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‘For refugees, almost everything is hard. I tried to open an account. They want to see a full passport. I have to wait for my passport to come. For me I find it very hard. I applied for jobs, I went to job interviews, and I passed the test. They asked for passport and I brought my IND form. The lady was not interested anymore. I know it was because of my status because I passed the test.’

A central African man who wants to go to university whilst driving buses part time.

‘London, like many cities across the UK, needs a constant supply of educated, motivated workers. The history of the capital proves time and time again that migrant workers are a vital part of the success of London's economy. Without migrant workers - many times taking jobs spurned by the resident workforce - London's working population would be on the decline, making the skills shortage experienced by companies even more acute.’

Derek Sach, President, London Chamber of Commerce, Letter to the Financial Times; February 26, 2004.
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1. Foreword 

2. Executive summary 

Background

This study aims to identify the main skills, employment, enterprise and other economic development issues and barriers which prevent refugees and asylum seekers from fully participating and contributing to London’s economy. It recommends policy measures and initiatives to maximise their economic potential and aims to identify ways in which support services for refugee and asylum seekers can be better designed, developed and delivered. 
This report is the result of a combination of primary and secondary research, involving in-depth interviews with refugees, documentation of good practice and a review of existing research.
 Four sectors were examined in order to illustrate contexts within which refugees seek employment. These were engineering, hospitality, health and air support services. 
This work will inform a consultative process that will produce an ‘Agenda for Action’ to implement specific policies and initiatives to maximise the economic potential of refugees. This work is also expected to inform any future lead body formed as a result of recommendations by the Flagship Programme on Refugees and Asylum Seekers of the London FRESA (Framework for Regional Employment and Skills Action).

Refugees in London

London faces significant skills shortages and is also home to substantial numbers of refugees, many of whom are known to be unemployed or underemployed.
 Refugees are a relatively young population and, therefore, represent a major potential labour resource. 

Until recently, asylum seekers could work if they had not received a decision from the Home Office within six months. However, in July 2002 this right was withdrawn for all those not already in work. This poses a particularly acute problem for London, where the refugees stuck in the backlog are mainly concentrated. While accurate figures on the numbers of refugees and asylum seekers in London are unavailable and estimates are difficult, it is clear that the refugee population in London is complex and diverse. The survey for this report alone revealed populations from over 40 different countries, speaking 37 different (first) languages and 62 ‘other’ languages. This is clearly a linguistically sophisticated group of people. 

Refugees form a major skills resource: over 40% of those interviewed had been in full-time higher education and only very few had no qualifications at all. Furthermore, they showed a marked commitment to continued study, hampered mainly by their need for appropriate (level) language training and ways of financing their studies. However, teenage refugees appear to find it difficult to receive any education once in the UK, a possible future barrier to work. 

The vast majority had worked before coming to the UK in a wide range of areas, and many possess transferable skills. The survey also revealed many females running households and either working or expecting to work. This is therefore a highly motivated section of the population, whether in terms of their desire to create a new life, their background, or their wish to continue with educational and professional development. In all these regards the potential impact on London’s economy could be immense.

Refugees and the labour market

London has a vibrant economy, with some of the highest levels of employment growth in England. However, it also faces high levels of unemployment, as well as skills shortages. Despite their potential, refugees are considerably underused in the London labour market. Notably, almost half of those questioned had not worked since coming to the UK. 

Barriers to work

In the early stages, many refugees cannot work because of prohibitions imposed by the asylum system. What’s more, while employment and training are important issues, they are rarely the most pressing. Instead, providing services that cater to their welfare, housing and health needs will enable them to be in a fit state to find a job or start a business. A common initial route into work appears to be part-time, manual or unskilled jobs and frequently obtained through personal contacts. Many start their working life in the UK in unfamiliar, low-grade occupations, often in the hotels and catering sector. 

Other key barriers to employment were identified.

· Gaining ‘local’ qualifications makes finding work in the UK much easier. Professionals who gained their qualifications outside the UK face real problems, often because overseas qualifications are not properly recognised. This is leaving a potential asset to the London economy untapped (particularly in key worker occupations, notably in the health sector). 

· Similarly, those lacking English language proficiency face real barriers. Gaining work experience is a major advantage, as those with work experience in the UK found it significantly easier to progress: 40% of those interviewed cited work experience as essential for getting work here.  

· Finding work is harder for unskilled refugees, but whatever their skills, refugees face negative perceptions from employers regarding immigration status. This highlights the need to raise awareness on legislation in this area. 

· These barriers are compounded by the fact that a significant number of refugees have identified discrimination as a barrier to employment: 16% cited discrimination against refugees and almost 20% cited discrimination against Black and Minority Ethnic (BME) people as a barrier to employment. 

Overcoming barriers to employment

Despite the barriers, many refugees find jobs and, in some cases, are making effective use of their skills. This has often been a result of personal contacts (exclusively so in some sectors). Refugees clearly perceive themselves also to be flexible, hard working and having immense initiative, qualities which any job market clearly requires. They have demonstrated a firm commitment to finding work and in learning English, but some expressed concerns that language classes need to affordable. Even so, only very rarely do members of these communities even begin to approach average salary levels in London as a whole.

Refugee community organisations and employment agencies are of particular help, while feelings about the services provided by other agencies, such as Job Centres, are rather more mixed. However, experiences of men and women who use local community-based employment projects differ considerably and may require further investigation. Put bluntly, it is clear that individuals were determined to try every strategy available to them. 

Yet there remains a real need for a wide range of highly specific services to ease the path to employment, including help with CV writing (notably at Job Centres), childcare provision and outreach work. In London, at least, there is a sophisticated network of provision in this area. 

Enterprise and Employment

Residents of London are more likely than the rest of the country to be self-employed. In England as a whole, 11.8% of all those working were self-employed, while in London the figure stands at 14.3%. London’s high ethnic minority population gives it a very diverse business character, compared to other regions, and refugees are even more inclined towards self-employment than other Londoners. 

Around one in every five refugees in work was self-employed. Many relied on family and friends in establishing these enterprises; many found business agencies and refugee organisations to be unhelpful and wanted more help with money and information. Relevant agencies confirmed that limited understanding of UK business culture, poor access to finance, little awareness of available services and language problems were the main barriers to enterprise for refugees. 


3. Recommendations- DRAFT
This report seeks to make a number of strategic recommendations to establish a framework to facilitate the full engagement of refugees in London’s economy.

Co-ordination

1 A central recommendation is to establish a lead body that can carry through many of the more specific recommendations which are likely to emerge in the ‘Agenda for Action’ document, currently being prepared on behalf of the London Development Agency (LDA). 

2 The lead body should provide a strategic, co-ordinating role and focus for the work done by agencies such as FRESA, local authorities, LSCs and Job Centre Plus. It should identify best practice and monitor funding needs and mechanisms. It should also able to co-ordinate the work of the statutory and voluntary sectors across London.

3 The lead body should establish a system to ensure data on refugee employment in London is collected, disseminated and used to inform policy and improve delivery.

4 The LDA should develop an employment strategy for refugees in London and ensure it is implemented, monitored and reviewed annually. This strategy should also make concerted efforts to address the issue of high unemployment among those refugees and asylum seekers in London who have the right to work.

5 The LDA, either in collaboration with its partner organisations or through the lead body, should set up a system to identify refugee projects currently underway in London. This would identify gaps, as well as create better collaboration between organisations. 

Local co-ordination 

6 The lead body should work with a variety of local authorities to tackle the issues facing refugees and asylum seekers, either in their development of Local Strategic Partnerships, or in helping them to highlight initiatives in their Local Public Service Agreements. 

7 Agencies targeting refugee communities should work with mainstream organisations to provide adequate referral routes for refugees seeking employment or self-employment and access to the correct services for their needs.

Knowledge and awareness of needs

8 There is little or no UK or London wide data on refugees. Through the lead body, the LDA should work with other agencies and the Home Office to monitor the numbers and skills of asylum seekers and refugees in London. 

9 The LDA should work with all relevant agencies to ensure staff are fully aware of the needs of these communities and how they could be supported.

10 Through the lead body, ways should be sought to identify, target and engage with the refugees who can most benefit from the many interventions currently provided. 

Interventions 

11 The LDA should look at building upon current work to improve recognition of overseas qualifications for those who do not work, or have qualifications that are not recognised with the UK National Academic Recognition Information Centre (UKNARIC).

12 The LDA should seek funding to promote recognition of overseas qualifications, accreditation of prior learning and re-qualification programmes for higher level professionals such as doctors, teachers, engineers, nurses, midwives and dentists.

13 Women face particular barriers; many are heads of households and play a key economic role. Few specific initiatives are aimed at women, although lessons can be learnt from the differences in women’s satisfaction levels of different services.

14 Few services are aimed at young refugees. An investigation into the pre-employment education of refugees is required to address this.

15 Interventions should be culturally competent, for example, to ensure that Muslims can gain access to culturally sensitive forms of finance. 

Overcoming barriers to employment

For most refugees, integration into the UK is sought through employment. These recommendations seek to address the stages through which refugees pass.

16 A ‘Welcome to London’ pack should be produced that includes details of available support, how to get the documents required to work and how to find a job.

17 The lead body should encourage the active assessment of the skills levels of individual refugees in order to help them find a job at an appropriate level.

18 It is vitally important people are made aware of all the opportunities open to them and given a true understanding of their rights. Refugees should be made aware of this very important part of citizenship at the earliest possible stage.

19 A 'clearing house' system should be developed of English language provision across London, accessible in community languages.

20 Many refugees need training and counselling to help them find a job or start a business. 

21 Short, sharp, focused employment-based English courses have been successful; ways of developing similar schemes should be explored. These should be at an appropriate level, after proper assessment has been made of English language ability.

22 A tracking initiative may help understand what really does get refugees into jobs.

23 The lead body should ensure the voluntary sector helps deliver government objectives and programmes for unemployed refugees in London, such as work-based Learning for Adults and the New Deal. Additionally, the sector should be a partner in organising short and long-term work placements, linked to English language learning as appropriate.

24 Outreach work has proved to be crucial for reaching people and ideally should employ people from refugee communities to promote awareness of the services available. 

Overcoming barriers to business planning and enterprise

25 The lead body should seek to ensure that self-employment is viable for refugees and asylum seekers allowed to work by ensuring they receive enough support to acquire the business skills and/or capital to enable them to start and sustain their own businesses.

26 Support should be available to anyone looking to start a business, including refugees.

27 Ways should be found to encourage refugees into enterprise and to publicise existing initiatives, including a ‘refugees and asylum seekers business support strategy’.

28 Education on the cultural aspects of running a business in the UK should be part of the services provided to refugees interested in enterprise. .

29 Access to finance is a major problem for start-ups. The current means of assessing creditworthiness or business success are failing refugee communities and alternative means of providing finance should be investigated. These could include loan-guarantee schemes but need to be accessible for individuals whose credit history is not available.

Engaging employers

30 Employers need a straightforward system to deal with the practical issues of employing a refugee, possibly through an organisation that checks and guarantees status.

31 The lead body should encourage employers to develop positive attitudes towards refugees and ensure they can recruit with confidence refugees allowed to work. 

32 The lead body should discuss employers’ experiences in employing refugees and use these to draw up a set of recommendations to training providers.

33 New work placement initiatives might be considered as a way of getting some individuals onto the first rung of the job ladder, particularly for unemployed refugees. 

Refugee community role

34 The role of Refugee Community Organisations (RCOs) as service providers, representatives, brokers and employers needs to be supported. Close working with RCOs is required to help refugees develop the skills they need to find work or start a business. 

35 The LDA (through the lead body) should ensure that RCOs providing information and advice, as well as training and employment support, are able to build their capacity. This is crucial because some refugee communities are small and are not supported by RCOs, and some RCOs are specific to ethnic, linguistic or religious origins.

Research 

36 This research has identified a considerable range of talents and skills amongst refugees, but their transferability and relevance to the London economy needs further examination.

37 Further research is required into access to and delivery of services for refugee women.

38 Further research is needed to examine how refugees’ aspirations for enterprise and self-employment can be developed and supported.

39 Further research is required into why some new arrivals adapt so well once they are in the 'system' while others fail to improve their skills beyond the most basic level, even after years of residency, language and skills training. 

40 Further longitudinal research should explore changes in aspirations among refugees and asylum seekers. This could be done by discussing expectations and aspirations with newly arrived refugees and comparing them to those of refugees who have been in the UK for some time. This research could discover why some succeed in finding work and, for those who do not, what stopped them achieving their original goals.

4. Background

The London Development Agency (LDA) commissioned Michael Bell Associates (MBA) to research the economic potential of London’s refugee and asylum seeker communities. 

The study aimed to identify the main barriers preventing this group from fully contributing to London’s economy and to suggest how best to maximise their economic potential. The study also aimed to identify ways in which support services could be better designed, developed and delivered. These aims were met through eight key objectives:

1. establishing a skills, qualification and employment baseline

2. identifying the barriers to skills acquisition and employment

3. identifying employers’ and other demand issues

4. identifying the enterprise base of refugee communities

5. identifying best practice in skills, employment and enterprise initiatives 

6. assessing the mainstream labour market 

7. assessing enterprise support and funding programmes 

8. assessing the implications of recent and forthcoming UK and EU legislation and policies

Research for this study was conducted through a combination of primary and secondary research involving in-depth face-to-face interviews with refugees, documentation of good practice and desk research involving a review of existing research. Four sectors of employment were examined in order to analyse specific contexts within which refugees seek employment: engineering, hospitality, health, and air support services.
 

The Mayor of London has a broad policy interest in refugee and asylum seekers in London. As the Mayor’s economic development organisation and the statutory economic development agency for the Capital, the LDA has an important role to play in the efforts made to tackle unemployment and social exclusion, as well as promoting enterprise amongst London’s most disadvantaged communities, including the refugee community. These objectives form an integral component of the LDA’s Economic Development Strategy.

Refugees have an immense contribution to make to the London economy. For this to happen, relevant policies need to understand the issues and barriers faced by this group as well as the economic opportunities available to them. This report addresses both sides of this equation: the contributions refugees could make and the barriers that currently prevent them from doing so.  
5. Refugees and asylum seekers in London

5.1 The refugee and asylum seeker population in London

Refugees 

A refugee is a person who, because of a well-founded fear of persecution on specific grounds, seeks the protection of another country (also called ‘asylum’).
,
 Of the almost 20 million refugees and others needing protection worldwide (one in every 300 people on the planet), less than five million are in Europe.
 In 2001, just under a million people applied for asylum worldwide, 88,000 of them in the UK. 

About 40% of applications for asylum result in some form of leave to stay. In 2001, on the initial application, 10% were granted refugee status – the internationally recognized status that entitles indefinite leave to remain in the UK and a travel document. A further 22% were granted ‘Exceptional Leave to Remain’, which allows residence for four years, with possible indefinite leave after that (it has since been replaced by two other categories, ‘Humanitarian Protection’ and ‘Discretionary Leave’). The remaining 10% were granted some form of leave after appealing against a negative decision. The proportions of those granted the various types of status vary enormously between nationalities, according to Home Office perceptions of the relative safety or otherwise of different countries.
 

The figures given generally relate to the individual applications for asylum. As a guide, the 45,000 people given settlement as refugees in 2000 had with them 25,000 dependants, a mixture of spouses, partners and children. As this report was being completed, the Government announced an amnesty for those with children who had applied for asylum before October 2000 and were still waiting for a decision. This is around 30,000 people, but the majority of applicants have always been childfree. 

Until 2000, those seeking asylum were supported by the benefits system or by social services departments and tended to arrive and stay in London and the South East. Since then, asylum seekers who need accommodation have generally been dispersed by the National Asylum Support Service (NASS) to areas of low housing demand. Once they are accepted as refugees or given leave to remain, they have permission to work and claim benefits in the UK and can live wherever they choose. There is some evidence that a significant number (in some areas as many as half) then resettle in London and the South East, because of its concentration of community facilities and plentiful work. 

Until July 2002, asylum seekers also had the right to work if they had received no decision within six months, but this right was then withdrawn for all those not already in work. This is a particularly acute problem for London, where people who are stuck in the backlog are mainly concentrated.
 

While all agree that refugees and those given other types of longer term leave not only should be allowed to work, but also represent a potential asset to their countries of settlement, there is no such agreement on the question of whether asylum seekers should be able to work while waiting for a decision. Refugee agencies, including the bodies represented in the European Council on Refugees and Exiles (ECRE), have held the view that ‘integration begins from day one’ and that employment is a key part of this. The long delays caused by the asylum backlog do not only deprive London of refugees’ skills while they wait for a decision, but can also have a negative effect on their ability to work after the decision, because skills may have become outdated, motivation lost and apathy set in.

The European Union’s Council Directive 2003/9/EC of 27 January 2003 laid down minimum standards for the reception of asylum seekers. This directive allows member states to let asylum seekers work, as well as encouraging them to do so if their applications have taken a year or more to process. This is, of course, the position of many asylum seekers in London. While few member states generally allow asylum seekers to work, most do not have a backlog as large or as old as that now operating in London. Many member states (like Austria, Finland, Germany and Spain) allow asylum seekers to work seasonally, or in hard-to-fill jobs. Others (such as Greece and Ireland) allow work after a specified period.
 The way is clearly open for the UK government to allow asylum seekers to work in areas where there are serious labour shortages, such as London, Scotland and Northern Ireland. 

