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Summary

The overall aim of this research was to strengthen our understanding of Black and
Minority Ethnic (BME) career choices by exploring not only the aspirations, work
stereotyping and socio-cultural factors that play a role in young person decision
making, but also the careers support provided. Data was collected from pre-16 school
pupils (focus groups, questionnaires) and careers advisers (one-to-one interviews)
based in the West Yorkshire region of the UK. The findings of this exploratory research
are complex and diverse, and it is difficult to summarise them neatly. However, the
findings cluster around 3 core themes:

o Individuality vs similarities within BME groups in terms of aspirations and issues;

o Career aspirations tended to be underpinned by cultural issues (e.g., influence of
family, sources of information, value of Apprenticeships) but gendered choices,
values and issues featured more heavily in the findings in general;

o More could be done in raising awareness of career options, support services, and
providing appropriate interventions e.g., careers-related learning, publicity on
Modern Apprenticeships, work experience and one-to-one careers advice.

It is dangerous to generalise extensively from this overtly explorative research. What
can be said is that some aspects of the findings broadly support existing research,
some identify good practice initiatives by careers advisers, and others highlight issues
that warrant further research. The findings suggest a dominance of gendered
occupational stereotypes and aspirations, especially amongst some White, Caribbean
and Pakistani respondents and a noticeable level of passivity in career choices
especially amongst girls. This constitutes an important avenue for further research to
explore how to raise and broaden aspirations, and challenge gendered stereotypes.
We suggest an evaluation of gendered initiatives used by careers practitioners and
case studies of young White and BME pupils who have broken gendered occupational
stereotypes and pursued non-traditional routes, for example, Modern Apprenticeships.

This research has focused upon pre-16 respondents and has generated a range of
findings about the extent to which clear career aspirations have formed at this stage
and the influence of occupational stereotyping. Although there was a glimpse of a
possible lessening of the significance of cultural and gender stereotypes some
important socio-cultural issues remain influential upon thinking. This was particularly
evident in relation to perceived discrimination on behalf of Caribbean males and the
importance of the family in the career choices of Pakistani females. Similar research
needs to focus on post-16 BME respondents on the basis that the latter may have a
clearer idea about their career choices and greater experience of careers support
practice. This research could explore in detail: (a) aspirations, occupational
stereotyping and careers support experiences; and (b) the identification and perceived
effectiveness of targeted initiatives designed to help BMEs from the perspective of
various stakeholders (e.g., post-16 clients, parents, careers practitioners).
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Section 1: Introduction

1.1 Introduction

The project is part of a number of trans-national initiatives in several European
countries. This research was commissioned by the IGEN Group Ltd to shed light on the
issues, perceptions and stereotypes related to the career choices of young people
amongst Black and Minority Ethnic (BME) community groups. Underpinning the project
is a heightened acknowledgement of the need to enhance participation of young
people from BME groups in post-16 learning, research participation in non-traditional
learning routes and enhance the quality of support by a deeper understanding of BME
career choice issues.

The purpose of this report is to:

e Provide a review of appropriate existing
objectives and methodology;
e Report the methodology used in collecting primary data from BME school pupils
and careers advisers;
e Provide an analysis of the primary data by exploring issues related to BME career
choices using perceptions of both school pupils and careers advisers;
¢ Draw conclusions and implications in respect of the key findings and avenues for
further research

1.2 Scope

The BME population in the UK has expanded in recent years and made a positive
contribution to the UK economy (Strategy Unit, 2003). Yet, BME individuals
consistently remain disadvantaged in the labour market (discussed in Section 2.1).
Government policy makers have taken up a number of interventions and initiatives to
address barriers to post-16 education, training and employment such as New Deal
programmes. These initiatives have had some success in tackling minority ethnic
disadvantage and facilitating the career paths of BME groups. Whilst a large body of
census statistics about BME disadvantage in the labour market exists, there remains a
lack of exploratory primary qualitative research on the socio-cultural experiences and
perceptions related to career choices of minority ethnic young people. This research
focuses on this gap in the literature to obtain a greater insight into perceptions and
experiences of BME groups.

The project draws upon a range of published sources, including government policy
research, consultancy reports, academic and on-line literature. Since the literature
base is very piecemeal in relation to individual, occupational and societal issues, this
project starts to redress such fragmentation by drawing the various strands together.
Attention was paid to material from the last 10 years. However, references of relevance
prior to that were also obtained and reviewed.

Minority ethnic groups were selected on the basis of labour market disadvantage
(Strategy Unit, 2002; Strategy Unit, 2003). Four distinct BME groups: Pakistani,
Bangladeshi, African and Caribbean were selected for the purposes of the research
(see Section 2 for rationale).
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It is clear that combining different minority communities in very broad ethnic groupings
(e.g., Asian, Afro-Caribbean) fails to reflect the diversity of these groups. For example,
it is established that the position of Indians in the labour market is too distinct from
Pakistanis and Bangladeshis to combine the three groups together using the general
heading ®&siand or Gouth Asiand Likewise, Africans and Caribbeans can not be
classified under the heading of ®lackd or @&fro-Caribbean§ due to the diversity in
contexts and experiences of these groups (see, for example, Strategy Unit, 2003).
Therefore, the present research treats these community groups as four separate
groups with potentially different sets of issues. Whilst this research utilises specific
distinctions where possible, the use of 8ME6&may still be necessary where all groups
are concerned or the literature lacks specificity.

1.3 Research Aims

The overall aim of this research is to strengthen our understanding of BME career
choices by exploring not only the aspirations, work stereotyping and socio-cultural
factors that play a role in young person decision making, but also the careers support
provided. Specifically, the three main aims of this exploratory research are to:

1. Obtain a better understanding of occupational stereotyping in terms of the socio-
cultural issues that are related to young BME career choices and educational
aspirations post-16, including non-traditional routes;

2. ldentify careers advisers perceptions regarding priority issues and needs of their
BME clients;

3. Identify good practice amongst career advisers in terms of dealing with
occupational stereotyping, and supporting the career opportunities and choices of
the target BME groups.

The outcomes of this research include:

e A better understanding of occupational aspirations and stereotyping in terms of the
factors related to the careers choices of young people from BME groups;

e More culturally appropriate and aware insight into BME career choices;

¢ Identification of good career guidance practice and reference material for
practitioners;

¢ Identification of areas for development or further research in working with the target
groups.

1.4 Structure of Report

The following section provides a summary of the relevant literature. This will include the
context pertaining to the BME labour market, then move onto career choice issues of
diverse populations, the nature of occupational stereotyping, and will end with a
discussion of career guidance and challenges in dealing with occupational
stereotyping. Section 3 outlines the project methodology used to collect primary data
from school pupils and careers advisers. Section 4 reports the primary research
findings in the context of the literature. Finally, Section 5 draws together the
conclusions and implications of the research.
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Section 2: Literature Review

2.1 BME Labour Market: Background and Context

BME groups make up about 8% or 4.6 million of the total UK population (2001 census).
By 2009, they are expected to account for half of the working-age population (Strategy
Unit, 2003). There is a large body of quantitative statistics in publications like the
Labour Force Survey and Social Trends combined with related research (e.g., Office
for National Statistics 2003; Strategy Unit, 2002; Strategy Unit, 2003). The following
highlights key aspects of such national quantitative data in respect of BME
disadvantage along with gaps in the existing qualitative research:

e The reasons for the BME labour market disadvantage are complex and have
various causes, with evidence of supply-side (e.g., education and skill levels) and
demand-side issues (e.g., employment access and opportunity) (Strategy Unit,
2002). After taking into account key quantifiable variables (e.g., education, age,
gender), labour market statistics indicate that all ethnic minorities remain
disadvantaged with reference to unemployment, occupational attainment and
earnings compared to their White counterparts. There does, however, appear to be
a consistent national picture of variations in disadvantage and achievement
between BME groups. The least disadvantaged groups, on average, are Indians
and Chinese, whereas Pakistani, Bangladeshi and Black men and women are
consistently the most disadvantaged (Strategy Unit, 2002; Strategy Unit, 2003).

e Labour market statistics (2001 census and earlier) suggest that Bangladeshi, Black
and Pakistani pupils achieve less highly than other pupils at most key stages, and
at GCSE level (Strategy Unit, 2003). However, more recent 2002 data examining
school progress and performance suggests that pupil results are related to a
number of factors (e.g., ethnicity and gender). The significance of these factors on
pupil progress appears to change from Key Stage 1 to GCSE. By Key Stage 3/
GCSE level, ethnicity, gender and English as an Additional Language (EAL) are the
factors with the largest sources of variance in pupil results. This more recent
research suggests Indian, Chinese and Bangladeshi pupils (boys and girls) tend to
make above average progress throughout school including at Key Stage 3 to GCSE
level (DfES, 2003). Black African and Pakistani pupils (boys and girls) also
progress quite well at GCSE level compared to the national average. Black
Caribbean and White (boys and girls) are the lowest progressing groups and at
GCSE level it is Black Caribbean and White boys in particular that seem to
progress below the national average (DfES, 2003).

e What is less well investigated are the perceptions and experiences of BME
individuals about the educational and career paths they intend or do not intend to
pursue. This avenue of research reflects, potentially, a very important and rich
insight into the issues that underpin learning participation and career choices
amongst young BMEs. In the past, this has remained largely unexplored and is
difficult to tap using quantitative attainment or labour force analysis.

e Whilst there has been some qualitative research carried out in recent years, this
has been constrained in various methodological ways. For example, in some
research there has been a lack of clarity of detail about the age of young people
(e.g., Dunkwu, 2002). This is important because age is often related to the maturity
of career choices, the type of careers support experienced and the implications that
can be drawn from the findings. Other research (e.g., Lightbody, Nicholson, Siann



Career Choices of Young Peoptem Black and Minority Ethnic Communities

and Walsh, 1997; LSC, 2002) has tended to treat minority communities in very
broad ethnic groupings (e.g., Afro-Caribbean, Asian) that fail to reflect the diversity
of the client groups.

e There is also a lack of research investigating BME perceptions and careers
advisersoperceptions of the careers guidance and support provided to the target
BME groups. For example, Lightbody et al. (1997) focused on perceptions of Asian
students rather than careers advisers, while Cross, Wench and Barnett (1990, see
DfEE, 1999) investigated just careers adviser perceptions of one BME group. This
is not to negate the contributions of existing research, but there is a lack of
research that focuses on a range BME groups and examines perceptions of not
only BMEs but also of careers advisers who should be able to offer considerable
insight into BME career choice issues and assist in identifying and spreading good
career support practice.

2.2 Career Choices of Diverse Populations

Traditionally, research has focused on the individual (e.g., Holland, 1959, 1973, 1985;
Parsons, 1909); the matching of individual abilities and personalities to occupational
environments, and assumed that individuals and environments are fairly stable (see,
for example, Arnold, Robertson and Cooper, 1998). Many theories have also been
based on generic assumptions such as, individuals have a free choice of careers or
career development is a progressive and rational decision making process for all
individuals, in which individualism, autonomy and centrality of work are standard values
(Flores and Heppner, 2002). More recently, it has emerged that such research is
limited because it has tended to be based on restricted samples (e.g., White, middle
class and male) and neglects a range of important socio-cultural factors related to
ethnicity/ race, sexism, family background and organisational opportunity context (see
Kerka, 2003). A synthesis of the literature suggests that BME career choices may be
restricted by socialisation (e.g., early experiences at home or school), stereotypes
(e.g., societal and self-stereotypes about gender and culture) and career guidance
(e.g., insensitive or inadequate support) (Dunkwu, 2002; Kerka, 2003; Lightbody et al.
1997). Thus, it is clear that further research is important to explore the nature of
occupational aspirations (e.g., values, motivations) and potential stereotyping related to
career choices of diverse populations.

