B-Equal Introduction 1

B-Equal (Bradford Equality Employment Project) is a project part-funded by the
European Social Fund (ESF). This project is a partnership that aims to assist and
support employers within the Bradford District.

B-Equal developed a partnership of twenty projects including groups from private, public, community and voluntary sectors.
The vision of the partnership is to identify and promote innovative ways of combating and eliminating discrimination and
inequality in the labour market, with the aim to promote a workforce that reflects the rich diversity of the Bradford District.

B-Equal’s target beneficiaries are unemployed and underemployed individuals from the Pakistani, Bangladeshi and
African-Caribbean communities, particularly women, young people and disabled people.

This information pack has been designed to give you an insight into diversity accompanied by some examples of good practice
case studies taken from the projects.
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Forward

The profile of the UK is rapidly changing. The UK population estimated by National Statistics in July 2003 was
59,553,800. Organisations need to be flexible and pro-active in searching for the people with the skills needed to
achieve business success.

Organisations can attain many benefits by having access to a wider and richer pool of talent. For example, there has been
a significant increase in the number of women with children in employment. It is estimated that by 2010, the 45 year old’s
or over will account for 40% of the UK workforce, whereas the 16-24 year old’s will make up 17% of the workforce.

In comparison, the City of Bradford Metropolitan District has a total population of 477,775 and is the fourth largest
metropolitan district. Bradford has a large number of recent immigrants, with about 22% of the population being
classed as ethnic minorities. The District has the fourth highest percentage of Muslims in Britain; 16.1% compared to the
average of 3.0%.

Managing diversity is one of the most important challenges facing managers and their organisations. Achieving best practice
in your organisation is the key in today’s world. We are in a communication era, whereby information travels rapidly. Therefore
projecting a positive public image is the key driver to success.

Bradford Equality in Employment Project
@%m@ﬂ Tel: 01274 432034 www.b-equal.com



Perceptions & Attitudes to V.4
Employment

Employers

The perceptions and attitudes held by the employers and potential employees
affect the behaviour displayed throughout the recruitment and selection process.
Any negative attitudes can be damaging to the organisation and can hinder a fair
and equal recruitment and selection process.

It is imperative that managers of an organisation seek top

management approval and the commitment from the Key Points

organisation before putting any processes in place. This «0 Gaining top management support is crucial before [l

will help avoid unnecessary mistakes and evade any negative ST AN @) £ EREIIEUED 1R AEEss.

perceptions and attitudes. Build positive relationships with ethnic minority [0
communities in the area.

Monitoring devices should also be in place to ensure the -0 Deal with any negative attitudes and perceptions.

effectiveness and efficiency of equality and diversity and
the benefits of it.

Two way communication is crucial.
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Perceptions & Attitudes to 3
Employment
Candidates

It is evident that people from black minority ethnic communities suffer from
discrimination and inequality in the labour market; hence the aim of the B-Equal
project is to identify and promote innovative ways of combating and eliminating
this discrimination and inequality.

There are a number of applicants who are not clear of the employers’ needs and who lack the strength when it comes to
recruitment and selection. Although information is readily available to help people fill out forms, prepare for psychometric
tests and interviews, it would be an added benefit for the employer to provide any extra help if needed. The benefit of this
additional support is to avoid any pitfalls and the loss of potential applicants at the selection stage because they could not
market themselves well.

Continued Overleaf...
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It has been evident from the projects that B-Equal funded
that there are a lot of similarities in the issues arising in
relation to some job applicants. Some common examples
are as follows:

e |ack of confidence.

* Lack strength when marketing their skills and
experiences, and at times fail to mention valuable
experiences.

« Need to place greater emphasis on publicising their
skills and experience gained both in school
and out of school, both in paid or voluntary capacity.

Bradford Equality in Employment Project

Key Points

Thoroughly research into the organisation to which [
you are applying.

Seek as much help and support as you can from a [l
variety of sources.

Be optimistic.

Be confident in yourself.

Bring out all the skills and experiences relevant to [l
the post - in voluntary or paid capacity.
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Equality and Diversity A

There are many factors that are driving forward the development of diversity
strategies within organisations. For example, the CRE Standards, the Modernising
Government Agenda, changes in legislation and the Stephen Lawrence Inquiry
(MacPherson, 1999). However, these factors do not describe the distinction
between equality and diversity.

Equality is based on legislation which aims to protect individuals against discrimination in their working life.

Diversity is the personal identity of individuals which is defined by gender, ethnicity, age, disability, religion and sexual orientation.

Equal Opportunites

(] Backed by legislation. *[J People treated as individuals.
(] Is ajourney, not a destination. *[1 Everyone is different and unique in their own way.

[0 A social structure to create a fairer society [l [0 Equality of opportunity can be achieved through valuing
and value everyone’s input. diversity. But diversity on its own does not guarantee [
equality of opportunity.