In May 2004, new countries accede to the European Union, including several that have been the origin of many asylum seekers recently arriving in the UK, such as the Czech Republic, Slovakia and Poland. The direct effects of EU enlargement on London’s refugee population will be to:

· regularise the situation of asylum seekers from these countries who have not yet had a decision on their cases, enabling them to work and gain the rights associated with EU workers

· enable those who can pass the habitual residence test to get access to housing and benefits even if not classified as workers or their dependents

· eliminate the number of ‘asylum seekers’ or ‘refugees’ from these countries since they will become people exercising their rights to free movement within the EEA. 

Indirectly, it is clear that some industries hope that the acceding countries will provide a pool of labour that can help meet some key shortages. The Sector Based Work Permit Scheme already prioritises applications for permits from relevant nationals for work in the hospitality and food preparation industries. However, new European workers are unlikely to have any particular advantages over refugees in this respect, since refugees have the same rights to work, benefits, housing and training. 

In the context of EU enlargement, the recent amnesty, the policy of dispersal and smoother asylum process, the number of asylum seekers in London is likely to drop as a result. A more efficient asylum process would greatly reduce the ‘deskilling’ process that currently affects many asylum seekers. However it will remain important to focus on policies on employment and skills development, involving ESOL and basic skills training, as well as orientation for people with desperately needed skills. Easy access to proper advice and information after receiving a positive decision also remains crucial. 

Understanding refugees and migrants

Research on refugees has mushroomed recently.
 Much work examines the wider context of migration and migrants, and some make no attempt to distinguish refugees (or ‘forced migrants’) from those arriving by choice. When such a distinction is made some interesting differences emerge. 

The Australian government sponsors a survey of immigration based on cohorts who arrive at the same time.
 It found that migrants’ job searches become more successful the longer they are in the country. Significant initial differences by visa eligibility category (refugees, skilled migrants, family reunions) tended to disappear over time as unemployment rates converged. English language skills and qualifications were also important, with some evidence of polarisation into skilled and unskilled work; refugees were concentrated in unskilled jobs and qualified migrants in skilled jobs. Refugees again used less of their qualifications in their work and generally used informal job search methods. 

The question largely unexplored in this and other research is: are there significant differences between refugees and other migrants (other than those created by the terms on which they can migrate) and, if so, what are they and why do they exist? Most research talks either of ‘migrants’, presumably including refugees, or simply deals with refugees alone. It takes the communities investigated as a given and no comparative studies other than the Australian cohorts cited above are known. Any major differences between refugees and migrants might be because: 

· forced migration involves very little preparation, while planned migrants usually have some time to prepare financially, professionally and psychologically for their move

· forced migrants do not aspire to leave and therefore may face some psychological blockages to making the best of their time in exile that are not faced by voluntary migrants (although their expectation of adversity may equip them better to deal with it than others)

· refugees may have specific health problems in relation to their previous experiences and traumas. 

Refugees from some situations will have been persecuted for their politics, altruism or defence of human rights. These experiences may predispose them towards particular types of employment, such as challenging such abuses or supporting other victims.
 

Numbers in London

The exact number of refugees in London is unclear. The Greater London Authority has calculated that there are between 352,000 and 422,000 refugees in London, including all asylum seekers, refugees, people with exceptional leave and dependents of these who have arrived over the last 15 years.
 While the Home Office monitors how many people get refugee or related statuses, no record is kept of where they go once they get a decision and do not publish their location when the decision is made. In addition, no information is published about how many refugees eventually leave the UK, or those who return voluntarily, unless they do so as part of a government-funded return programme. 

5.2 Refugees in London: emerging profiles

A survey of 217 refugees was undertaken to obtain detailed, qualitative data. 

· Around a quarter of those interviewed were still waiting for a decision on their asylum applications.

· Over one-third had refugee status and half that number had exceptional leave.

· Almost half of those interviewed were aged between 30 and 39; another fifth were aged between 20 and 29.

· Some 58.5% of the interviewees were male.

· Over one-third (36%) were single; 14% were married but not currently living with their partner – most of these were waiting for their partner to join them. 

· Over 20% had five or more people in their household; 73% of those interviewed saw themselves as the main or joint main wage-earner. 

· Almost half (47.7%) of the respondents were in social housing, with many still in temporary accommodation or staying with friends or family. 

· Most had arrived within the last 10 years, with a surge in the late 1990s.

A comprehensive breakdown of the interviewees is attached in Appendix 1

5.3 Understanding refugees’ employment and skills

The following sections examine the economic context in which refugees seek to maximise their economic potential, as well as existing research on the skills and employment of refugees. 

The London economy and the skills context

London’s economy is characterised by high levels of inequality, with some of the UK’s poorest and richest communities living side by side. With rising employment, London faces critical shortages in its infrastructure, including its skills-base. This is threatening to weaken the city’s growth rate and its competitiveness.
 These skills gaps co-exist with high levels of unemployment in some parts.
 

The demand for skills is affected by a wide range of factors, including the economy, technological change, competition, structural changes, changes in working practices and regulatory changes. There is a greater emphasis on basic skills (literacy and numeracy), intermediate skills, generic skills (such as problem-solving and team work), IT skills and management skills (leadership, entrepreneurship, cultural awareness and adaptability to change) – not just for those in management positions.
 

England has experienced a decline in skilled and unskilled manual occupations throughout the 1990s, as well as less skilled white-collar workers.
 Although these sectors still employ many people, they have become unattractive because of the earlier job losses, relatively poor pay and conditions, and higher aspirations.
 But while much of the workforce is highly qualified, gaps remain. Around 704,000 people in London have no qualifications and 23% have low numeracy and literacy levels.
 

Existing evidence

Individual refugee communities have conducted research themselves on their employment. One of the largest was the survey undertaken by the Iraqi community between 1995 and 1996.
 This covered almost 1,000 refugees and migrants in the UK.
 One-third of respondents were working and another third were seeking work. Levels of unemployment were five times higher than the UK average and most unemployed had not had a job for two or more years. The level of qualifications appeared to have a definite impact on employment, with only 8% of those without any qualifications in employment. 

The Home Office and Department for Work and Pensions (DWP) commissioned a series of linked studies on migrants and employment, published in 2002. One found that migrants from the Middle East are most likely to be self-employed (25% compared to 10.7% of UK-born population), but that Caribbeans and West Africans are less likely to be self-employed than British-born workers.
 Another study found that language skills have a direct, positive impact on work and wages, and that half of self-employed immigrants from BME communities are in the distribution and hospitality sectors.
  

A summary of the research carried out also found that migrants are concentrated in urban areas; 40% of them are in London, where they form 26% of the working population.
 Overall there are higher unemployment rates among those who are not white, even accounting for other factors, such as time of arrival, English skills and age. However, migrants do not have any significant downward effect on either wages or employment of the domestic workforce. Indeed, one study found that a 1% increase in migration can produce a 2% increase in non-migrant wages. Unlike some American findings, it appears that new migrants also do not have any adverse effect on the chances of previous migrants.
 

Other work has been done on refugees’ skills. The National Institute of Adult Continuing Education (NIACE) surveyed 121 asylum seekers in Leicester.
 It found that ‘85% of the asylum seekers held qualifications, from school certificates to higher and professional qualifications and 80% had been in employed in a variety of jobs including the professions, skilled manual trades, business and the service industries. 85% spoke more than one language and many had taken part in voluntary work’.

A more recent skills audit focused on the potential of London’s refugee women.
 One-fifth was in employment, whereas two-thirds had worked when living in their country of origin. They sought advice from friends and family at first, but were increasingly turning to Citizens Advice Bureaux (CABx) and RCOs. Recommendations focused on the shortcomings of existing schemes to recruit, acclimatise and train for these regulated professions and ways of addressing these. 

5.4 Stages into employment: barriers, support, opportunities; existing evidence

Evidence suggests that even skilled refugees face problems in finding work. Research for the Refugee Council found key differences in the routes followed by younger refugees, those in regulated professions, managers and unqualified refugees.
 New Deal and apprenticeships may be closed to young refugees. 

· Those trying to enter professions may need to convert to related areas, but few courses exist. 

· Managers are least able to find employment. 

· Unqualified adults face problems of childcare and language skills. 

· There are few courses for refugees in many areas, such as retail, electronics and carpentry. 

· Job brokerages seem to work well but are in short supply.

The DWP has also published a recent report on refugees and employment.
 This study of 400 refugees from five countries provided clear evidence of a ‘refugee effect’, distinct from racism or simple migration. Only 29% of refugees were working (compared to 60% of ethnic minorities) and most of these jobs were in limited fields, with poorer conditions, pay and security. They sought work through friends, often looking for work below their skill and qualification levels. Half of the unemployed knew about relevant schemes to find work and were less likely to use formal routes. Some 31% felt they needed English language training and 19% needed work experience in the UK. Participation in training was low, but 60% said they wanted it, citing language and childcare as barriers. 

Another study focused on the role of refugee community development in integration in the area.
 It found that most refugees believed that employment was the key to their personal settlement and integration, as well as that of the community at large. The concerns included: 

· the length of time it takes for refugees to get into employment, often as a result of demoralising waits for asylum applications during which work may be barred 

· the difficulties of asylum seekers allowed to work in finding longer term employment because they are perceived as temporary residents

· under-employment of refugees: pharmacists driving cabs, doctors sitting on tills at garages, and economists working as security guards

· the potential and risk of the ‘infra-community’ labour market that is beginning to develop in some areas, led by refugee businesses.

Refugees were found to be ill-informed about the local labour market and were sometimes encouraged to apply for jobs well below their potential, or not encouraged to apply for those that might use their skills. Refugee-run employment projects however, offered a tailored service that understood users’ needs and could sometimes provide creative solutions to complex problems. 
Refugees’ educational and skill development 

This pattern of underutilisation of refugees’ skills and qualifications in the job market is borne out by the survey for this report. It examined the education and skills of refugees and asylum seekers. The results clearly demonstrate a population with a profound commitment to their own educational development. Many of those interviewed for this study had stayed in education for some time. 

Of those interviewed, about three-quarters completed their education within their home country and about a quarter within the UK. Only 6% had no qualifications at all, compared to 24% of Londoners. Some 15% of refugees had GCSE level education and 11% had A-levels. Significantly, none had acquired A levels in the UK and only 2% of those with GCSEs got them here, reflecting the problems that many of those arriving in the UK in their teens have accessing education. Refugees over 16 do not have the right to education and are often not accepted by schools. 

However, it is at the degree level and above that the difference between refugees and the general population is more marked, with 54% holding professional qualifications, first degrees or higher (compared with 31% of London’s population, and 20% across England and Wales).
 Nevertheless, four out of five were either still studying now or wished to continue in the future. 

Perceived barriers and aids to study and training 

Around one-third of those currently working are also studying. They may be working while re-qualifying, or be newcomers without family support, who have to work and study at the same time. A number of things helped them continue their courses, particularly support from the course provider, travel cards and help with tasks such as form-filling. They also highlighted the importance of support from friends, the Job Centre or lone parents’ organisations and part time work. 

Most of those who wanted to carry on studying had fairly definite plans, which included degree or higher level studies in management or business administration, IT, teacher training and further study in health-related areas. These ranged from those wanting to improve existing professional skills, through those needing to re-qualify to practice, to those who simply expressed a desire to become doctors or nurses. Some needed to improve English skills to do so and others believed fees and finance would be a problem. Several also wanted to complete studies undertaken at home. 

‘Would like to point out about lack of funding available for refugees, especially younger ones, to continue their education... Very important part of the process of assimilation.’

Bosnian man currently studying for a PhD.


‘Age is a problem. Not discrimination but practically. I've understood that employers give preference to younger people. We must accept this. It would be nice if there was short-term training that allowed me to work as a pharmacist. Rather than for years. Nice if there was advisory service targeted towards older people in my situation to advise us of our options.’

South Asian man who found getting advice difficult and claims to have been excluded from a pharmacy conversion course.

Others wished to continue in accountancy studies to complete qualifications or progress further and many wanted to study English. However, this ranged from learning basic English before looking for work to improving their English to continue existing careers. Nine planned to qualify and work in skilled trades and a few others wanted to qualify as engineers or architects. Interviewees also expressed interests in community study, including law, childcare, social studies and careers advice. 
It is also clear that some traps exist in the labour market.

‘At least 50% of people have taken a similar route – Further Ed, however, in their experience this also takes a long time. The rest did factory work or other unqualified work. They are now stuck with this. There’s no personal development despite that they are qualified up to A Level standard. Contacts are crucial for finding these jobs and so is the relevant necessary documentation. Work permits etc.’

Sri Lankan man who obtained first degree in the UK.

Other barriers to studies that were cited by respondents included childcare, work commitments (for part-time students), language skills, student fees, the time it takes to learn and the low level of student loans. Some respondents had clear ideas on what they would need to overcome their barriers:

‘I'd like to help single mums who are asylum seekers; they are not getting enough support. I'd like to start some kind of facility for single mums where they could drop off their babies and go to work’

South American asylum seeker, who identified her own desire for better English language facilities.
Refugees’ working background and experience

Before coming to the UK, almost three-quarters of those interviewed had worked, giving them an enormous wealth of skills and experience.
 However, the disruption caused by their experiences was reflected in their work patterns. Several said that they had qualifications and had worked in their chosen professions but that later (as a result of war or some unspecified cause) they had to make a living working in jobs (like farming) in which they could not make full use of their skills and training. 

Many interviewees had been office workers, working in banks, oil companies, retail, travel, services, law firms and insurance. They had worked at all levels, from accounts assistant to director, including supervisors, managers, auditors and reception staff, revealing a range of transferable skills and useful experience. Some firms were family run, while others were international names. Some had been self-employed; others had worked in the public sector or NGOs; many had years of experience of service in government services, nationalised industries, ministries, infrastructure delivery bodies, UN organisations and aid agencies, as administrators, programme developers, specialists and managers. 
	‘[I] Worked as an economics adviser. I got additional work with a firm. I then established an NGO beside my work. Later I established a training centre for social development’

Sudanese man in his 40s currently not working.


	‘I was a translator for an Embassy for 21 years. I was a Shipping Agency owner for nine years but business collapsed when war started’

Iranian man currently not working.


5.5 Aspirations 

Despite the barriers faced by refugees, they were committed to finding work with prospects and that made good use of their skills and qualifications. As table 5 below shows, interviewees were asked what they would like to achieve in the future, and to rate these aspirations in terms of importance. 

Table 1: Aspirations

	
	Not relevant
	Very important
	Of some importance
	Not a high priority
	Total respondents

	A job that provides me opportunities to develop
	1.5%
	84.6%
	9.2%
	4.6%
	195

	A job that makes use of my skills
	2.1%
	84.0%
	8.2%
	5.7%
	194

	A job that makes use of my qualifications
	6.3%
	77.0%
	12.0%
	4.7%
	191

	A job that is permanent
	0.5%
	75.8%
	14.9%
	8.8%
	194

	A job that pays more
	1.6%
	68.1%
	19.9%
	10.5%
	191

	A job that is flexible 
	5.7%
	66.1%
	15.6%
	12.5%
	192

	A job that recognises my experience (i.e. past work outside UK)
	12.7%
	64.6%
	13.8%
	9.0%
	189

	The chance to start my own business. 
	21.9%
	34.8%
	14.0%
	29.2%
	178


Most hoped for a job that would give them opportunities to develop and make use of their skills. Next in importance was a job that uses their qualifications, followed closely by a job that is permanent. The figures were disaggregated to highlight differences between those currently or previously in work and those who had never worked in the UK. Of the latter group, twice as many thought running their own business was very important, compared with those with work experience. Their enthusiasm may be fuelled by the view that appropriate employment is not available. Overall, however, their aspirations were modest: pay and flexibility came some way down the list. The interest in development, realisation of potential and security is common and illustrates a good match with London’s needs. 

A number of interviewees hoped to find ‘a better job’ than the one they were in. To that end, many were already studying and others recognised that they might need to do so. Some hoped to progress to a more senior position in their current role. 

‘I hope to gain more experience in this job and hopefully rise within the ranks because I am quite happy here.’

Higher-degree educated Somali man working as a housing advice worker.

‘I am working one day a week at BP petrol station as manager for the night shift and would like to run my own service station some day.’

Sri Lankan man currently studying for an engineering degree.

Nine interviewees hoped to stay in essentially the same line of work, although some wanted more training, increased hours, less uncertainty or better funding for the work. Others hoped to find get work in their original professions or careers and a couple wanted to return home and use their skills there. 

‘I wish to find a job that matches my interests but I know it is a little bit too soon to look for such a job.’
Iranian, with higher degree, who previously worked as an editor.

 ‘Hope to return… in 5-10 years time and play an influential part in developing homeland’
Sri Lankan man with first degree working as a community development worker.

5.6 Refugees in London: conclusions 

The refugee population in London is complex and diverse. The survey alone revealed populations from over 40 different countries, speaking 37 different (first) languages and 62 ‘other’ languages. It is also a relatively young population and so represents a major potential resource to the London labour force. For some, language is not a barrier, but many have major language issues to tackle. 