I'n the 19806s, researchers acknowledged that
dynamic and determined by an interaction between individual, work and family (see, for

example, Derr, 1986; Driver, 1988; Sonnenfeld and Kotter, 1982). Other decision-

making theorists (e.g., Mihal, Sorce and Comte, 1984) have suggested that external

factors (e.g., significant others, labour market) are important and feed into an

individual's cognitive map of the world (e.g., beliefs, values), which in turn relates to
consideration and expectations of certain career roles, decision-making criteria, and

hence self-exploration.

More recently, a new body of research highlights the importance of social, cultural and
gender factors in models of career choice to recognise the diversity of individuals
(Flores and Heppner, 2002; Flores, Spanierman and Obasi, 2003; Kerka, 2003).
Synthesising this literature, Kerka (2003) identifies four key socio-cultural factors with
relevance to BME career choices over and above traditional person-environment fit
theories:



Career Choices of Young Peoptem Black and Minority Ethnic Communities

e World view: ways of perceiving the world and the way in which values make up
world views e.g., individualism-collectivism. Individualists tend to make decisions on
their own whilst collectivists tend only to take make decisions after detailed
discussions with family;

e |dentity: for example, the salience of gender identity and ethnic group identification
plays a role in the types of careers valued and range of career options that are
considered in the career choice process;

e Values: for example, individual, cultural and work-related values influence career
choices in terms of, for example, the value of independence, family, salary and
status in making career-related decisions;

e Context: arange of contextual barriers are related to career choice amongst BME
groups including: external barriers (e.g., socio-economic class); internal barriers
(e.g., academic performance); external resources (e.g., role models), and internal
resources (e.g., bicultural competence) (Jackson and Nutini, 2002). Similarly, other
research suggests that young BMEs tend to have lower aspirations due to internal
challenges e.g., perceived inopportunity, fewer work experience opportunities and
limited self-knowledge, as well as external ones e.g., inappropriate counselling
(Constantine, Erikson, Banks and Timberlake, 1998).

2.3 BME Aspirations, Occupational Stereotyping and Related Factors

This project focuses on BME aspirations and occupational stereotyping (generalised
beliefs and assumptions) in terms of socio-cultural factors related to career choices.
Career aspirations and choices tend to develop pre-16 and may be coupled with
certain values (e.g., respectability) and a lack of awareness about alternatives
(Lightbody et al. 1997). Exploring such choices is important because it should shed
light on why certain occupations are considered to be attractive and others e.g., non-
traditional occupations and Modern Apprenticeships, are not. Indeed, the limited
research in this field highlights the importance of understanding occupational
stereotyping in order to tap into, for example, factors that influence notions of non-
traditional routes such as Apprenticeships and how it relates to family beliefs and
values, along with why some occupations are considered of higher or lower status in
certain ethnic groups (DfEE, 1999).

A review of the literature on occupational stereotyping reveals a distinct lack of
research in this field with reference to the target minority ethnic groups in the UK.
However, five generic strands of relevance are identified:

e Theinfluence of others

Career choices may be influenced by the views, values and expectations of others, vis-
a-vis the idea of the self-fulfilling prophecy (Hinton, 1993; Strategy Unit, 2002; Strategy
Unit, 2003). Theoretically, this refers to stereotypes causing people to treat members of
a group in such a way as to fulfil that stereotype. That is, people tend to confirm their
stereotyped views, regardless of how faulty this may be, by holding and confirming
expectations of the behaviour of those stereotyped (Kreitner, Kinicki and Buelens,
2002; Hinton, 1993). This offers an important insight into the self-confirming nature of
stereotypes. For example, a careers adviser holding a stereotype about a certain ethnic
group that incorporates an expectation of low performance or aspirations may not
encourage a young person from that group to pursue a particular career. Given little
support, the child may no longer have these aspirations, thus reinforcing the adviser's
inaccurate view that people from this ethnic group do not have much interest in post-16
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educational/ occupational aspirations. To the adviser, the y oung p déehaviour 6 s
supports the accuracy of their stereotype, but in reality it was their behaviour that
constrained they oun g p aspisationsdd., Hinton, 1993). Stereotypical views of
significant others (e.g., peers, family) or society in general may also be adversely
related to occupational aspirations. For example, the relatively poor performance of
some young Black Caribbean men in the labour market may produce a negative
stereotype of members of this group in general. Such a negative expectation of this
group is dangerous in terms of treating the individual in such a way as to reduce
encouragement in education and suppress career aspirations, and thus, consequently
the individual may conform to the stereotyped view. This is especially the case if the
negative expectations are held by family, peers and significant others like careers
advisers and potential employers (cf., Jackson and Nutini, 2002; Strategy Unit, 2003);
all of whom may be significant in restricting the range of career/ educational options.

The self-fulfilling prophecy can easily inhibit the post-16 choices of young ethnic
minorities by influencing their self-image and identity, biasing their judgements of the
significance of continuing education, which occupations to pursue themselves and in
some cases actually causing them to fulfil erroneous social stereotypes of them (due to
a restricted range of educational and occupational opportunities). Thus, there is a real
danger that this process can lead to a vicious cycle of discouragement and further
social exclusion, a conclusion consistent with the government's own research on ethnic
minority participation in the labour market (Strategy Unit, 2002).

e Opportunity contexts

Some evidence suggests that certain industries or organisations are actually (or
perceived to be) predominantly &hiteb (see Strategy Unit, 2002) and thus may be
stereotyped, in general, to be non-BME friendly or at least undesirable. This may also
be based on a presumption of prejudice by White employers, personal experience, no
BME role models, or because of the parental experience of discrimination within the
labour market (Dunkwu, 2002; Lightbody et al. 1997). These factors may partially
explain under-representation in sectors such as the construction industry (e.g.,
Dunkwu, 2002) and non-traditional vocational and training routes, such as Modern
Apprenticeships (cf., DfEE, 1999). The problem appears to be compounded because
some organisations and industries may view BME groups as being outside their pool of
labour, inappropriate for progression or not worth formally attracting in recruitment
drives (Dunkwu, 2002; Strategy Unit, 2002). This pattern of labour market
segmentation has led to high proportions of BMEs in specific types of work and not
others e.g.,, Caribbean males in clerical, secretarial and sales occupations;
Bangladeshi men in the distribution sector including restaurants; and Caribbean and
African women in the public sector (Fitzgerald, Finch and Nove, 2000; Owen, Green,
Pitcher and Maguire, 2000)

Opportunity contexts may also operate at the parental level with the socio-economic
status of parents as a relevant variable in setting and achieving career aspirations.
Parental status may have an important bearing on a range of issues, for example,
attitudes about educational and occupational aspirations, career planning, schooling,
and occupational status (see Brown, Brooks and Associates, 1996).

e Society/ media factors

Social images and popular ethnic or religious stereotypes about the educational and
career aspirations of certain BME groups also tend to be very biased and inaccurate
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e.g., African and Caribbean males as @ot interested in educationdor parents of Muslim
Asian females a s notovaluing educationd However, there is a lack of empirical
evidence to support such oversimplified generalisations, and indeed there is evidence
to the contrary e.g., education is important to Asian girls and their families (see
Lightbody et al. 1997). Society and media stereotypes about BME communities also
reflect on UK public attitudes e.g., too much is done for ethnic minorities (Saggar and
Drean, 2001), despite the empirical evidence that the target BME groups are the most
disadvantaged in the labour market (see Section 2.1).

e Cultural factors

Lightbody et al. (1997) suggest for example, that law, accountancy, pharmacy and
medicine, are very desirable career choices amongst young Asian school pupils
because they are perceived to be despectable jobs6and valued by parents and BME
communities. The literature also suggests that some occupations (e.g., law and
accountancy) may be pursued by BMEs because they offer opportunities for self-
employment and thus offset discrimination in the labour market (Brennan and
McGeevor, 1990, see Lightbody et al. 1997).

Lightbody et al. (1997) developed a questionnaire to examine differences between the
views, values and attitudes of young UK origin and Asian school pupils regarding future
career choices in terms of four factors, namely social standing, working with similar
others, work enjoyment and personal growth. The findings suggested that, on average,
young pupils of South Asian origin (Indian and Pakistani) attached a significantly
greater desire for professional status (social standing) and working with others of
similar values than their UK origin counterparts. In contrast, UK origin pupils attached,
on average, significantly more importance than South Asian origin pupils to personal
growth (e.g., desire for autonomy, developing own ideas), perhaps reflecting a more
individualist value system.

e Gender factors

There is only limited research exploring socio-cultural issues in career choice, but the
available research does suggest that occupational stereotyping is related to sex-role
stereotyping. For example, Dunkwu (2002) found evidence that within certain
industries, such as the IT industry, employers expected technical jobs to be male-
dominated. In contrast, females were expected to opt for customer support careers.
Furthermore, BME groups perceived entry into non-traditional occupations and
vocational/ training routes, such as construction to be male-dominated and not female-
friendly because of gender discrimination, lack of female role models, and low status.
Other research also implies the likelihood of gender differences in certain employment
routes. For example, fewer Asian girls than boys tend to be interested in self-
employment (Lightbody et al. 1997).

A gendered analysis can also be considered important because there is a substantial
body of non-BME literature that suggests stereotyping related to occupational sex-roles
begins very early on in life. Research has shown that children as young as 2 or 3 years
old have ideas about the occupational sex-roles of boys and girls (e.g., Gettys and
Cann, 1981; Kuhn, Nash and Bracken, 1978; see Mayer, 1998 for a review). Males are
associated with certain occupations (e.g., doctor, fireman and pilot) and girls with
others (e.g., nurse, teacher and secretary). Deeply rooted socialisation processes
encourage sex-r ol e behaviour s of 6machobd masculine
feminine jobs for girls and reinforce perceptions of acceptable careers for boys and
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girls that may limit career options (cf., Hotchkiss and Borrow, 1996; Mayer, 1998;
Pollack, 2000). The literature also suggests that females tend to report lower career
expectations and lower interest in career progression than men because of sex-role
socialisation and their potential dual role as mothers and employees inhibits the
centrality of work in their lives (Mannheim, 1993; Powell and Mainiero, 1992).

Although more recent research suggests a decline in such stereotyping, a large
majority of men and women still enter sex-role based occupations (see Mayer, 1998 for
a review). For example, in 1996 in the US, 93% of nurses and 99% of secretaries were
women, and only 26% and 29% were doctors and scientists respectively (see Mayer,
1998). It could be argued that ethnic sex-role stereotypes also develop at a fairly young
age through social learning and a range of factors are likely to be influential including
the TV/ media, race, religion, parenting behaviour and values, and the language and
images (e.g., sexist) used in careers books and literature (cf., DfEE, 1999; Dougherty
and Engel, 1987; Mayer, 1998).

2.4 Career Guidance and Challenges in Dealing with Occupational Stereotyping

Generally, the literature suggests a pattern of career aspirations amongst BME groups
with for example, a greater interest for young South Asians to enter certain post-16
routes such as law, accountancy, medicine or wholesale and retail trades, and avoid
others e.g., construction, leisure/ tourism or Modern Apprenticeships (see DfEE, 1999;
Dunkwu, 2002; Lightbody et al. 1997; LSC, 2002; Wiseman and Elliott, 2004). There is,
however, a lack of research that explores not only occupational aspirations and
stereotyping related to career choices amongst a range of BME groups, but also the
type, quality and range of careers guidance and support provided.

