment, and to create equal, diverse and fair work practices. In this
section, we will summarise some key action points from the literature for organisations and
government in this part.128
To start with, anonymised job applications, blind shortlisting and diversity in recruitment boards and
panels are two key action points that are most commonly voiced in the literature. Diverse applicant
lists should be prioritised by businesses and recruitment agencies. The JRF report on entry and
progression in work also recommends that outreach services in job centres should be reopened and
improved, as these services are vital for supporting BAME people.129
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Setting specific targets, which consider intersectional factors affecting those ethnic groups which
systematically appear most disadvantaged is recommended as an important action to tackle
barriers.130 Geographical inequalities should be considered in developing a targeted approach.
Alongside these targets, career advice services focusing on BAME individuals should be improved.131
One of the common calls for businesses and organisations is around transparency.132 Organisations
should regularly make performance assessments and make their policies around recruitment, career
progression, pay and reward guidelines, and how and why people are promoted clear for all
members of staff. As well as implementing and clarifying workplace policies, appraising
organisational culture is crucial in order to understand what is happening in the organisation.
Ultimately, improving awareness of the intersectional challenges facing BAME women in progressing
in the workplace, and analysing these through multiple lenses is a key action for businesses to
achieve cultural change and break down these barriers.
Management and leadership play a critical role in overcoming the bias and discrimination prevalent
in some workplaces, and is key to creating and sustaining an equal and fair workplace culture.
Leaders have to create inclusive cultures that allow people to talk openly about race and ethnicity
and bring their authentic selves to workplace.133 Furthermore, workplace programmes, such as
career development training, outreach programmes, networks, unconscious bias and discrimination
training, and mentoring programmes are essential and progressive actions to support BAME
employees and change the workplace culture.
In terms of workplace policies, EHRC supports faith-friendly workplaces to go beyond minimum legal
requirements and seek to attract, welcome, support and retain people of all faiths.134 EHRC Wales
prepared a guideline to support organisations to create faith-friendly workplaces, which include
implementing all-staff training on different religions and beliefs to influence culture change. This
training helps challenge existing stereotypes and assumptions about different faiths, and supports
employees to explore how they and their colleagues can maintain their faith in the workplace.
Alongside workplace policies, there is also a call to support BAME women in self-employment.
Businesses and government agencies are expected to develop, improve and sustain a supplier
diversity programme to engage with different businesses, self-employed women and BAME groups
in particular. In addition to this, existing support programmes for self-employed people should be
more accessible to BAME women.
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As well as individual businesses, UK and Welsh Government also have a crucial responsibilities in
tackling the barriers faced by BAME women. JRF research135recommends that the public sector
should be at the forefront of recruiting people from ethnic minority groups, particularly those who
face systematic disadvantage in the labour market. As institutions that should have a clear
commitment to improving diversity and equality, governments need to ensure that they are leading
by example. At the same time, businesses need to be adequately supported to create more diverse
workforces. Respondents to the McGregor-Smith review Government’s to enforce of legislation
(25%), work alongside/provide incentives for businesses to promote diversity (24%), and to lead by
example (19%).136 Calls have also been made for Government to make Race/Ethnicity Pay Gap
reporting mandatory for bigger businesses, as in the case of the Gender Pay Gap. The UK
Government carried out a consultation about this which was finalised in January 2019, we look
forward to seeing the published response and hope the Government will act on this
recommendation.

2.5.

Policy Framework

Ethnicity, race and gender are issues crosscutting many policy areas; therefore, it is not possible to
carry out a detailed policy analysis in this limited space. In this part, we would highlight three
baseline policy frameworks in Wales that set up ground for race and gender policies: Equality Act
(2010), Public Sector Equality Duty (2011) and Well-being of Future Generations (Wales) Act (2015).
Equality Act (2010): The most significant policy affecting the employment of BAME individuals is the
Equality Act, which came into force in 2010. The Equality Act brought together 116 separate pieces
of legislation into one single Act; among them are the Equal Pay Act (1970), the Sex Discrimination
Act (1975), the Race Relations Act (1976), the Disability Discrimination Act (1995), the Employment
Equality (Religion or Belief) Regulations (2003), the Employment Equality (Sexual Orientation)
Regulations (2003), the Employment Equality (Age) Regulations (2006), the Equality Act (Sexual
Orientation) Regulations (2007).137 The Equality Act outlawed discrimination on the grounds of nine
protected characteristics, which are: age, disability, gender reassignment, marriage and civil
partnership, pregnancy and maternity, race, religion or belief and sex.
Public sector Equality Duty (2011): The Public Sector Duty means that public bodies have to
consider all individuals when carrying out their day-to-day work – in shaping policy, in delivering
services and in relation to their own employees. It requires public bodies to eliminate discrimination,
advance equality of opportunity, foster good relations between different people when carrying out
their activities. Public bodies are required to publish relevant, proportionate information showing
compliance with the Equality Duty, and to set equality objectives.
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Well-being of Future Generations (Wales) Act (2015): The Well-being of Future Generations
(Wales) Act articulates a more equal and prosperous future for Wales through seven well-being
goals, which all public bodies are expected to contribute to. These are: A Prosperous Wales, A
Resilient Wales, A More Equal Wales, A Healthier Wales, A Wales Of Cohesive Communities, A Wales
Of Vibrant Culture And Welsh Language, A Globally Responsible Wales.

2.6.

Conclusion

Research shows that BAME individuals face barriers to developing and advancing in a career, an
ethnicity pay gap and significant unemployment. People from minority ethnic groups tend to have
lower employment rates and when employed, they are concentrated in low-paid sectors and
occupations. They are also more likely to be in poverty.
However, the experiences of BAME individuals change among different ethnic groups. The term
BAME does not refer to a community or a homogeneous group defined with particular
characteristics. The position of disadvantage in the labour market is affected by some compounding
factors such ethnic background, religion, colour of skin, gender, nationality and migration status,
age, disability, class and socio-economic status, and geography. There are critical differences in the
experiences of men and women within many ethnic groups, as well as the differences between the
women from different ethnic groups.
BAME individuals are not only disadvantaged in terms of quantity of work they have access to, they
are also disadvantaged in terms of the quality of jobs. Research shows that although ethnic minority
groups have slightly higher educational qualifications than the white majority on average, fewer of
them work in graduate occupations. Evidence shows that ethnic minority graduates still face
significant employment and pay penalties in the workforce. Furthermore, ethnic minority groups are
less likely to have equal access to opportunities for career development and promotion.
One of the persistent barriers to BAME individuals, which affects their participation in economy,
career development and progression, is discrimination and racism in the workplace. They face
discrimination and racism in both entering the work and retaining in the work. Research found that
uncommon names of applicants reduce their chance of employment if the application is not
anonymised, or hinder further progression when in work. A lack of diversity in senior roles and in
recruitment panels also feeds the unconscious bias in workplaces.
In work, BAME individuals experience discrimination and racial harassment, not only from their
employer but also from their colleagues, clients and customers. They feel that they need to work
harder to succeed; they sense they were overlooked in a job application or for promotion at work
unfairly. Yet, attempts to overcome bias, discrimination and racism are not strong and consistent
enough that racial discrimination is still the biggest barrier that BAME individuals experience in work
and in their day-to-day life.
BAME women experience the disadvantages in labour market different to their male and white
women counterparts. Evidence suggests that women have been disproportionately affected by
32

austerity as a result of structural inequalities which means they earn less, own less and have more
responsibilities for unpaid care and domestic work; and for the BAME women, the gender
inequalities intersect with and compound racial inequalities.
Gender pay gap figures shows that the labour market in Britain is not gendered but also ethnically
segregated. Research suggests that rather than calculating a generic gender pay gap for ethnic
minority groups, it is important to look at the individual characteristics of each group to better
understand the socio-economic background of pay inequality.
Lack of qualifications, failure to gain recognition for existing qualifications, and language proficiency
are significant barriers to BAME women participating in labour market and sustaining an
independent life.
Research also shows that lack of confidence is a critical barrier to women being able to progress in
their careers. Some underlying reasons for a lack of confidence can be gender stereotyping,
unconscious bias, lack of support mechanisms such as mentoring, a lack of and career advice, role
models and access to social networks.
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3. Methodology
This research aims to understand the experiences of BAME women in employment in Wales. The
research asks:
What are the experiences of BAME women in accessing and progressing in work/the Welsh
economy?
In order to establish this, the research seeks to answer the following questions:
1. What does the statistical evidence demonstrate about BAME women’s participation in
the Welsh economy?
2. What are the barriers that BAME women experience to participating in the economy?
3. How accessible and inclusive are employability and careers support programmes for
BAME women?
4. What changes would BAME women in Wales suggest are needed to tackle the barriers
they experience?
The research prioritises and uses a combination of both quantitative and qualitative data. The
quantitative data aims to demonstrate the current condition of BAME women’s employment based
on existing statistical data sets, such as the Annual Population Survey and Census 2011. However this
information is limited, as there’s an absence of recent, Welsh-specific, gender-disaggregated
statistical data broken down by ethnicity. Certain sets of statistics also use different classifications of
ethnic groups, with some grouped together.
There are some challenges and limitations in taking up this methodology:


Firstly, as it is discussed in the literature review, it is challenging to address the experiences
of all different BAME groups as they are shaped by the impact of many intersecting factors.



Secondly, it is challenging and in some cases not possible to find (statistical) data
demonstrating ethnicity figures by gender. Additionally, different data sets use different
classifications of ethnic groups, or merge some ethnic groups into one category, which
makes it difficult to address the difference. For example, even though the experiences of
Indian, Pakistani and Bangladeshi women are remarkably different, they are sometimes
represented under the “Asian” category as a whole.



Thirdly, accessing all different ethnic groups to reflect their experiences in research with
limited time and space is not possible.

In order to overcome these challenges, the following steps were taken:


An extensive literature review was carried out to acknowledge the differences among BAME
communities and map out factors affecting the career development of BAME women.



To demonstrate the employment statistics for BAME women, different data sets were
examined, including Annual Population Survey (July 2017-June 2018 release), Census 2011
and available Stats Wales demographic, education and equality and diversity statistics.
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In the classification of ethnic groups, the classification of Census was considered (see
Appendix Chapter 3).



To understand the differentiated experiences of women from different BAME groups, we
carried out interviews with representatives of organisations working with BAME women
(see the list of the participants in Appendix Chapter 3). In total, 18 people were interviewed
from 17 organisations. The total duration of the interviews is approximately 21 hours 24
minutes.



Alongside the interviews, we attended events and meetings in which the experiences of
BAME people were discussed. In particular, Chwarae Teg’s first State of the Nation
Conference focused on BAME women’s experiences in the Welsh economy; initial findings
of this research was presented, and a workshop was organised to discuss key
recommendations which are widely addressed in this report.



A round table discussion was held in May 2019 after the finalisation of the final draft of the
research to discuss the recommendations of the research with a number of stakeholders.
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4. BAME women’s employment in Wales
In this section, statistical data demonstrating BAME women’s employment in Wales is analysed. The
experience of BAME women in Wales has remained unexplored statistically, and it is common to
reference UK statistics whilst discussing the participation of BAME women in economy in Wales. Yet,
rely on UK statics is limited as Wales has a differentiated economic and political landscape that
needs a particular focus to understand the present situation. In that sense, we looked at Welsh
breakdowns in the available data sets even though the sample size for some ethnic and religious
groups is small. The statistics included here demonstrate the varied experiences of different ethnic
groups and therefore the importance of recognising this diversity in policy discussions.

4.1.

Population dynamics

In Wales, BAME people make up 5% of the population. As the graphic138 below shows, the working
age (aged 16-64) BAME population in Wales also makes up 5% of the population of this age group,
whereas in the UK, it is around 15%.

Population aged 16-64 by ethnicity and gender
95%; 895,000
86%; 17,595,500

Males

White males
5%; 49,000
14%; 2,868,400

Females

Ethnic minority males

95%;903,300
85%; 17,640,800

White females
5%; 48,400
15%; 3,052,900

Ethnic minority females
0%

20%
Wales

40%

60%

80%

100%

UK

The BAME population in Wales is agglomerated in the industrial cities of South Wales. The biggest
BAME population is in Cardiff with 18.4% followed by Swansea (9.5%), Newport (8.8%), Vale of
Glamorgan (3.5%) and Wrexham (3.3%).139 In other local authorities, the proportion of ethnic
minority population is under 3%. In fact, in eight local authorities, the BAME population is less than
2%.

138

Annual Population Survey (APS), June 2017-July 2018 estimates. Retrieved through NOMIS, January 2018.
Stats Wales, Year Ending 30 Jun 2018. https://statswales.gov.wales/Catalogue/Equality-andDiversity/Ethnicity/ethnicity-by-area-ethnicgroup Accessed: October 2018.
139
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The graphics140 below show the proportion of different ethnic groups within the BAME population by
gender in Wales. The highest ethnic minority female group population in Wales is the Black/Black
British group, making up 20.9% of the ethnic minority female population aged 16-64. This group is
followed by the Pakistani and Bangladeshi population with 14% and then mixed ethnic group and
Indian population. In the male population, the highest population is the mixed ethnic group with
17.2%, followed by Black or Black British population.
Proportion of females and males aged 16-64 from different ethnic minority groups in ethnic
minority population

Females aged 16-64

Males aged 16-64

11.4%
29.8%

Mixed ethnic group

17.2%

Indian

25.7%

11.4%

Pakistani/Bangladeshi
12.8%
6.4%

14.0%
2.4%

13.6%

8.2%

10.2%
20.9%

16.0%

Black or Black British
Chinese
Arab
Other ethnic group

The graphic141 below shows that, 53% of ethnic minority females aged 16 and over are between 2549 years old. This means that Wales has a young population of BAME women at working age.

% of Ethnic minority females by age in Wales
94%

100%
80%
53%

60%
40%
20%

11%

22%

14%

0%
Aged 16-19

140
141

Aged 20-24

Aged 25-49

Aged 50+

Aged 16-64

APS, June 2017-July 2018 estimates. Retrieved through NOMIS, January 2018
Ibid.
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The table and graphic below show the population figures by citizenship, which gives the opportunity
to find out the proportion of the migrant population in Wales.142 According to estimates, 40% of the
ethnic minorities living in Wales are white.
BAME population in Wales by citizenship

BAME population in Wales by
citizenship

BAME population in Wales by citizenship
63,800
White not UK national
Ethnic minority UK national

53,900

33%

Ethnic minority not UK national

43,500

27%

161,200

100%

Total population of BAME

27%

40%

40%

33%

White not UK national
Ethnic minority UK national
Ethnic minority not UK national

The table143 below demonstrates the population aged 16-64 by religion, age and gender in Wales.
Religion by age and gender in Wales (Aged 16+)
Male

Female

All ages

Ages 16-24

Ages 25-49

Ages 50+

All ages

Ages 16-24

Ages 25-49

Ages 50+

Christian

60.4%

46.6%

49.1%

75.6%

69.2%

48.9%

56.8%

85.5%

Muslim

1.6%

2.5%

2.3%

0.6%

1.1%

1.9%

1.7%

0.4%

Hindu

0.4%

0.7%

0.6%

0.2%

0.3%

0.4%

0.4%

0.2%

Buddhist

0.4%

0.3%

0.4%

0.3%

0.4%

0.3%

0.5%

0.2%

Sikh

0.1%

0.2%

0.1%

0.1%

0.1%

0.1%

0.1%

0.0%

Jewish

0.1%

0.1%

0.1%

0.1%

0.1%

0.1%

0.1%

0.1%

Other religion

0.4%

0.4%

0.5%

0.4%

0.6%

0.4%

0.7%

0.5%

36.6%

49.2%

46.8%

22.8%

28.3%

47.8%

39.6%

13.0%

No religion

As the table shows, the Christian population is highest with 65% of the religious people aged 16 and
over in Wales, which is followed by Muslims with 1.3% and Hindus with 0.4%. According to 2015
figures retrieved from StatsWales, female Christians make up 69% (827,152) of the female
population aged 16 and over, Muslims make up 1.1% (13,389). With all religious groups considered,
the proportion of women having a faith is higher than men with a faith. While the population of

142

Ibid.
Religion by economic activity, age and gender, 2015. StatsWales, based on 2011 Census.
https://statswales.gov.wales/Catalogue/Equality-and-Diversity/Religion/religion-by-economicactivity-agegender Accessed: February 2019.
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Christians increases as the age grows, the population of Muslims drops in reverse. Wales has a
younger Muslim population, with 49% of the Muslim population under the age of 25.144

4.2.

Economic activity by ethnicity and gender

4.2.1. Employment rate by ethnicity
When we look at the employment rates, we see the stark figures of the ethnicity and gender gap in
employment in Wales. The employment rate of white males in Wales is 76.7% whereas for the
ethnic minority males, the ratio drops to 70.2%. White females’ employment rate is just below
ethnic minority males with 69.9%. Only 48.1% of BAME women are in employment in Wales, which
is below the UK average of 72.6% for white females and 56.9% for ethnic minority females. Wales is
below the UK average in regards to the employment rates of BAME people.145

Employment rate of aged 16-64 by ethnicity and gender
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White males

70.2%
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48.1%
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56.9%
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20%
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80%

90%
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The graphic below shows the employment rate of ethnic minority females from different ethnic
backgrounds. Indian females have the highest proportion of employment with 63.5% in the Welsh
economy, which is similar to the UK figure of 68.6%. The lowest employment rate is among the
Pakistani and Bangladeshi women in Wales with 30.2% and 18.3%. At the UK level, the lowest
employment rate is among Arab women, followed by Bangladeshi and Pakistani women.

144
145

Census 2011.
APS, June 2017-July 2018 estimates. Retrieved through NOMIS, January 2018

39

Employment rate of women aged 16-64 by ethnicity
80.0%
70.0%

68.6%
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60.0%

40.0%

59.9%

55.0%

50.0%
46.7%
43.3%43.8%

50.0%
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30.2%

28.7%

30.0%
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20.0%
10.0%
0.0%

Wales

UK

Mixed/Multiple ethnic groups

Indian
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Chinese

Black/Black British

Arab

Other ethnic group

4.2.2. Unemployment rate by ethnicity
The unemployment rate for white males in Wales is 4.8% and for white females is 4.3%.146 When the
rate for ethnic minorities by gender is considered, the stark ethnicity gap is observed again. The
unemployment rate for ethnic minority males is 6.2% and 14.2% for the ethnic minority women. This
means that 1 in 7 BAME women of working age in Wales are seeking work but are currently unable
to find any, whereas the figure is just 1 in 23 for their white counterparts. The unemployment figure
in Wales for ethnic minority females is 5% higher than the UK average.

Unemployment rate for aged 16+ by ethnicity
4.8%
3.9%

Male

White males

6.2%
6.5%

Ethnic minority males

4.3%
3.5%

Female

White females

14.2%

Ethnic minority females

8.7%
0%

2%

4%

6%
Wales

146

8%

10%

12%

14%

16%

UK

Ibid.
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The highest unemployment rate is observed among Black/Black British females at 25.8%. It is lowest
among Indian ethnic females. In the UK, the unemployment rate is highest among the
Pakistani/Bangladeshi population with 14.4%. These figures demonstrate that Wales has a particular
issue with low rates of employment among ethnic minority women.147

Unemployment rate for females aged 16+ by ethnicity
30%

25.8%

25%
20%

17.2%
14.4%

15%

11.9%

4.3%

5%

9.5%

Not Available

9.7%

10%

7.4%

7.3%

6.4%

3.5%

0%
Wales
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Mixed ethnic group

UK
Indian

Pakistani/Bangladeshi

Black or Black British

Other ethnic group

We also examined how the unemployment rate has change in the last ten years by gender and
ethnicity to consider the impact of the economic recession of 2008 in the graphics below. 148 While
White female unemployment in Wales follows a stable line close to white female unemployment
rates in the UK, ethnic minority female unemployment in Wales fluctuates to a greater extent. (The
labels on the graphic excludes the UK figures and only show the proportion of unemployment rates
in Wales.)

147

Ibid.
Annual Population Survey 2008-2018, retrieved via Nomis. To note, the confidence level for the data of the
ethnic minority female and male unemployment in Wales is low.
148
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Female unemployment rate by ethnicity since 2008 (aged 16+)
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Male unemployment rate by ethnicity since 2008 (aged 16+)
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The graphic above shows the male unemployment rates by ethnicity. As the graphic shows, ethnic
minority males’ unemployment fluctuates compared to their white counterparts, but it still
fluctuates less than female unemployment, and more importantly, the gap between white males
and ethnic minority males is narrower than the gap between white females and ethnic minority
females.
4.2.3. Economic inactivity rates by ethnicity
Economic inactivity rates for white males in Wales is 19.3% and for ethnic minority males it is
25.1%.149 The economic inactivity rate for white females is slightly higher than ethnic minority males
149

APS, June 2017-July 2018 estimates. Retrieved through NOMIS, January 2018
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with 26.9%, showing another example of gendered labour market dynamics. When we look at the
economic inactivity rate for ethnic minority females, the gendered and ethnically segregated labour
market becomes much more visible. 43.8% of BAME women aged 16-64 in Wales are economically
inactive.150

Economic inactivity rates for aged 16-64 by ethnicity
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The economic inactivity rate is highest among Pakistani and Bangladeshi women in Wales at 69.1%,
with this group also having the highest economic inactivity rate in the UK. The lowest economic
inactivity rate in Wales is among mixed ethnic females at 29.1%.151

Economic inactivity rate for women aged 16-64 by ethnicity
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The graphic below shows the economic inactivity rates of females since 2008 in Wales and the UK.152
The economic inactivity rates of White females in Wales increased in the years following the
recession and started to fall after 2012, while the reverse is observed in the economic inactivity rates
of ethnic minority females. Between 2013 and 2017, economic inactivity of ethnic minority females
rose, while rates for their white counterparts was declining.
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4.2.4. Employee jobs and Self-employment by gender and ethnicity
Only 8% of the economically active women in Wales are self-employed.153 The graphic154 below
shows that self-employment is higher among women from Pakistani, Bangladeshi, Chinese and other
Asian ethnic groups. However, it is important to bear in mind that the overall economic activity rate
of these ethnic groups is low; hence, it is not statistically viable to make a substantive comparison of
self-employment figures between different ethnic groups. Still, the figures show that there is an
appetite for self-employment among ethnic minority women.