Refugees also offer a major educational and skill resource. The proportion with a degree-level education is considerably higher than in England and Wales as a whole. There is also a marked commitment to further study in a wide range of disciplines and professions, prevented mainly by the need for language training and ways to finance studies. The issue of teenage refugees being unable to receive an education once in the UK is a further issue to be addressed. 

The vast majority of those interviewed had worked before coming to the UK, once more in a wide range of fields, often giving them transferable skills. There was also a high commitment to education and skills development even when working.

This is a highly motivated group, whether in terms of their desire to create a new life having escaped repression; their established professional and educational background; or their desire to continue with their educational and professional development. In all these regards the potential impact on the London economy could be immense.


6. The London labour market context

In order to examine the employment situation for refugees, four sectors were chosen to reflect the diversity of the London economy. These were hospitality, engineering, air transport support (a significant private employer where growth is anticipated) and the NHS (a general employer with many female employees that his expected to be a key area of employment growth in London over the next three years).
 

6.1 The labour market in London

London contributes over a fifth of the UK’s GDP, is one of the world’s major international business and trading centres and a centre for international investment in Europe. This gives London its strengths and makes it a rich source of opportunity. 

According to the Greater London Authority (GLA), Gross Value Added (GVA) grew by 1.0% in 2002 (to £135.5 billion); it is projected to grow by 2.4% in 2003 and by 4.1% in 2004.
 The GLA expects growth of real GVA to continue at a medium-term trend of 2.5% per year.
 Despite the economic slowdown, London’s GVA is still the highest per head in England and almost 40% of it is generated by finance and business services.
 

London’s business landscape is characterised by large corporate head offices and public sector organisations, alongside a high number of small to medium sized enterprises (SMEs). Less than 1% of employers in London have more than 200 employees and 85% of businesses in London employ 10 people or less. However, the 15% of businesses with 11 or more employees account for more than one-third (39%) of all employment in London.
 

London’s economy is also unique in the UK in terms of migration levels and diversity. According to the 2001 Census, almost 22% of London’s population was born outside the EU (as compared to 7% in England as a whole).
 It has had some of the highest levels of employment growth in England between 1995 and 2000 and employment is projected to grow by 1.4% in 2004.
 Between 2001 and 2016, 636,000 net new jobs will be created in London, almost all in the service sectors, specifically financial and business services, but also retail, leisure and hospitality. Currently, these areas employ over half of all employees in London.

However, unemployment is relatively high in London. London North has the eighth worst unemployment rate of all the regions in England (6.2%), and London East has the eleventh worst in England (4.8%). The shift away from manufacturing towards service industries has also affected London, creating skills gaps (especially in north London).
 There is also large-scale long-term unemployment, accounting for a fifth of the national total. Ethnic minority communities face relatively higher levels of unemployment in London, particularly members of Pakistani/Bangladeshi communities and Black Caribbean communities. These have unemployment levels of over 50% and 40% respectively, despite similar qualification levels.
 

Support to skills development and employment 

This section examines some of the skills and employment initiatives for refugees in London.
The Learning and Skills Council

The Learning and Skills Council (LSC) is responsible for post-16 education and training, so has an important role to play in developing the skills of refugees. It places great emphasis on widening participation for young people and adults, especially in light of economic and occupational changes and the fact that many are excluded from these changes. For adults, this means reaching out to diverse populations and focusing on ESOL, basic skills, key skills and training for employment. The range of programmes means that refugees often benefit from them, even when they are not the primary target. Individual LSCs do not always monitor refugee participation on non-refugee specific programmes, but some explore or respond to the ways in which refugee needs differ from those addressed by other programmes.
 
The London Development Agency (LDA)

The LDA has a range of projects and strategies that are targeted at refugees and asylum seekers. These are outlined in the Technical Report.

The London Framework for Regional Employment and Skills Actions (FRESA)

The London Skills Commission has set up the London Framework for Regional Employment and Skills Actions (FRESA). Its strategic objectives are to:

1) ensure access to employment, training and personal development for those seeking work and access to training and personal development for individuals in work

2) enable socially excluded people to access learning and sustainable employment

3) enable all London’s employers to recruit and retain the skilled workers they need 

4) encourage education and training providers to provide learning and services which match the needs of London’s workforce and take due consideration of employer demand

5) engage all stakeholders in a co-ordinated approach to labour market information, related advice, guidance and subsequent investment.

FRESA has also established a Flagship Programme on Refugees and Asylum Seekers, which focuses on the areas of basic and higher level skills and job brokerage. As a result, further work will be undertaken to develop a lead body to coordinate action on refugees.

6.2 Stages on the way to work among London’s refugees

This chapter gives an overview of the London labour market context and analyses four employment sectors and the issues relating to refugee employment in these sectors. 

Refugees’ working experience in the UK
Almost half of the respondents had not worked since their arrival in the UK; of those who had, over one-third was not working at the time. In comparison, the UK unemployment rate of those of working age is about 5%. However, unemployment does vary with ethnic groups, ranging from 6% for Chinese to 21% for Bangladeshis.
 These figures compare to DWP statistics of a refugee unemployment rate of 36%.

There appears to be little correlation between interviewees’ experience of work before arrival in the UK and whether they have worked since arrival. Gender, however, does seem to affect how many are working or not. Table 7 shows that about half of those who have not worked since coming to the UK are women. However, women represent only about a third of those now working and those who have worked since arrival. 

Table 2: Working and gender

	
	Gender

	 Work status
	Males 
	Females 
	Total 

	Not worked since coming to UK
	52.4%
	47.6%
	105

	Have worked since coming to UK
	64.5%
	35.5%
	110

	Currently working
	62.9%
	37.1%
	70

	All respondents
	58.5%
	41.5%
	217


Immigration status has a clear effect. While 73% of asylum seekers had not worked since they arrived (although they believed they could do so), 45% of those with exceptional leave or refugee status, and 31% of those with UK nationality had not worked since they arrived. Getting a UK qualification certainly has a positive effect on employment: 61% of those who have one are working now and 74% have worked since their arrival. 

Table 3: Number of interviewees with UK qualifications, by work status

	Highest qualification (UK)
	Have worked in the UK
	Working now
	Total with UK qualification

	Professional qualification
	4
	2
	6

	Higher degree
	12
	12
	14

	First degree
	17
	17
	20

	Trade or vocational qualification
	8
	4
	10

	GCSE/School leavers certificate
	1
	0
	4

	No qualifications
	1
	0
	4

	Other
	2
	2
	3

	Total
	45
	37
	61


Of those who just have an overseas qualification, however, only 24% are working now and 43% have worked since their arrival. While the proportions are much better with those who have a higher degree (70% have worked) they are worryingly low among those with professional qualifications (26% have worked since arrival).

Table 4: Number of interviewees with overseas qualifications, by work status

	Highest qualification overseas
	Have worked in the UK
	Working now
	Total with only non-UK qualification

	Professional qualification
	6
	4
	23

	Higher degree
	12
	7
	17

	Higher diploma
	1
	0
	1

	First degree
	13
	6
	23

	Trade or vocational qualification
	9
	5
	19

	A-level/Baccalaureate
	6
	5
	17

	GCSE/School leavers certificate
	7
	3
	19

	No qualifications
	0
	0
	7

	Other
	0
	0
	1

	Total
	54
	30
	127


First job

Over three-quarters of those now working had had more than one job since arriving. Most started at least a year after arrival, but this probably just reflects the time taken by the asylum process, as well as the fact that asylum seekers were barred from work for the first six months after applying for asylum (and could lose the right to work if they appealed against a negative decision), rather than their ability or willingness to work. Many asylum seekers are also faced with homelessness after receiving a positive decision, which can hinder finding a job. 

Table 5: Time period to work after arrival in the UK

	Time period 
	Number
	Per cent

	Less than 1 month
	9
	8.4%

	Between 1-6 months
	13
	12.1%

	More than 6 months but less than one year
	14
	13.1%

	More then one year
	71
	66.4%


Almost half of those working had started as part-time staff, generally in manual or unskilled roles, usually in hotels, manufacturing, wholesale or private households. These first jobs were often found through personal contacts and some may have pre-dated the asylum application. Other research has found a correlation between reliance on community contacts and employment in low skill, low wage areas of the economy.
,
 A few asylum applications are made by people working officially in the UK (for example, academics and diplomats) who get ‘caught’ in the UK by political change at home. They will tend to use personal resources and contacts to get work and/or support in that situation rather than rely on the asylum system. 

Table 6: How interviewees found their first job

	How did you get first job
	Number
	Per cent

	Personal contact
	34
	43.0%

	Answering ad
	19
	24.1%

	Job Agency
	15
	19.0%

	Other
	11
	13.9%


‘The way I got a job is different from the way my son got it. My son sent a letter to the companies while I read newspapers’

Congolese man working as a caseworker.

Experiences in these first jobs were mixed. 

‘Liked it for it introduced me to the UK job market. But it was a low paying hard job’

Eritrean man with higher degree working as an administrative assistant.

‘Enjoyed at the beginning was hard and a challenge. It also helped to pass time. The job was also different to what I was doing (at home) and also my first job.’

Sri Lankan man working as a sales assistant.

‘It was a very difficult job. I did not like it. Not sure about people you are driving meet crazy people, dangerous job’

Former minicab driver, now working as a volunteer.

‘…people were treating you bad, as though you were not human.’

Formerly worked in manufacturing, now a financial and development officer.

Racism was reported as an issue in first jobs, but appeared to be lacking from current employment, possibly indicating that they felt there was less discrimination.

‘Enjoyed working with children, but it was not a job that I wanted for life. While I was there I was made to feel very uncomfortable as to my origin.’

Formerly worked as an au pair now working as a psychologist.

‘It was related to my qualifications but there was racism’

Worked as a computer programmer and is now a training manager.

But for some, the first job worked out well. 

‘I am still at the company, having built a relationship with customers’

Sales consultant who has now worked for the same company for three years.

Current working experience

Around one-third of those surveyed were working at the time; a third worked part-time and a few were self-employed. Only 12 had been there for two years or longer. However, this may reflect the preponderance of recent arrivals among interviewees rather than job mobility. 

Most of those interviewed who had jobs were working in the community sector. This sector is predisposed to refugee employment and often needs the basic knowledge and experience that comes from being a refugee. The concentration of refugees in this sector is in stark contrast to their wide range of previous work experience at home, where many worked in finance, professional services, administration and management. 

Table 7: Interviewees’ current work by sector

	Current Work
	Number
	Per cent

	Construction
	2
	3.2%

	Finance
	2
	3.2%

	Health
	5
	7.9%

	Hotels
	2
	3.2%

	Manufacturing
	2
	3.2%

	Other
	8
	12.7%

	Other Community 
	32
	50.8%

	Professional services in law firm
	1
	1.6%

	Public Sector 
	1
	1.6%

	Security
	2
	3.2%

	Transport
	1
	1.6%

	Wholesale/retail etc
	5
	7.9%


Over one-third of those in work found their current job by personal contacts and another third found it by answering an advertisement. The proportion finding work through personal contacts is similar to that in London as a whole. However, refugees’ personal contacts are likely to be other refugees from within their communities, who will often have limited knowledge of the labour market and may reflect lower aspirations. The proportion using job agencies and the Employment Service is low: about a third of that across London as a whole. 

Table 8: How interviewees found their current job

	Method of obtaining job
	Number
	Per cent

	Answering ad
	22
	36.7%

	Job Agency
	7
	11.7%

	Other
	9
	15.0%

	Personal contact
	22
	36.7%


Table 9: Main recruitment methods in London

	Main recruitment method – London

	Word of mouth
	35%

	Jobcentre / Employment Service
	14%

	Local newspapers
	19%

	Private recruitment agency
	14%

	Broadsheet newspapers
	5%

	Internet
	1%

	Other
	11%

	Don’t know
	1%

	Unweighted base
	3,988


Source: London Employers Survey, 2001. Cited in: London North Learning & Skills Council. London Employer Survey 2000-2001: North London Summary Report. September 2001. p.58

Most feel that their current job uses their skills, but wages are low. Over 20% earn less than £100 per week, and 38% under £200 per week. With average gross weekly earnings in London of £624 (or £18 per hour), the comparison is startling.
 Just two of those interviewed actually earn above the London average. Other work done on refugee earnings has found an average hourly rate of £7.29.

Figure 1: Interviewees’ earnings
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Working: satisfaction and discontents 

Several people said they enjoyed their work for essentially altruistic reasons: serving the community, making a difference, enforcing rights and supporting those in need. Others enjoyed working with people, using their experience or qualifications, and the creativity, responsibility or stimulation that their job offered. 

‘I enjoy helping people and working with them especially asylum seekers as I have an idea of what they are going through’

Southern African woman with ILR status working part time as an interpreter.

‘I enjoy this job because I help Congolese people who don’t speak English. I teach French to children every Saturday. There is not anything I am not happy with.’

Man in his 50s with ELR who speaks four languages.

However, a number of problems were given, including long working hours, difficult shifts or being under exceptional pressure, poor pay and unchallenging work. Others were frustrated that they were not able to use their skills or work in their chosen field and some fielded common complaints, such as lack of funding or equipment, and the distances they had to travel to work. Some of those working with refugee communities found it hard to stomach the racism and insensitivity they encountered.  

Overall, respondents expressed mixed feelings, often balancing real satisfactions with obvious difficulties. The larger numbers in the voluntary and community sectors may account for some of these answers, but they also reflect the real trauma of flight and exile: no-one expects to be able to carry on as before. For some, what emerges is a new awareness of the needs of others and the satisfactions in meeting them. 

‘I enjoy helping people and giving advice, I feel part of my community. We are a link between the government and our community. There is nothing I am not happy with.’

An Ivorian man, with ILR, who has been working part time for a year.

‘Happy with job. Not happy with the very long hours’

Serbian woman working as a social worker.

‘Not happy the amount of hours I work. Happy working in my chosen field’

Croatian woman with higher degree working as a psychologist.

The social interaction was at times mixed with negative feelings about being underemployed:

‘I enjoy the contact with people. I am not happy because it's not the profession I have chosen’

Degree-educated woman from the Baltic states who speaks four languages working part time as a sales assistant.

‘I enjoy it to some extent, meet different people everyday and it is an interesting job but I cannot use my skills and qualifications which I gained during the 10 years of my life’

Afghan man with four languages working as a security officer.

‘It is not related to my skills but keeps me in touch with community’

Iraqi man working as a welfare officer.

Some 42% of those who had worked in the UK or were currently working found their employers supportive, mentioning training, advice, the good atmosphere at work and good structures. 

Case study: Refugee Aid and Development (RAAD)

RAAD (meaning ‘step’) is a project that aims to move people step by step into employment, starting from an understanding of refugees by refugees themselves. RAAD takes a holistic approach, treating people as individuals and building confidence through constant encouragement and support, appropriate training and counselling if needed. Dignity and confidence are restored, enabling other, connected, issues to be addressed, such as mental health, debt and family breakdown. 

RAAD was set up by refugees in 1997 and is based in West London. It is now accredited by the IAG and also has the CLS Quality Mark for its advice services. A variety of services have been developed in response to users’ needs, to which RAAD is particularly responsive because it is run by refugees.  

Information, advice and guidance – job search training, group workshops, one-to-one sessions in confidence building and coaching, employment and labour market advice, C.V. preparation, interview technique and marketing oneself to employers. 

Employment and training – training courses and work experience placements are run in partnership with local colleges, authorities and other voluntary sector organisations. Courses include IT training, fashion design, journalism and ESOL. A textiles course has been set up for refugee women who want to become self-employed and there is now a five week enterprise course for those interested in setting up their own business. Business consultants show clients how to formulate a business strategy, give advice on how to obtain funding, how to sustain business ideas and offer post-set up support. 

Education and youth – educational courses, work experience and voluntary placements are run in partnership with local colleges and authorities, along with advice, information and support services. 

Capacity building and training – RAAD aims to raise employer’s awareness of the potential of refugees, helping to break down myths and stereotypes. It also helps other organisations to build capacity, obtain quality marks and promote good practice.

Last year, RAAD saw over 1,500 people, 65% of them women. The majority were from Somalia, but others were from Iraq, Bosnia, Rwanda and Pakistan. In time, users may move on to use mainstream provision, but RAAD’s Project Manager is keen to explain their success: ‘There needs to be more emphasis on tailor made projects – refugees tend to be labelled under one big umbrella. They are not all the same; they have different needs and wants and are at different stages/levels in their lives, just like anybody else. One of our priorities is to familiarise our clients with the UK job market and the way it operates, it can be very different to the countries that people have come from. For example in the UK, gaining employment is very much based on how you self-promote, how you conduct yourself in an interview. Yet in other cultures this can be seen as rude behaviour. In some cultures, it is polite to avoid eye and bodily contact, like shaking hands. Another issue is the lack of child care provision for single mums which keeps them out of work and education.’
Employers are now finding that their stereotypes start to break down and they see the real potential of refugees. As RAAD extends its work into training for self-employment, refugee employers will begin to challenge some more stereotypes. 