The restricted choice of occupations (noted earlier) amongst, for example, Asian pupils,
may be due to a desire for respect and a lack of knowledge about realistic alternatives
(Jackson and Nutini, 2002; Lightbody et al. 1997). If some occupations are stereotyped
as respectable and others as undesirable, then there is a need to understand the
surrounding socio-cultural issues and the motivations behind them. Furthermore, the
literature does suggest that stereotyped beliefs tend to be oversimplified and
generalised in an attempt to understand the world of work more simply and clearly (cf.,
Hinton, 1993). Stereotyped beliefs may be changed through the gradual dispersal and
accumulation of counter-stereotypical information (known as the book-keeping model)
or through a dramatic salient instance of counter-stereotyping information (known as
the conversion model) (see Hinton, 1993). Such research implies that occupational
stereotyping (and stereotypical views of gender and culture) can develop and be
changed, for example, by more BME role models in non-traditional roles (cf., Hinton,
1993; Jackson and Nutini, 2002) and more egalitarian education material (i.e., that
includes ethnic minorities in both traditional and non-traditional roles) (cf., Mayer,
1998).

From a careers guidance perspective, a greater awareness of socio-cultural issues is
key to understanding the career choices of the identified groups. This represents an
opportunity to understand similarities and differences within and between cultural
groups, and use appropriate frames of reference when helping young people from BME
communities. At the heart of this issue is the role of careers advisers who represent
important links between various stakeholders e.g., BME communities, employers and
parents, to help in challenging popular stereotypes and to expand young BME clients
learning about a range of potential career and educational options.

10
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Good practice within careers services may help in dealing with occupational
stereotyping. Extrapolating from the literature (see, for example, DfEE, 1999; Hohman,
2003), this includes the need for written equal opportunities polices, monitoring career
choices by ethnicity and gender, and the value of training for careers staff. The issue of
careers staff training (e.g., cultural awareness, equality/ diversity training) appears to
be critical in supporting BME careers by helping clients to avoid self-stereotyping and
expanding their learning about a range of educational and career options. Further
training is important in helping careers advisers not to stereotype BME clients by
thinking outside their own cultural values, beliefs and frames of reference when helping
young people from BME communities (Flores et al. 2003; Jackson and Nutini, 2002;
Kerka, 2003).

The DfEE (1999) identify the importance of three themes from their research in terms

of good practice likely to support young Muslim girls careers but these appear generic

and hence, potentially, more widely applicable to other BME groups:

e Assessing the level of understanding of careers advisers regarding BME needs;

¢ Identification of current strategies to deal with social/ cultural barriers; and

¢ Identifying the training needs/ strategies that work to favour career opportunity of
disadvantaged groups.

There is, however, a paucity of research on the support and guidance of the identified

disadvantaged groups, with perhaps some attention paid to young Pakistani and

Bangladeshi females (e.g., DfEE, 1999), but little attention on their male counterparts

or African and Caribbean boys or girls.

2.5 Summary

Whilst a large body of census statistics about BME disadvantage in the labour market
exists, there remains a lack of research on the socio-cultural experiences and
perceptions related to career choices of young people from BME communities. Kerka
(2003) identifies four key socio-cultural factors with relevance to BME career choices
over and above traditional person-environment fit theories. These are world view,
identity, values and context. Moreover, research into career aspirations of BMEs
suggests that five generic aspects to careers are relevant: the influence of others;
opportunity contexts; society/ media factors; cultural factors; and gender factors.

Although careers guidance practitioners are aware that race and culture have a
significant influence on the occupational choice of young people and their preferred
methods of progression post-16, there is still a lack of primary research (especially
gualitative) that explores not only the aspirations and socio-cultural issues related
career choices of the identified disadvantaged groups, but also the careers support
provided. Furthermore, there is a tendency to treat minority communities in very broad
ethnic groupings (e.g., Asian, Afro-Caribbean) that fail to reflect the diversity of the
client groups. Primary research is therefore crucial to redress these gaps in the
literature.
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Section 3: Method

3.1 Participants and Context

The sample comprised pre-16 school pupils (N=35) and careers advisers (N=9). The
school pupil sample was purposive and drawn from BME pupils in year 10 (14-15 year
olds). The rationale for selecting this age group was that all of these students were
highly likely to have given some direct or indirect thought to career choices and/or what
they might like to do when they left school. Several local authority schools in the West
Yorkshire region of the UK were invited to assist with the focus group interviews. Two
schools with a reasonable proportion of ethnic minority students participated in this
study. It should be noted that data was not available from the Bangladeshi group due to
access difficulties. In addition, White UK origin pupils were included in the data
collection as a reference point. This was consistent with the work of Lightbody et al.
(1997). The careers adviser sample was also purposive and drawn from qualified
careers advisers who worked in various multi-community schools in the area. The
sample comprised male and female careers advisers (4 males and 5 females), and
included 2 careers advisers who were themselves from BME backgrounds.

3.2 Data Collection Methods

Data was collected from the samples using multiple methods. The school pupils
completed a questionnaire and participated in a focus group discussion (see below).
The careers advisers participated in one-to-one interviews. Focus group interviewers
were trained at an event designed to increase their familiarity with the research. The
training event enabled interviewers to participate in role-playing exercises and improve
the quality of the questionnaire and interview schedule based on their work with school

pupils.

Questionnaire. A published questionnaire was used to assess a range of issues that
young people may take into consideration when deciding on a future career, including
social standing, working with similar others, work enjoyment and personal growth (see
Lightbody et al. 1997). Respondents were required, individually, to rate the extent to
which they agreed with statements related to their thinking about career choices. The
items were pilot-tested and as a consequence the phrasing of one item was slightly
changed (replacing dprospectsé with @@romotion opportunitiesdé to enhance the
intelligibility of the item). The questionnaire (see Appendix 1) included a section on the
participants background (age, year group, sex, ethnic origin, parental work, and future
plans).

Focus group interviews. Data was collected from 8 focus groups (divided by BME
group and sex), and 4 UK origin groups (divided by sex, 1 male and female group for
each school sampled). The focus group interviews were semi-structured and
comprised small numbers of school pupils (approximately 3 to 6). Each focus group
lasted between 35 and 45 minutes. The focus group interviews (see Appendix 1)
evolved around two main themes drawing on the work of Kerka (2003) i.e., views,
values, contexts and the five generic factors highlighted in the literature review (the
influence of others, opportunity contexts, society/ media factors, cultural factors and
gender factors). The first theme focused on school pupils thoughts on what
occupations they had considered for the future, and three key probes: (a) why? e.g.,
aspirations, values, stereotyping and opportunity contexts; (b) influences/ influencers
e.g., key influences and influencers, sources of views such as family or the media; and
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(c) significance of continuing education e.g., individual/ family views on the importance
of continuing education, Modern Apprenticeships etc.. The second main theme focused
on careers support and also included three key probes: (a) who? e.g., sources of
support at school, the influence of this support (b) activities at school e.g., awareness
about career-related activities, the usefulness of these activities; (c) careers advice/
support outside school e.g., from family, how this has helped etc. It should be noted
that this was considered to be a primarily exploratory study, and thus although some
key probes had been identified in advance, issues and categories were further probed
as they emerged.

Careers adviser interviews. One-to-one semi-structured interviews (see Appendix 2),
lasting approximately 45-60 minutes, were carried out with the careers advisers,
drawing on the work of the DfEE (1999). Three main themes were explored: (a)
experiences of BME clients and views of priority issues for each group e.g., careers
support; (b) work stereotypes in terms of social/ cultural influences and BME career
choices e.g., negative work stereotypes, socio-cultural issues in career choice; and (c)
good practice in careers support to BME groups e.g., monitoring progress, positive
practice). As with the focus groups, these interviews were considered to be primarily
exploratory, allowing careers advisers to talk and issues to emerge naturally.

3.3 Data Analysis

All focus group and one-to-one interviews were tape recorded and transcribed for
subsequent analysis. Analysis was undertaken using quantitative analysis (descriptive
statistics and bar charts of the questionnaire data) and qualitative analysis (to analyse
emerging themes) in relation to the projects aims. The quantitative analysis entailed a
comparison across minority/ UK origin groups as well as male-female differences within
these groups. The qualitative analysis entailed analysing the transcripts using the
following procedure:

o Initial analysis. Focus group data was analysed using an agreed thematic coding
system that emerged from the transcripts. This included: occupational
aspirations; factors related to career decision-making; significance of continuing
education; support; change; and generic issues.

o Secondary analysis. The feedback from the careers advisers was used to add
further breadth and depth to the focus group data in the above analysis. Careers
adviser feedback about the themes (identified above) regarding gender-specific
or BME-specific issues was highlighted in the analysis.

o Final iterative analysis. This involved an iterative process of identifying and
comparing major themes to emerge from the data: (a) within and between BME
groups; (b) a comparison of males and females within and between BME groups;
and (c) overall generic similarities and differences.
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Section 4: Findings and Discussion

The findings from this research are based on a thematic analysis of the focus group
and questionnaire data from the pre-16 pupils and from the one-to-one interviews with
Careers Advisers (CAs). Much of the analysis was qualitative but the use of
guestionnaires on career-related values permitted some quantitative analysis of
respondent ratings. We emphasise at the outset of this section that the findings should
not be taken to assume that all Caribbean, African, Pakistani and White male and
female respondents had the same views, values or aspirations.

4.1 Caribbean

A summary of the findings for male and female respondents, combined with CA
comments is provided in Table 1.

Occupational aspirations 1 values, stereotyping and opportunity contexts

Although a number of careers were suggested, the respondents tended to report
gendered career aspirations. Boys aspirations included music and accounting, with
values emphasising money and professional status/ recognition and work enjoyment.
In contrast, girls aspired to a career in dance or as a nursery nurse, with a suggestion
that perhaps careers could develop out of hobbies and be fun:

Il dm doing GCSE dance and its fun but you c
female)
But the things | |l i ke yeah, theydre more 1|

career wise doing things &ibbean female)

There was also the emergence of gendered female perceptions of occupational
stereotypes around a career in dance:

No. Because itbdbs not the same at scbhtool you
think the boys in our year watd be seen doing dan¢€aribbean female)

Yeah because we used to do it in games and
dancedéand they care more and more what p ¢
female)

A ot of them t hi nk pothgre thipkithat maid gdamcerd afevak s p 0 k ¢
gay, they all thinkéYeah | know. éMale dance

The gendered aspirations of respondents lends support to the literature suggesting that
deeply rooted socialisation processes may encourage sex-role perceptions of 'boys'
and 'girls jobs' that may limit career options (Hotchkiss and Borow, 1996; Mayer, 1998).
This appeared to be more the case for female respondents who limited their options to
dance and nursery nurse. In comparison, male respondents reported a wider range of
gender-neutral career options including, for example, advertising, dentistry and
accounting.
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Cultural issues emerged around external opportunity contexts and perceived
inopportunity. There appeared to be an underlying determination to achieve. A number

of male respondents, for example, wanted to be their own boss. However, at the same
time there was recognition of a nanddéceltural n i ¢
stereotyping/ racism,

The narratives for male respondents, for example, included an awareness of cultural
stereotyping and preferential access and treatment of different ethnic groups:

You get some people who are not exactly racist, but they're still going to hate you
(Caribbean male)

Stereotyping . ike itsjust discrimination, not exactly racist, but they prefer Whites to
Blacks(Caribbean male)

This awareness of race fed into the importance of having a 'back-up' if things did not go
according to plan, and thus male respondents tended to value independence and
control of their careers by being their own boss:

€ you don't | ike me and | could get fire

Some people just donot l'i ke you, S 0me
(Caribbean male)

(Wanting to be your own bos# makes it a lot easier when you think about it because
you donoét have to worry about getting f
happening behind your back (Caribbean male)

d

a

peo

r

(

Thereb6bs no such thing as a perhatbtswwhking
when youbre being your own boss itds better
not |l i ke the person you're working under s
male)

Acknowledgement of difficulties seemed to lie beneath the surface of the female

respondents narrative, but tended to be less overtly cognisant of discriminatory

barriers:
Because everythingbés not weasy, because you
yeah and yooywedl Il 6bnme gloii kn¢garidbeandmale)hi s r oado
&heah | d&m going down this roaddé and then thi
|l i ke how you deal with ité(Caribbean female

Therebébs bound to be some (difficulties/ barr

get in your way, just carrgn with what you want to do (Caribbean female)

The ideas, difficulties and complexities based on ethnicity relate to previous research
on career choices of diverse populations suggesting that perceived barriers regarding
the external opportunity context may be powerful issues related to the choice of
careers (see Kerka, 2003). Further, the notion of 'being your own boss' lends support to
the hypothesis that self-employment may be pursued because it offers opportunities
that offset (actual or perceived) discrimination in employment access and career
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development (see Lightbody et al. 1997). There did, nevertheless, seem to be an
underlying drive to succeed regardless of the potential for discrimination.