152

Annual Population Survey 2008-2018, retrieved via Nomis. To note, the confidence level for the data of the
ethnic minority female and male unemployment in Wales is low.
153
APS, July 2017-June 2018.
154
Census 2011. Retrieved through NOMIS. January 2019.
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Proportion of employee and self-employed by ethnicity and gender Aged 16+
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4.3.

Economic activity by religion and gender

The graphic below shows economic activity by gender and religion in Wales.155 The highest rates
female employment by religion is among the Hindu and Buddhist religious groups at 56.3%. The
highest female unemployment level is among Muslims at 7.6%, and the lowest among the Christian
females. Muslim females have the highest economic inactivity rate with 63% followed by Jewish and
Christian religious groups. It is worth noting also that the Jewish population in Wales is aging, with
57% of females aged 50 and over.

Economic activity by religion and gender - Aged 16+
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Religion by economic activity, age and gender, 2015. StatsWales, based on 2011 Census. Op cit.
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4.3.1. Employee jobs and Self-employment by gender and religion
The below graphic also highlights figures of employees and those in self-employment by religion and
gender.156 Female self-employment is higher among religious groups other than Christians, whereas
employed jobs are higher among Christians. It is clear that a significant number of BAME women
considers self-employment, meaning that their position in these areas of the labour market should
be considered when support programmes are developed.
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4.4.

Industry and Occupation by ethnicity, religion and gender

4.4.1. Industry by ethnic group and sex
All
ethnic
groups

White
British

White
Other

Mixed/multiple
ethnic group

Agriculture, energy and water

1.7%

1.8%

1.6%

Manufacturing

4.9%

4.6%

Construction

1.8%

1.8%

16.1%

Transport and storage

Black/African
/Caribbean/
British

Any
other
ethnic
group

Indian

Pakistani/
Bangladeshi

Chinese

Other
Asian

1.4%

0.8%

1.1%

0.5%

0.8%

1.2%

0.7%

14.5%

3.4%

3.2%

3.2%

3.4%

5.2%

3.4%

4.4%

1.3%

1.8%

0.7%

1.0%

0.7%

0.7%

1.1%

1.1%

16.3%

11.2%

16.3%

15.4%

23.3%

11.4%

9.5%

10.3%

14.1%

1.5%

1.5%

1.2%

1.3%

1.2%

1.8%

0.6%

0.4%

1.1%

1.3%

Accommodation and food service activities

7.4%

7.1%

12.4%

9.7%

4.3%

9.4%

41.6%

10.8%

8.2%

8.4%

Information and communication

1.4%

1.4%

1.5%

2.3%

2.5%

1.8%

1.6%

0.6%

2.2%

1.8%

Financial and insurance activities

3.5%

3.6%

2.3%

4.6%

3.0%

6.5%

2.5%

1.1%

3.2%

4.2%

Real estate activities

1.5%

1.5%

1.0%

1.6%

1.0%

1.4%

1.2%

0.5%

1.7%

0.9%

Professional, scientific and technical activities

4.2%

4.2%

5.2%

4.2%

3.4%

4.6%

6.5%

2.1%

2.9%

3.9%

Administrative and support service activities

3.6%

3.5%

6.8%

4.7%

3.2%

3.8%

1.8%

2.9%

7.4%

3.8%

Public administration and defence

8.3%

8.5%

4.4%

6.9%

4.6%

5.5%

3.9%

3.2%

6.2%

4.1%

Education

15.0%

15.3%

13.3%

12.4%

8.5%

13.1%

10.0%

7.0%

8.5%

17.6%

Human health and social work activities

23.7%

23.6%

18.4%

22.5%

46.1%

20.7%

11.6%

51.0%

39.0%

29.1%

5.4%

5.4%

5.0%

6.7%

2.1%

2.7%

2.8%

4.1%

3.7%

4.6%

Wholesale and retail trade, vehicle repair

Other

1st
2nd
Source: Census 2011, Industry by ethnic group and by sex

Label

3rd
4th
5th
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The table above shows the proportion of women from different ethnic groups within Welsh
industries, and the table below shows the top five industries by gender and ethnicity.157
All Ethnic Groups

White British

White Other

• Health and Social
Work
• Wholesale and
retail
• Education
• Public Adm.
• Accommodation
and food

• Health and Social
Work
• Wholesale and
retail
• Education
• Public Adm.
• Accommodation
and food

• Health and Social
Work
• Manufacturing
• Education
• Accommodation
and food
• Wholesale and
retail

Pakistani/
Bangladeshi

Chinese

Other Asian

• Wholesale and
retail
• Health and Social
Work
• Education
• Accommodation
and food
• Finance and
Insurance

• Accommodation
and food
• Health and Social
Work
• Wholesale and
retail
• Education
• Professional,
scientific and tech

• Health and Social
Work
• Accommodation
and food
• Wholesale and
retail
• Education
• Manufacturing

Mixed/multiple
ethnic group
• Health and Social
Work
• Wholesale and
retail
• Education
• Accommodation
and food
• Public Adm.

Indian

Black African
/Caribbean/
British
• Health and Social
Work
• Wholesale and
retail
• Education
• Accommodation
and food
• Administrative
and Support

Other

• Health and Social
Work
• Wholesale and
retail
• Education
• Public Adm.
• Accommodation
and food

• Health and Social
Work
• Education
• Wholesale and
retail
• Accommodation
and food
• Other

It highlights that except for Pakistani, Bangladeshi and Chinese ethnic minority women, the top
sector for women’s employment is Health and Social work sector. The manufacturing sector ranks
second for women from white other ethnic backgrounds, which is most likely a result of the
domination of EU migrant workers within the manufacturing industry. Public service and
administration only appears in three ethnic groups which are White British, Mixed/multiple ethnic
groups and Indian.
4.4.2. Industry by religion and gender
The table below shows the proportion of women in Welsh sectors by religion. As the first line of the
table shows, the number of women from different religious backgrounds is uneven, and some
groups, such as Sikh and Jewish women, have smaller representation. Therefore, a comparative
analysis between the groups will not be astute.

157

The only available data on industry by ethnicity and religion is Census 2011; hence, the figures are slightly
outdated.
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Proportion of women in Welsh industries in given characteristics
Christian
Number of women in all
industries
Agriculture, energy and
water
Manufacturing
Construction
Wholesale and retail trade,
vehicle repair
Transport and storage
Accommodation and food
service activities
Information and
communication
Financial and insurance
activities
Real estate activities
Professional, scientific and
technical activities
Administrative and support
service activities
Public administration and
defence
Education
Human health and social
work activities
Other
Total

Muslim

Hindu

Buddhist

Sikh

Jewish

Other
religion

397,820

3,938

2,013

2,422

564

427

3,700

1.9%
4.8%
1.8%

0.9%
3.3%
1.0%

1.1%
4.6%
0.6%

1.2%
5.5%
1.1%

0.7%
3.7%
1.1%

0.5%
3.0%
1.2%

1.6%
3.6%
1.5%

15.3%
1.5%

19.8%
1.6%

17.0%
1.4%

11.5%
0.6%

31.9%
1.8%

16.2%
0.9%

12.8%
1.4%

6.7%

9.7%

5.5%

18.2%

8.5%

4.7%

6.4%

1.3%

1.5%

3.5%

1.4%

1.1%

1.9%

2.3%

3.5%
1.5%

4.9%
1.5%

3.4%
1.2%

2.0%
0.9%

5.0%
0.9%

4.0%
0.9%

2.7%
1.8%

4.2%

4.4%

3.7%

3.8%

3.7%

12.4%

5.2%

3.4%

5.0%

4.7%

4.3%

3.7%

4.2%

3.3%

8.7%
16.4%

4.6%
14.4%

4.8%
8.4%

5.2%
13.6%

6.7%
9.0%

7.5%
16.4%

7.6%
13.9%

24.2%
5.0%
100%

24.2%
3.1%
100%

37.9%
2.3%
100%

22.8%
7.9%
100%

19.1%
3.0%
100%

18.7%
7.5%
100%

27.4%
8.6%
100%

1st
Source: Religion by economic activity, age and gender, 2015.
StatsWales, based on 2011 Census. This graphic does not include
the 'no religion' figures.

2nd
Label

3rd
4th
5th
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Christian

Muslim

Hindu

Buddhist

• Health and Social Work
• Education
• Wholesale and retail
• Public Adm.
• Accommodation and
food

• Health and Social Work
• Wholesale and retail
• Education
• Accommodation and
food
• Administrative and
Support Services

• Health and Social Work
• Wholesale and retail
• Education
• Accommodation and
food
• Public Adm.

• Health and Social Work
• Accommodation and
food
• Education
• Wholesale and retail
• Other

Sikh

Jewish

Other religions

• Wholesale and retail
• Health and Social Work
• Education
• Accommodation and
food
• Public Adm.

• Health and Social Work
• Education
• Wholesale and retail
• Professional and
technical
• Public Adm. and Other

• Health and Social Work
• Education
• Wholesale and retail
• Other
• Public Adm.

The table shows that women from all religious backgrounds are predominantly working in the
traditionally women dominated sectors. Yet, we can observe some differences among religious
groups within the sectors; for example, the proportion of Hindu women working in the Information
and Communication sector is higher than the proportion in the other religious groups, whereas the
proportion of Muslim women working in the Financial and Insurance sector is higher compared to
other religious groups. Muslim and Hindu women’s representation in public administration and the
Defence sector is relatively low compared to the other religious groups.
4.4.3. Occupation by ethnic group by sex by age
The graphic below shows the occupations of women by ethnicity.158 The occupational categories of
“Professional Occupations” and “Associate Professional and Technical occupations” are merged, as
are the categories of “Professional and Technical Occupations” and “Skilled Trades Occupations” and
“Process, Plant and Machine Operatives” are merged as “Vocational Occupations”.

158

Census 2011 retrieved through NOMIS.
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Women's occupation by ethnicity (aged 16+)

Manegerial Occ.

Professional & Technical Occ.

7.3%

7.4%

6.1% 6.4%

8.8%

27.4% 27.1% 29.5% 27.8%

Administrative & Secretarial Occ.

17.9%

Caring, Leisure and Service Occ.

17.9%

Sales & Customer Service Occ.

12.6%

18.4%

51.0%

9.2%

4.6%4.1% 7.2%

26.7% 24.5% 38.3%

35.0%

18.1% 12.9% 17.9% 10.6% 13.5%5.4% 23.3%

12.8% 7.2% 15.0%

10.4%

21.5%

11.4% 11.0%

21.4%

14.3% 6.4% 9.8%

Vocational Occ.

5.5% 5.3%

12.7%

4.3%2.5% 5.5%

10%

20%

39.8%

10.2% 14.3% 10.2% 13.7% 10.9% 6.0%10.3% 12.1%

Elementary Occ.

0%

12.7%

30%

40%

50%

21.4%

14.9%

15.0% 5.9% 11.1% 10.0%

16.6%

15.3%

14.8%

60%

70%

14.2% 11.0%

6.6% 3.9% 5.0%

80%

90%

All categories: Ethnic group

White: British

White: Other White

Mixed/multiple ethnic group

Indian

Pakistani/Bangladeshi

Chinese

Other Asian

Black/African/Caribbean/British:

100%

Any other ethnic group

The figures shows that proportions of ethnic groups within different occupations are varied. In
reference to the literature, the high proportion in managerial occupations (such as
Pakistani/Bangladeshi and Chinese) can be related to self-employed women rather than women in
senior roles in employment.159
The graphic below shows the NS-SeC (National Statistics Socio-economic Classification) of women
aged 16 and over by ethnicity.160
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Ethnic Minority Disadvantage in the Labour Market; JRF 2015. Op cit.
Census 2011 through NOMIS; January 2019. It is important to bear in mind that the population in the ethnic
groups are small.
160
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Socio-economic Classification for women Aged 16+ by ethnicity
All ethnic group categories 5%

23%

19%

6% 5%

22%

12%

7%

White: British 5%

23%

19%

6% 5%

22%

12%

7%

White: Other White
Mixed/multiple ethnic group

9%

21%

7%

Indian

21%
20%

Pakistani

7%

Chinese

10%

Other Asian

6%

Black/African/Caribbean/British

6%

Other ethnic groups
0%

12%

4% 5%

11% 3%2%
14%

15%
20%

14%

6%

10%

13%

21%

13%

8% 2% 13%

5%

6%

8%
13%
14%

43%

7%

18%

5% 5%
3%3%

10% 4%3% 11%
40%

17%

53%

18%
8%

30%

19%

12%
13%

25%

10%

16%

8% 2%

28%

10%

7% 6%

26%

10%

Bangladeshi 3% 7%

12%

50%

21%
17%

15%

11%

15%

10%

7%
60%

8%

23%
41%

70%

80%

90%

100%

1. Higher managerial, administrative and professional occupations
2. Lower managerial, administrative and professional occupations
3. Intermediate occupations
4. Small employers and own account workers
5. Lower supervisory and technical occupations
6. Semi-routine occupations
7. Routine occupations
8. Never worked and long-term unemployed

The graphic shows that women from Indian ethnic groups are better represented in higher and
lower managerial occupations. The economic inactivity and long-term unemployment is higher
among women from Pakistani, Bangladeshi and Black African/Caribbean/British ethnic backgrounds.
The graphic below shows the NS-SeC for males by ethnicity.161
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Ibid.
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Socio-economic Classification for men aged 16+ by ethnicity
All ethnic group categories

12%

19%

7%

15%

13%

13%

17%

5%

White: British

11%

19%

7%

15%

13%

12%

17%

5%

White: Other White

13%

Mixed/multiple ethnic group

10%

5%

17%

Indian

8%

13%

14%

6%

9%

Chinese

14%

Other Asian

15%

Black/African/Caribbean/Bri
tish

10%

Other ethnic group

12%

7%

5%

30%

17%

12%

6%

7%

13%

28%

8%

9%

12%
20%

5%

9%

8%

9%

13%
40%

13%

60%

9%

14%

10%

11%

14%

14%

5% 3%

9%

18%

17%

10%

12%

11%

20%

11%

4%

16%

23%

4%

19%

21%

14%

8%

26%

11%

16%

10%

17%

19%
0%

12%

12%

36%

Pakistani

Bangladeshi

15%

12%
80%

7%

5% 7%

9%

16%

14%
100%

1. Higher managerial, administrative and professional occupations
2. Lower managerial, administrative and professional occupations
3. Intermediate occupations
4. Small employers and own account workers
5. Lower supervisory and technical occupations
6. Semi-routine occupations
7. Routine occupations
8. Never worked and long-term unemployed

As the graphic shows, the proportion of men from Indian ethnic backgrounds is higher than other
ethnic groups. Managerial occupations are lower among men from Bangladeshi backgrounds. The
graphic also shows that, compared to women, economic inactivity and unemployment is higher
among Black/Black British and Mixed Ethnic group males.
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The below graphic shows the proportion of people who have never worked and the long-term
unemployed by gender and ethnicity.162
Proportion of people never worked or long-term unemployed by gender
and ethnicity
All ethnic group categories

60%

82%

40%

18%

White: British/Irish

59%

81%

41%

19%

White: Other White

67%

82%

Mixed/multiple ethnic group

69%

77%

Indian

71%

Pakistani

72%

Bangladeshi

74%

Chinese

Black/African/Caribbean/British

Other ethnic group
0%

20%

40%

19% 9%

89%

71%
60%

80%

25%

42%

95%

5%

26% 4%

91%

83%

10%

28%

96%

58%

23%

29%

95%

75%

18%

31%

90%

81%

Other Asian

33%

11%

17%

29%

5%

100% 120% 140% 160% 180% 200%

Never Worked Male

Never Worked Female

Long-term unemployed Male

Long-term unemployed Female

As the graphic shows, the proportion of women who have never worked is higher than the
proportion of men who have never worked for every ethnic group.
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4.4.4. Occupation by religion by sex by age

Women's occupations by religion (aged 16+)
Manegerial Occ.

Professional & Technical Occ.

7.3%

7.5%

27.4%

7.9%

28.5%

9.4%

30.7%

Administrative & Secretarial
Occ.

17.9%

18.9%

Caring, Leisure and Service Occ.

17.9%

17.5%

7.4%

46.7%

22.9%

33.4% 19.9%

11.8% 10.4% 8.3%

15.0%

10.8%

7.9%

42.4%

14.0%

13.5%

8.3%

39.4%

17.6%

11.0% 11.5%

14.8%

15.2%

Sales & Customer Service Occ.

12.6%

Elementary Occ.

11.4%

10.5%

11.7%

9.9%

18.6%

10.8% 4.0% 8.5%

Vocational Occ.

5.5%

5.4%

5.4%

3.9%

9.7%

3.0% 2.6%

11.6%

0%
All categories

Christian

17.4%

20%
Muslim

11.7%

40%
Hindu

Buddhist

9.0%

18.4%

60%
Sikh

11.2%

8.8%

5.1%

80%
Jewish

100%

Other religion

The figures163 above demonstrate that almost in every religious group, women are most represented
in the professional and technical occupations. Only Sikhs are more represented in managerial
occupations, and again, this could be related to the proportion of self-employed women in this
group.

4.5.

Poverty by ethnicity

Compared to their white counterparts, BAME households are at greater risk of being in relative
income poverty. Overall, 23% of all households in Wales are at risk of relative income poverty.164 The
graphic below shows the risk of being in relative income poverty by ethnicity. 39% of the households
with a non-white household reference person are in relative income poverty, compared to the 23%
of households with a reference person from white background.

163

Ibid.
People in relative income poverty by ethnic group of the head of household, StatsWales.
https://statswales.gov.wales/Catalogue/Community-Safety-and-SocialInclusion/Poverty/peopleinrelativeincomepoverty-by-ethnicgroupoftheheadofhousehold Retrieved March
2019
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Risk of being relative income poverty, for people with
the given characteristics
22%

2010-11 to 2014-15

49%
23%

2011-12 to 2015-16

47%
23%

2012-13 to 2016-17

39%
0%

10%

White ethnic group

20%

30%

40%

50%

60%

Non-white ethnic group

The figures also show that the risk of relative income poverty in non-white households is decreasing
sharply by multi-year periods. For white ethnic groups, the risk of being in relative income poverty
for working age adults is 23% for the periods 2016 and 2017 whereas, for the non-white working age
adults, figures for these periods are 42% and 36%.165
Children’s poverty rates by ethnic groups highlight worrying figures; in the period covering the years
from 2011-16 children’s poverty in Wales for all households was 30%, of which 91% are from white
ethnic groups, and 9% are from non-white ethnic groups.166 The proportion of children within the
given non-white ethnic groups at risk of being in relative income poverty is 62%, whereas the
proportion for children from white ethnic backgrounds is 29%. These figures demonstrate that a
worrying number of children from non-white households are in relative income poverty, or at risk of
experiencing relative income poverty.167
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Working age adults in relative income poverty by ethnic group of the head of household, StatsWales.
https://statswales.gov.wales/Catalogue/Community-Safety-and-SocialInclusion/Poverty/workingageadultsinrelativeincomepoverty-by-ethnicityoftheheadofhousehold Retrieved
March 2019.
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Children in relative income poverty by ethnic group of head of household. StatsWales.
https://statswales.gov.wales/Catalogue/Community-Safety-and-SocialInclusion/Poverty/childreninrelativeincomepoverty-by-ethnicgroupofheadofhousehold Retrieved March 2019.
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Conclusion

The statistics shows us that employment in Wales (and in the UK) is not only gendered but also
ethnically segregated. BAME women are more likely to be unemployed, have trouble finding a job,
and more likely to be economically inactive.
The significant diversity of different BAME groups must be acknowledged as the figures demonstrate
that women from different ethnic groups experience different levels of engagement in economy.
BAME women’s experiences in employment can vary based on ethnicity, religion, nationality, age,
social capital and geography. The figures show that these differences must be considered in order to
understand the barriers and areas that need policy interventions.
The figures also highlight that Wales has a particular issue with BAME women’s economic
engagement. The unemployment and economic inactivity rates for BAME women in Wales is
significantly and consistently higher than the UK average and there is big gap between the figures for
BAME women and their white counterparts. Unemployment and economic inactivity among Muslim
Women in particular is higher than their counterparts, which need further investigation. It is clear
that there is a need for further Welsh aggregated data, as the picture is very different in Wales and
requires different, specific interventions. The Welsh Government Statistics and Research
department might consider different means of collecting data including improving regional
geographical focus in collecting data.
In general, the majority of BAME women work in traditional female dominated industries,
particularly the health, social care and retail sectors. Manufacturing work is common among White
Other ethnic groups as they are likely to work in factories. The figures also show that rates of BAME
women are higher in professional and technical occupations, which might be also related to selfemployment rates.
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The figures demonstrate that there is an appetite among BAME women to take-up self-employment
as the rates of self-employment are higher among BAME women in comparison to their white
counterparts.
Ethnic minority households are more likely to be in poverty and child poverty is significantly higher
among BAME population.
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5. Barriers experienced by BAME Women in the Welsh Economy
As the statistics demonstrate, BAME women are more likely to be unemployed and economically
inactive than their white counterparts and BAME men. Research shows that BAME women in the UK
are disadvantaged in the labour market, exposed to both gender and race inequalities, and face
barriers to their career advancement and progression. The Chief Executive Officer of Race Council
Cymru, Uzo Iwobi (OBE) described the experiences of BAME women as like a ‘triple glazed’ glass
ceiling:
They talk about a glass ceiling [for women]. I talk about it [for BAME women] double glazed,
triple glazed, black glass ceiling, which is even more difficult to break through.