Barriers to employment 

Interviewees were also asked what had stopped them getting the employment they wanted in the UK (see table 15 below). Lack of UK work experience was most commonly cited, followed closely by difficulties with English, but immigration status was the third greatest problem, although this was often caused by the employers’ misperception of their immigration status. However, over a fifth believed that discrimination had stopped them getting a job.
 
Table 10: What has stopped you from getting the sort of job you want to be doing?

	 
	Males
	Females
	Total

	
	Number
	Percent
	Number
	Percent
	Number
	Percent

	Not relevant
	7
	5.5%
	13
	10.2%
	20
	9.22%

	Not having much work experience generally
	20
	15.7%
	16
	12.6%
	36
	16.59%

	Not having much work experience in the UK
	31
	24.4%
	48
	37.8%
	79
	36.41%

	Not having many qualifications generally
	22
	17.3%
	13
	10.2%
	35
	16.13%

	Qualifications not recognised in the UK
	21
	16.5%
	35
	27.6%
	56
	25.81%

	Difficulties with English
	40
	31.5%
	29
	22.8%
	69
	31.80%

	Family commitments
	25
	19.7%
	3
	2.4%
	28
	12.90%

	Difficulties with health
	6
	4.7%
	10
	7.9%
	16
	7.37%

	Discrimination against refugees
	13
	10.2%
	22
	17.3%
	35
	16.13%

	Discrimination against BMEs
	16
	12.6%
	26
	20.5%
	42
	19.35%

	Not having many contacts
	18
	14.2%
	28
	22.0%
	46
	21.20%

	Difficulties understanding how the employment system works in the UK
	21
	16.5%
	28
	22.0%
	49
	22.58%

	Immigration status
	21
	16.5%
	37
	29.1%
	58
	26.73%

	Other
	10
	7.9%
	28
	22.0%
	38
	17.51%


Perhaps the most surprising result concerned family commitments: 19.7% of men believed that family commitments were a barrier, as opposed to 2.4% of women. This could be because women have arranged child and other care arrangements by the time they get into work, whereas men know little about what can be done in this area. It might also be the case that, equally, men feel more constrained by a broad range of family commitments. 

‘I am not getting any younger and I have a child. It is hard to find job and I have English problems’

Degree-educated woman in her 40s working part time as teacher of her mother tongue.
‘I like to work, I want to support my family by myself but it's very difficult to get a job’

Degree-educated Albanian woman working as a volunteer administrator.

Whether they had worked in the UK or not, all agreed on the importance of general previous work experience, qualifications and contacts. However, those in work, or who have worked, found lack of UK work experience, lack of recognition of qualifications and discrimination more important barriers than those who had not.

Those not working perceived immigration status to be more of a barrier than those in work. Immigration status is not a legal barrier for refugees and people with forms of exceptional leave, or for the asylum seekers interviewed. The higher proportion citing it as a perceived barrier may be because they were refused work on the spurious grounds of their immigration status, or it may reflect a perception in refugee communities that employers are likely to refuse job applicants on these grounds, possibly based on experiences of others. 

Respondents generally presented a range of views on barriers to employment:

‘Considered to be lucky. Some with higher qualifications many done security jobs. One of my lecturers was a parking steward. Clarity of thought. Knew what I was looking for, found out where to look, visited a friend, leaflet about RC. Lucky. Knowing what I was looking for, where and how to go about it. Difficult to find higher-level course free of charge. Being single took away the worry. Only worried about family in village.’
Sudanese man who has gained a higher degree in the UK.

‘People always want references. Would like to have some with experience to advise and support me. Can't find work, a lot to do with luck.’

Egyptian woman dentist has found immense difficulties accessing conversion training.

‘I would like to say that there are lots of difficulties in finding a good job and a good position because sometimes you just have to ignore your qualifications and skills to get a job. We should reflect these difficulties and obstacles to the authorities because they might find a way to help us cope with them. If there is a refugee organisation that qualified people can work in … I'm sure they can find a solution. Because I came from a University that was competitive. I tried hard to get this degree and I worked hard to get the experience and skills. It is very difficult and annoying to ignore them. I didn't find another way to use them.’

Iranian woman with higher degree.

‘If they give us a chance, just to start. This is like a circle, just going round and round and we'll end up where we start. It’s a very cruel circle and we applied and they won't accept. They don't allow us to start and we cannot get any experience in this country… It is not easy to stay without work. Although we are on benefits, it's not nice. It is much better to get your own money. You can communicate to people, going and coming from work.’

Iraqi degree-educated woman currently not working.


‘The government should realise that refugees and asylum seekers are not criminals. They should be given a chance to prove themselves like everyone else.’

Man from central Africa, with higher degree, wanting to establish a tuition centre.

‘The system is hard for the foreigners, especially for the refugees. Qualifications are not recognised, the job opportunities are there but it’s not accessible for everyone. Equal opportunities are only on paper. The law is there but it is not functional. Government should establish a helpful system, which would help refugees who are facing economic problems and fund voluntary organisations that are trying to help.’

A man from the Horn of Africa currently working full time as an organisation’s co-ordinator and wants to study human rights.

Case study: Muslim Career Care 

Faith communities are vital resources for refugees and may offer access to groups that are otherwise hard to reach. Muslim Career Care saw 200 people last year (of whom 5 to 10% were refugees), most of them young males. Twenty of those were found jobs directly by the service; a further 25 are accepted on to training courses and another 25 attended development classes at the centre. They were attracted through leafleting mosques, contact with Muslim schools and community organisations, and partnership with local organisations including the Hackney Action Team and the local community college. 

Based in a community centre next to a mosque, the service operates in ways and at hours suited to those who attend, with sessions on Friday and Saturday mornings that stop just before prayers. People may also use the centre for other services, including welfare benefits advice, access to language interpreters, mental health support and advocacy and housing advice. There are also a wide range of projects that run within the centre, such as SureStart project for small children, UK-Online and the Youth Project. The centre does not have a catchment area; it has an open policy, offering its services to all. 

The careers centre is a drop-in service and is open between 9am and 6pm Monday to Thursday and from 9am to 1pm on Fridays and Saturdays. Services include help and advice with C.V. writing, interview technique, application forms, job searches, work experience placements and training courses. There is a full time careers advisor who is available for one-to-one help, advice and support. Two computers are adapted for people with sensory impairments and there is disabled access. Interpreters are also employed. Work has now begun on attracting more women to use the career service and a women-only training course has already been run. 

The project also has strong links with local employers and training centres. It works closely with a local housing association that not only provides help and advice with housing matters, but also offers work experience placements. However, there is some concern that recent events and growing Islamophobia may be making it more difficult to create and sustain these links with some employers. 

Darwood Akhoon, the project manager, believes that refugee needs are different: ‘Refugee communities need more support and help with integration, not assimilation, into the wider community. The emphasis of this support should be multi-agency working – refugees are a diverse community of people, all of which have different needs and wants. In addition, employment provision and training is not a singular issue, other factors have to be taken into account, for example welfare benefits, health etc. It’s all well and good setting up an interview but can you afford to get there!’

Support to employment and overcoming barriers

Like many other job seekers, refugees believe that their ability to find work is largely a result of their willingness to work hard, their intelligence, initiative and flexibility. Unlike others, however, their ability to speak English is also important, as table 16 reveals below.
 However, many felt that their previous qualifications, work experience and knowledge of the UK employment system were irrelevant. 

Table 11: What has helped interviewees get employment in UK?

	
	Essential
	Helpful
	Not relevant

	
	Number
	Percent
	Number
	Percent
	Number
	Percent

	Previous qualifications
	46
	26.4%
	48
	27.6%
	80
	46.0%

	Previous work experience
	51
	29.3%
	57
	32.8%
	66
	37.9%

	Knowledge of the employment system in the UK
	55
	31.6%
	54
	31.0%
	65
	37.4%

	Qualifications gained in the UK 
	83
	48.3%
	51
	29.7%
	38
	22.1%

	Level of English
	121
	67.6%
	51
	28.5%
	7
	3.9%

	Work experience in the UK
	68
	40.5%
	53
	31.5%
	47
	28.0%

	Good contacts
	58
	33.7%
	80
	46.5%
	34
	19.8%

	Own initiative
	108
	61.4%
	58
	33.0%
	10
	5.7%

	Willingness to work hard
	121
	67.2%
	51
	28.3%
	8
	4.4%

	Flexibility
	102
	57.3%
	69
	38.8%
	7
	3.9%

	Intelligence
	105
	61.0%
	61
	35.5%
	6
	3.5%


Around 56% said they had received advice on how to write CVs and job applications, and some help with interview technique. However, more assistance is needed for the many that have no such help and so are more likely to be confined to casual, low-paid work. 

Job searching in the UK

Employment in the UK is the responsibility of the Department of Work and Pensions (DWP), which runs the national network of Job Centres where many vacancies are advertised. Every unemployed person is interviewed and their experience, qualifications, skills and education assessed. Job Centre staff can also help with access to training and childcare facilities and provide specific help for disabled work-seekers if needed. 

A linked service, New Deal, is offered to those who may have more difficulties getting into employment: young people, lone parents, the long term unemployed, people over 50 and partners of unemployed and disabled people. This service offers various packages, backed by the threat of withdrawal of benefit in certain cases if the offers are not taken up. Young people can receive help with job-seeking through the Connexions service, which integrates advice, youth work and careers help. 

A few organisations offer services specifically for refugees. In London these include:

· the Refugee Council: offers advice, work-related training, job search help and mentoring

· the Refugee Education and Training Advisory Service: offers advice and guidance, training, grants, job search and business start up courses, mentoring and support

· Refugees Into Jobs: offers training, job search help, voluntary work experience and clinical attachments with local hospitals for medical personnel (see case study)

· Praxis: works to promote human rights and social justice in the East End and offers basic skills training, advice and specific projects for health workers and interpreters

· Refugee Aid and Development: offers advice, information and training, runs workshops on job searching skills and assists in job applications and form filling. 

Support used for employment

There had been more contact with Job Centres than with any other agency, but most refugees considered them to be little or no help. Refugee employment agencies, on the other hand, were rated highly. The majority of those who had used work agencies found them to be reasonably helpful. 

Table 12: Use of agencies by interviewees

	
	Contact
	No Contact
	Total

	Job Centres
	61.7%
	38.3%
	209

	Local employment project
	18.2%
	81.8%
	198

	Work agencies
	37.6%
	62.4%
	202

	Refugee employment projects
	39.3%
	60.7%
	201


Table 13: Rating of agencies contacted, by gender

	
	Males
	Females
	Total

	
	Very helpful
	Reasonably helpful
	Little or no help
	Very helpful
	Reasonably helpful
	Little or no help
	Very helpful
	Reasonably helpful
	Little or no help
	Total respondents

	Job Centres
	17.0%
	29.5%
	53.4%
	9.8%
	39.0%
	51.2%
	14.7%
	32.6%
	52.7%
	129

	Local employment project
	29.6%
	25.9%
	44.4%
	55.6%
	22.2%
	22.2%
	36.1%
	25.0%
	38.9%
	36

	Work agencies
	16.1%
	57.1%
	26.8%
	35.0%
	40.0%
	25.0%
	21.1%
	52.6%
	26.3%
	76

	Refugee employment projects
	46.7%
	37.8%
	15.6%
	79.4%
	14.7%
	5.9%
	60.8%
	27.8%
	11.4%
	79


The refugees were asked to advise a hypothetical friend searching for work as to where to go and where to avoid. 

 ‘I would recommend going to refugee organisations because the staff are refugees and they are familiar with your situation. Then go to a jobcentre where professional people will help you get a job. Nobody should be avoided’

Degree-educated Congolese man currently working as a project manager.

Those who advised against Job Centres often clearly spoke from personal experience. They felt that Job Centres did not understand refugees, sometimes lacked the basic expertise needed on immigration status, acted as agents for government policies, had negative views of refugees’ potential or had poor customer service standards. 

‘Go to Job Centre and avoid negativity’

Eritrean man currently working as a shop assistant.

 ‘For information about jobs - the Job Centre. Help with CVs application; I would refer them to friends, or people they know rather than Job Centre.’

Sri Lankan man currently employed as a community development worker.

 ‘Avoid: Job Centres and agencies. Even now I send many children to Job Centres to do their CVs but they don't help’

Somali woman working as a Youth Development Worker.

‘Special agencies… they have experience and they know about our needs and they know what to do with our questions. Job centre is for general help only and does not recognise our skills. But, don't avoid anything, any place is helpful.’

Afghani man with a professional degree.

‘Don't go to New Deal, they don't work to help, they just want to cut your benefit and not help you.’

Sudanese man who has not worked since coming to the UK in 1995.

‘I would tell them to avoid Job Centres completely because it just wasting time and I really do not know where to send them. There is no such a place to help you.’

Afghani man who obtained his current job through personal contacts.

‘Job centres don't fully understand immigration statuses and don’t have relevant skills to support refugees.’

Bosnian woman working as an internet consultant.

‘I'd recommend to seek for a job through agencies and to avoid Job Centres and the signing on because they won't help. The only job they're going to get is cleaning’

Somali man working as Co-ordinator for an organisation who started as a volunteer.

‘Avoid Job Centre not helpful and rude’

Iraqi man who worked as a doctor in Iraq for seven years.

‘Staff at the Job Centre are very rude. They sent me to cleaning jobs. I work here (Refugee Into Jobs) as work placement for more than a year. Travel expenses are paid. I love the place because I learn a lot. My English and computer skills are improving. People are great. The staff are foreigners and they speak English slowly. They explain it to me very well’

Afghan degree-educated woman not currently working.

Employment agencies

Agencies were recommended as good at compiling CVs and having good networks, were often best used in conjunction with other resources, and possibly recommended more by those who have done university level studies in the UK. 

‘[Refugees] should use the Internet, they should mix and integrate and network, use newspapers, apply directly to organisations. Agencies may be biased, but they are helpful’

Somali man who obtained his job by answering an advertisement.

Refugee community organisations

In contrast, refugee employment agencies (including Refugee Council, RETAS and Refugees into Jobs) received generally good feedback. They were described as helpful, knowledgeable, supportive and comprehensive.

‘…the importance of community organisations particularly for new refugees. These structures are good to newly arrived refugees. I found my first job through the refugee council.’

East European woman currently working as a writer and researcher.

‘Recommend some Refugee projects like ‘Into Work’ because you have advice in filling forms, updating CVs, Internet, magazines, fax and people are helpful. Avoid the Job centre, people are not helpful, they don't have the right qualifications to deal with the issues’

Congolese man who has found refugee employment projects ‘very helpful’.

‘Go to Refugee Council because they are running courses and they send you for work placement.’

Congolese woman who obtained a NVQ Level 2 in the UK.

‘Refugee Council has a very good idea of the needs of and they have programmes and projects to help refugees get into employment.’ 

Bosnian woman who would like to work as a psychologist.

‘I would advise them to go to Refugees Into Jobs because they will assess what they need and they will tell them what to do.’

Kosovan woman currently working as an Assistant Administrator.

They were seen to be convenient and knowledgeable, knowing where to refer refugees and understanding their situation, and so were often recommended along with other services. 

‘I would recommend people who have similar experiences and managed to over the same obstacles they face. Would be great if we could have been put in touch with NGO Kurdish organisations.’

Kurdish man who worked as a doctor before arriving in the UK.

‘Contact Iranian Association – they have a lot of contacts and can advise. Attend an appropriate course. Know English culture.’

Iranian man who used to work as an actor.

Various other, mostly local, projects and organisations were named. They were generally characterised as helpful and knowledgeable, or in some cases good for specialist needs: several students recommended their university careers services. 

Other support 

Twelve interviewees believed personal contacts to be an important source of help in getting work. Some of these contacts were seen as essentially informative or providing short cuts; others may be in a position to offer work directly. A few recommended voluntary work as a way into paid employment.

‘I would recommend him to go to College and learn English; do some voluntary work in order to gain experience because that would lead them to a job. I would advise them to avoid work agencies and I would recommend them to do any voluntary work.’

Congolese man currently working as a project manager.

‘I would tell them to find a place on a company where they could work voluntarily, gain some experience then it would be easier to look for employment.’

Afghani man who owns his own construction company.

There was a lot of other useful advice as well:

‘Depends on work. Would recommend career services but very important is their own initiative. And hard work. No one can help you so much as you can help yourself.’

Bosnian woman who obtained her current job through personal contacts.

‘Look for a job yourself but for information see everyone. Avoid none’

Sri-Lankan woman who has worked as a Phlebotomist in the UK.

Case study: Tracks to Employment

Tracks to Employment aims to provide employment, training and education opportunities to marginalised individuals in Finsbury Park, an unemployment hotspot in north London. This includes ethnic minorities, refugees, women and people in need of basic skills.

The organisation offers a wide range of services, such as career counselling, internet-based job search, interview technique, confidence building and C.V. building. It also provides information on training and education services, language courses, housing, welfare rights, immigration and other legal matters. It has links with local employers to set up work placements and raise awareness of refugee communities. 

It employs a highly experienced and qualified team that can speak French, Turkish, Bengali and Arabic. There is also an outreach service, where advisers offer careers guidance and promote relevant services at lifelong learning centres and local community organisations. Most clients are from ethnic minorities and about 35% are refugees or asylum seekers. 