As indicated in Figure 1, the gendered theme was also evident in the quantitative
analysis of career-related values. On average, male respondents reported noticeably
higher ratings to social standing (being in a respected job) and personal growth (career
allowing development of own ideas, work -family balance) than female respondents. In
contrast, female respondents, on average, attached noticeably higher importance to
promotion opportunities in their future careers (see Figure 1). These findings suggest a
gender paradox that initially seems to contradict popular notions of sex-role
perceptions. Yet, recent literature does suggest that, contrary to popular views, male
careers are increasingly influenced by a concern for work-family balance and family
involvement (Kirkpatrick, Johnson and Mortimer, 2002). Further, there is no convincing
evidence that women select their jobs to facilitate their roles as mothers or because
they are more mother-friendly (Budig and England, 2001; Rosenfeld and Spencer,
1992, see Brown, 2002). A greater interest in promotion opportunities in female than
male respondents suggests a potential 'role reversal' issue with the former valuing
more career advancement opportunities in the future than the latter. This is in contrast
to previous research that suggests the opposite pattern, with women suggested to
report lower career expectations and lower interest in career progression than men
because of sex-role socialisation and their potential dual role as mothers and
employees (cf., Mannheim, 1993; Powell and Mainiero, 1992). An alternative
explanation may simply be that female respondents were more optimistic about their
future careers than in the past and were expressing realistic attitudes about how much
they valued a career and related promotion opportunities.

Factors related to career decision-making

A CA suggested that with Caribbean boys the main socio-cultural issue evolved around
dhe importance of being cool6 This was considered as an important factor in career
choice and aspiration. Although this did not emerge as an overt issue with male
Caribbean respondents, there did seem to be an interest in supposedly 'cool jobs' in
music and there was an emergent dislike in some instances of mainstream careers
support as concentrating on boring and common jobs.

The Aim Higherthingcame o school éités boringé (Cari bbea

The only sort of jobs that people talk about is the most common lemggrs, bankers
and if you haven't got qualifications for themmo u gtucke(Caribbean male)

Caribbean respondent narratives suggested that societal factors were related to career
related decision-making. Ideas of occupations emerged from various societal sources
including the media, television and friends. A key factor was family and relatives who
were seen as informal role models e.g., dad into music/ art, but parental support
seemed to be geared to encouraging some respondents to become @rofessionald
because of its status and to be realistic in aspirations in case a career in music, for
example, did not work out, again alluding tothenotonof having a O0back upo6 |

In the narrative of male respondents, racism was still an issue though this did not seem

as prevalent or as much of an issue compared to the past. Respondents had heard
about racism in the past via family, relatives and stories in the media.
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€itds going to be(thageeéer ybor sgdbfi uep make he

England. So youdve got to keep that in

€ twenty years ago it would have been a

Female respondents reported that ideas for career choices were related to figures of
expertise (e.g., dance teacher), societal sources (e.g., internet), and the community in
general as sources of information and encouragement. There was some evidence that
family and relatives operated as inverse role models and that female respondents
tended to have an independence of spirit in making choices rather than copying others,
as suggested below:.

Because | i ke my mum and dad,)ike $ocikworkingh ei r
and weldingi t ot really the kind of road 106d
(Caribbean female)

So, just make your own choices, be independent (Caribbean female)

Significance of continuing education

Further education was valued in general by respondents but they tended to report a
bias for vocational routes e.g., music for boys, dance for girls. There seemed to be an
awareness of Modern Apprenticeships as a viable option to train and get paid at the
same time, but there was confusion over the types of Modern Apprenticeships
available, for example in dentistry or business. This suggests a lack of understanding
about Modern Apprenticeships and related progression routes. Nonetheless,
supporting the interest in Modern Apprenticeships amongst black students, a CA
suggested there was no difference in white and black students interested in pursuing
vocational routes.

Career support and guidance

A theme of lack of careers support emerged in respondent narratives, especially with
male respondents evolving around inappropriateness of careers support or the timing
of careers support (see below). For female respondents, a lack of awareness of
careers support also seemed evident, with little reference to or experience of careers
services.

mi nd

| ot

j ok
wan

Careerdasically it @&decansesghdirnee ykyart @l.le@@wné she

(Caribbean male)

The Aim Higher thing came to schoolt 6 s boring with thousands

that people are going on abouté (Caribb

The only sort of jobs thateople talk about is the most common @néswyers, bankers
and if you haven't got qualifications for thenmo u gtucke(Caribbean male)

The only time Mr X (careeradvises name) really talks to
over from my form tutor in PSEnd that (Caribbean female)

Are you on about whatdéds hi s(Céaribbeanfemde) c an
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Yet, some evidence of positive careers support did emerge, with initiatives like the
'Royal Armouries' careers show from which some respondents had learned more about
careers in Music.

Change: Priority issues and good practice

In terms of change for the future, male respondents suggested more diverse careers
support e.g., embedding an awareness of careers into school projects and not over-
concentrating on common jobs in careers
nor female respondents mentioned work experience. The latter suggests a potential
need to raise awareness regarding work experience opportunities.

CAs suggested some good practice initiatives in raising or broadening career
aspirations. For example, the importance of 'realistic’ Black role models in poster
campaigns, that is, not overly successful e.g., doctors, but ones that they can say dhat
could be mebe.g., motor mechanics and engineers. This was considered important in
breaking down barriers and occupational stereotypes about the range of acceptable
careers. Targeted support e.g., Black mentors for under-aspiring Black boys was also
noted as a way to raise aspirations, and this was related to a greater appreciation of
cultural identity and understanding between Black mentors and Black boys. In relation
to this issue, a CA also raised the problem of a possible lack of male father figures for
Black males, with two types of role models necessary: first, from an employment
perspective and second, from a @vhat does it mean to be a mandperspective. The CA
suggested, for example, that young men should not give up even if they only achieve
mediocre grades at school.
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4.2 African

A summary of the findings for male and female respondents, combined with CA
comments is provided in Table 2.

Occupational aspirations 1 values, stereotyping and opportunity contexts

In contrast to the Caribbean respondents, African respondents in general tended to
report relatively high aspirations. Male respondents, for example, were aspiring to
careers in law, aeronautical engineering and mechanical engineering and female
respondents to careers in medicine (doctor or surgeon, but not nursing) and
accountancy. The significance of money appeared to be minimal for female
respondents but it was deemed important to get a job with respect and status. There
was some evidence of altruistic values; for example, one respondent wanted @o give
something back (to Africa)®

Respondents tended to be recent immigrants to the UK (e.g., 1-2 years) and a lack of
exposure to social-cultural barriers or work stereotypes may have underpinned their
optimism and high career aspirations. A strong work ethic, noted especially amongst
African males by CAs, may also have underpinned high career aspirations.

There was some recognition of gender stereotyping by female respondents yet at the
same time there was evidence of a determination not to be influenced by such
stereotyping. For example, there was a notion that the careers they aspired to (e.g.,
doctors, surgeons, accountancy) were perceived to be dnale jobsd but respondents
were determined to challenge this notion as noted below.

| am just going to prove them wrongf(ican female)

I donét care about thatéand when peopl e say
show them theyodre wrong (African femal e)

The combination of high aspirations, challenging gendered stereotypes and a lack of
reference to cultural barriers or discrimination for this group provides some qualitative
evidence and justification for examining African and Caribbean groups separately
rather than as one homogeneous group. Some perceived barriers to aspirations did
however, emerge and these were centred around language barriers and achieving
good grades. This may have been due to some respondents being recent immigrants:

é (Ités) difficult because of language barriers as well as because like you have to get
good mar ksé(African mal e)

It h$ mykchemistr§ because | know I'm not that good at chemistry and I've got to
have a degree in chemistry to do what | wan

As indicated in Figure 2, male and female respondents had very similar values, but on
average, male respondents gave noticeably higher ratings to personal growth (work-
family balance), as compared to female respondents who attached more importance
regarding promotion opportunities in a career. Again as with the Caribbean group (see
Section 4.1 for a more detailed discussion), this suggests a potential 'role reversal'.
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Factors related to career decision-making

Factors linked to career-related decision-making included two main sources. First, TV
programmes in general reinforced the perceived value and status of various
occupations in society (e.g., doctor, surgeon) for both male and female respondents.
Second, the role of immediate and extended family was clearly evident as a source of
encouragement in setting high aspirations. In some instances, family (e.g., mother,
sister, uncle) and family role models influenced or acted as an impetus for career
aspirations of male and female respondents. Individual and family desire for a career
with respect and pride seemed to lie beneath the surface of the respondents narratives.
As with young Asians, the notion of aspiring for a respectable career appears to stem
from family influence and a career as a source of pride to the family and community
(cf., Lightbody et al. 1997):

My brother and my big sister are taking mexdéciso she wants me to do it as well
(African male)

My sister was doing law before so | get to read some of her books (African male)

I have discussed mine with mumbecaudenshe says
one in my family has ever beenadoctoor anyt hingé(African f emal

I want toé die with the proudness that my g
female speaking abottte view ofone ofher grandparesy

Significance of continuing education

Although Modern Apprenticeships were acknowledged as a valuable way to gain work

experience by male and female respondents, higher education was often viewed as a
Obetterd6 route into higher l evel career choic
education was considered important in making it easier to meet future aspirations and

a drive to become 6professional 6:

é (tb s=asier to gehjob becausé¢of a)degree and also qualifications (African Male)

If | dondét get good grade#dppmeryteiaade 1vihitchhe nl
want to be So i f I finish my education at un
gualificationéJdust donot i ke téobe & e an a
professional é (African mal e)

Il think itdéds a good opportunity f oaod someéma
and so maybe thatodéds the only thing theyobdve
to pay some bills and canét continue their

CAs suggested a degree of ambiguity in relation to Modern Apprenticeships (also see
Section 4.5). One CA suggested Modern Apprenticeships were not pursued particularly
actively across all four BME groups (including Afro-Caribbean) compared to White
pupils because they were not considered of equal value. Yet, another CA suggested
there was no difference in White and Black pupils interested in the trades (boys and
girls). The evidence from the African group lends support to the former rather than the
latter position. Contrary to Caribbean respondents (see Section 4.1) who showed a
bias towards Modern Apprenticeships and vocational routes, the African respondents,
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in general, were clearly more interested in pursuing higher education routes through to
6professional 6 careers.