[0 The focus is on groups like gender, disability and race. I
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All organisations are required by law not to discriminate against employees by reason of their race, colour, disability,
gender, nationality, marital status, ethnic or national origins, or pregnancy or childbirth.

Organisations who embrace variety, reject prejudice and understand and accommodate changing work patterns will be those
organisations who reap the rewards of a happy, fulfilled and motivated workforce with diverse skills. Diversity is more about
the respect and value that is attributed by employers to its staff, which in return allows employees to maximise their potential
and contribution to the company. It is important to remember diversity should be embedded in all business functions.

There are many tangible business benefits of managing diversity, not the least to say that the activities undertaken to improve
diversity will actually be tackling the issues that the organisation will be dealing with. For example, how do we recruit, retain
and develop staff to meet the ever-changing needs of the market.
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The Business Benefits 5

of Diversity

A. Recruitment Costs

By developing diversity strategies within organisations the
cost of recruitment can be reduced significantly.

The benefits are as follows:
e Access to a wider and richer pool of talent

This is about recruiting the best people for the job and
having a broad range of resources, skills, ideas and
experience to tap into. One of the biggest budget items of
any organisation is the spend on human resources. For a
healthy ROl and competitive edge, it is crucial to recognise
the changing demographic’s.

e Staff retention

By valuing and including everyone an organisation can
benefit from a reduction in staff turnover, which in return
can help save on valuable resources devoted to recruitment,
selection and training.

e Prevention of lawsuits

Claims of unfair treatment or discrimination can be avoided
by building a diverse workforce.

The negative publicity can be costly to an organisation, not
to forget the damage to the company’s reputation.

Continued Overleaf...
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B. Building Relationships

e Increased staff loyalty

Motivational and loyalty levels can be enhanced through
the commitment to diversity, which will be a direct result
of the inclusive management approach.

e Tailoring the organisational services

Organisational services will be tailored to meet the needs
of the diverse groups. This can often mean introducing
new services to meet the needs of the marginalized groups,
leading to a better understanding of the changing needs
of the groups.

e Increased labour flexibility

Bradford Equality in Employment Project
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The Business Benefits 6

of Diversity

C. Business Performance

* |ncreased customer base

Organisational products and services that are tailored to
reflect the rich diversity of the community it serves will
result in increased customer loyalty, which in return will
lead to an increase in market share.

e Accessibility

Being open and accessible to all can help build community
links, which can be capitalised to publicise and promote
the organisation.

e Enhanced repeat and referred customers

e Achievement of business standards

When effectively managing diversity organisations have
greater awareness of changes to legislation and the
importance of standards, for example, Investors in People,
Business Excellence etc.

e Animproved problem-solving and decision making ability
e Seen as a forward-looking organisation

This reputation will be enhanced in the minds of stakeholders;
customers, employees, suppliers and the community.

e Increased creativity

Employees from different backgrounds, religious beliefs,
cultures and skills and experience can bring different
perspectives, ideas and solutions to an organisation which
can lead to the creation of new niches for business opportunity.
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The Business Case
for Diversity

An organisation should carefully evaluate the following
when planning the business case for diversity;

1.

Asses the demographic’s - looking at the organisation’s
client base data, such as age, gender, income,
ethnicity etc.

. What country/countries or area does the organisation

operate in?

. What are the different spoken and written languages of

your employees and customers?

Evaluate the organisation’s staff turnover; how much
does it cost you annually?

How much in return do you spend annually on
recruitment and selection?

Is the staff turnover. specific to a group?

5. How much have you spend on lawsuits over the
past year?

6. How attractive are your benefits and policies to
prospective employees?

7. Do you have fair and equitable reward systems in place
for all employees?

Do your employees believe their skills experience is well
recognised?

8. ls equality and diversity mirrored into your policies and
procedures and to your stakeholders?

The above is not an exhaustive list. However, if you feel you
are constrained by resources, why not try the following
stages one at a time.
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1. Starting

This stage is about conforming to the minimum
standards of legislation and the codes of conduct. The
organisation is reactive and the objectives are set without
any clear identification as to how they will be attained or
impacted upon.

2. Performing/Initiative

Most applicable to an organisation which is looking at ways
to make improvements. The onus here lies within the HR
department, who trial various activities and initiatives. At
this stage the organisation fails to realise the added benefit
of such schemes.

3. Exemplar

This is about excellence, meeting and exceeding standards
in the area of Diversity. Equality and diversity initiatives are
filtered throughout the organisation and are well
communicated to all. This stage is about recognising the
impact equality and diversity has on the organisation’s
performance and credibility. Such organisations are used
as a benchmark of excellence.
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Top Tips 8

e |tisimportant to think outside the box.

e Ensure that the diverse skills and experience of your
staff are fully utilised.

e |findoubtandin need of any advice why not speak to
specialists at the Department of Work and Pensions’
and/or Job Centre plus, etc.

“Treat others as you would like to be treated.”
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European Social Fund
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