The Tracks to Employment Project Co-ordinator believes that they are making a real difference in the Finsbury Park area: ‘We have helped over 200 people into employment! Re-building confidence, esteem and a sense of inclusion.  In terms of employers, we have raised awareness of the potential of refugees, have helped to break down stereotypes and contributed to attitude change’

Support and help needed for employment

Interviewees cited a wide range of types of support that they would like in order to participate in the labour market and strategies they would like to pursue. A number named further training, usually in English language; others wanted more information, signposting and referral to relevant organisations. 

‘Language training is the most important thing – after than people can help themselves’

Kurdish man who would like to attend an English course aimed at those wishing to take medical examinations.

 ‘It would be much better if people were actually informed of the places where refugees can go for help and advice. Because I had no idea, I suffered a lot, and it took about three to four years for me to find out about these – there wasn't much of a community at the time. Even though people may have citizenship they still feel like outsiders – your face plays a huge part in how people perceive you.’

Degree educated woman, who arrived in 1982 and is working as an Operations Manager.

A common theme was the need for proper assessment of skills and qualifications when searching for jobs; for example, having vacancies described in a way that suited requirements more effectively. The need for relevant work experience and volunteer work was also cited.

 ‘When you apply for junior job they say you are too old. If you go for senior job they say you have no experience. When I phone for a job and I go there they look at my face and say no.’

Iraqi self-employed man.

‘Work placement should be directed to relevant place of employment e.g. radiography section of a hospital, should be able to advice I do rest. Be put on relevant training so can work. So no one has assessed my situation to say whether I need further training in what, so I can start with work proper. Things have probably changed somewhat since I trained.’
Formerly a radiographer in Sudan not currently working.

‘I wish there was more training opportunities or placements for refugees, so that they develop their skill. I am a qualified civil engineer, I am a member of ICE (Institution of Civil Engineers) I am doing a postgraduate now but the obstacles in finding employment would be the work experience in the UK.’

Iraqi man currently studying for a Master’s degree.

Others wanted some form of practical help, including:

· childcare

· specific support in finding work or continuing employment

· help in getting a national insurance number or sorting out papers after receiving refugee status or exceptional leave 

· help with benefits

· better support for those with an illness. 

The need to tackle discrimination, isolation, the poverty trap and low wages were also cited as important in order to find appropriate work.

Many suggested that agencies should be based in existing community centres. 

‘ESSENTIAL - need support agencies who understand this group and help to maximise their potential. Support in terms of language, IT, business plan, entrepreneurial activities, and further education. Similar to access course set up.’

Sri Lankan man (with ILR) formerly an accounts assistant and bookkeeper.

‘Black minority lack self esteem although we do the job. I don't feel confident or recognised. I would like to see agencies that would support the development of self esteem.’ 

A British Eritrean currently a resettlement worker with a refugee and asylum seekers.

‘Professional refugees need to find jobs they did at home. Refugee organisations should help them. Looking for work by yourself is difficult. They understand the problems encountered by refugees therefore more helpful.’

Iranian woman with professional teaching qualifications currently trying to gain similar in UK.

Case study: Refugees Into Jobs (RIJ)

Most users of RIJ come from Iraq, Somalia, Kosovo and Afghanistan and 30% are professionally qualified. The organisation has strong links with local community organisations and this has helped build an effective referral network. Most users last year were men and work is now underway to forge links with local women’s organisations and forums to target and promote services for women. However, only 15% of the 585 refugees who contacted Refugees Into Jobs last year were ready to work. They saw a careers advisor who offered information and advice about routes into work and the requirements of specific sectors, work experience placements and job search training. Others who saw the advisers were assessed and referred to training and ESOL provision as necessary. RIJ also runs some schemes developed to meet particular needs.

Career Focus Programme: looks at presentation skills, confidence building, interview technique, C.V. writing, mock interviews and self promotion. 
Grant Scheme: applications for financial assistance can be made by those who want to undertake vocational courses or need help with meeting expenses.

Medical Journal Club: Run by a local refugee GP, it aims to support and help prepare refugee doctors who want to re-qualify in the UK. For example, it runs a colloquial English course addressing accents, slang and day-to-day use. In the last year this course helped over 75 doctors back into employment.
Shree Mandke, Contracts and Development Manager at Refugees into Jobs believes that the service is effective: ‘Service users are integrated into wider society. Employment that is sustainable provides a passport into the labour market. It also empowers individuals and their families by building confidence and self-esteem. In terms of employers, our services break down stereotypes and changes negative attitudes towards refugees. Employers also start to see the potential of refugees in the labour market.’

However, there are problems to be faced: ‘The stigma and stereotypes attached to refugees and to asylum seekers is a major problem for finding work. Sustainability once employed is also an issue which we’re currently addressing – looking at the reasons why. The changing and confusing nature of governmental policy on immigration also makes life difficult. Provision should be more sustainable and mainstream – the continual challenge to secure funding means we can never plan too far ahead, which can be incredibly frustrating.’

English for Speakers of Other Languages (ESOL)

While resources are being allocated to ESOL provision, there appears to be a lack of coordination of this provision, often leading to a mismatch between demand and supply.
 Knowledge of English was mentioned as one of the most essential qualities in obtaining employment in the UK and was the second most cited barrier to refugees obtaining the job they wanted (table 16 above).
 Studying English was often seen as the foundation for job searching and also the way out of low-value work. 

‘Biggest problem is learning English. It’s the most important thing.’

Iraqi man currently studying English.

‘I believe you will get nowhere until English improves’

Kurdish man with no qualifications and would like to study English.

‘Learn English first or else you only get cleaning jobs’ 

Turkish woman with a first degree obtained abroad.

Figure 2: English ability reported by respondents
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Unsurprisingly, almost three-quarters of those who have worked in the UK describe themselves as having no or very few problems with spoken English, as compared to the 63% who describe themselves as such overall. Almost half had been to English classes run by local colleges, adult education centres or further education colleges. Many appreciated the fact that these were free and accessible, and sometimes included other services.

‘A lady ……helped me there. She arranged for me to take some courses, bought us books and arranged for childcare. I have improved a lot. She really helped us my husband and me.’

Sri Lankan woman asylum seeker with higher degree.

However, some felt the lack of certification undermined the worth of the courses. 

‘My college was useful. It helped me, it doesn't need improving’

Central African man with higher degree, currently working part time as a case worker.

‘Yes, I went to College. Very useful and it helped. They were trying to help me and I wanted to do it and I pushed myself.’

Self-employed web IT worker with higher degree.

‘They need to improve the speaking skills in colleges. Students should interact with speakers.’

Congolese man who would like to do a teacher training course

‘It was helpful but can be improved by more contact with refugees and improve the organisations providing this services’

Russian man, about an English course taken at a learning centre.

 ‘Providing travel expenses will help me attend more classes.’

Cameroonian man who attended an English course at a local college.

‘It could be improved by finding the appropriate level mainly in spoken English’

Columbian woman who attended an English course at a refugee employment project.

‘College - it was only for two days, which was not enough. For higher levels you have to pay and we can't afford it’

Iranian woman who arrived in 1979.

‘Only two weeks, if it was longer it would have been more helpful.’

Sri-Lankan woman who attended an English course at a local college.

‘We should have more conversations sometimes we don't speak at all. They should give us tapes and books to take home’

Burundian man currently attending an English course.

A number of respondents had been on employment-related English courses, and these courses were all judged very useful. 

‘Unemployment services, it was useful. They can improve by having more classes’

Iranian woman over 60 who speaks three languages.

Refugees also undertook ESOL courses at refugee community centres, voluntary organisations, university, at work and at their hostel. These all received mixed feedback, with the main complaint being that the courses were too short. However, not everybody learnt English through an organisation: 35 people said they received no help from any organisation and some were forced to learn through reading and television, from friends or ‘on the streets’. 

‘From friends it was helpful. Can be improved if more information is given to people on where to go and who to contact’

Iranian woman (with ILR) – formerly an architect – currently not working

However, some had no language problems, either because English was their first language or because they had studied it to an advanced level at home. This, of course, demonstrates why many refugees from Anglophone countries prefer to seek refuge in the UK. Refugees who have come from many Anglophone countries and have been able to get an education may well have a higher standard of English than people who have completed secondary education in the UK (for example, Ugandans and Sri Lankans). On the other hand, the kind of experiences that force people to become refugees can often also disrupt education. 

Case study: Working Links Language to Work

‘J is a young Somali who lived in Wembley for 12 months before she came to us. She wore traditional clothing, had never been to school and had never travelled outside Wembley as she did not feel confident. Within six weeks J could read and write simple English. For the first time since she arrived in this country, she was able to use public transport, go shopping on her own and ring her doctor for an appointment – things we take for granted. She was very keen to work and after six interviews we found her a job as a laundry assistant in the Marriott Hotel. Her life has changed completely. She was recently voted the best employee in her department.’

J’s life was transformed by a project set up in November 2000 that sought to overcome the barriers to employment faced by minority language groups with weak or non-existent English language skills in three west London boroughs. It is an intensive, motivating full-time six week course. So far they have delivered 17 programmes, each for 54 people, helping over 800 people, with 40% going into jobs. 

The core of the project is an intensive, six week English language course. The course also covers basic employment skills: help with writing CVs, interview technique, self-promotion, telephone skills and job applications. Alongside the classroom activities, a team of consultants work closely with local employers to give clients the skills they need to enter and progress within the job market. ESOL classes run various language learning activities, such as field outings and talking to other community groups.

Clients who cannot find work after the six week course are signposted to another course level or organisation for further help and support. Clients still keep in contact with their initial tutor so familiarity, encouragement and support are constantly maintained – about 90% of those who start finish the course. Each course includes a mix of people from different countries and backgrounds; over 50% are Muslims and 70% have been or are refugees. 

The service was established because a gap in provision was identified: while there was ESOL provision, it was often fragmented with long waiting lists and was usually part-time, with no real focus. This identified the need for short, sharp and focused employment-based courses. The service seeks to be culturally sensitive, for example to the needs of Muslim women from strict backgrounds and around Ramadan. The project has become recognised as an established and valued support to the communities in Brent and West London, where language is a major barrier to employment. West London has seen a huge influx of people from troubled countries and Brent is now the most diverse borough in the country. 

Illa Pattni, the Project Manager, believes the courses have proved their worth: ‘Through our holistic approach we address all the above in a nurturing community environment where people from different backgrounds feel safe to learn. As well as English and job searching skills they improve their social skills with a wider impact on the community as a whole’.

6.3 Employment sector case studies

Four sectors of employment were selected as case studies to represent professional, public and private sector. These were: hospitality, engineering, air transport support (a significant large scale private employer where growth is anticipated) and the NHS (as a general employer with a significant number of female employees that has been identified as a key area of employment growth in the capital over the next three years). These sectors will provide a view of the demand issues, including barriers to employment, employer attitudes and experiences in employing refugees. 

Engineering 

While employment in engineering has been declining for several decades, demand for some workers with particular skills is increasing. For example, the Department for Employment and Skills (DfES) projected a decline in engineering employment overall, it also predicted strong demand for managerial, technical and skilled mechanical engineering and electrical engineering craftsmen.
 The engineering industry remains predominantly male, with very little part-time working or self-employment.
 

In a recently published survey by the Science, Engineering and Manufacturing Technologies Alliance (SEMTA), engineering employers said that they have significant problems filling vacancies because of a shortage of people with relevant skills and experience.
 There are also areas of skill deficiency within the existing engineering workforce. Different skills are required in today’s engineering industry, particularly those that meet the demands of the modern factory, such as team work, communication and technology. Despite this, there remains a continuing requirement for craft skills. 

The employers’ view

That viewpoint is supported by interviews with employers: ’There is a perception that the more recent immigrants are less likely to have good language skills (unlike those coming from India, for example). Engineering manufacturing today is about team working, not just that conveyor belt… And for that you have to know English.’
 A SEMTA official agreed: ‘There is an issue of numeracy throughout the industry. In general in the industry, language’s less a problem while technical and numerical skills are. There are a significant number of people within the industry without any formal qualifications, but English is certainly needed.’

The Skills Dialogue reported that around 15% of engineering employers had vacancies in craft, technician, professional and managerial occupations that were hard to fill, including most vacancies at craft and skilled operative level, as well as those at professional level. Employers have particular problems filling vacancies for design engineers, CNC programmers, electrical engineers, fitters, pattern makers and CNC setters and operators. 
 

Refugees and the engineering sector

No studies examining the involvement of refugees in the engineering industry appear to exist. However, according to an Amicus-AEEU official, the union’s equality unit has not had any reports of problems from refugees in the industry.
  Prejudice might prevent getting work in smaller localised businesses, especially in areas of known tension. While apprenticeship councils are attempting to recruit more women and ethnic minorities, they are meeting the same outdated attitudes towards work in the industry. 
Age

In a SEMTA study, employers reported that 50% of employees recruited in the previous 12 months were aged between 16 and 24, and 39% were aged 45 and older.
 On this basis alone, the likelihood of being recruited while aged between 25 and 45 – the age of many new refugees – is extremely low. 

Apprenticeships

Most apprentices are recruited from school and cost employers up to £40,000 over three years. Government funding is available, but only for apprentices at specific ages: between 16 and 18 an apprentice will attract government funding of £14,400 over three years; from 19 to 24 they attract £6,000 and those aged over 25 attract nothing: ’Anyone slightly older, because of the funding of apprenticeships, will have a problem becoming an apprentice.
,
 Research done by the Refugee Council has also found that New Deal and apprenticeships may be closed to refugees as many are either too young or too old to participate.

Professional engineers

In the UK, there is no requirement to be state licensed or registered in order to call oneself an engineer. It is up to employers to satisfy themselves that an engineer’s qualifications and experience are adequate to meet the demands of the job. However, employers find it very difficult to validate qualifications, especially those gained outside the EU.
 Most employers have no confidence in qualifications from institutions they have not heard of: ’Someone with a second-rate degree from a mediocre British university is likely to get the job over somebody with a good degree from a university the employer has never heard of.’
 

An engineer can have their qualifications verified by an engineering institution. The Institute of Electrical Engineers, like the Institute of Mechanical Engineers, will recognise someone that has a degree and/or the requisite experience, but they have to become members. 

The engineering industry: conclusions

No statistics are available for the involvement of refugees in the engineering sector, but those from ethnic minorities are well represented in the industry as a whole, although not at the upper level. However, apprenticeships are effectively blocked to refugees because employers generally recruit from the 16-25 age groups, where government subsidies are also available. Validation of professional qualifications is a method whereby foreign qualifications can be substantiated locally but for refugees it appears to be a very difficult task. 

The hospitality industry

In spite of the recent downturn, the hospitality industry faces extreme and severe shortages of labour and skills across London. These are aggravated by several related factors. 

· Customer expectations are rising and this leads to demands for higher skills levels and better customer service generally.

· The sector has great difficulty in attracting and keeping staff.

· The fall in the numbers of younger people, traditional entrants to the sector has hit the industry hard. 

· A lack of ICT skills in the sector is hindering business development at a time when the opportunities ICT offer may be crucial in keeping consumer interest.

· This is a sector of significant seasonal employment. 

· Workers in the industry tend to be less qualified than national averages, although the picture is slightly different in London. 

· There is poor public perception of the sector, that it offers reduced career prospects, low pay and bad conditions.
 

Across London, vacancies of all types in the sector are proving hard to fill. Some 51% of employers reported that they were having trouble recruiting, 95% when recruiting permanent staff. 

The hospitality market lacks skills as well as people. Over 17% of workers in the sector in the UK have no qualifications at all (and 14% of those in London), compared to 12% across all UK industries. Employers report that significant numbers of staff do not have the skills necessary to do their job.
 Missing skills include communication, customer service, team-working and flexibility. In spite of this, less than half the London employers had signed up to any of the nationally recognised accreditation schemes designed to address gaps in quality or skills, such as Investors in People or ISO 9000. Another study reports that even those who study hospitality formally at college or university level are discouraged from entering the industry afterwards by the low pay levels.

While 85% of employers claim to provide training on the job, only 65% do a simple induction programme. Some employers appear to view training as a bad investment and just accept that they will lose half their staff every year. Yet there is growing recognition among some in the industry that the sector is one increasingly led by the quality of service and that training and staff retention are important considerations in order to ensure competitiveness. The industry recognises the need to recruit from new sources and hopes to look to job returnees and older people. The NTO and other stakeholders are encouraging employers to address the issues of wages, terms and conditions in the hope this may enable the sector to compete for staff. Issues of career development and public image are also being addressed and all employers, small and large, are to be drawn into the use of nationally recognised qualifications that form part of the National Qualifications Framework (NQF). These strands form the basis of the Workforce Development Plan issued by the Hospitality Training Foundation (HTF) in 2001. 

Refugees and the hospitality sector

Many of those working in the hospitality sector, especially in London, are recent migrants to the UK. Evidence exists that illegal working is a mainstay at the bottom end of the industry, where casual, very low paid work is the norm.
 Refugees may have started their working career in the UK cleaning, washing up or serving in restaurants and hotels as irregular workers before they claimed asylum. If caught in the vagaries of asylum support over the last seven years (as it was withdrawn, reinstated, revised, dispersed, removed or reduced) they may have turned to work ‘off the books’ to supplement or replace inadequate vouchers or cash support and so know the shadowy side of the hospitality sector. 