Even though many of the experiences of BAME women in Wales resonate with the experiences of
BAME women elsewhere in the UK, there are some differences between Wales and the rest of the
UK that need to be discussed in order to develop effective, Welsh-specific policies. The statistics
show that the employment rates of BAME women in Wales are lower than the UK average and
BAME women in Wales are more likely to be unemployed or economically inactive. However, there
is limited insight about the reasons behind the statistics, why the experiences of BAME women in
Wales differ, and how BAME women in Wales think we should be tackling these barriers.
In the rest of the report, we will discuss the barriers experienced by BAME women to participating in
the Welsh economy and how they can be overcome by voicing the observations, experiences and
work of the organisations who work with and support BAME women in Wales. The first part of the
discussion based on the qualitative data will focus on the barriers to and experiences of BAME
women in entering the labour market, employment and self-employment. The second part, Chapter
6, will discuss the changes BAME women want to see, according to our research participants.
Before we examine the differentiated experiences of BAME women’s participation in the economy in
Wales, it should be noted that many barriers experienced by women generally are ultimately shared
and are still a significant factor in shaping the experiences of BAME women. First and foremost,
childcare (and other caring) responsibilities were stressed as a major barrier to BAME women in
participating in the economy and public life. Childcare responsibilities in particular might present a
stronger barrier to BAME women’s career development and progression for several reasons:


In some BAME communities, the caring role for women is traditionally stronger. Women
become full-time careers to look after children without being provided with external
support.



Evidence shows that BAME women are more likely to be living with dependent children and
in large families.



Lack of support from extended family with childcare is a critical issue particularly for migrant
families. Many women do not have the social and family network to ask for support with
childcare.
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Unaffordable childcare hits BAME women harder, since, as statistics show, BAME
households are more likely to be in relative income poverty and BAME individuals in
employment are concentrated in low-paid occupations. Thus, even though they have access
to the early foundational phase of education and childcare support, their access to out-ofschool childcare services is likely to be limited.



Many public services (such as ESOL classes) and support programmes which have the
potential to enable BAME women develop their skills and help them with their day-to-day
activities, lack childcare support facilities such as crèches, which can prevent BAME women
accessing these services and activities.

The barriers faced by women in general are more complex for BAME women due to the
accumulating and intersecting inequalities they experience. It is also important to note that the
barriers we will discuss below affect different ethnic groups to varying extents, or according to
personal circumstances, and are not applicable to everyone. This section will highlight some of the
intersectional factors highlighted by research participants, which affect BAME women’s experiences
in Wales.

5.1.

Factors compounding the barriers to BAME women

As discussed in the literature review, intersectional factors, such as ethnicity, age, nationality,
immigration status, and other factors such as geography and class affect the formation of women’s
experiences. This intersectionality, and the diversity within BAME communities in Wales, was
emphasised strongly and consistently throughout our research.
5.1.1. Ethnicity and religion
Faith should be one of the key factors of equality and diversity discussions alongside ethnicity and
race, particularly the discrimination against Muslim women, which was raised to a greater extent by
research participants. The majority of research participants voiced rising Islamophobia as a serious
concern and risk to BAME communities. As one of the research participants reminded us, in the
contemporary political environment “Islamophobia is seen as the new racism of the present”168. It
was highlighted that Muslim women of colour experience triple discrimination at a minimum, based
on their faith, gender and colour.169
5.1.2. Age
The barriers that BAME women from the younger generations experience differ to the experiences
of older generations, which means that these groups tackle the barriers they face in different ways.

168

Muslim Engagement and Development (MEND)/Muslim Council Wales interviews.
Women Connect First, Public and Commercial Services Union (PCS)/Trade Union Congress (TUC),
MEND/Muslim Council Wales interviews.
169
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According to research participants, younger generation BAME women are more resilient and
confident; they adapt better to the conditions they experience and often have more qualifications.
The greater confidence of younger BAME women, particularly those born and raised in Britain,
makes them more vocal about the barriers that they experience. Participants also highlighted that
the younger generation has adapted to life in Britain and they are more capable of coping with the
problems they face.
The participant from the Ethnic Minority Welsh Women Achievement Association (EMWWAA)
explained the differences between younger and older generations:
BAME women have, particularly of my generation, suffered from lack of confidence. Also
they're not very good with communication skills, and those two things could also be barriers
in employment. (…) [The younger generation] have confidence, they have excellent
communication skills, and they do not speak with this accent so they don't have language
barriers. Their skin colour may look different but they dress up like European people. (…)
But, [still] they cannot change their inherited appearance.

Older generations are also more likely to be isolated under the burden of the household
responsibilities. As one of the research participants said, the younger generation is much more
outgoing and their attitude towards household responsibilities is changing:
The middle aged women, the ones who didn't get the further education and just focused on
bringing up the children as it is their culture, are the ones, I think, that face the most barriers,
because they haven't learned to be outspoken. May be they can't… Their English is not very
good, and they've kind of relied on the husband because that's the way the culture is. It's
that middle band that concerns me because of the underlying issues of isolation which can
lead to mental health issues.170

The decisive factors leading to divergence between the younger and the older generations and that
differentiate their experiences in the labour market are: levels of confidence, language proficiency,
access to education and training, and access to wider social networks. As these issues affect the
economic activity of BAME women, age is a critical factor to be included in an intersectional
approach to tackling barriers.
5.1.3. Nationality and immigration status
Barriers faced by BAME women also vary according to nationality and immigration status.
Nationality and immigration status identifies not only working rights but also access to the welfare
system and social services.171 The differentiated experiences of migrants from European Countries,
overseas, as well as refugees and asylum seekers, exemplify this.
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Ethnic Minorities and Youth Support Team (EYST) 1 interview.
No recourse to public funds is a condition imposed on someone due to their immigration status. If someone
is subject to immigration control, they will have no recourse to public funds – this means that while they might
have a permit that allows them to live in the UK, they have no access to benefits, tax credits or housing
assistance that are paid by the state.
171
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Experiences also differ between refugees and asylum seekers, and within different refugee groups.
For example, in the scope of the Syrian Resettlement Programme,172 Syrian refugee families are
given support and often appointed a caseworker, which helps families with their resettlement.173
However, such support is often not available for refugees from other countries and asylum seekers.
The latter group in particular are only left with the support of the voluntary sector if it is available.
Asylum seekers do not have the right to work until they attain their refugee status, and they do not
have access to public services, such as childcare offers.174
5.1.4. Geographical differences
The accessibility of services in different areas of Wales is also varied, therefore BAME women across
Wales can’t all access the same support. Both public and voluntary services are concentrated in
South Wales, with other parts of Wales less resourced. This disparity is again well observed in the
case of refugees and asylum seekers.
Cardiff is a capital city; it’s relatively well resourced in terms of colleges, in terms of free
English classes, in terms of volunteering opportunities, employment opportunities. Whereas
all the areas that I have been working in, are all convergence areas. They are areas of low
GDP, relatively low economic activity… In places like Rhondda Cynon Taff and Port Talbot,
you have got some employers but they are really quite deprived parts of Wales. So the
challenges for women in these areas, some are similar I would say, and some are different.
(…) There are huge challenges to just resettling, because all of these local authorities have
only resettled a handful of families each. So you have just got maybe three families in an
area that is already deprived, that doesn’t have a huge migrant population, so doesn’t have
any migrant organisation…175

Developing social networks, access to training (including English classes) and public and voluntary
support with finding a job are varied between different geographical settings, depending on the
resources and social capital in a local authority.
5.1.5. Educational background and social capital
Family relationships, education level, and ability to access social and family networks affect the
experiences of BAME women in employment. Women with better access to education and social
networks can be more confident about accessing the labour market.
Particularly for migrant and refugee women, a lack of social networks and social capital is a critical
barrier.176 It does not only affect entering the labour market, but it affects accessing the support
programmes, training and other opportunities, as social networks are one of the most important
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Due to the Syrian war and the extensive number of people displaced, UK government developed a
programme called Syrian Resettlement Programme to which Welsh local authorities has signed up.
173
Refugee Council Wales, Displaced People in Action interviews.
174
Refugee Council Wales interview
175
Refugee Council Wales interview
176
Portuguese speaking community rep, SiemaBizz, Refugee Council Wales, EYST 2 interviews.
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mediums for finding out about and accessing opportunities. This also extends to accessing public
services including benefits, childcare and health services.177

5.2.

Bias and discrimination

As discussed in the literature review, one of the most perilous barriers experienced by BAME women
is the bias, discrimination, harassment and racism that affect not only their participation in the
economy but also their day-to-day life and wellbeing. Reported cases related to discrimination and
racism in Wales are increasing and this topic was widely discussed by research participants.
Particularly after the EU referendum in 2016, hate crimes against BAME individuals have seen a
significant rise.178 In North Wales, after the referendum, shops and cafés of Portuguese and Polish
communities were targeted:
I remember that the next day of the referendum, I reported four different cases of hate
incidents. (…) They broke the chairs [in the Portuguese café]. I wasn't there, I didn't see it
but that was reported, and we told the police this is not going to stop. Very luckily, we had a
lot of support from North Wales police in Wrexham. They are normally here, having coffee,
in and out all day and they do that in every Portuguese shop. 179

Research participants told us that they faced shouts of “go back to your country” regardless of their
colour, nationality and citizenship. The CEO of the Race Council Cymru said people are still shocked if
they hear that she still faces everyday racism in her daily life:
Every single day people say, go back to your country. People say, you’re not wanted here,
you live in the jungle, go back to the jungle where you came from, you come here to take
our jobs and our money. I say, actually, the British came to Nigeria first, colonised Nigeria
and made us part of the Commonwealth. I am here because you came. And this is my home,
I’m sorry, I’m not going to go anywhere. 180

The participant from the Polish community also told a similar story:
I myself face some really hateful comments of White British people; swearing at me and
telling me to go back home because I don't deserve to be here. However, this is my home
now, I've been living here for the past 11 years. I'm quite flexible and I don't feel offended
by these comments, however, this is not nice anyway because I don't think there is a greater
right of living in any country.181

The discrimination experienced by Muslims in particular was emphasised widely in our research, as
Islamophobia is viewed as one of the most harmful types of racism in the current political climate.
One of the Muslim research participants, who has been personally targeted by far right groups,
emphasises that Islamophobia is a type of racism that has a severely harmful impact on individuals
as well as on social relations182, and is recognised as such by the All Party Parliamentary Group
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defines. 183 However, even though attacks on Muslim women are increasing, there is no accepted
definition of Islamophobia184 and many cases of abuse and harassment remain unreported and
under-investigated.185
Our research participant tells us that people who conduct Islamophobic attacks do not want to see
Muslim women participating in public life:186
What I realised [is] that both DAESH [the so-called Islamic State] and Henry Jackson Society
[a far right group] like, the last thing they want to see is a Muslim woman participating in
public life. All they want from me is to stay in the kitchen. And I'm not like this! I will never
stay in the kitchen! I think that's what motivates me. If that's what they want to achieve,
then I will participate even more in public life and I will get more women to do that, to
normalise the presence of women in the public sphere, especially the political sphere,
because otherwise they just get excluded from it. For me, it's a form of institutionalised
Islamophobia, when you exclude Muslims from public life and you label them extremist, and
that's the problem.

Participants consistently raised the way that bias and discrimination can be subtle, and this makes it
difficult to tackle or report, even where policies to prevent discrimination are in place. As the
participant from EMWWAA says; “There are some rules and laws in place actually so they [people in
the workplace] are careful about it. But having said that, still there is subtle discrimination and it
does not leave any evidence”.
Participants also noted that channels to report hate crime, harassment and discrimination are not
clear and visible either in police forces or in workplaces and there is a lack of secure, supportive
reporting mechanisms that will allow women to come forward.187 In many cases, victims of
discrimination, harassment and hate crime rely on the services and support of third sector
organisations, but if they do not have access to these support networks, it becomes much more
challenging to report incidents. Research participants highlighted that more training in workplaces
and even in police forces is needed, and reporting mechanisms should be made clearer and more
visible to all women.188
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It was also emphasised that BAME women are less likely to come out and report hate crime and
incidents of harassment and discrimination.189 The research participant from Race Equality First, a
third sector organisation tackling racism and hate crime in Wales and England, highlighted that
although BAME women face bias and discrimination in their everyday life, they tend not to come
forward to report it:
BAME women in particular, there aren't as many that'll come forward. (…) Women are more
hesitant to come forward, they're the ones that will live with it and accept it. I think some of
them kind of, what the attitude tends to be, not just in women but in men as well, sometimes
from certain ethnic minority groups is that they think that they are a minority in this country
and it's to be expected and just shrug it off.190

There are different factors which affect whether or not BAME women decide to come forward and
report an incident; such as being scared of losing their jobs, a lack of knowledge of how to report
incidents, a lack of support networks and courage and confidence. Failing to deal with incidents of
harassment and discrimination could result in BAME women internalising the abuse and this having
an impact on their mental health and well-being. A research participant who had been involved in a
bullying case surrounding a BAME woman told us that it was the husband who approached her, not
the victim herself:
This was a cleaning, canteen job and the woman was being treated really badly and it was
affecting her mental health, which in turn, she was telling her husband. And it was the
husband who came in to speak to me because he knew me, and he said “will you speak to
my wife as she doesn't like to complain?”191

The research participant from Race Equality First also highlighted that there are differences between
British born ethnic minorities and migrants in reporting discrimination and hate crime:
British born ethnic minorities obviously know about their rights and they'll fight them a bit
more than those who are immigrant and maybe those who've got accents or migrants even,
they won't fight it as much. Some of them will; you can't just brush across the whole of the
community group. (…) You'll find that, we do have a number of Polish people and European
migrants as well that'll come to us. They're just fed up and really sick and tired of the way
they've been treated.192

Similarly, a research participant from the Chinese Community in Wales pointed out that, in their
community, discrimination is mostly internalised:193
In the Chinese community, we think we are not good enough, rather than challenging the
organisation. Because we are immigrants. We think it’s our problem, rather than the
organisation discriminating… If you don’t dig into it, I can’t say they didn’t hire my people
because they are Chinese, other people got the job. If you ask me whether there’s a
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discrimination or race inequality issue coming up in the employment market, maybe… But, I
definitely can say, in our community, we generally do not feel confident.

Many BAME women experience gender and race inequality, discrimination and harassment in
everyday life and participating in the economy. Regarding the bias, discrimination and racism they
experience in their professional life, we looked at two important stages of their journey: Entry to
work, and retaining work and career progression.
5.2.1. Entry to work
Our research participants agreed with the findings discussed in the literature review about how nonanonymised job applications and non-blind application processes reveal the bias within recruitment
practices, and result in discrimination against BAME women, preventing them from being able to
access work. As the participant from EMWWAA remarked; “Your surname gives away the religion,
the background, the culture. That is the biggest factor [which causes bias]. People are pre-biased,
prejudiced about it.”
The personal experience of one research participant reveals the layers of discrimination that BAME
women face in recruitment processes:
I stated my experiences in my CV, my degree, my Masters and obviously, a lot of the
information in my CV is related to the Muslim community. Because I worked with them, I
taught the Arabic language, I taught the Quran and I was involved in the Islamic society, and
was invested in it. I put a long list of that, and I wasn't getting anywhere. Then, I put my CV
to one of my mentors who is Hindu, and asked for her advice, and she said to me "Look, I
share your problem, because I am a woman of faith… your CV will not get anywhere because
it's too Islamic". So, I had to remove everything Islamic from it. Instead of saying that I
worked for the Muslim community, I worked for the local community. I wasn't lying, certainly
paraphrasing, so I can get somewhere. Apprehensively, I wasn't happy, but I did it. It wasn't
right but I needed to get a job and I straight away got shortlisted. It shows you the
biased subconscious people might have. I was shortlisted, I went for the interview, and then,
I remember in the panel there were two white individuals, and one Muslim woman of colour,
and I can't explain how relieved I was when I saw the Muslim woman there. It's like finally,
someone like me, or who looks like me is there, right? They can create balance on the panel
discussion. And I got the job indeed, I was wearing the face veil, so I didn't have to take it off
or anything, but then I was told later that the white man on the panel didn't want me
actually. So, the white woman and the Muslim woman, they had to challenge the white man
on the panel for me to be accepted and get the job. Other women do face misogyny in the
work place, they face discrimination, and it was good to see their collaborative work to get
the job.194

Even though the applicant was eventually successful, this account suggests unconscious bias likely
affected the decision-making of the interview panel. This experience resonates with the experiences
of other research participants, although some of these highlight that it is not possible in many cases
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to ascertain whether and to what extent bias played a role in the decision of interview the panel,
and hence whether BAME candidates were discriminated against.195
A number of research participants remarked that the low levels of success in securing a quality job in
Wales cause a “brain drain” in Wales.196 They are concerned that young BAME people are leaving
Wales to find secure, high quality jobs in which they feel welcome and can make progress.
Participants acknowledge that it is not easy to find a job in Wales and there is a perception that
young people have a better chance in England. However, they argue that the main problem is not
the lack of job opportunities but the discrimination that BAME individuals experience in the Welsh
labour market:
I think even for the younger generation, the barriers to boys or girls, really put them off when
these people have graduated and are unemployed. Either driving a taxi or doing other lower
paid jobs.197

Wales is losing its skill pool and human resource as the younger, educated BAME generation
emigrate.
5.2.2. Retaining work and career progression
Discrimination against BAME women does not only affect them when entering the labour market,
but also in terms of retaining and progressing within their role. Research participants commonly
observed that BAME women’s skills and experiences are overlooked and they often work in jobs that
don’t match, or underutilise, their skills.
As mentioned, subtle racism and unconscious bias persist despite existing equality and diversity
policies. Individuals don’t feel empowered or equipped to challenge behaviour or make the most of
their rights, which create difficult working conditions for BAME women, and additional barriers to
career progression. Not only does this affect individuals personally, but it also has an impact on
workplace trust and collegiality. Our participant from Race Equality First highlighted that bias and
discrimination from people in senior positions within the workplace are least likely to be reported:
Those in senior positions are the ones that are least likely to be addressed, because, I
suppose, they [employees] feel like it's going to have an impact on their career. They need
seniors to notice them and to like them, and want to promote them and help them with their
careers. If they actually created a problem for their employer, irrespective of the fact that
they've been discriminated against, possibly by a peer, and very often even by senior people,
in the past with promotion (…) they're treated like that but they will still I suppose have the
hope that they'll still continue with their career, they're going to be promoted at some point,
and that they need not to create a fuss or attract attention. I think they also fear that it's not
in that organisation that they're working but within the whole field of work.198
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Another participant told us about a personal experience revealing insidious racism and bias within a
diverse workforce:
I left the hospital and I saw two teenagers trying to steal a bike from the hospital site. I stood
against them and said, “You’ve got to leave the bikes, they are not yours, just go away,
otherwise I’ll call the police”. As soon as I said that, they said, “you are a f***ing Muslim, go
back to your country”… All of those kinds of things, and it was very stressful. I was literally
thinking “gosh they're physically going to beat me up now”. But then, one of my lab
colleagues left work at the same time and was passing by, she stood by me, she protected
me, she made sure that I was ok, and she provided a statement to the police about what she
witnessed, which was amazing. I was really thankful. And then what happened, this is
insidious racism, the police wanted to take a statement from me, they came to the work
place the next day, in a full uniform, asking for me at the reception. And coincidentally, the
Nice attacks in France happened around that period. So, my friends, my lab colleagues, saw
the police in uniform, asking for me, they thought it was something to do with terrorism! It's
not because they wanted a statement of what happened the day before. And the fact that I
had to explain myself, and tell them I had nothing to do with terrorism, let alone with the
Nice attack! It was, by all means painful, because they were my lab colleagues, I share space
with them, I couldn't believe for the life of me that they thought I could be that person! 199

The limited career options and opportunities in Wales and a lack of diversity in the workplace were
raised by research participants as a factor of continuous subtle discrimination and a result of slow
progress in Wales.200 Lack of diversity in the workforce alienates BAME individuals, particularly
women, and restricts their career aspirations. The Chair of PCS/TUC Wales told us that even though
she was born and bred in Cardiff, had she not moved and worked in London for nine years, she
would have never been where she is at the present. A similar story was told by another participant
about her daughter, who was also born and brought up in Cardiff and had a relatively privileged
education but could not find a job in Wales after her Masters degree and moved to London. Now
working in an organisation with many people from BAME backgrounds at different levels of the
organisation, she indicated to her mother that she feels safe and secure, which is having a positive
impact on her career aspirations.
5.2.3. Exploitation
A serious problem voiced by participants, which BAME women – migrant and refugee workers in
particular – experience in the workplace, is exploitation. The urgent need for an income and
difficulty getting into a job due to previously cited reasons push some workers into precarious and
exploitative work. Due to individuals’ fear of losing out on job opportunities, exploitation can
become more systematic and difficult to challenge, particularly for migrant workers who are even
more vulnerable in the labour market. A research participant working with migrant communities in
North Wales told us about her experience of exploitation in a laundry firm:
There is this shift pattern… It starts at 6 o'clock, finishes at 2pm. All the British workers go
home, but they force the rest to stay. They simply say, if you don't stay, don't come
tomorrow. There are people who do two shifts, and some of these people are over 60. They
199
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are still working because they need the money, or because of their family, they need financial
security. And the police know this, working with solicitors but it is very difficult to do anything
about it because there isn't any legal access…. Police matter, legal help matters…There isn't
any legal aid for this at all.201