Career support and guidance

The African respondents narrative suggested an awareness of careers support (e.g.,
careers exhibitions, visit to Oxford University, and the careers library). Female
respondents seemed to value such support more than the male respondents:

I di dnot want to go to wuniver sdiofgarted ut t hen
thinking about it (African female)

(Importance of being able to talk Bdackstudents at Oxfo)g because i f you seece
people like you, you say yeah they made ieherthy canét | o(hkikae it her
female)

There was clear evidence of frustration about work experience amongst male and
female respondents. Work experience opportunities tended to be viewed as
problematic, often very limited and inappropriate to career aspirations:

| 6m working at Umiawmer otflt guémovrettrusairtyy§)Becaus e |
get a place in any law firm or solicitorsté
upé(African mal e)

Some law firms each time | phoned them they always said that they were full or they
donét careé. (African mal e)

Mostd t hem by phone said that they could onl\
l dm just doing shop work (African femal e)

Webre all just doing shop worké(African fem

Change: Priority issues and good practice

One male respondent, but no female respondents, had received one-to-one careers

interviews. The latter expected this type of support in due course and expert advice

was valued. A strong theme that lay beneath the male and female respondents

narrative was a desire for more appropriate work experience opportunities in relation to

career aspirations. Female respondents also noted that there was a need for more
opportunities to talk to relevant people doin
doctor, and that more choice over project work at school would enable areas of career

interest to be explored:

t cour se W

ts really frustrating when vy e
c e more what

project work where you can
do later (African female)

ou g
hoos
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In terms of good practice, and what works in dealing with occupational stereotypes,
CAs suggested a range of initiatives in general for Black pupils, for example, realistic
Black role models in poster campaigns, targeted support e.g., Black mentors for under-
aspiring Black boys, and addressing the issue of a possible lack of male father figure
for Black boys (see end of Section 4.1 for a more detailed discussion). However, there
was no clear evidence that this may have been the case from African male
respondents themselves.
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4.3 Pakistani

A summary of the findings for male and female respondents, combined with CA
comments is provided in Table 3.

Occupational aspirations 1 values, stereotyping and opportunity contexts

The career aspirations for male respondents were fairly limited in range and mainly

incorporated careers in IT or retail. A significant theme here was to aspire to get a

6good job6é and this was underpinned by respec:
time:

They sayits (jobinacallcet r e) an easy job, good wage and
there and answer the phone (Pakistani male)

Like GE Capital thatodés a good job innit? Ea

For female respondents, aspirations included a career in law for one respondent, and
other respondents expressed an interest in a career as a nursery nurse or airhostess.
Although there was no overt evidence of gender or cultural stereotyping, most career
options appeared to include a dominant gendered bias, for example, male respondents
tended to be interested in business/ retail careers, and female respondents tended to
be interested in jobs such as airhostess or nurse. Thus, there was evidence to support
the idea of gendered aspirations, and this may have limited the range of career options
by virtue of sex-role perceptions regarding the range of acceptable jobs. These findings
also lend some support to recent research that suggests an over-representation of
BMEs (including Pakistani males) working in business-related jobs (e.g., wholesale and
retail) but underrepresented in construction and manufacturing (see Wiseman and
Elliott, 2004).

CAs suggested a more varied picture of aspirations based on their wide range of
experience of working with Asian (e.g., Pakistani and Bangladeshi) males and females.
For males, there was a suggestion from CAs of strong preferences to work in business
undertaking Business Studies at A-level followed by a business-related course in a
similar area. As one CA commented, dt& an accepted thingd despite the efforts of CAs
to raise awareness of potential difficulties in the labour market:

é t h €Pakistani and Bangladeshi pupiks)! | want to do é busines
though you explain that everybody,g)jgu doi ng I
know t her eds goiclmagngt few jbbs (Carepksldser) of you

Business studies A level and then to Leeds, Bradford or Huddersfield to do Business
Studies or Business and HAdvisen.t 6s an accepted

Alternatively, CAs also suggested males seem to have a preference for high status,
professional occupations that are well recognised by parents and in the community:

(Tal ki ng a blahink thap their evhole svipvés are either the jobs that were

important in Pakistaror Bangladesh which were the teacher, the lawyer, the doctor
because they were t he ypbrfroeh @ rsral areanss they énlyb e c a u s €
knew those professions or otherwise it would be farming (Cafebiiser)

e(Parentally) atrespectiyon see EaredmdviseNt he mo s
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éa | ot of the boys wanted you know science,
you know, very strong plus accountancy and the law they always come along as well
(CareerdAdvisel

Striving for such professionsisli kel y t o be related to a desire
offers decent opportunities for promotion, pay and status. Interestingly, male

respondents in our study did hold these values, but only to a moderate extent (see

Figure 3), which may explain why they did not aspire to these traditionally popular

career choices.

CAs suggested a more complex picture for Asian (e.g., Pakistani and Bangladeshi)
females. One CA noted two strands in career choices with either very limited career
choices, for example, in child care or office administration work, or very high
professional aspirations e.g., law, pharmacy, medicine (but not nursing) and
accountancy. Yet, this conflicted with other CAs who suggested some signs of change,
with an interest in non-traditional care type jobs such as nursing, care homes and
hairdressing.

A further issue raised by a CA was that some pupils from an Asian background were
Oovaesrpi ring6 relative to their academic ability

(Pupils)éthey say doct or inkafarthe ony enethdire onl vy
parents know of (Careers Adviser)

(Pupils) especially from Asian background have very high aspirations which may not be

in |line with their academic abilityé Or it
might justbe GEGE gr ades rather than actual academi
support to help thetne i t her put a plan into action of
seriously achieve what they are aiming fdrich is not as straightforward may be as it
would be or becoing more realist€ But t hat, I mean i s the s:;
person whéyou knowovera s pi ri ng, but there is a balanc
to put them off you know you want to be pushing tmldelp people to achieve (Careers
Adviser)

The Gaosvpeirri ngbé i ssue has to be treated cauti ol

suggested that White careers advisers do not always understand family support or
cultural issues regarding Pakistani and Bengali groups. Parents may well be much
more likely to support children until an older age, so there is time for resits or wider
occupations related to a chosen field to be considered:.

€So | always say oO6right you have Ds and Es
other medical (occupationslike chiropodiss you only need to get in and like other

things-you knowéwiden it out and | et pgehem resi
there a few years | at eirsomepe olpdte IsGam @uiot ey ol

encouraging them toha@aoafbitluiftfy tAdasend héaVE@arde e 1y

é |l encourage them (students) to have a Pl a
which is the realistic optionéBut they coul
they werendt getting good aGGREs fwhiheh saduwlod
in, its quite low achieving, sometimes just going to college, changing the
environmenAddisef Car eer s
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The i mportant point made here was not to Oowrit
of both students and their families in terms of the range of career options available. It
seems that a desire for respectability amongst some South Asian pupils combined with
a lack of awareness regarding alternatives is a central issue highlighted in the literature
(e.g., Siann, Knox, Thornley and Evans, 1990). However, the responsibility also lies
with CAs who may not always fully appreciate cultural and family issues, as suggested
by the CA narrative above, and thus stereotype pupils with low grades and high
aspirations as simply @ver-aspiringd without considering other options like re-sitting or
retaking courses or considering other related occupations. A related theme was that
White CAs and Asian pupils may have different world views and understanding of
cultural and gender issues. A number of CAs also suggested that there was a higher
level of cultural identity and understanding between same-culture CAs and clients:

€( Another <colleague) shebdés working with me
f emal e, b e c aus e bitscloge6te theAissuesathan bamebéirdyVaite
male (White Career&dviser)

There is that thing that nmeeymhgtteNsesuff girl s
that they might not want to tell somebody else. Less embarrassed, maybe think | can
identfy with it (Asian Careerg\dviser)

Definitely. 6é6Coz it can hRdckb oywsuy rsenl athe yo lxva
tell you any rubbish basically, candét spin
dondét know iwhcetzl dopt8és tlhiakedef i ni tely hel ps.
thing. Theyt teayn 6adarmséaty dd aitAdvised me ( Bl ack Car

These narratives suggest that the CAs own cultural background may be beneficial
when working with same-culture clients. Another CA, however, suggested that every
CA can pick up on cultural issues through training (see below). In line with the
literature, this should try to recognize how and why career-related issues might be
different and think outside their own cultural frames of reference in their roles (see
Kerka, 2003):

| did an input to all careerdvises € | i ke wedre gonna do deci si
Asian slant, and there is now actually abdocknd it 6s actually del i ve
females. So anybody can pick that, up | showed them itédés in th

anybody can pick it up and deliver it (Care@d¥iser)

As indicated in Figure 3, some gendered career-related values also emerged amongst
the respondents. On average, female respondents tended to rate social standing
(promotion opportunities, professional status, respected organisation, a job people
respect) as more important in their future careers than male respondents. This tied in
with the importance of being in a respectable job, a view echoed by some of the CAs
(noted earlier) and provided support for the literature suggesting a desire for
respectability in the community (see Lightbody et al. 1997), especially for Asian
females (Dale, Shaheen, Kalra and Fieldhouse, 2002).

In contrast, Pakistani male respondents reported noticeably higher ratings, on average,
for personal growth (work-family balance, see Figure 3) than female respondents.
Again as with the African and Caribbean groups (see Section 4.1 for a more detailed
discussion), this suggests a potential 'role reversal' issue that does not lend support to
previous research suggesting the opposite pattern of men being more orientated
towards career advancement and women tending to have less interest in career
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progression because of sex-role socialisation (cf., Mannheim, 1993; Powell and
Mainiero, 1992) (also see Section 4.1).

Factors related to career decision-making

The gendered theme continued to be an important issue linked to career-related
decision-making. Male respondents focused on the maintenance of a lifestyle, with an
emphasis on Oeasybpeobg &a9oydrivipgraémadt carglandn g o ,
nothing distasteful or highly intellectual. However, there was a recognition that they
may have to wor k har d nts appegredito ba thedngam inftiengeo b
and they tended to value further education rather than immediately entering work:

Par

(@)

(Parents suggested) ...learn a bit rdode n 6 t go strai ghakistanint o wor
males)

For female respondents, there were clear influences from family and role models, with
the community also acting as a spur to progress. The family circle comprising both
direct (mother, father, brothers, sisters) and indirect relatives (e.g., aunties, uncles,
cousins) acted as a strong source of information for career-related ideas. For example,
one respondent had an aunty who was a barrister, and discussion with her regarding
the legal profession had encouraged her to pursue a career in law. This combined with
helping the community and pride had also acted as a source of encouragement in her
career choice:

Me . I want to be famous for what Il 6m doing
lawyer, | wantto show the community that they can come to me for advice and all the
resté(Pakistani femal e)

CAs suggested family issues were more prevalent for female respondents. A CA
highlighted that family can be very protective
sorté and this can cause tensi on Iehcetthlse f ami |y
may restrict choice in terms of the range of educational and career options. The impact

of the family appeared particularly significant where there were tightly knit social

groupings of families from a particular area of Pakistan or Bangladesh who lived in

close proximity to each other. CAs suggested that some Asian females had travel

restrictions because their family did not want them to travel too far from home. A CA

suggested that this was to do with parents feeingd hey 6r e a bit ®Bfer and
they stay at a college/ sixth form school which is familiar to them. However, there was a

dissonance between CA and female respondents narratives because none of these

restrictions emerged in our sample of female respondents.

A CA suggested that sometimes there was a tension between parental direction and
the influence of the CA, for example, between getting married and pursuing a career,
but again this was not mentioned by our female respondents. Furthermore, there was a
lack of evidence of arranged marriages being an issue as suggested by some CAs. In
contrast, there was evidence of an interest in pursuing some kind of career amongst
most of our female respondents ranging from nursery nurse to lawyer.
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Significance of continuing education

Awareness of Modern Apprenticeships was evident in our sample amongst male and
female respondents. Male respondents tended to view Apprenticeships as an easy

route into a 6good6é job whereas female responi

option. However, CAs suggested that there was generally not much interest from
Pakistanis and Bengalis in Apprenticeships for historical and cultural reasons.