In many respects, refugees are in a good position: their demography fits the current profile of the industry, they often have language skills, they certainly have experience of different cultures and they may appreciate the lively mix of backgrounds to be found there. For the large numbers of refugees who have no access to social housing once they come off asylum support, the option to live-in is often attractive. Fourteen respondents had worked in hotels since arriving in the UK, but only two now did so. Maybe refugees follow the traditional path, using the hospitality sector as a temporary stop-gap, rather trying to develop a career there. 

But for an industry desperate to recruit, refugees could be a salvation: they bring many skills with them and could easily develop others with training. It is clear, however, that many refugees share the low view of the sector held by the general public: there appears to be little enthusiasm for careers in the sector and work there is associated with people who have no other choices. The sector could therefore do a lot worse than enter talk to refugee communities about what work and associated training might move people into employment in an area crying out for their skills and initiative. 

The health sector

A range of approaches has been created to tackle the continuing shortage of labour and skills across the health service. Recruitment of migrant and refugee workers has been a feature of this. London has always attracted health professionals and, for decades, migrant workers have been recruited to work as cleaners, porters and kitchen assistants. Recruitment is now directed at those who fill more general gaps in the professions. Reports estimate that ‘there are over 42,000 foreign nurses working in the UK, more than double the number of three years ago, and equivalent to one in 12 of all registered nurses in England…  a quarter of all nurses working in the NHS and independent hospitals in London are from overseas.’

Although recruitment campaigns in the Philippines and Spain in 2002 resulted in more nurses in London, there is general recognition that the problems are long term and will need several years of concerted effort and follow up. A great deal of work has been done, but some has not produced the expected or desired results because of factors intrinsic to work in health.
 
In the health sector there are important issues for those trying to re-enter regulated professions.
 However, there are growing efforts to find alternative routes that might also offer parallel paths or conversion: for example, physician’s assistant roles may be filled by experienced staff while they re-qualify as doctors, but may also be filled by those finding it hard to re-qualify. However, for other health professionals, the re-qualification route seems to exclude refugees deliberately and there is an urgent need for relevant experience to be recognised as part of the qualification process. The Health Professions Council (HPC) is now registering a range of professions like chiropody and is allowing a time-limited ‘grandparenting’ route for those with sufficient professional experience but without a recognised qualification. This may offer a route in for existing refugees, as well as a model for how refugee health professionals could be helped into work in future. 

Doctors

In order to practice as a doctor in the UK, overseas qualified doctors (assuming their qualifications are adequate) have to pass English tests (International English Language Testing System, or IELTS) at various levels and then complete the two-part Professional and Linguistic Assessment Board (PLAB) Test.
,
 They must then complete a clinical attachment, after which they can be awarded limited registration, which enables them to take up a training post. After one year in training, full registration can be applied for and the doctor can then apply for work in the normal way. This presents some considerable obstacles. The various exams need funding and some may find their age or other difficulties with learning makes the barriers insuperable. However, various projects now exist to support refugee doctors through this process (see below) and the GMC waives the fees for the first two attempts by refugee doctors to take the PLAB tests. 

Furthermore, NHS hospital doctors work either in career grade posts (which assume that they will move on up the system and eventually become consultants) or in staffing posts, which do not allow career progression to the same extent. In order to get on to the career grading system, newly qualified doctors (including those who have re-qualified after arriving in the UK) have to do a year in a training post as an intern in a hospital. These posts are in high demand in London. Doctors who are re-qualifying therefore either have to seek training posts outside London (and so are likely to settle elsewhere as a result) or have to opt for the staff grade posts and accept that their career will not move as far as others. General Practitioners do not have the same requirements, but there is a lack of people available to supervise the newly qualified doctors. In addition, community medicine and localised general practice is less commonly found in poorer countries and so possibly unfamiliar to refugee doctors. 

Nurses

Internationally qualified nurses have to pass an English test and then complete a period of supervised practice on attachment with a hospital. In some cases a bursary is available to provide some support during this process, and to help with childcare and travel costs. After this, the nurse can register with the Nursing and Midwifery Council and practice his/her profession. Each health trust, however, designs its own programme for adaptation and supervised practice, within general guidelines laid down by the Department of Health.
 Therefore the problem for nurses has been the lack of a consistent approach to their integration into the labour force, with some trusts offering more support and/or pay during the adaptation process than others. There is also the fact that some trusts’ programmes appear more oriented towards the needs of those recruited overseas. Little support was available to take the IELTS examinations and some schemes did not offer support or help with issues outside the workplace. Concern has been expressed that many refugee nurses already have considerable professional experience and so will not stay long on the lower grades where there are greater shortages. No-one, however, suggests that there is a surplus of nurses at any level, and the importance of refugee role-models at higher grades may well become evident if more effort is put into recruiting nurses with less experience, or at least exploring why they are not coming forward. 

Associated health professionals and other scientific and technical staff

Although labour shortages are just as severe, the problems of recruiting other refugee professional staff to the NHS have only recently begun to be discussed. Few refugees who qualified overseas seem to get qualified posts in the UK, again, largely because of a failure to recognise their qualifications. Professional bodies rely heavily on the work of the National Academic Recognition Information Centre for the UK (UKNARIC). This assesses the degree or equivalent obtained and then issues a certificate of comparability which explains what an equivalent British qualification would be. The process relates entirely to the paper qualifications obtained and does not accredit any experience or professional achievements. 

As a result, refugee professionals may find their qualifications rated below the level required to register with the relevant council, even if they bring many years’ experience at quite senior levels. This means that they are unable to work in their field in the UK. As yet, there are no plans for this group and no idea of the numbers involved. There is a need to quantify needs, to identify possible refugee professionals who might fill that need, and how best to enable those professionals to accredit their experience to reduce the need for further study. 

Other staff

Health services in London also find it difficult to recruit ancillary staff, such as receptionists, porters, administrators and health care assistants. Projects to meet these needs have been established in the North West and West areas, but they are not specifically aimed at refugees.  They involve apprenticeships that are designed to attract those with few formal qualifications, offer them training in core skills and then place them in jobs within local hospitals. ESOL is offered as part of this programme and it is certainly accessible to and used by refugees. 

Work is also underway to identify new roles within the NHS that blur some of the previously rigid boundaries. Physician’s Assistants are now employed in one London hospital and may become much more common.
 These parallel the development of Nurse Practitioners and the use of Health Care Assistants in non-hospital settings. All of these new roles have the potential to relieve some areas of staff shortage and to play an important part in enabling refugee health professionals to work. Doctors wanting to re-qualify may be able to work as Physician’s Assistants as a way of supporting themselves while taking tests and can also use the opportunity to develop and polish their communication skills and familiarise themselves with recent developments. The jobs may also be available for those who cannot re-qualify. 

Health advocacy is another area in which many refugees now work, some of them using their medical background and language skills to develop this bridging role between patients and the services they use. There are now degree level courses for potential health advocates and the Kings Fund has sponsored research on common standards and practices. 

Refugees and the health sector

Refugee agencies have also become crucial in trying to meet the needs for health care staff. Refugee Council, RETAS, Praxis and Refugees into Jobs have all developed programmes to train, support, advise and inform refugee health professionals. 

For the last year, Refugee Council has been running a database of refugee doctors. In February 2003, 466 doctors on this database (from a national total of 848) were in London. Of those with a speciality, 74 cited General Practice, the single largest area of practice cited. 

As noted above, there is now a proliferation of projects to enable refugee doctors to re-qualify or practice. Each London confederation has at least one, often run in partnership with academic institutions or voluntary sector organisations. One of the oldest is the Refugee Health Professionals Project run in Waltham Forest and Redbridge, which offers study groups, support and payment for the various exams, access to libraries and even interviews with a consultant. While this project also includes other health professionals, there are many initiatives specific to doctors, including mentoring schemes, funding and attachments. 

For nurses there are fewer projects, although many trusts offer help as part of their recruitment overseas. Praxis offers a refugee nurses service that offers support and advice, formal training and access to supervised practice in local hospitals. A database for refugee nurses has also been set up by the Royal College of Nursing, working in partnership with RETAS to encourage nurses to get advice and help with re-qualifying. 

Air transport support

BAA Stansted has identified lack of basic skills as a barrier to the employment of people from some relevant areas, with unqualified young people and long term unemployed having little to offer employers. Initiatives linking basic skills training with employment opportunities have been developed to tackle this. One project was developed with Waltham Forest College and the lessons learned have been put into practice in the Stansted Intermediary Project. This is a six-week course that recruits some 200 people a year. It provides basic training, followed by focused support to find work, including mentoring, work experience and job interviews, plus follow-up support once a job is secured. Travel and other costs are paid throughout the course and travel to the airport for six months is paid by the Project. After that, BAA pay a further six months, easing the transition from benefits into work. Participants are referred by New Deal and other initiatives to help people back into work and the course has produced impressive results for people generally regarded as difficult to place. 

Refugees and air transport support

Reed says that ‘employers have recognised the advantages… of having staff with language skills and who represent increasingly the people who use the Airport commercially.’
 Refugees clearly match this profile well. They are new arrivals to the area, so are likely to be more willing to follow work out of North London and are also more likely to have the language and cross-cultural skills needed in an airport. 

However, tighter security procedures now mean that half of those beginning to look for work or getting work experience from this programme are now failing to get work or having their contracts terminated soon after starting. Previous requirements for references and proof of identity were made considerably more stringent. In place of a one year checkable history, five years are now needed and Home Office Travel Documents, issued only to bona-fide refugees, are no longer accepted as proof of identity. Because refugees cannot use their national passports, they can no longer pass the security checks. Other migrants and those given exceptional leave to remain are able to use their national passports as identity documents. The requirement for a five year history is also likely to affect refugees adversely. 

The refusal by immigration officials to recognise the validity of a document issued by their own Immigration and Nationality Directorate to only the 10–20% of applicants who manage to convince the Home Office of their own credibility and need for protection (for which, of course, their identity is a crucial factor) illustrates the problems refugees face in securing employment. It leaves them at a disadvantage, even in relation to those who fail to make such a case and instead get some form of exceptional leave (and so can use their national passports). Representations to the Home Office may resolve this contradiction. Refugees have unique skills and experiences to offer a sector desperate for them. 

6.4 Refugees and the labour market: conclusions

There is strong evidence that the talent among the refugee population is being badly underutilised in the London labour market. Of those questioned, virtually half had not worked since coming to the UK. In the early stages of life in the UK, prohibitions imposed by the asylum system clearly form a barrier to employment. This can place a considerable delay on an individual’s ability to join the labour force.

A major factor easing access to the UK labour market is the gaining of local qualifications. Professionals who gained their qualifications abroad and those lacking reasonable English language skills face real barriers to employment. Other issues facing them include lack of work experience and discrimination, either as a result of their ethnicity or, more specifically, caused by the perception held by employers about their immigration status. 

The preliminary stage into work for refugees appears to be part-time employment, often in manual or unskilled work and frequently obtained through personal contact. Many start their working life in the UK in low-grade occupations, often in the hotels and catering sector. Usually this is not work they had undertaken before in their country of origin. 

Nevertheless, despite the barriers they face, refugees are finding work and, in a number of cases, making effective use of their skills. Refugees clearly see themselves as flexible, hard working and having immense initiative, qualities which any job market clearly requires. They have demonstrated a firm commitment to finding work, notably in their efforts to learn English, and would be helped by provision of ESOL courses at an affordable level. Some have also undertaken specific training on how best to gain access to the job market. However, only very rarely do refugees even begin to approach average salary levels in London as a whole.

Refugee employment agencies are particularly helpful in this area, although feelings about the services provided by other agencies, such as Job Centres, are rather more mixed. Despite a determination to try any available path to work, there was some reluctance to recommend going to the Job Centre as a job-search strategy. Yet there is a real need for a wide range of services to help them find jobs, including assistance with CV writing (notably at Job Centres), childcare provision, outreach work and general advice.

An examination of four sectors – engineering, hospitality, health and air support services – to illustrate ways in which refugees might find work backs up these findings. Refugees wishing to work in the engineering and health sectors have difficulties with qualifications earned overseas. Frequently they are not recognised by engineering firms and re-qualifying or practicing in medicine is complicated and expensive, although a number of schemes are now being established to make this easier. Others face difficulties on account of their age (which means many cannot start engineering apprenticeships) or their documentation, which is preventing them from working in air transport support following a tightening of security procedures. Many refugees and migrants do find work in the hospitality sector, where illegal working is often a mainstay of the bottom end of the industry, typified by casual, very low paid work. Like others, though, many refugees seem to regard this sector as a temporary stop-gap: there appears to be little enthusiasm for careers in the sector and work there is associated with people who have no other choices.

7. Enterprise and self-employment 

7.1 Policy framework 

Increased enterprise is one of the Government’s key aims and sits broadly under the Treasury’s objective of increasing economic growth and making the UK a more prosperous and productive country. However, this is also tied into social policy, under the general remit of tackling social exclusion.
 In this context, SMEs are seen as beneficial, not only because of their economic potential, but also because their scale and perceived basis within the community are seen as key to tackling social exclusion, making communities more prosperous and broadening civil society.
 The Government thus believes it important to encourage enterprise amongst deprived communities. 

There are many government bodies with responsibility for promoting enterprise. The key players are HM Treasury, the Department of Trade and Industry (DTI), the Small Business Service (part of the DTI), Business Link (run by the SBS), the Bank of England and the Office of the Deputy Prime Minister (ODPM). There is also involvement from other departments (such as the Social Exclusion Unit and regional government offices), voluntary organisations, local government offices and independent bodies such as British Trade International. 

Barriers to enterprise 

A considerable amount of policy work has been into barriers to enterprise. A Treasury report identified three major barriers to self-employment within deprived communities. These were: 

· insufficient business support, such as training on marketing, money and advice services

· poor access to capital

· a weak culture of support for enterprise across the range of national and local institutions: in particular, the benefits and tax system was seen as complex and difficult to understand.
 

All of these apply to refugee communities. In some instances, the barrier will be the same and the distinguishing feature will be its scale. For example, capital poverty is likely to apply in most deprived communities, but will be a more intense factor for refugee communities where many are prohibited from engaging in paid employment, receive lower benefits payments and may have more limited social and professional networks.

Many enterprise support services are not specifically targeted to refugee communities, although some target both women and ethnic minorities (where refugee communities may be able to apply). Additional barriers specific to refugee communities may also include language difficulties and unfamiliarity with the structure of the UK markets and business legislation. 

Overcoming barriers to enterprise 

The Treasury report made a number of recommendations, including: 

· recognition and encouragement of social enterprises

· more emphasis on enterprise in regeneration policies and from local authorities

· encouraging the private sector in regeneration

· a move from grant-based start-up and support finance to loans.
 

Since 2000, the Government has also made a number of changes to improve the support infrastructure for enterprise.

Small Business Service

The Small Business Service (SBS) was established in April 2000 to promote the interests of small and medium businesses and providing them with a strong voice in the government. It works closely with Business Link, the national business advice service, and provides financial support to small businesses through the administration of a number of funds and schemes. 

The London context

Londoners are more likely than the rest of the country to be self-employed, with 14.3% of the workforce working for themselves, compared to 11.8% in England as a whole.
 This amounts to some 507,000 people in London.
 However, London has the smallest SME base in the UK. London’s SMEs account for 43% of employment and 49% of turnover in the capital, compared to a national average of 55% of employment and 51% of turnover.
 This is partly because London is such a significant financial and administrative centre. 

London’s high ethnic minority population gives it a very diverse business character. A survey of ethnic minority businesses in south London found that their needs varied greatly according to sector. Links between support needs and ethnicity were more difficult to demonstrate.
 Thus in part the barriers to business are likely to relate more to the nature of the business itself than the ethnicity of its owner. Similar conditions probably apply to refugee communities. 

The LDA has a number of business and economic development programmes which benefit refugees.

· Strategic priority areas/Programme Investment Plan cover deprived London inner city areas to exploit the economic opportunities that exist in these areas. They also encourage and support the expansion of successful business districts into inner city areas. 

· LDA2 are additional LDA funds to foster and encourage local solutions to job creation, enterprise, business development and other economic activities. 

· LDA strategies and programmes support enterprise, business development and growth, and business investment. This amounts to tens of millions a year, much of which is focused in London inner city areas. They include the Regional Venture Fund, Access to Finance, London Business Growth Fund, Regional Selective Fund, Enterprise Grants, sector development programmes, access to business support service, Manufacturing Advice Service and procurement development programmes. 

· Inward investment and business retention programmes.

· Sites and premises development programmes.

· Skills and employment programmes. 

7.2 Self-employment and business development strategies of refugees

Fifteen interviewees (7%) were self-employed, representing  21% of those employed. All had arrived in the UK on or before 2000 (and nine had arrived before 1993). They crossed ethnic groupings and sectors, as seen in table 21 below. 

Table 14: Sectors of self-employed interviewees

	Self-employment sector
	Number
	Per cent

	Construction
	2
	13.3%

	Health
	2
	13.3%

	Hotels
	1
	6.7%

	Manufacturing
	1
	6.7%

	Other
	4
	26.7%

	Transport
	1
	6.7%

	Wholesale
	4
	26.7%


Self-employment can cover jobs from mini-cabbing or building to consultancy or professional services, as well as those setting up a business with a view to growth and employing others. In just over half of these (eight businesses), help was on hand from the family. Although family members are less likely to be available to refugees (who may have lost them during repression, war or flight), migrants sometimes start up businesses as a way of holding the family together (in the face of pressures from outside to assimilate) or in response to discrimination in other fields. 