Similar cases were also put forward by research participants from organisations supporting
refugees.202 They mentioned concerns that refugees, particularly those working on a contract-basis,
are not treated equally in the workplace in terms of workload and hours; however, because of the
fear of losing their jobs, they are hesitant to raise these issues with their employers.
Research participants also underlined that recruitment agencies can play a part in the exploitative
system, particularly in the case of the recruitment of migrant workers. Some recruitment agencies
recruit people in their country based on false promises about the work and working conditions in
Britain:
Agencies have the external offices back in our country so they recruit people in Poland and
these people have promised work, loads of hours, also accommodation, the right to work in
terms of National Insurance number. And they're coming here and often they face a really
hard reality, often end up homeless.203

A research participant working with the Portuguese speaking community in North Wales told us her
experience when she arrived in the UK 18 years ago. She had been promised a placement in a
supermarket in London by the recruitment agency but she woke up in Wrexham at the end of her
journey:
P: As soon as we arrived [in London], there was a bus there. It was 50 of us. And they start
dropping people on the way, but they even didn’t stop for 10 min in London. The bus went
for 6 hours, then we stopped to go to the toilet, but I didn't have a clue where we were.
When I woke up the next day, I was like... where am I?
I: Did you complain to the recruitment agency?
P: I did. But they send me a letter saying they don't know me! (…) They don’t need me
anymore.204

Immediately after she had the letter from the recruitment agency, she decided to move on: “I
remember that I saw an old lady in front of the bank and asked her if she know where the job centre
is.”
Recruitment agencies’ exploitative attitudes might continue in Britain even though migrant workers
have settled. A research participant working with the Polish community in North Wales said that
workers finding jobs, particularly on zero-hours contracts, might experience exploitation from the
recruitment agencies:
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There are some factories with their internal agencies where people, when they refuse to go
to work, they're banned for like three weeks of no work! How can we survive if we're on
weekly wages, on weekly pay? And when you're offered a job you've got a choice but then
you have no choice because if you refuse to come to work you will not get a work in the same
workplace for the next three weeks.205

The lack of knowledge about their employment rights, lack of support networks, and lack of access
to legal advice and trade unions make migrant workers considerably more vulnerable in the
workplace. Even though trade unions can help with these issues, unionisation is not common among
BAME women, and particularly among migrant workers.206
Trade union membership among BAME workers, migrant workers in particular, is challenging as
workers face obstacles such as fear of losing their jobs, working on precarious zero-hours contracts,
and the discriminatory attitudes of employers.207 One of the research participants, who was tackling
the exploitative working conditions in a factory in North Wales told us that she tried to sign up the
migrant workers to a trade union but they were aggressed by security staff, whilst the employer
threatened to lay off migrant workers for joining.208
5.2.4. Strategies to overcome discrimination
BAME women develop a number of strategies to overcome the problems caused by bias and
discrimination, enabling them to become more resilient and continue their career development.
These strategies are common and are often based on personal compromise rather than developed
collectively.
In order to overcome the problems that come with submitting non-blind CVs with a job application
and revealing the ethnic identity of applicants, many women change their names and make
amendments to their resumés to be shortlisted. A research participant from EYST told us one of her
client’s experiences:
This girl, she’s got a degree and everything, but there were no jobs available… so, she went
for [a job] in the department store in town and she filled in an application form, didn't get
an interview. What she decided to do was reapply when it come up again, and changed her
surname. She changed her surname to an English sounding surname and she got an
interview. She went along with the interview, she took her headdress off and got the job!
And couple of weeks into the job, she put her headdress back on and they were fine. 209

The compromises occur more often when women are in the early stages of their career, lack
confidence and do not have access to support that would enable them to challenge the barrier. One
of the participants, who achieved a distinguished career and retired as an academic told us she had
to make compromises in the early stages of her career, and she feels that sometimes making
compromises can be a strategy that improves the resilience of BAME women: “How much can you
205
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challenge? It is overwhelming because you can't keep on challenging all the time! You just have to
say, ‘okay, what is more comfortable for me right now?’”210 She also told us that she has chosen not
to challenge on some occasions, as a means to achieve her career goals:
I've always worn sari and I've been to many international conferences where I found, oh my
God, I'm the only BAME person there. I used to go in my saris, and I stood out completely
because, in the science, in genetics you will not find many women, many BAME women and
for a woman to be in sari… That is very rare. Now if I'm travelling to America, I don't take
saris with me I wear trousers, because I feel more comfortable in integrating with people
because I don't stand out. I didn't have to change but I was not confident enough. If I was
confident enough, I would say I don't care, this is my national dress and I will wear it
regardless. Whether people like it or whether people make joke of me or whether people
look at me as a stranger actually, I don't care. If you have that confidence then it's fine, but
many people do not have that confidence.

This is not to suggest that BAME women need to make compromises or back down; rather, it is
about acknowledging the discomforting experience and easing the situation to empower further
struggle. Almost all of the research participants, who support BAME women in different phases of
their career and often became role models themselves, told us that it is not always possible to have
a collective response to tackling the insidious barriers to BAME women’s employment and
sometimes compromises become unavoidable.
The other strategy that BAME women follow is to utilise all career development opportunities that
become available and to have qualifications. Access to higher education and continuous personal
development are ways that BAME women ensure they can achieve career progression.211 One of the
participants said, “We deeply think, that we [Muslim women] cannot survive without a degree or a
Masters. There is no way for us to get anywhere, so that's why we strive to have access to higher
education.”212
Another participant also underlined that BAME women need to demonstrate their proficiency in
their field: “They have to strive hard to demonstrate that they are worthy of these positions.”213
The participant from EYST also highlighted that education helps women to understand their rights,
empowers them and gives them access to networks:
When they are educated, they become empowered. And they have an understanding of their
rights and they also have an understanding of what constitutes good and bad treatment, you
know, as in partners, husbands, etc. Education is the key factor underpinning all of the issues
in my view. If we had education as a flat line, as the basis on which to start, then we may not
have so many issues as we do, because it means that women are able to access services,
because they understand what the services do. Not just that, when they have an education,
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it exposes them to other community groups and so they can make friends and the social
network is a key factor in emotional health and wellbeing. 214

Although bias still persists, the level of discrimination against BAME women in the workplace and
labour market eases once they progress and achieve in their careers, and hence become more
resilient.215 Being accepted as successful in their profession is a challenging and exhausting process
for BAME women, but once they achieve a name in their field and they have a chance to
demonstrate expertise, the discrimination that they are exposed to is alleviated, at least in their
professional environment. As one of the research participants said “in order to be accepted by
people I really had to struggle. I had to work very hard, I had to work probably twice as hard as
anybody. (…) now, in my profession, there is no barrier [to me]”.216
Organisations and people working with BAME groups become intermediaries between individuals
and their working environment, particularly in cases where a person fails to make a formal complaint
in the workplace on account of their insecurity and vulnerability. As these organisations and
individuals are trusted, vulnerable workers who are exposed to discrimination can share their
experience in confidence with them. In turn, these intermediaries often become the mouthpiece of
disadvantaged BAME employees.
To tackle exploitation, particularly in workplaces with a weak trade union presence, workers often
stand together as a community, and workers who are more experienced and have better
communication skills step forward to support those who are less resilient. For example, one of the
members of the Portuguese speaking community told us of her experience whereby groups speaking
the same language stand together in the workplace to overcome language barriers:217
Because my English was a bit better than my colleagues, they put me like managing the entire
line... Every time something happened, they would come to me, and I would tell the rest of
the people working there what they were supposed to do, or not to do. They kind of use the
people who speak better than others [to sort out problems].

These strategies help BAME women to cope with the problem in the short term. However, many
research participants agreed that bias and discrimination are structural and institutional, and need
collective, long-term responses.
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5.3.

Lack of language proficiency, professional qualification and experience;
difficulty in accessing training and under-utilisation of skills in the labour
market

5.3.1. Language proficiency
English language proficiency was mentioned by all the research participants as one of the most
common and significant barrier to BAME women who were born and mostly educated outside the
UK.
Language proficiency does not only create a barrier in relation to labour market participation, it also
becomes a barrier in accessing support programmes and social services, and in navigating the
system. For example, many BAME women, particularly migrants, refugees and older aged women,
experience difficulties in understanding the benefit system, health services and education in Wales,
which mostly makes them dependant on other people and organisations.
The research participants frequently remarked on the difficulties that BAME women experience in
accessing social support and welfare benefits, due to their lack of language ability and limited
knowledge of intricacies of the system. As the research participant from Women Connect First
commented:
Because of the lack of communication or lack of reading English or communicating in English,
when they get these [official] letters, they don't understand... They either throw [them
away], or they don't know what to do with it. They have to find someone to read it. Family
members are not available all the time; as they grow up, their children have their own
families… [Women were dependent on their home] because of social restrictions, they
weren't allowed to go out; so the husbands either desert them or separate or divorce. Or the
husband is disabled at this age, he needs caring for. So, it is their [women’s] job to go out
now to answer letters, do payments etc. And this is where they are struggling.

The difficulties that many BAME women experience with the social and welfare systems on account
of language barriers are compounded by the increasing complexity of the policies and application
procedures, which – as in the case of online applications to universal credit – become increasingly
difficult to navigate. 218
English for Speakers of Other Languages (ESOL) classes are the main sources of learning English for
BAME individuals. However, access to ESOL classes is not easy for many people. First, while the
demand for ESOL classes is increasing, supply has not been able to keep up with demand due to the
introduction of austerity measures in 2011, which have had a significant negative impact on ESOL
class provision throughout the UK, including Wales.219 Either the number of ESOL classes has fallen
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or the providers have restructured the way they deliver the services. Organisations like Cardiff and
Vale College have protected funding for ESOL classes, but needed to reform the way the classes are
run, reducing outreach services to protect the number of classes provided on site.220
What they did was restructure ESOL. When it was restructured, because obviously the
demand was so huge, they decided, to look at more full-time courses, and obviously full-time
courses take up a lot more funding. So, funding hasn’t changed, but the nature of the
programs that were delivered by the College changed. They pulled away from a lot of the
outreach, because that was too expensive, but focused it on bringing the provision in-house.
There is still some outreach… But then, what they did was, applied for another project, or
establish the Regional Assessment Centre, and work with partners and providers, and also
put on classes in the outreach.

However, the removal of outreach services by ESOL providers affects BAME women negatively as
these classes are more accessible and effective for BAME women. Organisations working with official
ESOL providers such as Women Connect First and Hayaat Women Trust in Cardiff highlight that
BAME women, particularly in older ages, learn the language more effectively in alternative learning
settings rather than official classes.
Another significant barrier regarding the provision of ESOL classes is the lack of provision in some
parts of Wales.221 Research participants highlighted that South Wales is better resourced in terms of
language classes compared to other parts of Wales, presenting a problem for BAME women in other
areas who wish to advance their language skills. And yet, even though the South Wales region offers
more ESOL classes, there are often waiting lists to access to classes, as the representative from DPiA
mentioned:
Depending on where they live and the availability of courses, some of our families, they are
receiving only a one or two days course, but whereas other families, they are receiving five
days a week full time English; but at the moment all colleges are full. If they want to register,
they have to go on the waiting list, and this is the case for Cardiff as well. There is a huge
waiting list for ESOL classes, and this obviously delays language acquisition, language
development.

Thirdly, ESOL classes sometimes fail to address the learning needs of some groups of BAME women.
Older women, for example, have difficulties following formal ESOL classes and progressing in their
language skills. Women Connect First explains the reasons why older BAME women have more
difficulties overcoming language barriers:
First, when they are with a younger generation, they feel intimidated because they [the
younger generation] grasp quickly and they [the older generation] are very slow to learn,
they need repetition. The second thing is their attendance. The older women cannot attend
80 or 85% of the sessions because of health issues, mobility issues, doctors' appointments,
so they will have to skip. Sometimes they get ill for one month and they come back later.
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To tackle the issues that elderly BAME women experience in attending the classes, they organise
English classes in an informal setting to give women the comfort they need while learning English.
The classes that Women Connect First organise also help them develop their social networks:
Our courses give a way to come back. We don't say "no, you have skipped a lot". We do a
very repetitious course, and it proves that women are gaining a lot. They feel at ease, there
is no pressure on them, and they socialise in the class, they make friends. In the same class
you can find 5, 6, 7 different ethnicities.

The experience of organisations providing ESOL classes to BAME women demonstrates that
outreach activities of official ESOL providers, such as colleges and universities, are highly valuable for
some groups of BAME women.
Last but not least, a lack of provision of additional services such as childcare during the ESOL classes,
as well as a lack of alternative language classes for people working atypical hours, generates critical
barriers to BAME women in accessing ESOL classes.
Although language proficiency certainly is a problem for many BAME women, the research
participants also highlighted that there is a risk of stigmatising this barrier, which would cause more
problems for BAME women in employment.222 For example, one of the research participants pointed
out that in some cases, emphasising language proficiency without identifying clear measures to
evaluate the language ability of job applicants is itself discriminatory:
I think, in a sense, the concept of a language barrier in itself can become like a barrier. It is
not only the language, but I have known people to be looking for work, and then they go to
the Jobcentre. The Jobcentre says, “Well, first you need to improve your English.” So, they
go to the college, and they do as many hours as are available through there, but still the
Jobcentre are saying, “Well, you need to improve your English before you find work.” And
they go to employers, and they say, “Well, you need to improve your English.” But
sometimes this person might have a relatively good level of understanding and fluency, not
perfect grammar, but it’s alright. The perception of their English level is lower than it actually
is, and I think I would use – this is like my academic hat on – the concept of Ingrid Piller
identifying it as a linguistic discrimination, and to what extent that is actually feeding into
the underemployment of the refugee population. 223

Language proficiency is a critical barrier that BAME women experience when participating in the
economy and public life. However, this barrier can be overcome by understanding the learning
needs of BAME women, developing programmes and setting up measures in order to avoid
subjective evaluations. Tailoring the ESOL classes according to the differentiated needs of BAME
women is important for improving access to, and the efficiency of, language classes. Failing to do so
risks creating a stigma around language proficiency and further marginalising some groups of BAME
women.
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5.3.2. Access to training and employment support programmes
BAME women are more likely to experience barriers in accessing training and support programmes,
which would affect their opportunities for career development. As mentioned earlier, training and
support programmes for BAME women are hugely important not only for continuing their career
development but also for tackling barriers and establishing networks.
Access to training and support programmes is critical to BAME women who have less experience in
the UK labour market. A research participant from DPiA mentioned that one of the barriers to
refugee and asylum seeker women they observed, for example, is the lack of previous work
experience and employment history.224 Some women have not been able to take part in
employment before and they are likely to undertake the household responsibilities, such as
childcare, while relying on the income of their partners or adult children. However, as the
representative from DPiA underlines:
Some women’s attitude towards employment and career aspirations have been changing,
and they have the desire to learn English, attend various training sessions, attend colleges to
gain qualifications, for example the healthcare and beauty industry in our experience.

In this regard, setting up accessible training and support programmes for BAME women becomes
essential.
Adult education and up/re-skilling are also integral for the career development of BAME women. As
one of the research participants commented, BAME women who had the opportunity to learn new
skills, or upskilled themselves by learning professional English, new IT skills etc., had the chance to
enter into the workplace. 225
Regrettably, cuts in the number and capacity of these programmes have had a negative impact on
BAME women, and many training programmes come with a cost. The cost of some training, career
development and career conversion programmes, as well as lack of available funding to take them
up, present particular barriers to BAME women.226 Simply put, if there is no funding, many BAME
women cannot afford to take up re/upskilling and career courses, as the research participant cited
above suggests.
There is also a concern among some research participants that the BAME women are not fully able
to access mainstream support programmes and training opportunities due to a lack of information
and awareness about them.227 The majority of the research participants agree that training and
support programmes are not advertised in an accessible way to BAME women. A research
participant from EMWWAA criticised the ways in which the programmes are advertised:
How many women will go or I can't think of many women who would read a newspaper on
a regular basis. They are not searching the Internet; they are not going on the Internet and
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seeing what is available, what are the different women's organisations and what are the
courses on offer... It's all there but I think somebody needs to raise awareness of what is
available out there.

Another participant also commented:
[BAME women] don't know about programmes out there. Unless somebody did it, they
wouldn't know. The leaflets, the posters don't seem to be effective. It's rather the
relationship and the word of mouth, I believe the Welsh Assembly and many other
institutions are deficient at. We need to use a language that BAME [women] understand and
they find accessible.228

Research participants highlighted that even though some programmes are known by the BAME
women, some of them fail to attend courses due to other responsibilities they have. A lack of
childcare provision in training is, for example, a critical issue for many BAME women as often they
cannot organise childcare and attend training at the same time.
I would say the biggest challenge is childcare, and that’s a challenge that is faced not only by
refugees and asylum seekers but from all women. It’s like the fact that colleges don’t offer
free childcare, universities don’t offer free childcare, it makes it very difficult for people to
go and train, especially if they are single parents, or to requalify. So that… and employers
not offering childcare. You know, it goes across the board, childcare is really expensive.
Obviously in some areas you can get a couple of hours a week but it is not necessarily
sufficient.229

Alongside childcare, a lack of transport subsidies and accessible public transport also create a barrier
to BAME women in their access to training courses.230
Last but not least, research participants highlighted that, as in the language classes, some BAME
women do not feel confident enough to attend formal training and career programmes. However,
this does not mean that they do not want to carry on training. Instead, they look for areas in which
they can feel confident and comfortable to utilise their skills.231 Some mainstream training and
career development programmes fail to meet these needs, but some training organised by the
organisations working with BAME women are able to fill these gaps. For example, the training
courses that Women Connect First organise, such as cookery classes and health and safety training,
ease the access of BAME women to training.
5.3.3. Access to support to self-employment
As the statistics show, there is an appetite among BAME women for self-employment. In fact,
research participants agree that self-employment of BAME women in Wales is a truly untapped
potential.232 Many BAME women would like to set up their own businesses, to run not only in the UK
228
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market but also internationally. However, there was an agreement among the research participants
that there is currently insufficient support for BAME women in self-employment.
A common barrier voiced by self-employed research participants is the complexity of the paperwork,
as well as the difficulty of comprehending the rules and regulations, surrounding self-employment:
Hayaat Women’s Trust: What I didn't know was, there is so much paperwork! For example,
you need to register as self-employed, you need do everything online... You have to register
your business, you have to open a business account… You got to do that, all of them, by
yourself! And people sometimes cannot. It is a grey area to them.
SSAP: Because of that [the complicated paper work], many of them do work informally, but
are not registered as self-employed. Like plaiting hair, doing nails... many doing it but also
they haven't developed enough capital to start registering themselves as self-employed.

In our interview with the Chinese Association in Wales, the representative stressed that many
Chinese people have greater potential to set up their own businesses. Chinese people in Wales
traditionally run businesses in the catering and food sector; but, with the changing profile of Chinese
people in Wales due to increasing numbers of Chinese university graduates, the ability of Chinese
people to access to Chinese businesses and global markets, there are many business opportunities
emerging in other sectors:
We have overseas graduate students… Or investment coming from overseas to Wales. The
economic change in China bring investment and entrepreneurs, and [they] invest in Swansea
and open their own business, and some are actually, helping students and creating jobs. And
some of these business are quite successful, but some of them are struggling. They also hire
Chinese community members and they try to hire local people (…) These business owners
also have issues when they start out… The employment issues, contracts, human resources,
dealing with tax and all these things, are new… are quite different for the new immigrant.
They have money to run the business, but (…) you’ve got to follow the UK’s rule, and, some
are different. Some are really struggling to get into rules.