Generalising, most of them(Pakistanis and Bengalispre not interested in

Apprenticeships really, | think because thnere n 6t any people they kno

it,soie unknowndvisecQar eer s

7

éhistorically, their parent s, or their pare
they see their child in a | abourina job it
might be appropriate for that young person because they might not be academically
excelling, or they may prefer practical WO r
able to sag¢ bmygyaser BesmMati mes in Pakistan vy
in your family (Careeré\dviser)
Modern Apprenticeshipsre not likely to be highly valued not suitable for females,
mi xing with the Advisedng sort é( Careers

So, our findings suggest some signs of change for male respondents in considering

vocational routes. For female respondents, the primary option was still the further

education route. However, even for these respondents vocational routes were not

completely dismissed and some awareness of the benefits (e.g., flexibility) and the

potential of Apprenticeships was shown:
You can take your time on it and do it when you want to do it (Pakistani female)
| wasndt keen on iteél mean | wouldndt mind
for the minute (Pakistani female)

Career support and guidance

In terms of careers support, there was some uncertainty over the value of the careers

service. Careers advice was considered particularly useful for those that had not

chosen a career to pursue:
éto be honest | di dn 6 kthagasice mere hdipedabdcauisec! e . I d

already knew what | wanted to do and like my mum was like my role model for me
(Pakistani female)

They (careeradvises) tell you what job you can get (Pakistani male)

There were signs of lack of awareness about the careers support system in terms of
what happens and its value, although some respondents did mention the careers
library and that the careers adviser might be able to help with career choice. The value
and exploitative nature of work experience was also questioned combined with its
quality and relevance to future aspirations (see below). Male respondents also
suggested that more help was needed to match work experience with career
aspirations:
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eit mi ght just give us an i dee whatot$ likéw
|l i ke how to do | aw work and somet i me
because youdre working for free so
sometimes they respect you as well as you would if you were paistgrakemale)

(Work experience) I think i1tds wusef
because unfortunately itbds up to the

ork bec:
S they
they t

ul for
mé ( Paki

All they do is give you like a big leaflet innit with different kinds of stuff that tells you

abou what kind of job you wantéthey d
you wané (Pakistani male)

onobt he

You donot wanna work in Debenhams or Ar go

experience easily ther. you wanna get a good job in like a call cemtresomething
(Pakistani male)

Change: Priority issues and good practice

A key issue highlighted by CAs was to raise the awareness of female as well as male
pupils and their parents. Due to the importance of family in career choices, it was
suggested that targeting and working with Year 9 parents would be beneficial. A CA
suggested the importance of having a dedicated person responsible to look at ways of
raising aspirations and awareness of career options for pupils and parents. More
access to people involved in the decision-making process was considered vital, for
example working with parents and families through both school and community events,
and drop-ins at community centres. Male respondents themselves further noted the
need for specific types of careers support, primarily more appropriate work experience
in 6good6é jobs related to their future
the need for more one-to-one careers interviews:

You can get work experience easier there (in ret@dkistani male)

(More oneto-one interviews) cos you get to talk (Pakistani male)

CAs also referenced a number of careers support and good practice initiatives with
Asian clients. This included, for example, the use of positive and realistic role models
and a successful programme that had encouraged under-aspiring Asian females:

Positive role models so when | did that project | brought in females that were mar

aspirat

ried,

were Muslim and did have careerséthey physi

guestim s € t h a solicitora @ah education welfare officer, an IT consultargnd
they could ask themuestons And they thought O6wel
|l i ke mebod, [ think that encouraged th
how they tackled the difficulties and stuff like that (Caregdviser)

Other initiatives had included addressing language barriers at parents evenings,

improving attendance at parents evenings by holding events at Asian community
centres and handling racism in some schools by developing anti-racism committees.
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4.4 White UK Origin

A summary of the findings for male and female respondents, combined with CA
comments is provided in Table 4.

Occupational aspirations i values, stereotyping and opportunity contexts

Respondents tended to have relatively limited and gendered aspirations. Male
respondents were interested in 'active', 'practical' and gender-biased occupations, with
a preference, for example, for careers as a footballer, car mechanic, electrician, the
military, or the fire service.

Football, Football, Footba(White male)

|l 6ve al ways wanted to be a footballer and
havendt got the fkepal 6metineeer y dMhitchneowoblti e
male)
|l couldndét work in an office meé 1 6d get |
sitting for ageséyou get fat (White mal e)
Yeah, we all like games and st(§¥/hite male)
Ful | Met al Jacketé Yeah it Ilkealevanttbfigotaus e t o
for my countryé and therebs times, you Kkn
male).

For female respondents, there was also an interest in typically gender-biased

aspirations, for example, in childcare, hairdressing, fashion and dance. Although

female respondents in some instances indicated their motives were to do something

they enjoyed, the underlying rationale for career choices was often limited and

unformed, with for example, responses like & eah6and ®unnod

Female respondents cl ear |l y expressed perceptions that 6 b

because they were doo muckyd and doo much hard workd Other related jobs like
graphic design and architecture were claimed to be 'boring' because they focused on
boys rather than girls. A CA added to this pattern of gendered career aspirations by
noting that careers as a nursery nurse were common aspirations for White girls and
that they tended to avoid sciences. Taken collectively, the above suggests evidence of
gendered perceptions and aspirations that may have limited the range of career
options.

As indicated in Figure 4, male and female respondents, on average, had a very similar
profile of career-related values regarding social standing (apart from earning a decent
wage, which was noticeably higher for boys), working with similar others, work
enjoyment and personal growth. This provides some evidence of a fairly gender-neutral
set of values for our male and female respondents and was distinct from all the other
BME groups in which African, Caribbean and Pakistani male respondents, on average,
attached noticeably more importance to work-family balance, and African, Caribbean
and Pakistani female respondents, on average, attached noticeably more importance
to promotion opportunities (see Section 4.1 to 4.3).
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Factors related to career decision-making

Factors linked to career-related decision making included influences from teachers and
from role models in the immediate or extended family for both male and female
respondents. Yet, despite the role of family support in general, there was some
evidence of only a low level of parental involvement and greater independence in
career choices, with more rebellion towards parents amongst White pupils compared to
Asian pupils:

| 6 mtinterested i n Grandmas career choice in Law ot
what | want to do, not what someone else wants me to do (White female)

(Mum anddad) Well they want me to do something, you know with me life, because

|l 6ve not been ased|l emeeté® aodnt peyi wanf orceé
will keep me (busyt hey hope | &6m not doing nowdté or
straight (White male)

No thereds mor e r eWhid pugils). They're willmg ta trikeoatmo n g s t
(against pards) (Careerg\dviser)

Although not overt in the respondents narrative, CAs suggested that social class may
have been an important factor in setting career expectations. Issues like the area of
residence and location of the school were related to career choice and aspirations. For
exampl e, a CA highlighted that attending a 6po
'leafy suburb' type areas was likely to raise aspiration levels, regardless of race,
whereas attending an inner city school in a working class area was likely to limit
aspiration levels, again regardless of race, This lends support to the notion that
parental status can be an important factor in setting and achieving career aspirations
through parental attitudes, schooling and socio-economic class (cf., Brown et al. 1996).

Significance of continuing education

The importance of continuing education also took a gendered theme. Male

respondents favoured Modern Apprenticeships because of the immediate financial

returns and route into work (see below). In contrast, female respondents preferred the

coll ege route because of the perceived chances
lack awareness of Apprenticeship routes, for example, in nursing.

Well like a modern apprenticeship is saying you canageb but also get paid (White

male)
Do you know what [ want when | | eave, I war
because | | ikeé want a motorbike (White mal

Yet, there was also some evidence of signs of change, with a CA commenting on how
sex-role aspirations are changing and becoming less stereotyped:

émore and more you are seeing girls choosin

constructioné going into thi-ogisenthatte dtérAandi
boys are definitely nowchossigy t o do moreé what were tradi
jobs so you know male nursesé Yeah. One bi

there a big taboo about saying you want to be a nurse (Cachgse!)
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According to a CA, there was clear evidence of demand amongst boys as well as girls
to enter 6tradesbd and vocati onal career s, b
Apprenticeships:

éyou know | can't tell you how many young

won't get a trade, they won't getApprentics hi pé Oh | coul d give you,

each of my school s young peopl e wanting
I

boyséThere's just not enough plumbers wil [
a lot of time, a lot of them are just you know one guy bnsh owné you know s
businesses they dondét have t Advise)i me to take

Career support and guidance

In general, there was mixed evidence of careers support. There was an awareness of
the O6AIim Higher 6 cexisteneerokconeputdr padckages to heJp withh e
career choice and the careers library. The male respondents seemed fairly positive
about the support on offer:

|l 6ve had a meet iadvse)wicougte ohntimes to(findaoutealeouts
col | ege ndwiind sueabautacareers and stuff (White male)

It (careers exhibition at Royal Armouri es)
and stuff (White male)

However, the careers library was considered doringbbecause there was no one to talk
to, the location of the computers was unknown, and there were some instances of
passivity about career aspirations and what support was available:

| don't even know where to look (White female)
étell me what | need to do (after |l eaving s
Some male respondents had received help and advice from CAs, but there was no
evidence of this kind of support for female respondents. Support in gaining work
experience was acknowledged as potentially valuable but in practice there was
evidence of a lack of self-confidence in setting up work experience placements and
restrictions in the type of work experience opportunities available:

|l 6m not ready to pick up the phone to call

éwork experienceé but you hla&gei n oameolld fgdwm
homeé (White female)
Youdd be | ike, yeah, youbdbd be I ike at a gar

Change: Priority issues and good practice

Neither male or female respondents overtly expressed any issues for change in
careers support, but it is clearly evident from the above discussion that priorities would
include raising the awareness of the available careers services and further help in
gaining appropriate work experience.
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4.5 Generic Findings

A number of generic level findings and patterns emerged from the data as a whole.
These are discussed below. It is important to take these issues into account to get a
broader understanding of the data within and between the target groups of interest in
this research.

Individuality and complexity. Many respondents had a unique set of career
aspirations, views and values, but some common themes were evident, typically
around gendered career issues. A complex picture emerged with social class, school
location, and ability being seen by CAs as possibly more important indicators of career
aspirations than race per se.

Modern Apprenticeships: Cultural perceptions, value and awareness. According
to a number of CAs, the Higher Education route and Modern Apprenticeships were not
considered of equal value by young people from BME communities or their families.
This is suggested in the following narratives that focus on a pattern amongst the BME
groups examined in this research in general and on Pakistani and Bangladeshi groups
in particular.

(Acrossall groups, African, Caribbean, PakistamdBangladeshi) My guess is that it
goes back to the whole culture that if we takéhite people there is a culture of
Apprenticeships over the years, that was the traditional way to get a craft. If we go

back tothe whole cultures it was much more a father, son, it was closer to that era than
ours has been and when people have come to this country rather th@nafthe

Apprenticeships being the purpose, the education has been the goal if you like, the
aspiration. And so therefore this has always been viewed as not of equal value and so it

comes down to value judgementséSo itds nev
acceptable as an option. The other thing t
Apprenticeshipsti can be poor pay as well so | etods

therebds nothing to induce peNelpeopldtiterewher eas

is an historical knowledge dfes it has been there for you know most of this century
really@ You knaw it is a shorterm thing (Career8dviser)

(Pakistani and Bangl adeshi communi ties)
parents came here for a better | ife, so
6oh what és t heh, thab might lie appropeiate fdr that yaung person
because they might not be academically excelling, or they might prefer practical
wor ké Yeah b uSurveging @ thay guét do Aevels rather than BTEC.