Three of the 15 businesses had an annual turnover of over £100,000, but five had turnover of less than £25,000 and a further four in the range of £25,000 to £50,000. 

Business start-up aspirations and needs

Many refugees aspire to start their own businesses. These people were clear on the types of business they would like to establish, although did not give an indication of the time and resources they had available. Almost a third wanted to start up business in wholesale, retail and repair. This probably reflects the perceived accessibility of this type of business and the relative ease of starting up (certainly in retail). Many wanted to set up local shops or facilities, such as clothes shops, groceries, travel agents, barbers, cosmetics, beauty salon, tailors and garages. Some hoped to use experience gained at home and some their contacts to import and export. Many proposed businesses were essentially intra-community facilities. 

‘I think social organisations can be helpful in assisting people to find jobs. Most of the people now are living on benefits and they need to work. We’ve got knowledge to use; we don’t want to keep living on benefits. Sometimes you can’t be waiting for benefits to arrive. This is the time to work, to be useful to the community’

Central African man wanting to set up own business.

‘I worked as a sales assistant in my father’s shop in Somalia. I'd like to open my own clothes shop (cosmetics products and there would be dolls there too). The customers would be everybody’

Somalian male with ILR who would like to establish a wholesale business.

‘My dream business is to set up an auditing company for small business. But because of limits, I think opening a shop can be thought about. Maybe a clothing shop’

A central African man in his 50s who left education at the age of 32.

‘With Somali products, videocassette, food. Or an Internet café. The shop would cater for Somalis and other people with the same taste. Selling Somali video, audio cassettes, food, books, it will be specialist shop with goods you don't normally find’

A man (now British) who has just completed a degree in London.

Some, however, saw opening a business as a chance to integrate better, or saw that their business might do better if the customer base was wider. 

‘To open own garage. Eager to mix with British people and to become involved in the cultural exchange. British people don't know much about the Kurds, we have everything we need back home, but sadly we also have political problems.’

Iraqi (Kurdish) male who was formerly a driver and mechanic.

A significant group wanted to start businesses in health, social work and other community or social areas. Some of these were community enterprise ideas; others represented the desire to go into private practice or self employment as a professional: opening a surgery, setting up a dentist practice, or exporting X-ray equipment.

‘I would help ill people, refugees, asylum seekers who have problems. 

Sudanese man recently completed an advice course.

‘… I'd like to open my own lab in prosthetics. I can also work as dental technician’

Albanian man who worked in the health sector for almost 30 years.

Four wanted to set up restaurants or bars providing food from their communities. 

‘To share and promote Filipino food, as our food is not very expensive so it will attract more customers’

Filipino woman with higher degree.

7.3 Support to self-employment and overcoming barriers 

Surprisingly, around half of those setting up businesses did not use the formal support available and half of those who did found it unhelpful. Instead, reliance on family and friends may explain the difficulties some cite in getting financial and technical support. The support available from other members of deprived communities is likely to be similarly impoverished, however welcome or willingly offered. Therefore it is important to find ways in which business agencies and refugee organisations can reproduce the accessibility of friends and families while providing the necessary money and resources. 

Interviewees were asked to elaborate on the contacts they used to set up their business. 

‘Just contacted some friends and they gave me the information and told me how I can start mini-cabbing.’

Afghani man working as a mini-cab driver.

‘Yes I have contacted some people from my country who live here and I have done this through the embassy.’

Afghani man who owns his own construction company.

Support and help needed for self-employment

Respondents said that what they needed most to set up their businesses was start-up capital, as well as information and advice, mainly about UK business law and regulations. One wanted support, another publicity and recommendations. 

‘If we are given the help and support and given a chance to show that we have the skills to do things that will not only help us but others to find jobs.’

Woman wanting to establish specialist food restaurant.

‘Chance should be given to everybody. Staying at home, doing nothing depresses you. We did not come for the money; we should be involved in the society.’

Central African woman desperately wanting her status resolved so she can work.

‘Help to set up business in the UK is very easily available no problems, very easy. Investment money is the only problem’

Degree-educated woman with business that has turnover above £100,000.
‘For me just support and advice of friends because for doing minicab you do not need a big start-up money’

Afghan man doing a job he does not enjoy. 

Aspirations to self-employment: support needed

Those who aspired to set up their own business also said they needed start-up capital. Some had developed plans and ideas and knew how they could raise this. Others anticipated difficulties, including the specific problems faced by Muslims with regards to paying interest. 
‘Getting finance, religion. My religion does not allow us to get any finance which charges interest. So funding the project will be tough. I have some savings but need more finance.’

A man who wanted to establish a shop for Somalis ‘and other people with the same taste.’

‘I have no space and financial support. If I get the money I will sort out management, production and marketing’

Sudanese man wanting to help the ill and other refugees and asylum seekers.

Other support that interviewees expressed a need for included training (for example in English, project management, financial systems, a general business course and import and export) and advice on how to start up a business, as well as good contacts or personnel, office space and marketing. 

‘The flat I live is very small. I have children. I would start the business in my house. I may not have the space. But when it expands, I would get some money to buy a house.’

Columbian woman who would like to establish her own accounting firm.
‘Desire to do something out of your life. Crucial drive, very common for the outsider. No barriers in life. Free yourself from barriers. There is nothing to lose.’

Bosnian woman with first degree would like to establish business as a ‘life coach’.

Interviewees with some hope of starting up a business were asked if they would consider involving people from their own community and, if so, what would help them. Thirty said that they would involve compatriots, either as customers or employees. Some said that they anticipated their businesses drawing on family resources and contacts in any case. 

‘Main customers: Somali community who have small business. I'll try to create jobs and I will involve people from my community who live in the UK’

Somali man who would like to establish an accountancy and financial services firm.

‘Yes I would be interested to involve my own people in my business and I think community centres would be a helpful place to have a better contact with the people from my own country.’

Afghani man who would like to establish an internet café.

However, others said that they would involve anyone suitable, regardless of background. 
‘I don’t mind people from other countries. Business is not only for you. If you are building up a business, you are building contacts with other people. If you say in your business you want to involve only certain people, it’s the wrong way. You have to consider people on knowledge base and skill basis. If not, it’ll be a bad start.’

Burundian man who would like to establish an auditing company or a clothing shop.

7.4 Current practice in enterprise development for refugees

Four agencies were identified as providing examples of good practice in engaging refugees into enterprise, or using models that could be operated with these communities. These were Haringey Business Development Agency, Renewal, The Prince’s Trust and the Refugee Employment Training Initiative. 

Barriers to self-employment for refugee communities

The agencies identified a number of barriers that prevented refugees from starting businesses. First was a lack of understanding of how business is conducted in the UK. This included taxes and laws, which was a deterrent insofar as some felt that they may be asked to pay too much and others had grown suspicious of authority. British reliance on written business plans is also different to some refugee cultures. 

Access to finance was a particular problem identified by all the agencies. This was described by one as ’institutional racism’, where refugees were looked upon more with suspicion than trust. Even access to bank accounts was an issue, with problems faced by community organisations as well as individuals. Money laundering regulations, which require paid utility bills and identification for opening bank accounts, are also a problem for people who will often have no credit history. Indeed, if someone has not had a credit card or current account then accessing finance is particularly difficult. There can also be cultural issues around accessing finance, particularly with Muslims, who are not allowed to charge or pay interest. 

Third, awareness of existing services was acknowledged as an issue. This relates to the first issue of business culture. Many refugees were simply unaware of what support was available. Finally, languages and culture were another problem, but also an advantage to some communities. If the business operated within the community, it was likely to have suitable marketing advantages by virtue of its connections there. However, this could lead to a narrowing of business activities that effectively cut off larger, sustainable markets. Opening up the external market was a key issue identified for refugee-run businesses. 
Reaching refugees

Making contact with refugees is one of the principal issues facing organisations working in this field and it is clear that outreach work is essential to success. Many had successfully used refugee community organisations for this purpose, posing questions for communities without an affiliated community organisation, or a community organisation representing a particular ethnic or religious group and therefore unrepresentative of the whole community. Haringey Business Development Agency (HBDA) took a more particular approach, which was to employ individuals directly from the community they were trying to engage. This gave them direct access to, and communication with, the community. Language is not always a barrier, however; according to Refugee Employment and Training Initiative (RETI), ‘There are no barriers in terms of communication. We translate some of our leaflets into Somali and we are trying to translate into Afghani, as there are an increasing number of Afghan clients. In order to be more inclusive, we have to translate.’ But for those attempting direct contact, English language was a barrier. Translation also has resource implications in terms of the need to produce literature or employ people with particular language skills. 

Case study: Haringey Business Development Agency

The Haringey Business Development Agency (HDBA) has successfully used concerted outreach programmes to engage minority communities. Its services include careers advice and counselling, training in English or other skills, small business development advice and support, and job search skill support. Particular services have included a minicab-training course, computer maintenance course, and a women’s outreach service. Business advice, information and training on starting up are also provided and training on business is available. 

The UK’s cultural reliance on written documentation, bureaucracy and plans, compared with a reliance on informal and verbal agreements in other cultures, was one barrier. Another was that a refugee may be far more concerned with issues such as housing, benefits or bills and a long way from being ready to run a business. 

Case study: Refugee Employment and Training Initiative (RETI)

RETI provides a range of services. Clients come from all refugee groups but currently about 90% are from Somalia. Although the project is focused on training and employment, advice and guidance is given on welfare benefits and housing issues, as well as help with erroneous utilities bills (a particular issue here). The staff at RETI is highly qualified and committed, and aims to end welfare dependency, taking an holistic approach to consider all the issues that a client may be dealing with. 

What works in reaching refugees

All the agencies stated that genuine outreach work was crucial to their development in reaching refugees. Agencies agreed that the primary route was through RCOs, but one organisation hired an outreach worker and business adviser from the community, who took a lot of work forward. Services also had to be flexible; HBDA said that it went to ‘find out what they are doing, and see how to develop the service to support them.’ Ring-fencing funds for refugee communities, having a positive attitude to those communities and developing services that matched their aspirations were also mentioned as important. Another issue was the need for absolute clarity of funding decision making to prevent unsuccessful applicants from becoming alienated by the process. 

There were a number of interesting initiatives. For example, the Prince’s Trust largely uses low interest loans or grants in their business start-up programme. Some Muslims refused to use the loan element because interest payment violates Islamic law. The Trust obtained a fatwa from a respected Islamic scholar that the Prince’s Trust loan scheme was acceptable. 

Case study: The Prince’s Trust Business Division

The remit of the Prince’s Trust is to help disadvantaged young people and one of its major programmes is helping people start up in business. The business programme is limited to people between the ages of 18 and 31 who are unemployed or underemployed, are unable to acquire mainstream finance and are disadvantaged in some way. The programme consists of a low-interest loan on flexible repayment conditions of up to £5,000, with up to £1,500 available as a grant. In addition, a mentor from a relevant industry is assigned to successful applicants. The London Youth Support Trust, seconded to the Prince’s Trust, has a role in providing highly subsidised business premises in London. 

A concern for some agencies was the lack of flexibility in funding arrangements for particular activities. HBDA indicated that it was doing a lot of work that was not being funded as it did not meet funding criteria, but nonetheless was a flexible response to refugees’ needs. Significant work is needed to make the mainstream more accessible to refugees. 

Case study: Renewal SRB

Renewal is a SRB-funded partnership of refugee community organisations, local authorities, PCTs and the Learning & Skills Council of London West. Support is geared towards helping refugees and new arrivals in the area. It aims to identify and address barriers to basic services, ease integration of new arrivals into the community and improve the ability of the statutory sector to meet their needs. Various projects and posts are funded by Renewal, including employment and business support activities. Renewal is a good example of partnership working that addresses many issues under the same remit, thus providing an approach which is focused but responsive. 

7.5 Enterprise and self-employment: conclusions

Increased enterprise is one of the Government’s key aims and sits broadly under the Treasury’s objective of increasing economic growth and making the UK a more prosperous and productive country. However, this is also tied into social policy, under the general remit of tackling social exclusion. A considerable amount of policy work has taken place into this area within the Government, as well as other bodies. 

Residents of London are more likely than the rest of the country to be self-employed. London’s high ethnic minority population gives it a very diverse business character and refugees are even more inclined towards self-employment than other Londoners. 

Around 7% of those interviewed for this study were self-employed (representing 21.4% of those employed). There was a high reliance on family and friends in establishing these enterprises and many had found that business agencies and refugee organisations were unhelpful. Help in terms of money and information were cited as the main areas were refugees would have liked more support in establishing their enterprises.

Agencies working to support refugees in enterprise cited a lack of understanding of business culture in the UK, access to finance, awareness of existing services, and language and culture as the main barriers to enterprise for refugees. Genuine outreach work was seen by these agencies as being the crucial factor in developing enterprise. However, inflexible funding arrangements are a significant factor in limiting the potential for effective outreach.


In the capital there is a complex enterprise infrastructure. While refugees have accessed this reasonably successfully, the potential is much greater still. As long as perceived and real barriers exist then a vast wealth of initiative, that provides opportunities for real growth in the entrepreneurial culture amongst refugee communities, will remain untapped. Yet effective models for skills, training and enterprise currently exist in London, even if these do not always have as a primary function the provision of services to refugee communities.

As one observer noted, ‘refugees have good ideas and are very professional. Even well qualified in their home country, they are still not able to get jobs so self-employment is the only option for them. Their survival rates are higher than other business, because it is the only thing for them, they have to work harder.’

Appendix 1 – Method statement and survey findings

A survey of 217 refugees was undertaken to obtain detailed, qualitative data of the profile of London’s refugee population, revealing a picture of complex demographic and family backgrounds.
 As table 1 below shows, interviewees came from a wide range of countries.

Table 15: Country of origin of respondents

	Country of origin
	Number
	Per cent

	Eritrea
	26
	12.0%

	Afghanistan
	19
	8.8%

	Iran
	18
	8.3%

	Iraq
	14
	6.5%

	Sri Lanka
	14
	6.5%

	Colombia
	11
	5.1%

	Bosnia
	9
	4.1%

	Democratic Republic of Congo
	9
	4.1%

	Sudan
	7
	3.2%

	Turkey
	7
	3.2%

	Congo Brazzaville
	6
	2.8%

	Ethiopia
	5
	2.3%

	Sierra Leone
	4
	1.8%

	Cameroon
	3
	1.4%

	Kenya
	3
	1.4%

	Kosovo
	3
	1.4%

	Ukraine
	3
	1.4%

	Angola
	2
	0.9%

	Burundi
	2
	0.9%


Plus one each (0.5%) from: Algeria, Chile, China, Croatia, Ecuador, Egypt, Ecuador, Serbia, Israel, Ivory Coast, Kazakhstan, Latvia, Lithuania, Morocco, Peru, Philippines, Poland, Rwanda, Syria, Tanzania, Uganda, Yemen, Zambia and Zimbabwe.

This broadly reflects refugee migration to the UK over the last 10 years. The Technical Report contains the findings on ethnicity and linguistic profiles. 

Age

Almost half of those interviewed in the survey were aged between 30 and 39, and a fifth was between 20 and 29. This reflects the typically young age at which refugees arrive in the UK. Two-thirds of asylum applications in 2001 were made by people aged between 18 and 34.
 

Figure 3: Age distribution of interviewees
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Gender

The gender profile of interviewees does not reflect asylum applications in the same way. Some 58.5% of the interviewees were male, but in 2001, 78% of applicants for asylum were male (although some may have included women as dependants). While the initial refusal rate for women as principal applicants is slightly lower (72% as compared to 74%), women are also likely to figure strongly among the dependants recorded on asylum applications: the 70,000-plus applications for asylum in 2001 included 20,000 dependants. There are, however, no national figures available for the number of people who subsequently join refugees or those with exceptional leave as spouses or dependent children and many of these are likely to be women arriving to live with men. The marital status of interviewees also reflects the asylum process in this way, with 36% single and 14% married but not currently living with partner. The latter figure is likely to reflect a number of people who have not been able to bring partners to join them in the UK. In fact, a significant number (13.4%) were hoping or waiting for someone to join them. 

Household composition

Some of the refugee households were quite large: over 20% had five or more people in them. This is significant because larger families risk a poverty trap (the marginal tax rate represented by the withdrawal of benefits and the extra costs involved in childcare) that acts as a disincentive to employment. As the tax credits system beds down in 2004, this may decrease in importance. 

Almost three-quarters of those interviewed saw themselves as the main wage earner. Of the women, 56 (64%) described themselves as the main or joint wage earner, whereas 102 (87%) of the men described themselves in these terms. Almost two-thirds of the women interviewed, therefore, were effective heads of their households. This appears high, given that most asylum applicants are men (and many women arrive as dependants but are appearing here as heads of households) and much of the support available is targeted there. 