A similar comment was also made by the research participant working with the Polish community in
North Wales. She highlighted that people have a fear of the difficulties that they are likely to
experience and that they do not have the knowledge to tackle such problems.233
The research participant from DPiA also underlined that there are women refugees willing to set up
their own businesses but they have difficulties developing their business plans and accessing
support:
To set up a business requires creating a business plan, which is a very complicated piece of
work. We have experience of using Business Wales services in Cardiff, in getting people into
self-employment, however this service doesn’t provide interpretation services to support
women, to articulate their business plan and to get help in completing one. (…) They [refugee
women] should be able to go there independently and receive that help. (…) Business Wales
require them to go and set up a business plan, or create a cash flow, all the things that they
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need to do before they actually can set up a business. But they are not supported throughout
this process. And basically, it is so complicated that they just give up on that idea. 234

Another participant also said that “there are loads of support out there but without somebody
supporting them to access the support so they can fully understand it, then it's a huge barrier.”235
Organisations like DPiA, Women Connect First and Siema Biz try to help BAME women in setting up
their businesses by providing interpretations of the key issues and access to services, but their
services have a limited reach.
Having confidence to set up a business is also a critical barrier for many BAME women. The research
participant from Siema Biz Forum mentioned that the majority of Polish people are labouring, as
they do not believe they can take up other employment opportunities.236 She underlines that the
reason for this is not only the language barrier, which is key and affects the confidence level in all
circumstances, but also the lack of self-belief to achieve in other areas. She also mentioned that the
individuals who want to set up their own businesses are mostly people who think they can overcome
the barriers they experience in employment by becoming self-employed.
Setting up a business is a process that includes different stages. Working on these stages – such as
creating a business plan, analysing the market, managing the capital and calculating the risks – are
all crucial but difficult to accomplish. Accessing support either from official channels or from
businesses and business networks at every stage of the process would make a difference.237 In fact,
business and social networks are seen as important agencies for sustaining a business. However,
research participants agrees that business networks are not accessible for many BAME women
groups and some groups of BAME women do not have social support networks either, which
disadvantages them in self-employment.238
5.3.4. Underutilisation of skills and difficulty in accessing skill recognition
A lack of professional qualifications, language proficiency issues and limited access to training
opportunities were mentioned widely by the research participants as critical barriers to BAME
women in participating in the economy. However, the research participants also highlighted that
BAME women are often under skilled in the labour market:
Ethnic Youth Support Team/2: I can't tell you how many West African women I know who
were teachers or nurses that are just working for care companies. I think there's a lot of
occupational segregation.
Muslim Engagement and Development: The job market is very competitive already, let
alone competing with your colour, your gender and your faith… It's a much tougher
competition. I really think that they [BAME women] are over qualified for most of the jobs,
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but they do it anyway because they need to survive. They think of it as a stepping-stone for
something big, but definitely, the ceiling is quite high.
Race Council Cymru: For us as BAME women, you are dealing with lack of opportunities, the
double and triple glazed glass ceilings. Despite your numerous qualifications, you can’t
actually get a paid job even. My bosses in the police sector earned double what I earned,
but I had to teach them and educate them to do the job. And that is the unfairness of the
system in Wales. Many, many, many accomplished, highly qualified and highly skilled black
women or Asian or minority ethnic women are doing jobs way below their pay.
North Wales Association for Multicultural Integration: Unless they come with a job in hand,
it is very difficult to get a job in this country with the same level, no. If anyone does in this
country, it’s a miracle. They have to start from the beginning in a very low paid job. Some
people are very determined, they’re welcome, and some people lose their faith in it and just
give up and then they are working in the low paid (job) for their entire career.

The research participants from the Polish Community and Siema Biz Forum highlighted that many
migrants from Poland have a degree or other skills but they do not have a clear pathway to take to
utilise these skills in the labour market.
Skills recognition, particularly for migrants, refugees and asylum seekers, is a critical arena affecting
their participation in the economy. The research participants stressed that the conversion of skills
and skills recognition is not straightforward and not working effectively.239 A research participant
from TUC/PCS said that even nurses are struggling to access skills conversion and recognition:
There are a number of women that I know [who] have nursing backgrounds, and because of
the issue around bursaries and the wider factors around race discrimination, they tend to
enter the care sector. It’s easier for them to enter into the care sector, and that’s where a
lot of them are.

Another participant from EYST underlined that women have transferrable skills but they do not how
to navigate in the system.
… There are many of their friends in their community [who] have skills; some cooking, some
dress-making that they brought from their own country. Even book-keeping, some of them
are quite qualified; some of them have had their own business. Another one is child carer,
so one person wanted to go on a childcare course and to be qualified, so she can then be a
childminder for other women in their community so they could go to work. But it's about
navigating all the systems, and the structures and... If your English is not very good, it is a
barrier. They [BAME women] say people don't explain things properly. So, these are the
barriers. Because they are not understood it acts as a barrier to even going forward to seek
out these opportunities.

In the interviews with Hayaat Women’s Trust, Refugee Council Wales, Displaced People in Action
and Cardiff and Vale College, the importance of skills recognition and conversion was also stressed
extensively. The research participant from SSAP highlighted the issue as such:
You come here with different certification, and it doesn't fit. There is no clear path for them.
When the Welsh government decided to integrate the doctors coming, they looked among
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the doctors among the refugees and they helped them go through the costs that they need
to get a certification and they came into the job market in Wales. But, not so much for the
women. Some of the women were successful businesswomen where they were. Some of the
women were running shops. Some of them ran schools, some of the women did a lot in the
informal sector. But those kind of skills, when you bring them here, they are not transferable
into the kind of work we have here. You have to do certification here, or find a job similar to
that.

One aspect of the barriers in the skills recognition is the accessibility of new certificates recognising
the qualifications that the person already has.
I think one obstacle that clearly stands in the way of BAME's in accessing training for
upskilling is funding. I came with my own qualifications and I get jobs worldwide, but that
same job I am not able to do here in the UK, because I need certain qualifications. So, when
I look at the certification that is needed, the professional certification that is needed here is
something I can't afford, because it is £2500. And there is no way of getting funding.240

The other critical issue about skills recognition and conversion is the lack of systematic data
collection about people’s qualifications. The participant from the Refugee Council Wales highlighted
that it is a growing problem particularly within the refugee and asylum seeker communities. Even
though there are progressive schemes developed in Wales on this issue, particularly considering
Syrian Refugees, there is still a big gap in the process of recognition of the qualification of refugees
and asylum seekers. Refugees are registered to job centres, but their access to career and
employment advice is limited as the job centres fall short in providing this advice. The research
participant from Refugee Council Wales indicated her observations as such:
The majority of people I supported in that last project were people who had that qualification
and quite a high level of professionalism, and we should be supporting all. We should be
supporting people regardless of skill level, because they are refugees, and claiming asylum
is a human right, regardless of what your skill level is. But nevertheless (…) they tended to
have really high levels of skill, have their qualifications with them, and to be very, very close
to being able to practice here, just needing that extra re-qualifying exam or needing that
extra IELTS [International English Language Testing System] score or something. (…) we
should also be thinking about perhaps matching those skills, or at least analysing what those
skills are, and seeing how they could fit into Wales and into the UK’s economy, and
supporting people to progress. I mean that is obvious isn’t it really? Instead of everybody
ending up at Amazon.

She highlighted that the main agencies collecting data about the skills of refugees are job centres,
which are under-resourced and do not provide professional employment advice:
One of the big issues has been the sense of responsibility. Who is responsible for getting
these people into work? At the moment, there doesn’t seem to be any clear guidelines,
either from the Home Office, or on a regional level. No one is saying, “Okay, it’s my job.”
And in a sense it has not really been written into anyone’s job description. It has just been a
kind of guideline from the Home Office that they should be financially independent within
so many years, with very little forethought as to how that’s actually done. Are we going to
match… assess people’s skills and then match them to local jobs? None of that has
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happened. There hasn’t been that comprehensive data gathering exercise on who is coming
or what their skills are and how those can be developed in the UK. And so what you have
been getting are usually, all the refugee families being assigned to one single point of contact
in the Jobcentre, who has then to take on their cases, as well as all their other cases. But
this person has never necessarily supported a refugee family, or a migrant family even. (…)
They [job centre staff] don’t have time, necessarily, on top of all their other cases, to really
dig down into what the issues are for these people. They have just got to try to help this
person get a job, or get off benefits, that’s really their remit. The person has to get
themselves a job. But they don’t have time to offer any sort of further support or training.

The Refugee Council Cymru participant also underlined that women are often neglected in this
process and are seen as the dependants, with men going to the job centre. She told that she heard
from job centre staff and caseworkers indicating about some cultural barriers, such as some men are
not happy for their wives to go and access work, which hinders women’s participation in the labour
market. However, according to our interviewee, even though this might be the case for some
families, the acceptance of this cultural barrier as a condition for all service users solidifies the
barriers to women:
I think there are some things in the British integration that we are doing, in terms of our
policy of integration that nevertheless solidifies those kinds of [barriers]. So it’s the dad who
will be signed on as a job seeker because he is the one who says he wants to be a jobseeker.
That is fine, but it means that he will get more attention as to his labour market activity or
aspirations. Whereas because the woman is not necessarily in receipt of job seeking benefit,
no one will really ask her, “Well what do you want to do in the UK?” Because it is seen that,
“Okay, she is a dependent so we are going to focus on the dad.” That is something that I
have really been observing in the research. So, when I have been surveying these women,
and actually asking, “Well what do you want to do?” They said, “Well I want to go on and
train, I want to go to university.” And I’ll say, “Well has anyone asked you that in your time
here?” They said “no”, because the focus has been on getting the dads into work, because
it is seen as being a patriarchal culture, so he is the breadwinner, so they are going to focus
on him. It is like these two things, it’s like the perception of it being a patriarchal culture,
which it might be or it might not be. You know it might be, but then what is done is to solidify
that while they are here.

Another reason for BAME women being under-skilled in the labour market is related to the
unavoidable career break that many women need to take due to their family responsibilities and
their lack of social and family network. The negative impact of a career break on career progression
is widely reported by women in general, but the impact is more likely to be felt in BAME women’s
careers due to the other compounding barriers that they experience in employment. The research
participant from the Chinese community explained her observations as such:
When you have a break, sometimes you can catch up but often not. I earned my MBA 12
years ago and I don’t have enough things to show on my CV to get a job because of my career
break [due to the childcare]. I don’t feel I’m confident enough to go back to that post when I
left. And now, I have been doing freelance work here and there, may be build up my career
on different things. I see women struggling looking for a job. They try to change career and
look for something else. I have people who have Masters Degrees end up working for a
salary, for which you don’t need a degree at all. It is still good though, at least they earn
money.
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The access to training, career development and support programmes for BAME women should be
improved as the barriers around these issues are critical to them in their participation in the
economy. Furthermore, the lack of a systematic monitor of the skills pool of BAME women and
under-utilisation of their skills are risky barriers not only to BAME women but also to the Welsh
economy.

5.4.

Limited recourses and access to social networks

Social networks and social capital are key factors for many people in progressing their career. 241
From accessing support and training, to finding a job, BAME women use social networks including
family and voluntary sector networks.242 Lack of access to these networks is a pivotal deficiency for
BAME women as they provide the women with the support and resources that they need in their
professional and day-to-day life.
Recruitment agencies are mostly used for finding a job in the low-paid occupations, such as caring,
cleaning and manufacturing. For the professional jobs especially, social networks play an important
role as they also provide the necessary support to succeed.243
Social networks are also important for BAME women to navigate the welfare system and other social
and public services. As mentioned earlier, many women have limited knowledge about social and
public services as well as support programmes due to the lack of sufficient language skills and the
complicated procedures involved in accessing these services. Networks, particularly women’s
organisations, are helpful and supportive to BAME women experiencing barriers in accessing
services as they have knowledge about the nature of the barriers and the ability to communicate
with BAME women to help them comprehend the area of need.
The networks and voluntary organisations are important to BAME women in navigating the system
not only because of language issues and lack of knowledge about the procedures, but also because
for cultural reasons. Even though there are organisations such as Citizens’ Advice providing
professional advice to people, our research participants highlighted that for some BAME women,
these services are not accessible, particularly in the first instance.244 Some women experience
difficulties explaining their problem and they might need more emotional and confidential support
than the professional organisations can provide them with.245 Women Connect First remarked that,
for this reason, some BAME women do not find some professional organisations accessible:
241
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P: [Women] prefer to come here for one reason. The pressure [about the responsibilities], it
causes depression; it is overwhelming… Even those who can express themselves in English,
when they are overwhelmed, they are not able to express themselves. They go to Citizens
Advice; [but] the advisor has allocated time. Time to take the case, time to search, get
approval from the supervisor, and then to give the advice. And she has 20 min time to put
her case.
I: It is like a more bureaucratic process but yours is more social and makes it easier for
women…
P: yes, it is... I do the advice. Every session, there is emotional support. You get a letter about
housing benefits, whatever it is, as I read the letter and we talk, then the women start
opening up and you find there are problems behind the problems and more complicated
problems. It is difficult for them to open up at the Citizens Advice…

After an initial conversation and understanding of the problem, the advisers in the organisations
refer them to more professional help and they accompany them to other service providers if
necessary.
A research participant from Hayaat Women’s Trust, running similar services for BAME women in
Cardiff, commented that the services provided by organisations like them are differentiated from
other support organisations as they are more flexible and tailored, and women feel more
comfortable talking with them:
They [other service providers] are not as flexible as ours. They are not targeting particular
people. What they do is just a drop in session; sometimes you have to sit there for a long
time. Sometimes make an appointment, and you talk about certain things. But over here, it
can be anything. Of course, we are not specialised in all these areas, but they will come here,
and then without going to different places, we would do the referrals here.246

Access to these social networks are crucial for many BAME women in order to solve their day-to-day
problems and gain support. Yet, these networks are mostly based on volunteering and are not
always in spatial proximity to everyone. For example, BAME women living in South Wales have
better access to these organisations than elsewhere in Wales.
Networks are also important for BAME women to sustain and move forward in their careers. The
research participant from NTFW emphasised that networks are empowering and necessary to tackle
employment barriers:
…most people have a job, but to have a career relies on people giving you those
opportunities to progress. And I think that's where it's really important if you don't have
networks to enable you to progress in whatever you want to do, you have to create those
networks yourself. (…) My personal opinion is based on the network you have around you to
either push you, support you to ensure that you have the right qualifications, and do the best
you can so it's a lot about how you're nurtured within your social circle within your family
circle. Some people have really good networks and some people have poor networks, for
whatever reason. And I think it's really important to have these networks because those
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barriers that are presented to you become more pronounced when you don't have a
network.

Lack of networks, social capital and support to navigate the system is a particularly critical issue for
newly settled BAME women as in many cases they arrive with limited social and family networks.
The participant from the Chinese community told us her story when she settled in Wales. After
graduating from Cardiff University with an MBA degree, she married her British husband and settled
in Wales; but she needed to put a hold on her career development not only because of emerging
family responsibilities but also the difficulties that she experienced in navigating in the labour
market:247
I was a senior manager in the chemistry sector [in China]. But it [my profession] has changed
here. If I go back to mainland China, I can get a really good salary, and good post and nice
job. But here, because I don’t have the native language, I don’t have the network, I am not
familiar with the job market, it is very difficult. Even the CV writing, the way you write, and
applications… the online applications of each individual organisation are so different… And,
you feel it is really difficult to do all these all by yourself.

Had she got a network supporting and mentoring her, she might not have changed her career. She
also pointed out that she didn’t have a chance to experience the way in which the labour market
works and how she could develop her career after having her child. The interruption to her career,
which had already been placed on hold, turned into an extended career break due to childcare
responsibilities.
Lack of social and family networks also affects the burden of childcare for many migrant families, as
often, they do not have access to family support, particularly the support of grandparents, in
childcare. They rely on official childcare options and childminders, which often do not cover the time
needed by the parents and are expensive. Particularly for migrants working in shift patterns and
atypical hours, finding available childcare becomes a critical barrier.248 The research participants
from the Portuguese Speaking Community in Wrexham explained the problem with childcare for
migrant factory workers as follows:
As soon as we have a child, we are not able to do anything in the next 10 years; because
there isn't any childminders open in the factory times. Even now, we have three Portuguese
childminders looking after mainly Portuguese and Polish children. They start picking up
children 6am. No one else would do that! They do that because they know how difficult it is
for mothers to work if they need to wake up 4 o'clock in the morning and start at work at 6
am.

She experienced this problem herself when she was working in a factory, which costed her job:
I had to give up the factory work, when I fell pregnant here. I did like that job; I was earning
£15 an hour at the time, which was 14, nearly 15 years ago; that was a lot of money! (…) I
really wanted to go back to work after the maternity leave. But I knew no nursery opened at
that time and I didn’t have any family members here. I went and asked my employer if it is
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possible for me to start at 9am and finish at 4pm. No, he said. You have to do what you
signed in the contract. I lost my job at the end.

Some migrant families bring their parents over to join them in Wales to help cope with childcare
issues, but it is not a viable option for many.
The lack of network support in childcare is also likely to affect women’s access to training and other
services such as volunteering, as the current childcare offers do not cover unemployed parents if
they are not eligible to the Parents, Childcare and Employment (PaCE) programme offered by the
Welsh Government.
The other important networks for BAME women are workplace networks. As discussed earlier,
research participants highlighted that due to the lack of diversity in the workforce, workplace
networks in Wales do not have a similar influence for BAME individuals as they do in England where
the BAME networks are stronger.249 The rep from the TUC/PCS underlined that even though they
have BAME structures in the union, they are not as strong as at the UK level. The underrepresentation of BAME people in the workforce and in local branches causes the issue of equality
and race to fall off the agenda, as people are likely to fail to see the problems with an intersectional
lens. This also makes reporting incidents of discrimination and harassment more difficult for BAME
people: “Traditionally, and it is still the case, that many of the branch executive committees, the
local structures, do tend to still be male, pale and stale”, even though more women and BAME
members have come forward in recent years.250 To overcome this problem, unions plan to take up
more equality events in Wales to make sure that their members and activists understand the varying
needs of their fellow members.

5.5.

Cultural barriers

The roles traditionally affiliated with women, defining a women’s place in public and economic life in
some cultures can be explained in the framework of internal cultural barriers. In some cultures, the
traditional roles associated with women have a more profound impact on the formation of women’s
choices. Women coming from more conservative cultures are more prone to be bound to unpaid
housework and have less access to networks and opportunities to develop and utilise skills. The
impact of cultural barriers can vary by age, family and social relationships, and the duration of the
time lived in the UK.
Cultural barriers are not only derived from the defined role of women in public and family life, but
are also about the differentiated understanding of circumstances in different cultures. The
representative from EMWWAA told us her experience with regards to how the culture she grew up
in affected her way of tackling problems:
I was born and brought up in India and I have come from a culture where you don't challenge
your teacher, you don't challenge the system; that's the way... Whereas people here, if they
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do not agree with you they will come up and challenge you. There were many times when I
could have challenged certain issues or certain things which were unfairly done. I should
have challenged but I didn’t. If I was given another chance I would.

One of the risks of defining a barrier in relation to culture, as discussed earlier in relation to the job
centres’ approach to refugee women’s skills, is that of over-generalising a particular understanding
or a cultural perspective, which would lead to stereotyping a group of people, particularly women.
Accepting cultural barriers as norms and forming an approach according to this norm is likely to
become a barrier in turn. Cultural barriers are not measurable and are difficult to define, yet they
affect the perception of society about certain groups of BAME women, which increases bias and
discrimination.
The research participant from DPiA underlines that although there are cultural barriers to BAME
women, they are likely to change as women engage in social life:
In some cultures the role of the woman is strictly defined and there is no expectation for
women to work and provide for the family. However, these perceptions have been shifting,
and more BAME women are utilising their existing skills or developing new skills to get into
employment. Education and volunteering, for example, some are good at cooking and
baking, and they would like to set up their own business to generate income for their family.

Cultural barriers exist but they are not easy to identify. They are inclined to be dealt within the social
networks where women share their experiences and support each other.
The lack of understanding of cultures and the way in which they are practiced can also be indicated
as a form of cultural barrier to BAME women. That is to say, rather than the culture putting barriers
in front of women, the lack of availability to practice the culture becomes a barrier itself. For
example, if a Muslim woman wants to dress in accordance with her culture and religion,
discriminating against her because of her outfit would present a cultural barrier making it difficult for
her to work in certain places. Therefore, when we talk about cultural barriers, it is important to
consider how ‘culture’ is practiced by individuals and how these practices are perceived by the
general public.

5.6.

Lack of confidence and role models

5.6.1. Lack of confidence
Lack of confidence is a shared experience by women of all ages and backgrounds in regards to career
development and advancement. Alongside childcare, lack of confidence was one of the most cited
barriers by our research participants, which was also contextualised in relation to the other barriers
experienced by BAME women. Research participants highlighted that language barriers, constant
threat of discrimination, lack of social and professional networks, and failure to achieve in the labour
market have sizable and cumulative impacts on the confidence of BAME women.
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Alongside these other barriers, the emotional burden placed on BAME women, including depression
and isolation, have a substantial impact on the confidence of women. Especially for middle age and
older generation BAME women, who did not have the opportunity to develop or carry on
progressing in their careers and are having difficulties in sustaining an independent life, lack of
confidence is a serious barrier.251
As one of the research participants from PCS/TUC comments “The problem is that a lot of women
don’t have the confidence. They may have the skill set, and I know so many BAME women that are
so highly qualified but they just don’t have the confidence.”
Lack of confidence limits the manoeuvring of BAME women into employment opportunities and the
utilisation of their skills. Yet, even though they might be confident enough, they might not have
done an interview for a long time, or they might not be as well-equipped to complete the application
process. Even then, because stereotyping and bias persist, they are likely to feel in a disadvantaged
position even though they have secured an interview. In turn, this affects the resilience of women in
challenging the barriers they experience. This pattern can create a vicious cycle ending, converging
back on the core problem of lacking confidence.252
The confidence barrier also appears in accessing support and engaging in networks and activities. As
an example, the participant from EMWWAA told us that even though they know many successful
BAME women, they are often hesitant to put their names forward:
Many of these women don't even apply (…) when they are invited for nomination they do
not put themselves forward mainly because of the lack of confidence. (…) First is the lack of
confidence, second is, we give these awards by interview, and they may feel, “okay, I may
be very good in what I'm doing but I may not interview well and that could be an
embarrassment”.

The participant from Race Council Cymru highlights that one of the reasons for the lack of
confidence is the lack of role models and celebration of achievements of BAME women:
We also need to celebrate our success stories. We don’t often tell us these stories. (…) And
what’s more, sadly, they [the potential role models] don’t actually care. Because they feel
sometimes they’re so disempowered, they are so demoralised and demotivated that they
fear that they cannot find in themselves a sense of self worthiness to stand. The right to selfdetermine is something that every woman should have. And that ability and belief in
yourself, that you’re good enough to go for that job.