You can offer it and widen their horizons, bk ger al |l y speaking

éhi
i f

t he

thinking of jobs that Adeisee good reputations

The above narratives suggest that Apprenticeships are not viewed favourably by all the
BME groups examined in this research, perhaps due to parental values. One CA
suggested, however, that the picture was more complex, with no difference between
White and Black pupils in pursuing vocational pathways, but a tendency for fewer Asian
pupils to be interested in pursuing this pathway:

€( Apprenti cesdstobeplthhkmanpywdi deaSe it i s

a

mi

Asian boys (or girls) looking at my schools anyway, looking at the trades. But you

know theWhite and, the sort oBlack absolutely no differenq€areersAdviser)

Evidence from the BME respondents themselves also suggested a complex picture,
with not only cultural variations (e.g., African respondents tended not to be interested in

X,
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pursuing Apprenticeships whereas Caribbean respondents considered it to be a viable
option), but also gendered issues (e.g., Pakistani/ White male respondents tended to
view Apprenticeships positively, but Pakistani/ White female respondents did not).
Positive perceptions of Apprenticeships were related to helping to provide training
alongside pay, but negative perceptions were related to a preference for academic
qualifications and higher status professional jobs. Yet, amongst those who showed an
interest in Apprenticeships, there was a noticeable level of confusion as to what career
paths it related to, especially amongst male Caribbean respondents (see Section 4.1
for further discussion). It was also noted by a CA that there was very poor local and
national publicity for Modern Apprenticeships, especially in terms of posters related to
school subjects and displayed in classrooms. This may perhaps explain the lack of
awareness amongst some pupils. Thus, more could be done to increase the
awareness and local/ national publicity of the full range of Modern Apprenticeship
routes, related school subjects and careers, and facilitate the positive aspects of
pursuing them to young White and BME pupils and their families.

Parental influence. Previous research has clearly suggested the influence of
significant others when choosing a career, especially the importance of parental
influence (e.g., Arnold, Budd and Miller, 1988; Lightbody et al 1997). Parental influence
appeared stronger for BME than White respondents to follow the Further Education/
Higher Education route, and is echoed in the following narrative:

é what t haediffsende betweeWbi t es and BME t hat
€ there is stronger parental influender BME), Il &m not saying
Il 6m saying it é&oughtecollegé(@drdersAbvisenay s ,

In this research, a preference for the Further Education/ Higher Education appeared
particularly evident for African respondents (male and female) and for Pakistani
respondents (female). Beneath the respondents narrative, there seemed to be an

we bdve
t hat

b
0s

intrinsic value attabhéed trespmodentedutatmi bi es

dearning a bit more§ dettering one self§ gaining respect in the community, or achieving
a higher status and professional position that they could be proud of. This lends some
support to research that suggests a university education is supported and highly valued
in BME communities, especially amongst Asian families and communities (e.g.,
Lightbody et al. 1997; Siann et al. 1990).

Socio-cultural issues. These appeared to be most evident for the Caribbean
respondents e.g., around potential employment access, discrimination in general, and
recognition of gendered occupational stereotypes, but there seemed to be a prevailing
determination to succeed despite such barriers. This may be related to the potential
perceived @thnic penaltyd faced by Caribbean males, based on family and media
stories, in gaining access to employment. There were also issues around the
importance of the family circle and support for Pakistani respondents e.g., direct/
indirect family influences and the importance of a protected environment for Pakistani
girls. For example, CAs suggested a preference amongst Pakistani and Bangladeshi
families, in some instances, for girls not too travel to far from home for their education
because they felt it was safer and they were in more control with local colleges.

Interestingly, noticeable differences emerged in socio-cultural issues and aspirations
for Black African and Caribbean respondents. African respondents did not report any
issues around potential discrimination and appeared to be very optimistic and have
very clear and high career aspirations. This may have been because of a stronger work
ethic. Many of the respondents were also recent immigrants and may therefore have
not been exposed to many social or cultural barriers (see Section 4.2). In contrast,
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Caribbean respondents, especially Caribbean males, tended to report a more complex
set of aspirations, with for exampl e,
things go wrong, a preference for self-employment to avoid potential discrimination)
and less clearly defined aspirations than African respondents, combined with confusion
over Apprenticeships. Nonetheless, this lends support to recent findings suggesting
that Black Africans were the most likely to be clear about their career aspirations
compared to other BME groups, whilst Black Caribbeans were least likely (Wiseman
and Elliott, 2004).

Gendered values and aspirations. Contrary to popular opinion, male respondents, on
average, attached noticeably higher value to work-family balance than female
respondents across all BME groups (Caribbean, African, Pakistani), but this pattern
was not evident for White respondents. Again contrary to popular opinion, on average,
promotion opportunities were noticeably more important to BME female respondents
across all BME groups (Caribbean, African, Pakistani) than to their respective male
counterparts, but this pattern was not evident for White respondents. This suggests
some move away from what might have been traditionally expected regarding male
and female values in terms of work-family balance and promotion opportunities (see
Sections 4.1 to 4.4 for further discussion).

Some slow development/ movement away from cultural and gendered
stereotypes. There were some instances of high aspirations and non-gendered, non-
traditional choices from respondents e.g., a Pakistani female aspiring to become a
barrister, an African male aspiring to become an aeronautical engineer. Further, CAs

reported more White girls consi dering 6boys jobsd (e.
considering 6girls jobsd (e.g., m attaditionalu r s e s )

careers amongst Asian females e.g., nursing and hairdressing. This suggests some
evidence of movement away from cultural and gendered stereotypes in terms of
changing and broadening career choices and aspirations.

Lack of appropriate careers support. A noticeable theme was that most respondents
in the focus groups suggested a lack of awareness or value of careers services and
inappropriate work experience opportunities. This seemed to be more or less across
the board rather than specific to a particular BME group. Also the timing of support
(Year 10 or earlier) was an issue along with the amount of implied support (less at Year
10, more at Year 11). In some instances, respondents wanted more one-to-one careers
support in Year 10, more relevant work experience opportunities (related to their
aspirations) and greater opportunity for career-related learning (e.g., in school
projects). These represent preferences that are broadly supported by the National
Institute for Careers Education and Counselling who also suggest a greater
coordination with personal development in the school curriculum from Year 7 onwards
(Andrews and Barnes, 2004). This suggests that careers should be a coordinated effort
and some emerging issues may well be the responsibility of the school (e.g.,
embedding career-related learning into the curriculum and school projects), the CAs
(e.g., one-to-one career interviews), or a combined approach between the school and
CAs (e.g., work experience opportunities). One CA suggested that a way forward may
be that pupils gain two weeks of work experience, with one week based on their own
choice and one week based on the CAs/ schools suggestion to give them a bit more
variety in exploring different work environments.

Some targeted good practice/ action. There was evidence of a number of targeted
good practice initiatives for CAs and pupils. For example:
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e Equal opportunities training for staff e.g., speakers from different BME
communities and faiths giving talks;

e Helping to break occupational sex-role stereotypes with targeted initiatives
considering alternative careers e.g., engineering and construction for girls;

e Developing and encouraging aspirations of targeted groups e.g., recruiting
Black mentors for under-aspiring Black (African and Caribbean) boys, using
poster campaigns to promote positive and realistic role models for Black pupils
in general, broadening aspirations of Pakistani and Bangladeshi females using
positive role models from various professions to give talks and answer
guestions;

e Engaging parents and the community e.g., raise parental attendance at parents
evenings by hosting them at community centres.

Yet, there was also a strong view that CA work should be individually based rather than
based on ethnicity per se. A related theme that emerged was the extent to which BME
CAs were in a better position to help certain BME groups. Some CAs suggested that
there was a higher level of cultural identity and understanding between same-culture
CAs and clients (see, for example, Section 4.3). In contrast, another emergent view
was that all CAs should, with training, be able to work with all clients, male or female,
equally effectively, regardless of their cultural or ethnic background. Whilst the
literature (cf., Kerka, 2003) does imply that this might be quite difficult, for example, in

terms of thinking outsides oneds o0 wviews; ul

ongoing training and professional development should, in principle, equip CAs,
regardless of their ethnicity, to deal with all clients, regardless of their sex or ethnicity. It
was, however, generally recognised that there may be exceptions to this model, and
that sometimes clients needs would be best met with specific CAs, based on religious
grounds e.g., a female CA for an Asian female client.

Resource issues. CAs suggested that they would like to do more, for example, ¢ mo r e

one-to-one interviews Oworkidy with parentsé  adoithg group work§ but there were
serious resource implications and workload issues. This included high numbers of
clients, working at a number of schools, limited time and targeting under-aspiring or
under-achieving students e.g., those with lack of career aspirations or at-risk
individuals who were unlikely to achieve 5 GCSEs at grade A to C. The issue of heavy
caseload of CAs can be seen in the following narrative, and seems to undermine the
possibility of giving individual attention to all students:

éfor the majority onfeé myucaseldad, combiningtheeo mo me n't

schools, two thousand, one hundred and five! So individual atterstidrec
di fficul AdeideiCar eer s

This suggests that, although raising awareness of certain careers services may be
possible e.g., careers library, raising the awareness of, and demand for, other careers
services e.g., one-to-one interviews, would be practically difficult, without further
resources e.g., more CAs and time for one-to-one interviews.

Dissonance between feedback from pupils and CAs. In some instances, perhaps

i nadvertently, CAs discussed r espondithout s

reflecting on the uniqueness and complexity of individual differences within BME
groups. Furthermore, the notion of linking barriers and socio-cultural issues to
aspirations did not always come from respondents themselves but from CA
perceptions. For example, there was no prevalence of arranged marriages amongst
female Pakistani female respondents, no evidence of the avoidance of Apprenticeships
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amongst male Pakistani respondents, and no evidence of under-aspirations amongst
male African respondents. This evidence appears to challenge some of the views of
CAs (which may have been based on past experiences or on experiences of specific
schools). However, it is, of course, possible to over interpret the dissonance between
the feedback from pupils and CAs because of the limited sample sizes of pupils and
CAs. It is quite possible that the findings for pupils and CAs are sample- or school-
specific and are not representative of the larger population. This presents an avenue
for further research.
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Section 5: Summary, Implications and
Avenues for Further Research

The findings of this research are complex and diverse and it is difficult to summarise
them neatly. Our considered view, however, is that from a practice agenda, the findings
tentatively support the notion of focusing on the individual in careers support
interventions. Having said this, some key findings and common themes regarding
aspirations did emerge within BME groups, and an awareness of these should be of
interest to practitioners. Career aspirations tended to be underpinned by social and
cultural issues (e.g., influence of family, sources of information, value of Modern
Apprenticeships) but, importantly we would suggest, gendered choices, values and
issues were dominant throughout the findings. It was also clear from the findings that
more could be done by various stakeholders (e.g., schools, CAs, external agencies) in
raising awareness about the range of career options and support services available,
and providing more appropriate interventions e.g., careers-related learning, publicity on
Modern Apprenticeships, work experience and one-to-one careers advice.

Table 5 broadly summarises the key findings from this research and highlights a
number of tentative implications. It is inappropriate, however, to generalise extensively
from this primarily explorative research. What can be said is that whilst some aspects
of the findings broadly support existing research and understanding, others highlight
issues that warrant further research (see below).

The present research has been a 0 bcio-oultulal
issues evolving around work stereotyping, career choices and careers support amongst
young people from BME communities. Further research could usefully extend this
research in three main ways:

1. The present research focuses on pre-16 career choices with the use of focus
group methodology to collect data. Whilst this has been useful in identifying
broad themes related to career choices, further research is important to probe
issues in more depth, using one-to-one interviews to provide a richer and more
detailed picture of aspirations, work stereotyping and careers support. In our
considered view, it would be valuable to focus on the BME communities
identified in this research as they are the most disadvantaged in the labour
market and post-16 (16-18 years old) rather than pre-16 respondents because
the former rather than the latter are more likely to have a clearer idea about
their career choices and greater experience of careers support needs. This
research could therefore explore in detail: (a) career aspirations, occupational
stereotyping, and support experiences and needs; and (b) the identification and
perceived effectiveness of targeted initiatives designed to help BMEs (see
Table 5 for suggestions). The research could obtain interview and case study
data from the perspective of various stakeholders, including not only post-16
clients, but also families/ parents from BME communities (African, Caribbean,
Pakistani and Bangladeshi), and career practitioners involved in the delivery of
targeted initiatives. The outcomes of this research would include a better
understanding of careers support experiences of the identified BME groups and
the effectiveness of a range of targeted career support interventions from the
perspective of various stakeholders.