Accommodation

Almost half (47.7%) of the respondents were in social housing, with a significant number still in temporary accommodation or staying with friends or family. However, 10% had bought their own home. As a comparison, over 50% of households in London are owner-occupiers, compared with 10% of the refugees. While almost half of the refugees responding were in social housing, in London a quarter have this form of tenure. 

Year of arrival and immigration status

Most respondents had arrived within the last 10 years, with more in the latter part of the 1990s. This, however, may reflect the methodology, as these are people more likely to be in touch with community and help organisations. Refugees tend to use organisations most when first arrive and need help; later they may move on to become volunteers, management committee members or workers. As they integrate, however, they are less likely to be involved with community groups. Most of the surveys were completed at community groups and helping agencies, so were more likely to engage people who arrived relatively recently. 
Figure 4: Year of arrival of respondents
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Just over a quarter of those interviewed were still waiting for a decision on their asylum applications. Over one-third had refugee status and half that number had exceptional leave. Almost a fifth had registered or naturalised as British, an option not usually open to those who have recently arrived. Asylum seekers may not have the right to work and, even if they do, may be stuck in the poverty trap created by asylum support arrangements. In his work on transnational enterprise, Portes found a correlation between possession of a US passport and success in establishing transnational enterprise. Those who have UK citizenship may therefore have a business advantage. There is anecdotal evidence that discrimination (such as erroneous refusals of work because of immigration status) may particularly affect people with exceptional leave because they have a form of limited leave to remain. An employment tribunal has ruled that it is legitimate to discriminate against asylum seekers in recruiting to posts involving a significant training element because they are here only temporarily. 

Table 16: Immigration status of respondents

	Current Status
	Number
	Per cent

	Asylum Seeker
	56
	26.3%

	ELR
	38
	17.8%

	Refugee-ILR
	74
	34.7%

	Permanent resident
	1
	0.5%

	UK National
	42
	19.7%

	Other (specify)
	2
	0.9%


Qualifications 

The survey examined the education and skills of the refugees. The results clearly demonstrate a population with a profound commitment to their own educational development, as shown in terms of both their past and present educational achievement. Many of those interviewed for this study had stayed in education for some time. However, this may represent a mixed picture, since many come from educational systems in which one is ‘kept down’ until a grade examination is passed and the disruption caused by refugee experiences may also have delayed the completion of education. The table below shows the complexity of educational backgrounds, as can be seen from the wide range in the age in which interviewees left their full-time education.

Table 17: When interviewees left full time education

	Age of leaving school/education
	Number
	Per cent

	15 or before
	24
	14.0%

	16-18
	40
	23.4%

	19-21
	33
	19.3%

	22-25
	35
	20.5%

	26-30
	23
	13.5%

	31-35
	9
	5.3%

	36-40
	1
	0.6%

	41+
	1
	0.6%

	Still Studying
	5
	

	Total
	171
	100.0%


Of those interviewed, about three-quarters completed their education within their home country and about a quarter within the UK. Only 6% had no qualifications at all, compared with 24% of Londoners and 29% across England and Wales. Some 15% of refugees attained GCSE level education and 11% had qualifications at A-level.

Significantly, no refugees had acquired this level of qualification in the UK and only 2% of those with GCSEs acquired them in the UK. This reflects the problem that many of those who arrive in the UK in their teens have accessing education at an appropriate level, a common concern of refugee communities. Those who arrive aged over 16 do not have the right to education and are often not accepted by schools. Higher proportions of refugees acquired their qualifications at degree levels and above in the UK. Of the sample, 15% of the sample had professional qualifications, 14% had a higher degree (6.5% acquired in the UK) and another 25% had a first degree (9% acquired in the UK).

Table 18: Highest qualifications attained by interviewees and where acquired

	Highest Qualification 
	UK
	Overseas
	Total

	
	Number
	Percent
	Number
	Per cent
	Per cent

	Professional
	6
	2.8%
	27
	12.4%
	15.2%

	Higher degree
	14
	6.5%
	17
	7.8%
	14.3%

	First degree
	20
	9.2%
	34
	15.7%
	24.9%

	A Level
	0
	0.0%
	23
	10.6%
	10.6%

	Trade
	11
	5.1%
	23
	10.6%
	15.7%

	GCSE
	4
	1.8%
	29
	13.4%
	15.2%

	Other
	3
	1.4%
	1
	0.5%
	1.9%

	No qualifications
	4
	1.8%
	9
	4.1%
	5.9%

	No response
	155
	71.4%
	54
	24.9%
	


Direct comparisons with the general population are not available. However, one London survey showed 16% of respondents would either definitely or probably not be starting new learning. In the same survey, 34% said that they would continue with some learning, with another 30% being certain or likely to start new learning.

Appendix 2 – Glossary

BME

Black and Minority Ethnic

CAB

Citizens Advice Bureau


CLS

Community Legal Service 

DfES

Department for Education and Skills 

DTI 

Department of Trade and Industry 

DWP

Department for Work and Pensions

ECRE

European Council on Refugees and Exiles

ESOL 

English for Speakers of Other Languages 
FRESA

Framework for Regional Employment and Skills Action


GMC

General Medical Council 

GVA

Gross Value Added

HBDA

Haringey Business Development Agency

HPC 

Health Professions Council

HTF

Hospitality Training Foundation

IAG

IELTS

International English Language Testing System

ILR

Indefinite Leave to Remain 

LDA

London Development Agency

LSC

Learning & Skills Council 

NASS

National Asylum Support Service

NGO

Non-Governmental Organisation

NIACE

National Institute of Adult Continuing Education

NQF

National Qualifications Framework

NTO 

National Training Organisation

ODPM

Office of the Deputy Prime Minister 

PCT

Primary Care Trust 

PLAB

Professional and Linguistic Assessment Board

PLAR

Pan London Adaptation Review

RAAD

Refugee Aid and Development

RCO 

Refugee Community Organisation 

RETI

Refugee Employment and Training Initiative

SEMTA 
Science, Engineering and Manufacturing Technologies Alliance
SRB

Single Regeneration Budget 

UKNARIC
UK National Academic Recognition Information Centre 
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� ‘Skills in England v1’ 2002 


� ‘Skills Dialogue’, as above


� Between October 2001 and January 2002, a survey was undertaken focusing on the skills and training issues highlighted in past surveys of engineering manufacturing employers. A representative sample of engineering establishments with five or more employees was interviewed by telephone and also sent a self-completion questionnaire. Over 4,000 engineering sites throughout Britain participated in the survey and there was an 88% response rate for the self-completion questionnaire. The analysis is based on responses from 264 establishments in London, representing 14% of all establishments with five or more employees


� Interview with Engineering Council, April 2003


� Interview with SEMTA, April 2003. Other studies have also examined employer’s perceptions of refugees, citing lack of clarity about documentation for refugees, problems relating to ESOL provision and reluctance to be publicly associated with recruitment of refugees. See Employability Forum, ‘Working to Rebuild Lives: Developing an Effective Strategy for Refugee Employment’, Conference Report, 11 November 2003.


� ‘Skills Dialogue’, as above.


� Interview with Amicus-AEEU, April 2003. 


� SEMTA, as above.


� Interview with SEMTA., April 2003


� Interview with SEMTA., April 2003


� Demessew Shiferaw and Hailu Hagos, ‘Refugees and Progression Routes to Employment’, Refugee Council, 2002.


� Interview with Engineering Council, April 2003.


� Interview with Engineering Employers Federation, April 2003. 


� For example, ‘The Extent, Causes and Implications of Skill Deficiencies in Hotels and Catering’, Employment Studies Research Unit, Bristol University, 1999.


� From Employers Survey, HTF, 1999.


� Bridging the Gap, HTF, 2001.


� See, for example, work by Franck Duvell and Bill Jordan on undocumented migrants in the UK. Fifteen of the 25 Eastern Europeans they interviewed for their research from 1998 to 2000 worked in the hospitality sector. Or, for individual stories, Claudia Forero ‘Latinoamericanos en el Reino Unido’, Millennium Fund and CEMVO, 2003. Alternatively, watch the film ‘Dirty Pretty Things’, directed by Stephen Frears, 2002.


� Patrick Butler in the Guardian, 19 February 2003


� Co-ordinated by the Pan London International Professionals and Adaptation Review Group (PLIPAR).


� This is a general problem for refugees trying to follow regulated professions by converting from related areas, due to a lack of courses. Demessew Shiferaw and Hailu Hagos, ‘Refugees and Progression Routes to Employment’, Refugee Council, 2002. One example is St. Georges Hospital Medical School, which has been pioneering a course for prospective UEB examination candidates aimed at refugee and asylum seeking doctors.


� � HYPERLINK "http://www.britishcouncil.org" ��www.britishcouncil.org�. 


� ibid.


� ‘Guidance on International Nursing Recruitment’, Department of Health, 1999.


� See, for example, John Carvel and Matthew Baker, ‘Doctors to get US-style assistants’, the Guardian, 15 January 2003. 


� ‘North London Stansted Partnership Delivery Information Briefing Document’ from Reed in Partnership.


� Currently an important government concept, social exclusion is a shorthand term for what can happen when people or areas suffer from a combination of linked problems such as unemployment, poor skills, low incomes, poor housing, high crime environments, bad health and family breakdown’ (see � HYPERLINK "http://www.socialexclusionunit.gov.uk" ��www.socialexclusionunit.gov.uk�). A more academic definition is ‘exclusion from the participation in all kinds of institutional, social, cultural and political ties in society or from the access to the societal resources available to the average or ‘modal’ citizen. It implies exclusion from the notion of full citizenship, defined in terms of income, health, housing, social contacts, education and paid work.’ See: Ruud Muffels and Didier Fouarge, ‘Social Exclusion and Poverty: Definition, Public Debate and Empirical Evidence in the Netherlands’, Paper prepared for the project on Exclusion and Social Protection (Exspro) in the framework of the Fifth Framework Programme of the European Commission, 2000.


� The government defines a small or medium sized business according to the EU definition. There are two criteria: 


1. Have fewer than 250 employees and 2. either (a) Have an annual turnover not exceeding €40m; and/or (b) Have a balance sheet below €27m.� See HM Treasury and Small Business Service, ‘Enterprise Britain: a modern approach to meeting the enterprise challenge’, p.1, HMSO, London, 2002.  


� HM Treasury, ‘Enterprise and Social Exclusion: National Strategy for Neighbourhood Renewal’, p.1, Policy Action Team 3, HMSO, London, 1999. See Technical Report for other barriers cited in the report.


� For a full list of the recommendations see the Technical Report.


� Vani K. Borooah, ‘Factors Affecting the Self Employment of Women and Men in Britain’, University of Ulster, 2001. Paper presented to the Kingston University-SBS Seminar Series, DTI, Conference Centre, 6 December 2001


� ‘Labour Force Survey February 2003’, from NOMIS, 22 May 2003. 


� ‘Small and Medium-sized Enterprise (SME) Statistics for the Regions’, Small Business Service, 2001.


� Robert Rutherfoord and Robert Blackburn, ‘The diversity of ethnic minority small firms: issues for business support providers’, Small Business Research Centre, Kingston Business School. Paper presented at the 23rd ISBA National Small Firms Policy and Research Conference Small Firms: Adding the Spark.


� Key data are shown here, other secondary survey findings can be examined in the Technical Report.


� Home Office asylum statistics from � HYPERLINK "http://www.homeoffice.gov.uk/rds/immigration1.html" ��http://www.homeoffice.gov.uk/rds/immigration1.html�. 
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				English, Dari		1		1

				English, Dari, Persian, Urdu		1		1

				English, Douala		1		1

				English, Dutch, Somali		1		1

				English, French		1		1

				English, French Protuguese, Spanish		1		1

				English, French, Somali		1		1

				English, French, Spanish, Congo, Kimbundu		1		1

				English, German		1		1

				English, German bit of spanish		1		1

				English, German, Czech		1		1

				English, Iranian, Amaric, little Arabic		1		1

				English, Italian, Arabic		1		1

				English, Italian, Arabic, Somali		1		1

				English, Italian, some German		1		1

				English, Latvian		1		1

				English, liminted Turkish and Arabic		1		1

				English, Lingala		1		1

				English, little Arabic		1		1

				English, Mdu, Bulgarian		1		1

				English, Pashtu, Urdu		1		1

				English, Pastu, Russian		1		1

				English, Persian		1		1

				English, Peshto		1		1

				English, Polish, Bil, Russian, Ikranian, Latvian		1		1

				English, Russian, little French		1		1

				English, Russian, Pushto		1		1

				English, Singalese		3		3

				English, Spanish, Bete		1		1

				English, swahili		1		1

				English, Swahili, Arabic		1		1

				English, Swahili, Kikamba		1		1

				English, Swahili, LingalA		1		1

				English, Swedish		1		1

				English, Swedish, Tigrinian		1		1

				English, Tenne, Kono		1		1

				English, Tigrinia		1		1

				English, Ukranian		1		1

				Englsh, Arabic		1		1

				French and English		1		0

				French, english		1

				French, English, Kinkogo		1		1

				French, English, Swahili		1		1

				French, Italian, English		1

				French, Lingala, Kinkongo, Tshiluba		1

				French, Swahili, English		1		1

				French, Ticongo		1

				German, Arabic, English		1		1

				Hebrew and English		1		1

				Hindu, English		1		1

				Italian		2

				Italian, English		2		1

				Italian, English, Arabic		1		1

				Kikuyu, english		1		1

				Kurdish, little english		1		0		1

				Lari and English		1		1

				Lingal		1

				Lingala		1

				Lingala and English		1		1

				Lingala, Swahili, Tshiluba		1

				littl french german, english		1		1		1

				Little English		5				5

				Mande, Mandigo, English		1		1

				Parshru, Russian, English, Uzbeki		1		1

				Pashto, French, English		1		1

				Pashtu, English		1		1

				Pastu, little english		1				1

				Pastu, Urdu, English		1		1

				Pushto and English		1		1

				Russian, English		1		1

				Russian, English, Polish		1		1

				Russian, farsi, Pashtu, little English		1		1

				Russian, Ourdu, English		1		1

				Russian, Polish, English		1		1

				Russian, Slovak		1

				Singhala, some english.		1				1

				Singhalese, English		1		1

				Singhalese, English, Arabic, Malayalam		1		1

				Singhaliese		1

				Singlese, Russian, English		1		1

				Swahili, English		1		1

				Swahili, Lingala, English		1		1

				Swedish, Tigrinya, English		1		1
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		Zade				Lingos		CountOfLingos

		Yoruba				English		166		76.9%

		Xhosa				Arabic		39		18.1%

		Vele				Italian		18		8.3%

		Uzbeki				French		16		7.4%

		Urdu				little english		18		8.3%

		Urdu				Amharic		15		6.9%

		Urdu				Russian		12		5.6%

		Ukranian				Pashtu		11		5.1%

		Ukranian				Swahili		11		5.1%

		Turkish				Singalese		10		4.6%

		Turkish				Lingala		9		4.2%

		Turkish				Tigrinya		6		2.8%

		Turkish				German		5		2.3%

		Turkish				Spanish		5		2.3%

		Tshiluba				Turkish		5		2.3%

		Tshiluba				little Arabic		4		1.9%

		Tonga				little French		4		1.9%

		Tigrinya				little german		4		1.9%

		Tigrinya				Somali		4		1.9%

		Tigrinya				Swedish		4		1.9%

		Tigrinian				Dari		3		1.4%

		Tigrinia				Polish		3		1.4%

		Tigre				Urdu		3		1.4%

		Ticongo				Bulgarian		2		0.9%

		Tenne				Chinese		2		0.9%

		Swedish				Latvian		2		0.9%

		Swedish				little spanish		2		0.9%

		Swedish				little Turkish		2		0.9%

		Swedish				Ourdu		2		0.9%

		Swahili				Persian		2		0.9%

		Swahili				Tshiluba		2		0.9%

		Swahili				Ukranian		2		0.9%

		Swahili				Bemba		1		0.5%

		Swahili				Bete		1

		Swahili				Bil		1

		Swahili				Congo		1

		Swahili				Czech		1

		Swahili				Douala		1

		Swahili				Dutch		1

		Swahili				farsi		1

		Spanish				Greek		1

		Spanish				Hebrew		1

		Spanish				Hindu		1

		Spanish				Ukranian		1

		Spanish				Iranian		1

		Somali				Kikamba		1

		Somali				Kikogo		1

		Somali				Kikuyu		1

		Somali				Kimbundu		1

		Slovak				Kinkogo		1

		Singalese				Kinkongo		1

		Singalese				Kono		1

		Singalese				Kurdish		1

		Singalese				Lari		1

		Singalese				littl french		1

		Singalese				little dutch		1

		Singalese				little english.		1

		Singalese				little of Arabic & English		1

		Singalese				Malayalam		1

		Singalese				Mande		1

		Russian				Mandigo		1

		Russian				Mdu		1

		Russian				Njanja		1

		Russian				Norwegian		1

		Russian				Orominya		1

		Russian				Portuguese		1

		Russian				Rahawen		1

		Russian				Slovak		1

		Russian				Tenne		1

		Russian				Ticongo		1

		Russian				Tonga		1

		Russian				Uzbeki		1

		Rahawen				Vele		1

		Portuguese				Xhosa		1

		Polish				Yoruba		1

		Polish				Zade		1

		Polish				Englsh		0
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