5.6.2. Lack of role models and underrepresentation of BAME women
Underrepresentation of BAME women in the workforce, public life and politics, as well as a lack of
role models, is a barrier to BAME women, which particularly affects their confidence levels in
tackling other problems and progressing their careers. Research participants agree that tackling
these barriers is not easy, but rather exhausting and demotivating. Support from other women and
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networks, and having role models will help BAME women to be resilient as the participant from Race
Council Cymru states:
I do believe that unless we invest in each other, and invest in younger women coming up,
they will never want to rise to leadership. (…) They [people in senior positions] feel that you
shouldn’t head up a department, for instance, because you won’t fit. Your face doesn’t fit,
you are not white, you are not one of us, and our organisation does not want anyone who
looks unusual amongst us, who cannot be trusted to be loyal and faithful. So, everything that
I have found, that I have achieved I’ve had to battle for. And it’s exhausting for people.

Role models and visibility of BAME women’s career achievement is important for empowering BAME
women. The limited opportunities for career progression for many BAME individuals, lack of career
advice and role models to inspire their career aspirations affect BAME women’s participation in the
economy. The research participant from the Sub Sahara Advisory Panel highlights the impact of the
lack of role models on the young generation’s career development:
I think for the younger generation, boys or girls, it really puts them off to see people who
have graduated and are unemployed or going for a taxi job or doing other lower paid jobs.
(…) for some reason BAME don't seem to secure jobs in higher management. You can be a
supervisor but in a cleaning company, because that's the service sector. (…) You look around
and you see 'oohhh uncle who did a PhD is a taxi driver!' The most successful person you
have seen is the supervisor of a cleaning team, cleaning by night and daytime they do taxi.
Career aspirations are determined by where they see BAMEs. And they are not seeing them
in other technical and engineering industries. When they have to go into those industries,
our young BAME find that they have to go to other towns. If they go to London, they actually
see people.253

Some of the research participants also highlighted that there are a number of BAME people working
hard and achieving in Wales but most of the time, they are not visible. Sometimes, as the research
participants from TUC/PCS and NFTW mentioned, it is more likely that you would see the same
people of BAME backgrounds around tables in different boards:
People talk about public appointments and they’ll say, “Oh we do better on diversity now.”
Yeah, but it’s the same person, they move here, here and there. (…) they will move from
one board to another board, or they will be on all the boards for every organisation. (…) And
the fact of the matter is, that our population is growing, and there are so many talented
people who now are living in Wales, who live in different parts of the country, doing amazing
work, but nobody makes any space for them. There is nothing wrong with giving something
up for somebody else that looks like you or somebody else from a different protected
characteristic.254

BAME women are underrepresented in the Welsh political arena, public bodies and boards. Even if
they achieve a senior role, they might still experience bias and even discrimination.255 The
achievements of BAME women are not celebrated enough and they are not widely seen and known
which compounds the lack of role models.
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5.7.

Gaps in the policies and their implementation

Equality and diversity policies are endorsed as progressive and necessary; yet, they are not
considered as being implemented effectively in practice. According to our participants, policies have
been improved and they are “looking good on paper”. However, they are not fully put into practice
and they are not enough to eliminate the subtle discrimination against BAME people:
[by means of the seven protected characteristics] There is slight improvement because
people cannot discriminate people on the basis of the protection, because now there are
some rules and laws in place actually, so they are careful about it. But having said that still
there is subtle discrimination and, you know, it does not leave any evidence. 256

One of the reasons for the impracticality of equality and diversity policies is the lack of
communication and consultation with the people who would be their beneficiaries in their
preparation. As the participants confirmed, policies are good but if they do not give enough space
for people to voice their needs in practice, then, they are unlikely to be effective to achieve equality.
To illustrate, the participant from MEND mentioned that “It's very difficult to get a prayer room
sometimes, it's very difficult to explain sometimes, in Ramadan, we fast this number of hours” which
are essential religious practices for Muslim people. However, if these practices have a chance of
being communicated constructively, then it is more likely that arrangements can be made in
workplaces according to individuals’ needs. As the participant from CACV remarked, it is often more
difficult to ask for a praying area than to allocate a space for praying.
Research participants who think that Wales need to take a more serious approach to tackling race
inequality, shared the view that the evidence exists and that there is ample research carried out in
Wales, but that the recommendations coming from this research are not sufficiently reflected in the
existing policy frameworks.257 Some research participants, for example, mentioned that as a
regulatory body, the Equality and Human Rights Commission should step up and deal firmly with
discrimination cases alongside their reports:
Race Council Cymru: I think that the Equality and Human Rights Commission needs to step
up its game. It’s a regulator and its core role is to robustly challenge organisations that are
not working in accordance with the Equality Act of 2010, across the protected characteristics.
But I have not heard them declare an investigation into serious inequality and racism in
schools in Wales.
Cardiff and Vale College: The biggest thing that the [third sector] organisations can do is to
inform the Equality and Human Rights Commission in their action plans [to show their
commitment to equality and diversity] to focus on aspects and work with them on the
equality duty. And any other pieces of work that they care to progress, because, they have
that overarching remit. Nobody else does. They have a legal duty that they can work with
the Public Sector Equality duty. And that’s quite a powerful tool. Nobody else has that tool.

Yet, the participants agree that cuts in the resources of institutions like EHRC make it difficult to
undertake such initiatives.
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Participants also indicated that Wales should use its devolved power to better tackle these
problems. The participant from TUC/PCS highlights, “In Wales, we are very unique in that we do have
devolved powers, we do have our own assembly and we do have opportunities to make some real,
credible changes.” However, she also indicated that sometimes race has fallen off the agenda in
Wales: “Part of me sometimes wonders whether it is because it’s quite complicated, and because of
the intersectionality factor. Maybe people either don’t know how to deal with things, or whether we
need something bigger.”
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6. The changes BAME women want to see
Barriers that are shared by women generally as well as by BAME women were voiced extensively in
our research, but with the emphasis that BAME women experience such barriers more intensively. In
this section, we will discuss some actions voiced by our research participants to tackle the barriers
discussed in the previous section.
To start with, the participants stressed the need for an intersectional approach to gender inequality
to tackle the barriers commonly voiced by women in general. For example, if an intersectional lens is
missing in dealing with the barriers regarding childcare, then, childcare persists as a barrier to many
BAME women.
Alongside this general issue, there are some key recommendations that are shared by the research
participants and summarised neatly by the participant from MEND:
1.

2.
3.

4.

5.
6.

Community consultation is key. They [policy makers and businesses] have
to consult the community and their Muslim [BAME] workers about what is
needed exactly.
They have to create a safe space for the BAME individuals to express their
concerns without being bullied, without facing the fear of losing their job.
Having a [proper] progression, a support mechanism that is not a matter
of having a BAME person in the board, or the institution, just to show how
colourful we are.
Having an inner support mechanism, so maybe Muslim support
mechanism, Hindu support mechanism, of BAME, if there aren’t many
people of colour or of faith you can just put all under one umbrella.
Having a mentoring scheme.
Training for the staff. How many of our institutions whether the Welsh
assemblies or others, trained their own staff around Islamophobia,
homophobia, antisemitism, and all of this. We have to train our staff about
prejudices and stereotypes out there. That's it!

In this part, we will address these and other recommendations in detail. Although we try to bring to
these recommendations a Welsh policy focus, the recommendations inevitably address broader
issues.

6.1.

Tackling bias, discrimination and racism

Research participants emphasised that interaction with people from different backgrounds and
celebrating diversity are keys to challenging and eliminating stereotyping in every aspect of life. By
creating opportunities to bring people from different backgrounds to interact together, it is possible
to overturn the ideas of stereotyping.258 Promoting the advantages of a diverse workforce and
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celebrating diversity is also an important way of challenging stereotypes. As an example to the
advantages of diversity, the participant from CAVC indicated the potential benefits of having
different languages in a workplace, which could be utilised in many ways in businesses.
Tackling bias and discrimination during recruitment processes is fundamental to achieving equality
for BAME women. A common recommendation by the research participants regarding this issue is to
make the blind CV application mandatory to avoid any bias and discrimination happening in the
recruitment processes. Applications should be anonymised in order to protect the identity of
applicants.
Achieving diversity in recruitment panels is also among the commonly voiced recommendations.
Research participants agreed that recruitment panels should be diverse in protective characteristics.
Another suggestion regarding recruitment panels is to have an independent panel member to
monitor and observe the process.259
Unconscious bias, equality and diversity training provided by experts, and awareness raising about
bias, discrimination and hate crimes are key actions to be taken to tackle with discrimination and
racism. The research participants agree that the training should be mandatory for all staff members
including at senior levels.
Incidents of discrimination, harassment and hate crimes can happen anytime, anywhere, which put
BAME women into a vulnerable situation in their everyday lives. As discussed earlier, BAME women
are less likely to come out and make a complaint about these incidents. Under these circumstances,
a clear understanding of how to report a case of discrimination and hate crime and provide support
for women becomes vital. Research participants emphasised that reporting mechanisms should be
visible and accessible, and victims should be supported.
The participant from MEND also underlined that police forces should have more training in
addressing hate crimes in Wales.260 She also underlined that the lack of clarity in the definition of
hate crimes and lack of recognition of the definition of Islamophobia is a problem to be solved to
fight against hate incidents of hate crime effectively.
A key area needing improvement is the Legal Aid provided by the UK government. Cuts in the
funding of legal aid have caused a reduction in service providers operating in Wales, which makes it
difficult to access providers.261 Research participants working with communities in Wrexham
suggested that legal aid provision should be enhanced.
She also suggested a novel way of dealing with the offenders; if a person engages in offensive
behaviour, uses abusive, discriminatory and racist language repeatedly, as with the speed awareness
courses for people who have been charged with a speeding offence, the culpable person should be
offered a race and diversity course to prevent further occurrences.262
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To tackle incidents of discrimination and hate in the workplace in particular, the majority of research
participants emphasised that policies should be prepared with staff members and the actions on
policies should be formed in conjunction with the public.263 Policies should be designed and
communicated in a way that proactively inhibits bullying, harassment and discrimination.264
Research participants highlighted that policies should facilitate taking proactive measures to avoid
any discriminatory actions occurring. The research participants agreed that if the policies and
commitment to equality and diversity are communicated transparently and proactively in the
workplace, the risk of discriminatory incidents happening would be reduced.265
Yet, subtle and insidious discrimination persists in businesses and is difficult to report. Agreeing with
the other research participants on the subtleness of racial discrimination, one of the research
participants captured the importance of raising awareness about making complaints and reporting
incidents of racial discrimination:266
The law says if you feel that somebody is discriminating against you then that means that
most probably they are. So then it's about how you're able to prove that. So I think a lot of
the time, in terms of people who are employed, I think part of the induction should be about
where to go, I know they do this formal thing of you can raise a complaint, you can write a
grievance, things like that, but you know, being able to challenge a system is again a skill that
a lot of people don't have. It's almost as if sometimes in terms of BAME women it will take a
lot before they actually come out and challenge a system for whatever reason.

Businesses should provide their employees with clear and confidential reporting mechanisms to
report incidents of discrimination, abuse and harassment. However, reporting might be troublesome
in some cases. PCS/TUC representative indicated that availability and use of agents such as trade
unions, which can give legal advice, is important:
I would be lying if I said that every BAME member is confident in coming forward. There is
also the factor that we find, within a number of government departments, local authorities,
there tends to be staff networks, and there will be black members’ networks within those.
And sometimes people are given this false impression that they can seek advice from the
staff networks. But the fact of the matter is that the staff networks can’t provide them with
any legal advice. (…) there is a lack of understanding of what a union is, and the fact that the
union is completely independent of your employer. Your employer does not need to know
that you are a member of a union, it is completely a private matter, and also the union can
be there to provide legal advice and support should you need it, or just be a listening ear,
and it’s completely confidential.

It is important to encourage BAME women to sign up to unions and access their training and support
networks to become more aware of their employment rights and relevant workplace policies.
However, as the research participant highlighted, achieving diversity in trade union structures and
providing them with necessary training is also critical to attaining more inclusive representation of
BAME individuals. To have dedicated/professional equality officers in workplaces who would deal
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with equality issues and monitor their implementation was also suggested by research
participants.267
One of the research participants also highlighted that any incident should be brought to the
attention of the responsible department and acknowledge not only the incident itself but also the
potential of further incidents:
There was one particular case I had to deal with… What I did was I sent an email to their
human resources. They were horrified so somebody rang me up straight away, and they
were like how can we work with you, how can we improve this, we must speak to the person
etc. etc. Everything was sorted in the end. I just needed to raise awareness that this was
happening on the ground. (…) it's the employers as well that need education. 268

Employers’ awareness of what happens in the workplace and how they can act on these issues is an
important part of tackling discrimination, harassment and racism. As one of the research participants
highlighted, if an employer claims that they are an equal opportunity employer, then they need to
not only be educated and understand that policy but also show evidence that they have been
implementing and monitoring policies as well.
In these terms, leadership plays a key role in achieving and implementing policies for a more
inclusive and diverse workplace. Leaders should develop communication, show their dedication to
equality policies, and take proactive actions to achieve equality.
Community Cohesion Team, Cardiff and Vale College: Six years ago, Cardiff and Vale College
moved their main college to the heart of Cardiff, close to the most diverse areas of the city,
Grangetown and Butetown. Thanks to the community focus of the Chief Executive and the senior
management team, they first established the role of Community Liaison and Development
Manager. The manager explained her role as such:
my interactions have always been with communities, many of the third sector,
organisations in the locality working on specific needs which have been identified locally…
and those are the people you need to engage with, because they are working at the grass
roots’ level, and really bearing down on the issues which are there in that locality.

With the recommendations coming from the community, the college also established a Somali
Development Group (the dominant ethnic group in the area) to help them better engage with the
college and the development around the college. Thanks to these efforts, the college established
strong links and partnerships with the communities and community organisations, becoming a
faith friendly workplace and a service provider to the communities.
Last but not least, a supportive working environment is crucial to overcoming discrimination, bias
and racism in the workplace. BAME women should be supported and encouraged to come out about
bias, discrimination and racism.269 Giving them the opportunity to talk about what they experience
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and how they feel in a supportive work environment would avoid bullying and harassment in the
workplace.

6.2.

Improving access to training and employment support programmes

6.2.1. Improving provision of language courses
As underlined throughout this report, language proficiency is one of the critical barriers to a large
number of BAME women, yet not all of them have the opportunity to overcome this barrier. ESOL
classes are crucial; however, as the research participants highlighted, these are often not easy to
access for BAME women. Outreach services of official ESOL providers have been suggested as very
helpful for BAME women as they offer alternative learning settings and meet the needs of women
more effectively.270
As an area of improvement, the research participants from the Polish community and Siema Biz
forum suggested increasing and improving the online courses aligned with the ESOL classes
particularly for the individuals who have limited access to regular classes due to their work patterns
or other responsibilities.271
ESOL provision, by CAVC: Cardiff and Vale College is the main ESOL provider in Cardiff. They
prepared ESOL class materials in partnership with organisations such as National Museum Wales
and South Wales Police, which allowed these organisations to engage with the BAME community.
The partnerships also helped to raise funds for language classes. These kinds of initiatives can be
developed and improved to provide more bespoke and engaging activities for BAME women.
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Interpretation services that would assist BAME women to navigate the social security and welfare
systems would also help BAME women to deal with language barriers. Currently, these sorts of
services are provided by third sector organisations in their organisational capacity. As these services
have proven accessible and effective, recognising their contribution and supporting them to sustain
these services would be a cost effective solution to overcoming the difficulties that BAME women
experience due to language barriers. The participant from Hayaat Women’s Trust underlines
capacity for supporting language skills development within their organisation, which is a key source
for overcoming language barriers for some BAME women:
98

We already have the support workers, people who have multiple languages. So, they are
able to get translators among the volunteers of Hayaat. Between us, we have 10 of the
languages common in the local community.

6.2.2. Improving access to training
The majority of the research participants agree that training and support programmes should be
structured in a more accessible way for BAME women, and provided with some critical services such
as childcare and transport.
Being unaware of the programmes is a barrier to BAME women, which can be overcome by
developing more effective means of advertising and promoting training and support programmes.
The participant from EMWWAA recommends that it is sometimes worthwhile to take a direct
approach and knock on the doors of women:
…it has to be done on a one-to-one basis. Somebody will go to their house and say, “look,
have you considered coming to this course, this is a very good course, so and so is going to
be attending, it will be good if you can come as well.272

Community engagement is crucial when advertising and or trying to access BAME communities and
many organisations and businesses fail to do so. Government programmes and businesses aiming to
increase diversity in the workforce could develop schemes and community engagement
programmes. The Welsh Government apprenticeship scheme is seen as a good practice example as
it was directly communicated with the targeted groups, such as BAME individuals, to encourage
them to apply and benefit from the scheme.273
Apprenticeship Scheme, by Welsh Government and National Training Federation Wales (NTFW):
In order to increase the diversity in the take-up of apprenticeships, Welsh Government started
working with National Training Federation Wales to identify the barriers and increase the diversity
in their apprenticeship schemes. NTFW works with businesses from different sectors, having
potential cohorts for apprenticeship schemes, to “increase the diversity of apprenticeships, in
particular to increase the amount of people with disabilities and from black and minority ethnic
communities into apprenticeships, and address the negative stereotyping, gender stereotyping in
certain sectors in apprenticeships”.274 They identify barriers to different communities in accessing
apprenticeships with the employers, and develop strategies to tackle these barriers:
What I'm doing in particular now is working really closely with the providers, on the
monitoring and the evaluation systems, to ensure that we have systems that demonstrate
how providers are applying their equality and diversity knowledge and activities to
increase the diversity of the apprenticeships. That involves identifying relevant training
programmes and sessions for providers, means working closely with the sector
organisations and the disability and diverse practitioners. They have awareness raising
sessions on a regular basis in my equality and diversity meetings, they have regular
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meetings every two months whereby we look at the challenges across the sector, we look
at regional challenges, we look at practical solutions we look at how we can look to
actually improve that.

Furthermore, they engaged with the community by getting well-connected people within the
community on board to promote their work, give information and run taster sessions. These
efforts have increased the take-up of apprenticeship schemes.275
Bringing the training courses to the community is also an important engagement tool that can be
utilised to improve the reach of programmes. As the research participant from Hayaat Women’s
Trust commented, this would increase the access: “Those courses; bring them into the community.
Run it at the community centres. They will be attended and people will find out more.”
Gypsy Traveller Education Service, Pembrokeshire, Monkton: Traditionally, due to the barriers
that the Gypsy traveller community experience, the education level in the community has been
low. To tackle the barriers that the community experience in education, Pembrokeshire Council
set up a programme called ‘Gypsy Traveller Education Service’ bringing the education into the
heart of the community. The programme supported children, young people and families with their
educational needs and was based in Monkton, where the second biggest traveller community in
Wales is living. The Gypsy Traveller Education Service responds to any specific cultural needs or
issues that may exist for children, young people and families in order to raise academic
achievement, and to improve outcomes and life chances.276 The council also developed a project
called the Unity Project for the members of the community who would like to engage in education
again. These classes take place in Monkton as well, and it is also supported by the University of
Wales Trinity Saint David. The University’s administrative office explains the success of the
programme in going out to the communities themselves for twilight sessions and on weekends:
"We come out to them, to their domain, in their own time, because nobody can afford to give up
work today but they want to learn as well. They don't feel intimidated".277 If they are successful,
many of them are employed by the schools, hence, a knock-on effect is created.
Training could be costly for many BAME women, which would create a barrier. To make them more
accessible, scholarship opportunities, subsidised courses and funding should be available to BAME
women. Highlighting the importance of training to women for their career progression as well as
increasing their confidence, a research participant from PCS/TUC indicated the success of Welsh
Government funded training provided by their union:
We used to get some funding from Welsh government, which allowed us to run courses and
one of the courses that we used to run which was really successful in terms of the number
of participants was called ‘Women into Management’. As a result of that course running, and
we ran it a few times, there were a number of women who came forward from a range of
different backgrounds, including BAME backgrounds. Some of them were just say admin
level or maybe sort of worked in the cleaning and catering part of the civil service, who then
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went on to progress elsewhere. Some of them progressed within the existing organisations
that they worked for; others ended up moving to other parts of the public sector and others
actually left the civil service and set up their own businesses.

The research participants also stressed that training and employment support programmes should
have well-monitored diversity targets.278 Although there are tools that can be utilised in monitoring
the activities, many organisations do not make use of them. One of the research participants from
EYST told us:
The programmes need to be monitored properly. Are people of multiple ethnicities
benefitting, for example? I did ask this of a department: “do you do equal opportunities
monitoring for ethnicity and race?” and they said “no we don't at the moment. We used to,
but we don't at the moment just because the numbers are just so low they're almost nonexistent.” Well, that's why you need to monitor it! We really need to monitor to get a sense
of what the picture is, what's happening with this support? 279

Diversity targets should be set contextually and be manageable to allow the monitoring of all the
processes taken in the course of a training or employment support programme. Furthermore,
monitoring will detect the impact of the programme and the outcomes of programmes in terms of
creating opportunities:
With projects like the employability programmes, any programme to support people into
entrepreneurship you need to monitor the outcomes, not only who's participating in the
programme but also the outcomes.

6.2.3. Skills conversion and recognition
Skills conversion and recognition for those who trained outside the UK in professional occupations is
a critical area in need of improvement. Research participants underlined that the complicated
procedure to achieve skills conversion and recognition make it difficult for migrants and refugees to
participate in the labour market through their professional occupations.280 Providing these
professionals with language courses and supporting them to attain additional certificates would
allow them to participate in the labour market and utilise their skills. This would also contribute to
the Welsh economy and act on the skills gap existing in Wales.
Demonstrating and communicating the relevant skills conversion and development pathways is
critical in certain cases. Migrants, refugees and asylum seekers are not likely to utilise their
proficiencies if they do not have access to skills conversion opportunities, upskilling and language
programmes. In such cases, providing support and guidance become crucial actions.
WARD Project, by Displaced People in Action (DPiA): Since 2002, DPiA has been carrying out the
project called ‘Wales Asylum seeker and Refugee Doctors’ (WARD) funded by Wales Deanery. The
project addresses the education and training needs of refugee/asylum seeker medical doctors in
Wales, and to help such doctors to meet the standards required to pass both the IELTS
278

EYST 2, CACV, NFTW interviews and the Focus Group Discussion 15.05.2019.
EYST 2 interview.
280
CAVC, Refugee Council Wales and DPiA interviews.
279

101

(International English Language Testing System) and PLAB (Professional and Linguistic Assessment
Board) tests. It is estimated that the project has saved the NHS 25 million pounds since 2002 by
recruiting trained doctors.281
Skills recognition can be through some official agencies, but it can also be within a workplace. The
research participant from NTFW told us a story that she experienced in her role:
One [apprenticeship] provider shared the story with me about somebody, a female worker,
working with a very big organisation, and she experienced racism on an almost daily basis. A
person took this worker to report this racism to their line manager. The lady in question was
so clear in her presentation in terms of what she was saying and very articulate that the
manager was struck with how articulate this woman was; because this woman was a cleaner.
So asked her about her background and asked where she came from… (…), she told her what
she did when she was in her country. And the manager gave her the opportunity to
do accountancy, and she did an apprenticeship.

6.2.4. Access to self-employment
BAME women need additional support in accessing support programmes and services regarding selfemployment. There are programmes supporting women in self-employment but they are not
necessarily accessible to BAME women.282 There is a need to bring an intersectional lens to the
support programmes for women in self-employment.
The self-employment of BAME women is a source of untapped potential for the Welsh economy. As
the research participants from Chinese, African and European communities stated, there is a big
potential in supporting BAME women into self-employment as they have the tangible resources,
such as transferrable and soft skills, and they can often perform in a multicultural and global market
place.
Most of the African women are industrious; most of us have mid-small industries... We just
need a little bit of a push. This might be training, the support system, regular support
systems... Regular but also informal. So that they don't have to attend, they may attend brief
classes about women and entrepreneurship but then after that there is a need for ongoing
support about filling forms, microfinance, book keeping. 283

There are support programmes for women in self-employment and Welsh Government and Business
Wales are keen to improve these programmes.284 While improving these programmes, it is crucial to
comprehend the issues with an intersectional lens and develop tailored programmes for BAME
women. Interpretation of the support programmes, simplification of access to them and reaching
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out to the community organisations to use their resources to access the communities are among the
recommendations from the research participants.285
Siema Biz Polish Business Forum: The forum is based in Wales and offers business support to the
Polish community across the UK through bespoke sessions and group workshops. It works in
collaboration with Business Wales and creates a link between the Polish community and Business
Wales. The forum interprets the programmes of Business Wales to the (potential) self-employed
Polish individuals, supports and mentors Polish businesses. Business Wales support mentors from
the Polish speaking community to engage with the community in their own language and spread
information about the support programmes.
The huge amount of work that we do through Siema Biz forum is in conjunction with
Business Wales. We make sure that they reach these people who are not confident in
understanding English. I translate these sessions so they know that it's transparent. It's
easy once they know what they want to do. We're trying to put as much information on
social media as possible in both Polish and English, just so our English-speaking friends
know what we're posting about, as well as that we're posting in Polish, so Polish people
can identify the difference in English and Polish and they can learn English as well as
finding the information for themselves.286

In less than a year, since the forum started, 12 women and 3 men aged between 25-40 from the
Polish community in North Wales have signed up for the business support programmes.287

World Café, by Women Connect First: Women Connect First run cooking sessions and classes to
give women the opportunity to experience a professional kitchen. They set up the “World Café”
almost 2 years ago, which brings women from different cultures together to cook. World Café
caters for events and the profit retained from the catering is used by the women working in the
kitchen to improve the business. Women trained as cooks in Women Connect First’s setting gain
the qualities to work in professional kitchens. Women trained in the kitchen have also developed
the ambition to have their own businesses.

6.3.

Supporting BAME women

The barriers that BAME women face have a big impact on women’s lives and experience. These
barriers do not only affect their career development and progression but also their confidence, selfesteem and well-being. Many women do not have the confidence and the resilience to tackle the
barriers they experience on a day-to-day basis. Supporting BAME women through personal and
professional networks is critical to empowering women to overcome these barriers.
From the experiences of the research participants, we understand that BAME women look for
opportunities to develop their careers and gain support from organisations to give them these
285
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opportunities. The research participant representing MEND told us that a lot of events held by the
organisations she works with are attended predominantly by women:
If you see the number of [women] attendees, it seems to be that women are keener to seize
the opportunities to learn and develop more, more than men. I don't know really the reason
behind it but I think there is the appreciation of the struggle and that we have to be one who
excels, we have to be more than others, so there are a lot of women who try to invest in
themselves.288

An important factor that is likely to increase the number of women attending the workshops is the
creation of a welcoming and safe place for women in which they feel comfortable. The participant
from MEND tells us that her position as the director of the organisation has had a positive impact on
the engagement of women in their activities:
It could be the reason; they see me, the manager of MEND, and that's why more women are
coming forward. We have a working group of volunteers across the country and the chair
and the vice-chair of this working group are elected. In South Wales, interestingly, you have
women being elected. In England, more men are elected. (…) I just think that women see the
organisation as more accessible because they saw me at the front of it.

The TUC/PCS rep also told us that when women are given the chance to actively take part in union
activities, they quickly become a voice in the workplace and actively join the union. Both examples
suggest that when the activities are designed according to the needs of women and in an accessible
and welcoming way, BAME women engage quickly, becoming part of and being active in the
network.
6.3.1. Networks
Social and professional networks are important for BAME women to progress in their careers. These
networks can help BAME women into employment. Social networks and knowing people working in
the industry is sometimes critical in getting the right advice and overturning the potential barriers
that can appear during the recruitment process. Nearly all participants emphasised the importance
of these social and professional networks for BAME women. Developing and sustaining these
networks and making them accessible to more women is crucial to overcoming the barriers that
BAME women experience.
Tailored support programmes and engagement with BAME individuals is also important to overcome
the disenfranchisement and alienation of BAME individuals. Research participants underlined that,
particularly young BAME individuals feel frustrated, alienated and disenfranchised due to the lack of
career opportunities and discrimination they experience in their professional and day-to-day life.289
This area needs urgent attention and serious intervention by the Government, other organisations
and businesses; it should not be the sole responsibility of third sector organisations. However, third
sector organisations are key players in setting up support networks and creating a public space for
BAME communities, government agencies and also for businesses. For example, MEND works on the
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engagement of Muslim people into mainstream politics to take constructive action and find the right
political tools to voice their anger and frustration in the political realm:
It's OK to be angry about the foreign policy, (…) but there are ways to challenge that. How
about you engage with your local MP, how about you lobby him, how about… So, they know
that the civil resistance in terms of petition, writing letters, meeting their MPs and they feel
empowered in the process, they are part of the system. So, that's the politics. We do politics
masters classes to improve the political literacy of Muslims. They don’t know (…) the critical
difference [such as] what does the Welsh Assembly do, how much power does it have, you
know, what are the devolved powers, how can you engage with your MP… We teach them
about this nitty and gritty stuff in the workshop in a visual interactive way.

Workshops and classes of this sort organised by third sector organisations both educate and train
women on various topics, and also create an important public space and network for BAME women,
which helps boost their confidence.
The participants also highlighted the importance of volunteering opportunities for BAME women in
these networks to develop skills and improve language proficiency.290 Volunteering is a particularly
important medium for asylum seekers, as they do not have the right to work until they receive
refugee status, and for women who do not have previous professional experience. With
volunteering, they have a chance to improve their participation in the labour market, develop skills
and engage in a social network. However, volunteering is an area in need of improvement as there
are still barriers to women in taking up volunteering. The lack of some critical services such as
childcare and transport subsidies affects women’s participation in volunteering activities.
The research participants from organisations working with refugees and asylum seekers underlines
that there is a need for improving the support programmes and volunteering opportunities for these
groups who are in need of additional support:
Providing more opportunities for asylum seekers and refugees to use their existing skills, as
well as helping them to gain additional skills that are relevant to the labour market and
relevant to their ambitions and aspirations, finding out what they want to achieve, and
enabling them to get into employment or education, where they could actually provide a
better outcome for their families, for their children, and they feel part of the community
they live in [are important areas of action]. I think more resources need to be deployed to
achieve this. At the moment, we haven’t got these resources needed to up-skill refugees
and asylum seekers, so they will be job-ready when asylum seekers are able to work.291

While the research participants emphasised the importance of voluntary work for asylum seekers,
their call to the UK government is to give asylum seekers the right to work to sustain their lives.292
Asylum Rights Programme: The Programme is a partnership project led by Welsh Refugee
Council, with EYST, BAWSO, Tros Gynnal Plant, Asylum Justice, DPIA and City of Sanctuary UK as
delivery partners, and is funded by Welsh Government’s Equality and Inclusion Programme 20172020. Through the advocacy forums taking place in this project, asylum seekers and refugees are
290
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enabled to have their say on issues like housing, employment, education and training, what works
and does not work for them. The Asylum Rights Programme also enables asylum seekers to get
into volunteering.293
Another support activity that should be firmly stressed is the support of women’s organisations to
the most vulnerable and disadvantaged BAME women. Some BAME women have difficulty in
accessing public services and support, and they have limited knowledge of how to find out what is
available and what might work for them. Organisations such as Women Connect First and Hayaat
Women Trust try to tackle the isolation, health issues and the other problems occurring in their
personal and family life. Once they find out the nature of the problem, they inform women about
the available options and the ways that they can access them. Their efforts show that in some cases,
providing support in informal settings and helping women feel comfortable enough to express
themselves is necessary to overcome the problems they face. It is also highlighted that women
coming to the centre communicate better with a person that can resonate with their cultural
understanding.
When you come to Hayaat, when the person come, you realise that this is the tip of the
iceberg. As they go on speaking, you realise now, there are underlying issues. And Hayaat
will give them the time. We support them in a culturally appropriate way to make them feel
valued, to make them feel that they are not just a statistic, we are not just filling boxes.294

Supporting BAME women with job seeking and CV writing, by Women Connect First: Women
Connect First supports BAME women of all ages with online job seeking, job applications and
computer literacy. Older women who are not computer literate benefit particularly from the
services of Women Connect First.
Supporting BAME women with career advice, Hayaat Women Trust: Hayaat Women Trust, work
particularly with the Somali community in Cardiff and provides career advice to BAME women,
and help them with the job application process. They also organise career advice activities with
both parents and children by reaching out to the following schools: Cathays, Willows and Fitzalan.
This allows parents to learn about the academic choices available to their children, and gain
information regarding the education system. It also encourages them to take an active role in
their children’s education. These sessions include information about the education system,
available career opportunities, mentoring and seminars.
ILead, by Muslim Council Wales: The ILead (Islamic Leadership, Education and Development) is a
project run by the Muslim Council of Wales to support young Muslims, particularly women, into
leadership and personal development. The project aims to train young Muslims in transferable
skills, inspired by Islamic tradition. The project aims to teach modern leadership skills infused with
Islamic thought and custom to make it more relatable to their faith.
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Golden years project, by Women Connect First: The project aims to find ways of addressing the
economic and social issues faced by BAME women aged over 50. The project offers activities to
BAME women aged 50+ to enable them to feel more independent, empowered and equipped
with life skills to help them lead a better, more sustainable life. The project includes ESOL classes,
ICT and internet classes, general advice, advocacy and counselling service, seminars on issues
affecting older people, and various social events.
Polish Integration Support Centre, Wrexham: The centre in Wrexham was established in 2018 as
a community interest company. The centre aims to support Polish residents in their journey in
Wales and help them with adapting to life in Wales, language learning, career development
including the route to self-employment. It is an important network of residents of North Wales
with Polish heritage, which also aims to bring together the older generation and migrants who are
fairly new to the country.295
The problem of lacking knowledge regarding public services in the UK is poignant in the cases of
refugees and asylum seekers. Upon their arrival, these groups need assistance about anything that
would help them to settle, including housing, schooling and access to the labour market.
Organisations working with refugees and asylum seekers assist them with basic needs and issues but
some of these services might not be able to reach all refugees and asylum seekers in need. The
research participant from Hayaat Women’s Trust listed how they approach the needs of refugees
and asylum seekers as such:
The new ones who have been just given their refugee status, or have just arrived to join the
spouse… [The advice] will be about all the necessary things. You will start from applying for
a child benefit, for example. Because they are not aware of any of any entitlements. You will
start from scratch. Any housing benefit they may be entitled to? They may be… There is some
kind of physical or mental health problems, it is about health. Maybe they may have
problems of, for example, they have been referred to a specialist, they have been waiting for
so long, they do not have the language skills to talk through what's happening or the system.
Or their children, social services were informed about their children and they don't know
what to do. They don't understand the system and how it works. And they don't like these
people interfering. It is like a culture; you have to make them understand "it is not something
against you, it is for you". And we have to encourage them to work with the authority. 296

The research participant from DPiA stressed the impact of basic guidance to newly arrived migrants,
refugees and asylum seekers for improving their lives:
When they first arrive, obviously they are trying to make sense of where they are, what type
of community it is. They don’t know much about the area they are living in. We give all this
information when they first arrive. First we take them out and about, how to do shopping,
showing all the supermarkets, post office. How to use the post office service, how to use
supermarkets, how to take a bus, how to get a ticket when they step on the bus, how to take
a train journey from their area to Cardiff. We teach all those things, and that gradually
increases their confidence.
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Vulnerable People relocation Scheme, by DPiA: In collaboration with Monmouthshire, Torfaen,
Blaenau-Gwent and Caerphilly council, DPiA delivers “orientation and support” programmes to
Afghan and Syrian refugees. The project aims to prepare the basic resources, such as homes,
schooling and access to health services, available for the refugees on their arrival, and to guide
them through the available services to them.
Syrian Resettlement Programme Orientation Support Schemes, by EYST: EYST provides
orientation support to Syrian Refugee families resettled in Swansea, Powys and Carmarthenshire
under the Home Office Syrian Resettlement Programme. This includes support for families to
access key services including housing, health, education, and community safety services, as well as
English classes and moving into volunteering, training and employment. Volunteering is one of the
key issues that the EYST project focuses on. As the participant stated in the research, volunteering
and establishing social networks for refugees is crucial, not only to give them the opportunity of
work experience, but also to deal with the psychological damage that women carry with them.297
Although organisations working with refugees and asylum seekers actively work on meeting the
basic needs of these groups, there is a need for a more comprehensive, inclusive and unifying policy
framework, as well as support for these organisations by government agencies, to make the
orientation and integration of refugees and asylum seekers more effective.
Supporting women to tackle some cultural barriers, some of which limit the career development and
advancement of BAME women, would also help them. Cultural barriers, such as the strict
understanding of roles affiliated to men and women in a family setting, cannot be overcome with a
top-down approach, or with policies. Yet, the issues emerging as part of a culture can be revisited in
the community and solved through social networks at the personal level. Research participants gave
several examples of community action regarding this; such as talking with the elderly members of
the family for the education of young women.298 Communicating about cultural barriers and
providing support within personal and community networks is an effective way of dealing with them.
Some research participants also highlighted that cultural barriers should not be seen as a stigma by
people outside of that community. Stigmas developed around cultural barriers might cause an
exclusive approach, as stereotypes are likely to emerge as a result. Officers, particularly in public
services, should think beyond those stereotypes to develop an inclusive approach.299
In addition, nobody should feel excluded because of their cultural practices. As one of the
participants remarked, to promote diversity there is a need for a cultural shift: “Rather than saying
that you are not fitting in this culture, people should say our culture should be diverse and you are
welcome!”300
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6.3.2. Mentoring
A strong recommendation from research participants is to improve existing mentoring schemes and
create more for BAME women. The research participant from Race Council Cymru passionately
supports the belief that BAME women should invest in each other:
We have a mandate, we have an impetus, we have an imperative to share what we’ve learnt
with other women who are genuinely seeking to improve themselves.

The participant from MEND who worked in the NHS prior to her role told us her experience about
how women can support each other:
Because a lot of people know my science background, there are a lot of people who come to
me for advice and I literally tell them what to type in when you look at the NHS job website,
you know the kind of things, because sometimes the jobs are there but they don't know how
to search for it. I think a lot of [the advice] comes from friends, and people who are already
in the industry, because they can bring the insight to them. It's very important to have BAME
in the work places, and not only that, in high positions, within their institutions, because they
can help others. This is exactly how I did, my line manager in the NHS was a Muslim woman.
She is the one who helped me to get me the job.

Mentoring provides BAME women with the support to develop their career pathways, overcome the
barriers that they face and access networks. The majority of the research participants told us that
they also mentor women from different backgrounds as well as organising mentoring schemes for
BAME women.301
Reverse mentoring scheme by Women Connect First: The project aims to match BAME women
with women in public appointments in Wales, including AMs. In this project, the mentees share
their experiences and problems with their mentors to raise awareness about the barriers they
face in their professional and day-to-day lives.
Third sector organisations working with communities are critical agencies in terms of gaining access
to communities and providing them support. They do not only help BAME women in many different
areas, but also provide an invaluable, cost-efficient service in many instances. They are a bridge
between the public and private sectors and communities. However, these organisations are mostly
reliant on public funding and voluntary work, and often do not have sufficient resources to sustain
their services. The lack of core funding in many of these organisations creates a problem when trying
to sustain the progress of projects when their funding ends.
The issues around the resources and funding of third sector organisations were commonly shared by
research participants. One of the research participants highlighted the situation as such:
We are a small organisation, a community grassroots association. We struggle to survive. In
a way, we’re overwhelmed by all the requests from all different organisations. Yes, they’re
always saying we are the bridge; we can help them to access the whole community, that’s
true! But, they use us for free. That it is like you’re always there. We can’t be always there
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and free. Such organisations like ours don’t have the budget. I don’t have the budget to pay
for you to do your promotion. I don’t mind doing it, but I don’t have the budget. I really
want to meet all the requests, but it just couldn’t happen. I would really like it if they want
us to promote their service, promote their job vacancies, why don’t they have a little bit of
funding for us? Yes, we are a voluntary organisation but we are also a business. 302

There is a strong call from the research participants to Welsh Government, funding organisations
and employers to recognise the value of the work these organisations provide and support them
with funding in order to carry on providing services that help individuals and communities gain
access to the labour market.

6.4.

Representation of BAME Women and role models

Increasing the representation of BAME women in the economy and public life is one of the key areas
that research participants are keen to address when tackling the barriers faced by BAME women. As
a solution to increase the representation of BAME women, research participants suggested bringing
in quotas. Quotas might be a step along the way to equality, especially at senior management levels.
As a starting point, research participants call for the implementation of quotas for public
appointments and civil services:
Ethnic Youth Support Team/2: Certainly we would like to see the public sector implementing
quotas.
Ethnic Minority Welsh Women Achievement Association: They [Welsh Government,
employers] have to have places earmarked for BAME women and that will only be given to
BAME women. So, this will in fact encourage BAME women to apply for positions.

The lack of confidence is a factor affecting BAME women’s representation at senior levels and
visibility in economic and public life. In many cases, BAME women’s achievements and talents are
underestimated. The research participants from EMWWAA, who became a successful name in her
profession, said that she didn’t have the confidence to challenge people who underestimate her, and
she kept quiet about her achievements. But she suggests that women should not be quiet about
their achievements, and organisations should work together to celebrate BAME women:
I should have challenged but I did not and if I was given another chance I would. So that's
the change in me; and I'm sure this is the change we are going through in other women as
well, that don't keep quiet! If you keep quiet, nobody will know what should be done for
BAME women, come up, say something. You know, even if you are not heard keep on, keep
on at it... Also, we need to work together. I think this solidarity is another aspect because
when you are representing a minority population you are not going to be heard that easily
but it's a joint thing, if it's reinforced... So that's why we need to work in a group actually and
we have to lead from the same hymn book.
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EMWWAA (Ethnic Minority Welsh Women Achievement Association) Awards: The association
aims to promote the empowerment of BAME women and girls in Wales through recognition of
their contributions, identifying role models for the communities and facilitating community
cohesion and integration within mainstream systems. EMWWAA has coordinated a bi-annual
awards ceremony since 2010 to recognise women and girls of ethnic minority origin. EMWWAA
profiles the achievements of women who face multiple disadvantages-not only are they women,
but they are also ethnic minority women who have faced barriers of language, culture,
appearance and religion. EMWWAA seeks to make visible how these women have made
significant contributions to Wales and to Welsh life and how they have used their talent to help
and inspire others.
Role models are among the key actors to overcoming the barriers to BAME women. In this research,
we interviewed representatives from organisations working with and supporting BAME women,
most of whom had become role models themselves. They all emphasised that they have received
support from individuals and organisations throughout their careers and they strongly support the
view that it is important to have role models visible in the public realm. Furthermore, they also
strongly advocate that role models should be hands-on, working in the community with women to
support their development.
Muslim Engagement and Development (MEND) work for better representation of Muslims in
politics and media to fight against Islamophobia. They organise shadowing schemes for young
Muslims with their MPs and AMs to help them engage in mainstream politics and organise politics
master classes. They also organise media master classes and workshops to encourage them to tell
other about their own experience publicly. The director of MEND states that
Many of the stories made about women in the media and Muslim women specifically are
not told by them. You always see the Muslim women voices completely missed in the
media, like, you know, they wouldn't talk about, talk to women who wears the hijab when
it comes to hijab issues, or niqab issues or you know, job and employment and all of that,
completely missed.

Having received a lot of support herself to be a spokesperson, she strongly emphasises the
importance of empowering BAME women in public life. The media workshops aim to boost the
confidence of Muslim women and encourage them to engage with the media and talk about their
own problems, experiences and opinions publicly, become a representative of their communities,
and tackle the discrimination by the mainstream media by making efficient complaints about
negative stories.

6.5.

Developing and improving communication

The research participants acknowledge that most of the barriers that BAME participants experience
can be overcome or tackled with communication. Developing the means for effective
communication is one of the key recommendations of research participants. For example, in many
cases, the requests of the employees from different BAME groups, such as praying areas or breaks in
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periods of different religious celebration, or flexible working, are not difficult to achieve.303 Yet, in
most of the cases, either these requests are ignored or overlooked, or approached with prejudice. In
order to overcome this problem and create a comfortable workplace for BAME women, developing
communication and understanding their needs are crucial to start with.
On this issue, managers and employers have a duty to create and improve communication with their
employees from different backgrounds. Understanding their cultures and taking off the pressure of
the fear of exclusion and alienation from the shoulders of BAME people will initiate a dynamic and
productive working environment for BAME women. As one of the participants said:
If they [employers] are not aware of their [BAME women’s] culture, those barriers will always
remain. They [employers] have got to make a special effort to learn about their culture.304

Being in the community and interacting with them is a key element of tackling the barriers. Events
organised in the heart of the communities will help employers, policy makers and other
organisations proactively access BAME individuals as well as give them the real picture of what
needs to be done to overcome the barriers. Engagement with communities and working with linking
organisations are a way to overcome the barriers in accessing employment and support for BAME
women. The reasons indicated by businesses and organisations about difficulty in accessing the
BAME communities are seen as irrelevant:
I think it's a poor excuse in 2018 to say that we don't know how to engage with BAME
communities or with people with disabilities. There are so many equality and diversity
practitioners who want to engage with employers to do better, there are so many
engagement programmes on work in to Wales programme, work in health programmes,
work in choice programmes, all these different programmes to help people source
employment.305

As the research participant from NTFW indicated, engagement with communities can be as easy as
being present in the community and talking with them:
I remember; when I was first employed with XXXX as operational manager, they very kindly
put forward a meeting with all the strategic managers of the different departments in the
council. They all sat there in the council chamber, waiting for my words of wisdom(!), and
then one of them said to me "What engagement method are you going to use to speak to
the communities to get them involved in the programme?" I said "I'm going to talk to them!"

Community Job Compact, by Citizens Cymru: With the community job compact project, Citizens
Wales aims to bring together members of the community from Butetown, Grangetown and
Riverside with major employers in Cardiff Bay. The project brings local people and employers
together to tackle poverty, unemployment and under-representation in the workforce. The
Compact will encourage employers in the area to commit to best practice in relation to pay, equal
opportunities, job security and development.

303

CACV, MEND, Focus group meeting on 15.05.2019.
EMWWAAA interview.
305
NTFW interview.
304
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6.6.

Promoting diversity and improving policy frameworks

The research participants shared the idea that policies should be prepared in consultation with the
community. In particular, the equality and diversity policies need the participation of people in order
to make them work in practice. The policies should address the barriers that BAME individuals from
different background encounter in their professional and personal lives.
The participants to the research believe that people comprehend diversity better if they interact
with other people from different backgrounds.306 Some research participants told us that they
embraced the real meaning of diversity by meeting and interacting with people from different
backgrounds, which made them think about their work on equality and diversity from different
perspectives.307
The research participants suggest that it is better to discuss how to put the equality and diversity
policies into practice with people in order to tailor the actions needed in the workplace. The
underlying issue is that the policies should not estimate the needs of a person, but the needs should
be clearly communicated in the course of developing the policies and putting them into practice.
Policy practices in particular should be considered with people, openly communicated and tailored
with a bottom up approach.308 As the research participant from NTFW stressed
If you've got a policy and if you've got things that are going to make a difference, don't only
shout it to the policy makers and the funders, let the target community know you are doing
it. You know, sometimes you have to click to three times to find that what people's policy
are, if you’re a person, "we welcome opportunities to work with BAME community", that
should be on front page, that should be on all your pamphlets, that should be, people
shouldn't have to work to find that, because if they are anything like me, you know, if people,
if you can't find people I always say then let people find you.

Faith friendly workplace, NHS: The NHS was given as a good practice example by one of our
research participants as they communicate with staff members about their needs, particularly
related to their faith.
In Ramadan, the NHS, and also my manager –a Muslim- gave me flexible hours. I didn't
have to start at 9 o'clock, because you know Ramadan in the summer, we have to stay up
till the morning prayer and the praying is exhausting. They told me, "you can start working
at 11 o'clock and finish at 7pm. So still 8 hours but I start late. It was a very good gesture
because I've done all the work, there was no impact on the productivity, at the same time,
I felt welcomed.

306

MEND, Women Connect First , PCS/TUC interviews.
MEND interview.
308
MEND interview.
307
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Policies can make people feel welcomed and safe. Communicating the policies and shaping them
with the needs of the people in mind, create a welcoming and safe workplace in which ethnic
minority people can feel comfortable. As one of the research participants says,
It's not about having policy papers somewhere, or talks about diversity, but putting it into
action. It’s just about feeling welcome, and it's the same thing with the Hindu people, or
black people, it's about helping these diverse groups according to their needs, and it's how
you welcome them.309

Another participant also said:
I think it's really important for employers or public sector employers in particular, to be
visible about the diversity and equality policies and practices achievements in their work
force, in particular for women. Because if they are anything like me I choose very carefully,
where I work.310

In terms of Welsh Government policies and actions, the power of the Fair Work Commission and its
potential impact on the public procurement requirements are seen as an opportunity for Wales to
tackle the barriers that BAME women experience in work.311 For example, if certain requirements
are added to the public procurement procedures, such as elimination of zero-hour contracts,
equality and diversity policies, opportunity of outcome for all employees, trade union recognition
and collective bargaining purposes, this will improve the working conditions of women. The research
participant from TUC/PCS underlines that:
If we have fair work legislation embedded here in Wales, and it becomes a reality, workers’
terms and conditions, regardless of whether you work in the public sector or private sector
will mean something and people will be properly protected, and employers will be regulated.

Another important suggestion in terms of policies is to make an ‘equality impact assessment’ (EqIA)
at the beginning of all policy documents.312 An equality impact assessment is a process designed to
ensure that a policy, project or scheme does not discriminate against any disadvantaged or
vulnerable people and considers the potential impact on people. EqIA is applicable to businesses as
well as any government agencies and some organisations carry out these assessments, however
there is a concern that it is not taken seriously and can be seen as a tick-box activity.313 If
assessments are carried out comprehensively for each policy and scheme, this will not only improve
the potential impact of the policies but it will also provide a monitoring tool for the implementation
of the policies.
Policies alone are not sufficient to achieve equality and diversity. The majority of research
participants underlined that there should be measurable monitoring mechanisms for the
implementation of policies. The research participant from NTFW indicated the importance of
monitoring as such:

309

MEND interview.
NTFW interview.
311
PCS/TUC interview.
312
PCS/TUC interview, Fazia Shaheen (Director of Class Think-tank), Keynote speech at State of the Nation,
Chwarae Teg, 28.01.2019.
313
PCS/TUC interview
310
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[Many organisation] would say "well we are trying" but trying is the fact that nobody is
actually monitoring what it is that they are trying to do. They say "no why, we are doing this
and nothing is working" well how do you know, what is working and what is not working if
you're not monitoring anything at all, what are you, are you monitoring the impact that you
have, are you monitoring you know, you know, are you going to different places, what are
you doing?

Setting targets and monitoring the available policies are critical actions for both public bodies and
businesses to achieve effective implementation of policies. Diversity targets should be auditable by
auditing organisations like ESTYN.
While targets are being set, positive actions should be considered.314 Employers and organisations
can address any imbalance of opportunity or disadvantage that an individual with a protected
characteristic could face as a positive action while setting the diversity targets. Positive actions, in
fact should be embedded in policymaking.

314

Round table discussion 15.05.2019.
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7. Conclusion and recommendations
This chapter summarises the findings of our report and expands on and supports the calls to action
made directly by participants in the previous chapter. It also includes some of our own
recommendations based on quantitative and qualitative data, the literature review in the
substantive report and our previous work. We have divided these recommendations into key actors
and decision makers so they are able to take the action necessary to improve BAME women’s access
to and experience within the Welsh economy.
This research reveals the extent of discrimination and inequality experienced by BAME women, who
face barriers to the labour market shaped not only by gender, but also racial inequality and ethnic
segregation. The significant impact that this has on BAME women’s representation in the Welsh
economy is stark, and there are challenges to overcome to ensure BAME women in Wales can
achieve their potential. We need action across business, government and Trade Unions and other
civil society organisations to tackle the barriers BAME women face, with the voices of BAME women
at the centre of progress in order to prevent the inequality and discrimination they experience.
BAME women experience greater disadvantage in the Welsh economy than is experienced by White
women or BAME men, as a result they are often in more precarious work, or unemployed and at a
greater risk of poverty. Self-employment rates are higher among BAME women, often as a result of
difficulty entering the labour market or to avoid discrimination; it is also important to recognise that
BAME women face additional barriers in setting up or accessing support for their own businesses
too.
This low level of success in finding good quality jobs in Wales is causing a ‘brain drain’ as young
BAME people leave Wales in order to find work. This is not only due to the lack of job opportunities,
but also the experiences of discrimination in the workplace.
The lack of specific training and support for BAME women which is tailored to their needs and
circumstances is also a significant barrier. Cuts to the number and capacity of programmes
supporting BAME women accessing and progressing in employment have had a substantial negative
impact and need to be rectified.
Additional challenges include language barriers, a lack of social and professional networks, the
minority of visible BAME role models and the implementation gap within some policies designed to
support BAME women. All of these factors compound and result in BAME women being further
away from the Welsh labour market, and unable to fulfil their potential.
Difficulties also remain in gaining a full and accurate assessment of the experiences of BAME women
due to the substantial gap in disaggregated and regularly monitored data. This research has
attempted to correct some of these gaps in knowledge with qualitative data and evidence from
BAME women and the organisations that are working to support them. Data also does not often
reflect the barriers experienced in a Welsh specific context, which is crucial in our understanding of
these issues and how to tackle them in the Welsh economy.
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Bias, discrimination and racism form some of the most significant barriers experienced by BAME
women. These issues are particularly pertinent within the current political climate where heightened
tensions and divisions have led to an increase in incidents of hate crime and discrimination in recent
years. There was a clear call from participants that in order to address and counter this damaging
narrative, we need a strong collective message across the public sector, private sector and civil
society about the benefits of diversity, and a zero tolerance approach to racism and hate crime.
Throughout our research there was a clear message that the onus should be on those in positions of
power to reach out to BAME women and ensure that they are represented, able to fully participate
in the economy and public life, and that their contributions are recognised and valued. There is no
such thing as ‘hard to reach’ communities, and we all need to be ready to change our approach to
ensure that services and policies are accessible to and delivering for everyone in our communities.
Coordinated action is needed from decision-makers across Wales to address the significant
challenges that BAME women face, and ensure that all women are able to fully participate in the
Welsh economy and public life.

Recommendations from the research:
For UK Government:
1. Improve provision of Legal Aid and access to free, professional legal services
2. Skills conversion and recognition procedures should be improved and simplified.
Government should work with universities to do this, and ensure that support agencies like
Job Centre Plus are able to advise about professional pathways correctly.
3. Job Centres should be adequately resourced and provided with ongoing training and
professional development, particularly around unconscious bias and intersectionality.
4. Legislation regulating the status of asylum seekers should be revisited, and changes in their
right to work should be considered.
5. Reporting of hate crime should be simplified, victim support should be provided throughout
the process and charges for offenders should be reconsidered. Online abuse and
harassment should not be tolerated. Awareness raising and training about hate crime and
hate incidents should be carried out in all departments of the state institutions.
For Welsh Government:
6. Lead by example and prioritise improving diversity within its workforce and public
representatives.
7. Commit to evidence-based policy-making through an intersectional, gender lens.
Engagement and consultation with diverse communities should be prioritised to strengthen
the evidence-base and plug gaps in quantitative data.
8. Recognise the value of voluntary organisations providing informal support to BAME women
and the significant impact they have. These services should receive sustainable funding.
9. Review the eligibility criteria for the new childcare offer to ensure it will deliver for BAME
women who want to access and progress in work.
10. Increase the number and capacity of ESOL classes available across Wales particularly in high
demand areas. These classes should be prioritised in community locations, accessible by
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11.

12.

13.

14.

15.

16.

public transport and where possible have childcare facilities so BAME women are able to
attend.
Extend and reinforce its commitment to equality and diversity through procurement and
other spending powers, placing requirements on businesses who are recipients of Welsh
Government funding and purchases. Suppliers of Welsh Government services should have
an equality accreditation.
Ensure that support for business, both directly and through Business Wales and
Development Bank of Wales, is accessible to BAME women, and provided in a way that
meets their needs. As the outreach services of Business Wales have proven successful, we
recommend developing more community engagement to achieve accessible support
programmes to BAME women.
Welsh Government should put in place a strategy for tackling poverty that recognises the
way gender and ethnicity shapes risks and experiences of poverty. This strategy should
include clear measures against which progress can be measured.
To overcome the data deficiency, Welsh Government’s Statistics and Research department
might consider different means of collecting data including improving regional and
geographically focused data collection and more qualitative research.
Welsh Government should consider how to integrate equality and diversity into its auditing,
inspection and regulation roles, promoting the adoption of effective policies and the need
to evidence how they have contributed to improved outcomes.
Welsh Government should adopt the recommendations in the upcoming Gender Equality
Review Phase 2 to ensure that models of policy-making work to advance equality and
support all women.

For Businesses:
17. Set diversity targets, across a range of levels, alongside a clear action plan. This should
include regular monitoring and reporting on progress.
18. Equality & Diversity and Unconscious Bias training should be delivered widely to employees
across the private sector, and this should be mandatory for those in public facing and senior
roles, particularly those involved in recruitment.
19. Job advertisements and recruitment processes should be reviewed in order to become
more attractive to diverse candidates; businesses should make explicitly clear their
commitment to equality and diversity and blind shortlisting should take place as standard
practice.
20. Work with organisations supporting BAME communities to ensure roles are fairly advertised
and ensure visibility within BAME communities.
21. Take steps to ensure diverse recruitment panels, and consider independent or external
panel members where needed.
22. Develop clear equality and diversity policies, in conjunction with employees, which are
keenly and consistently communicated in the workplace.
23. Clear and confidential reporting mechanisms should be developed to report incidents of
discrimination, harassment and abuse. Businesses should collaborate with trade unions and
organisations tackling hate crime and incidents to set up clear reporting mechanisms.
24. Mentoring and professional networks should consider how they can be more accessible to
BAME women, and ensure opportunities are being promoted widely.
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For third sector, trade unions and other organisations:
25. Trade unions should diversify their membership and ensure that BAME women are fairly
included and represented.
26. Trade Union representatives should receive unconscious bias training and ensure that all
reported incidents which are related to racial bias or discrimination are taken seriously
27. Organisations promoting and delivering support programmes such as mentoring, training
and career development schemes should ensure they are widely advertised in the
communities accessible to BAME women
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Appendix 1
Chapter 2
The McGregor-Smith review - Call for action to business
The McGregor Smith Review315 identifies six actions for businesses to overcome barriers to BAME people in
employment and create an inclusive workplace:
1- Gathering Data
Organisations must gather and monitor the data by:
 Setting, then publishing aspirational targets;
 Publishing data to show how they are progressing;
 Doing more to encourage employees to disclose their ethnicity.
2- Taking Accountability
Senior executives must take accountability by
 Ensuring executive sponsorship for key targets;
 Embedding diversity as a Key Performance Indicator;
 Participating in reverse mentoring schemes to share experience and improve
opportunities;
 Being open about how they have achieved success, in particular Chairs, CEOs and CFOs
in their annual reports.
3- Raise Awareness
All employers must raise awareness of diversity issues by:
• Ensuring unconscious bias training is undertaken by all employees;
• Tailoring unconscious bias training to reflect roles – e.g. workshops for executives;
• Establishing inclusive networks;
• Providing mentoring and sponsorship.
4- Examine recruitment
HR directors must critically examine recruitment processes by:
• Rejecting non-diverse shortlists;
• Challenging educational selection bias;
• Drafting job specification in a more inclusive way and using relevant and appropriate
language in job specifications;
• Introducing diversity to interview panels;
• Creating work experience opportunities for everyone, not just the chosen few.
5- Change Processes
Responsible teams must change processes to encourage greater diversity by:
• Being transparent and fair in reward and recognition;
• Improving the diversity in supply chains;
• Being open about how the career pathway works.
6- Government Support
Employers should be supported in making these changes by Government. Specifically, Government
should:
• Legislate to make publishing data mandatory;
• Create a free, online unconscious bias training resource;
• Develop a guide to talking about race at work;
315

Race in the Workplace, McGregor-Smith review. Op cit. p. 4-5
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•

Work with Business in the Community and others to develop an online portal of best
practice;
• Seek out ways to celebrate success – such as a top 100 BME employers list.
Write to all institutional funds who have holdings in FTSE companies and ask them for their policies on
diversity and inclusion and how they ensure that the representation of BME individuals is considered across
the employee base of the companies where they hold investments.

Chapter 3
Ethnic group categories used in the Census 2011316
A: White
 British, English, Northern Irish, Scottish or Welsh
 Irish
 Gypsy or Irish traveller
 Any other white background
B: Mixed or multiple ethnic groups
 White and Black African
 White and Black Caribbean
 White and Asian
 Any other mixed or multiple ethnic background
C: Asian or Asian British
 Indian
 Pakistani
 Bangladeshi
 Chinese
 Any other Asian background
D: Black, African, Caribbean or black British
 Caribbean
 African
 Any other black British, African or Caribbean background, please specify
E: Other ethnic group
 Arab
 Any other ethnic group, please specify

316

The list is composed from the ONS Census website.
https://www.ons.gov.uk/peoplepopulationandcommunity/culturalidentity/ethnicity/articles/ethnicityandnatio
nalidentityinenglandandwales/2012-12-11 Accessed: October 2018.
Some examples of ‘any other’ categories are:
 ‘Any Other White’ - Polish and Greek,
 ‘Any Other Mixed’ - Black British and White Asian and White and Black African,
 ‘Any Other Asian’ – Korean and Japanese,
 ‘Any Other Black’ - Black American and Black European,
 ‘Any Other ethnic group’- Polynesian and Melanesian,
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The open access Annual population Survey (APS) data only demonstrates the general categories of
ethnic groups, i.e. White, Mixed ethnic group, Asian or Asian British, Black or Black British, Other
Ethnic Group. By request, APS provides figures with more sub-categories included.
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Appendix 2
Interview list

1

2
3

4
5
6
7
8
9
10
11

Organisation
Women Connect First
Muslim Engagement and
Development/ Muslim Council
Wales
National Training Federation
Wales (NTFW)
Public and Commercial Services
Union/ Trade Union Congress
(PCS/TUC)
Hayaat Women Trust
Sub-Saharan Advisory Panel
Race Equality First
EYST (Ethnic Youth Support
Team)
Chinese Association in Wales
Race Council Cymru
EYST (Ethnic Youth Support
Team)

Refugee Council Wales
12
13 Displaces People In Action
Portuguese Speaking Community
14 (North Wales)
Ethnic Minority Welsh Women
Achievement Association
15 (EMWWAA)
Siema Biz Forum/Business Wales
16 (North Wales)
North Wales Association for
Multicultural Integration
17 (NWAMI)
Cardiff and Vale College (CAVC)
18

Interviewee’s Role
Project Manager
Assistant General
Secretary/Member
Strategic Equality and Diversity
Lead

Date
28.09.2018

Duration
01:06:00

15.10.2018

01:09:43

22.10.2018

01:32:47

07.11.2018

02:09:43

07.11.2018

01:44:04

15.11.2018

01:12:15

22.11.2018
23.11.2018
23.11.2018

01:27:06
01:13:06
01:06:08

26.11.2018

01:11:59

27.11.2018
29.11.2018

01:03:11
01:07:33

13.12.2018

01:23:33

18.12.2018

00:58:21

17.12.2018

01:00:33

21.12.2018

00:51:00

08.02.2019
Total duration

01:06:52
21:23:54

Chair
Director
Programme Officer
Director
Programme Manager
CEO
CEO
Research Director
Education and Employment
Coordinator, Researcher
Director
Councillor/Representative
Chair
Polish Business Community Rep
Founder
Equality Diversity and
Community Development
Manager
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Round Table Discussion Participants
15.05.2019, Cardiff
Organisation
Muslim Engagement and Development/ Muslim
Council Wales
Cardiff and Vale College (CAVC)
Cardiff Third Sector Council (C3SC)
Mymuna Mohamood

Participant’s Role
Assistant General Secretary/Member
Equality Diversity and Community Development
Manager
CEO
Independent
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