2. The findings suggest a dominance of gendered occupational stereotypes and
aspirations, especially amongst some White, Caribbean and Pakistani
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respondents and a noticeable level of passivity in career choices especially
amongst female respondents. This constitutes an important avenue for further
research to explore how to raise and broaden aspirations, and challenge
gendered stereotypes. Such a project could focus specifically on providing
evidence and case studies of: (a) targeted interventions used by careers
advisers to raise and broaden aspirations; and (b) young male and female
White and BME clients who had broken gendered stereotypes and pursued
various non-traditional routes. The latter could involve the longitudinal tracking
of clients from Year 9 through Year 11 to explore in depth the career-related
decision-making processes leading to the intent to pursue, for example, a
Modern Apprenticeship, the key transitional phases, and the key influences and
influencers. The outcomes of this research would include evidence for the
effectiveness of gendered initiatives and case studies of career decision-making
processes of young White and BME clients. These could be used as reference
material for career practitioners to help in challenging gendered occupational
stereotypes, for example, in national/ local poster and role model campaigns,
and careers literature about non-traditional routes and Modern Apprenticeships.

In the present research, access to one particular BME group, the Bangladeshi
group, was not available, and this represents an opportunity for further research
amongst both pre- and post-16 respondents. This could extend from the
present research aims, but be carried out as a stand alone project focusing on
this community group in detail. It is important to realise that Bangladeshis and
other Asian groups, can not be treated as one and the same. Research implies
that Bangladeshis face a fairly unique problem, with some evidence that
Bangladeshi pupils (boys and girls) tend to make above average progress at
school (DfES, 2003), yet Bangladeshis are one of the least likely BME groups to
participate in post-school training or learning (Wiseman and Elliott, 2004), and
one of the most disadvantaged in the labour market (Strategy Unit, 2003). This
research would provide an ideal opportunity to shed light not only on the
aspirations, work stereotyping and socio-cultural issues related to career
choices amongst young people in the Bangladeshi community, but also to
explore career support experiences and needs. The outcomes of this research
would provide a better understanding of the career routes and choices of young
Bangladeshis, and good career support practice and reference material for
practitioners working with this group.
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Table 5: Summary of ke findings, tentative implications and further research

Aims

Key Findings

Implications

Obtain a better
understanding of
occupational stereotyping
in terms of the socio
cultural issues that are
related to young BME
career choices and
educational aspiratien
post16, including non
traditional routes.

Evidence of gendered values,
aspirations and stereotyping.

Evidence of careers aspirations
underpinned by a range of
opportunity contexts and soeio
cultural issues including perceived
discriminationamongt Caribbean
males and the importance of family
in the career choicexf Pakistani
females.

Some instances of high aspirations
and nongendered, notraditional
choices from BME respondents

Evidence of lack of awareness of
nontraditional routes e.gModern
Apprenticeships, related careers, ar
often perceived as not being of sam
value as further/ higher education
route.

More needs to be done to broaden
aspirations of young BMEs and their pare
and challenge gendered stereotypes. Furt
research igppropriate e.ggase studies of
BMEs who have pursued ndraditional
careers and initiatives used by CAs.

More sensitivity and diversity awareness i
important in understanding soetailtural
and family issues in career choices. This
may not always bthe same as for White
families.

Evidence of signs of changslow
development/ movement away from cultur
and gendered stereotypes.

Increase awareneasd local/ national
publicity of full range ofModern
Apprenticeship routes, relatedhool
subjects andcareersand facilitate the
positive aspects of pursuing them to youn
White andBME pupilsand their families,
perhaps with the use of illustrative case
studies.

Identify careers advisers
perceptions regarding
priority issues and needs
of theirBME clients

Focus on the individual rather than
ethnicity per se but use targeted
projects as appropriate to focus on
gender, cultural issues, and raising
parents awareness of career option

(seeSection 4.5 and Table-4 for more
discussion).

Evidenceof lack of awareness abou
careers services and lack of
appropriate careers support,
especially in terms of work

experience and one to one advice
(seeSection 4.5 and Table-4 for further
discussion).

More research into targeted initiatives in
terms oftheir effectiveness from the
perspective of various stakeholdesach as,
pupils schools, parents/iflies and career
practitioners.

More awareness of careers services
available and work experience opportuniti
related to career aspirations. Conside
timing of oneto-one careers advice to be
more of an issue at Year 10 or earlier.

Identify good practice
amongst career advisers i
terms of dealing with
occupational stereotyping
and supporting the career
opportunities and choices
of the target BME graps.

Good practice initiatives included:

e Equal opportunities training for
CAs

e Poster campaigns featuring
positiveBlack role models

e  Mentoring programmes with
Black mentors for under
aspiringBlack boys

e Broadening aspirations of
Pakistani and Banglieshi
females using positive role
models from various professior|
to give talks and answer
questions

e Engagng parents and
community by holding parents
evenings in community centres

to increase attendance
(seeSection4.1-4.4 for further discussion)

Promde good practice initiatives to CAs
after further research to evaluate their
perceived effectiveness from the perspect
of young people from BME communities
and other relevant stakeholders, such as,
parents/families and career practitioners.

Please no¢ the above table should be read in the context of the discussion in Secland 5to take into
account the complexity of the issues
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Appendix 1: Focus Group Interview Schedule and Careers Questionnaire

We want to talk to you and hear your views around one or two themes to do with
choosing a career or deciding what you might do when you leave school.

Just to get t hi ngewnguyiplangodeave bchaoldtsl6. Handshp
how many going to sixth form or college. Undecided?

Theme 1: Views/ perceptions of occupational choice

Ok, we'd like to look first at what you might do when you leave school, whether its
sooner or later. Codlyou all tell us what occupations you've seriously considered for
your future.

Key probes:
a. Why?

o What do you value about these sorts of jobs/occupations?
e.g.,Social standing respectable job, professional status, money
Similar others- workingwith people with similar beliefs, cultural values
Enjoyment work environment
Personal growth flexibility in fitting with a family, opportunities for
training and development

o Sources of their views and how have these impressions have been formed
e.g., Know people who have these jobs, been told by others that it is like this,
have personal experience of these sorts ofjadzurday work, TV media
portrayal, books, careers advice

b. Influences and influencers

o What are the most important influences oyr choice of job/occupation?
Probecategoriesas they arise, butey influencesnclude:
e.g.,Expectations of parents, family, teachers etc

Your gender
Access to certain industries/ occupations
Image of occupation presented by mesli, TV/ othe media

o In what way will these factors affect choice of job/occupatiowwhich are the
most influential factors for your family?

c. Significance of continuing education

o How important is continuing education to: (a) you, and (b) your family. Probe
- Why? Whynot?

50



Career Choices of Young Peofitem Black and Minority Ethnic Communities

o Have you heard of Moderypprenticeships/vocational qualificatian
training to go into a particular trade e.gGonstruction, engineering, IT. What
are your/ your family's views on this sort of education?

Theme 2: Careers advice and support

We'dlike to move on now to our second main theme which is about careers advice and
support. Could you tell us a bit more about the sorts of careers support and advice you
have received so far.

Key probes:

a. Who?

o Who from at school?(g.,teacher, careeradvise What year were you in?
How frequently? How has this support influenced your choice of occupation?

b. Activities at school
o What do you know about the careers services available at your school?
o Any particular activities offered by school perceivedé useful for them
(e.g.,work experience, careers fairs etc) and why.
c. Careers advice/ support outside school
o Have you experienced any careers support/ advice outside school? Who from?
(eg,Parents, sisters/ brothéspeciot nwer
When, how often?
o How has this helped your choice of job/occupation? What sorts of careers
information might be useful for your family? Why?
Closure
We'd like to finish by briefly asking:
o Have we covered everything you feel is important tgour future choice of
occupations?
Probe- is there anything else you'd like to 8dyg there anything else your school,

or anyone else could do to help with choice of occupation

o Brief feedback: How did you find this session?
Probe- did you feel comfoatble talking about these issues.

o Thank you very much for time and help
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Focus Group Careers Questionnaire

ABOUT YOU

We need some important information on the kinds of people completing this
guestionnaire. Some questions may seem a little personal, but you can be assured the
information will remain strictly confidential and is purely for research purposes. Please
tick or complete the following sections as appropriate before going onto the main
questionnaire. Please answer all questions. Thanks.

Name of shool:

Age: Year Group:

Sex: Male ( ) Female( )

Ethnic Origin:Pakistani ()
Bangladeshi ()
Black African ()
Black Caribbean ()
White English ()
White Other ()

Other (pkase specify):

p—

Can you please indicate what type of work your parents or carer do:

Father:

Mother:

Carer:

What are your plasmfor the future when you finish your current education?

Find work

Work for parents
ModernApprenticeship
College/ University
Not sure

Other (please specify):

AN AN AN AN
N N N N N

If you are planning to go to colleguniversity, please indicate which subjects most
appeal to you:
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Please continue overleaf

THOUGHTS FOR YOUR FUTURE
(adapted from Lightbody et al. 1997)

The following statements are related to thoughts when considering a future course or
career. There are no right or wrong answers.

Please cir@ your level of agreement about each of the following statements, using the
following scale:

1=not at all important 2=slightly important, 3=moderately important, 4=fairly
important, 5=extremely important.

| want a job with good promotion opponities. 1
My career should allow me to develop my own ideas and think for mysel 1

I would like a flexible job- work that will fit in well with a family. 1

P w0 NP
w W W W
N NN
o o o o

Trained to do a certain jebwant to be trained for employent immediately 1
after the course is finished.

5. Itis important that my choice of career opens up opportunitestoearna 1 2 3 4 5

wage.
6. Itis important that the subjects on the course are enjoyable. 1 2 3 4 5
7. 1 would enjoythe status of being a professional person. 1 2 3 4 5

Please circle your level of agreement about each of the following statements, using the
following scale:

1=strongly disagree, 2=disagree to some extent, 3=uncertain, 4=agree to some

extent, 5=stoongly agree

8. Itis important to work in pleasant surroundings with friendly people. 1 2 3 4 5
9. | would enjoy good contact with the public. 1 2 3 4 5
10. It is important to me to work in a wellstablished and respected organisati 1 2 3 4 5
11 I want to be able to feel that my role in society is a useful one. 1 2 3 4 5
12. It is important to be in a job people respect. 1 2 3 4 5

2 3 4 5

13. It is important to me to be in contact with people who share my own belic 1

Thank you
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Appendix 2: CareersAdviser Interview Schedule

Before going onto the main themes, | want to talk to you about a few contextual issues
to do with your role as a ce@angoeitelkmeadvi ser .
bit about your present role as a careeradviser?

Theme 1: Priority issues of BME groups

I like to start with our first main theme which is about the priority issues of BME
groups.

1. What do you consider to be the priority issues for BMEs (Bangladeshi,
Pakistan andBlack African and Caribbean) in terms of careers support and
employability?
Probe Careers suppoftwhat is needed? Why are these considered priority needs?
Are there any cultural or faitibased needs? Are there any genrsigecific needs?

Theme 2: Work stereotypes re sockaultural issues related to career choice

I'd like to move on to our second main thenadout issues related to career choices of
young people.

2. Are there any occupations or educational routes thatendnot to be pursued by
each of the identified BME groups?
Probe’i occupational choices, educational routesyy are these not pursued
identify key factors/reasons behind thes@., family influence, not valued,
expectations of others, low statusMgprenticeships? etc. Probe interviewee's
experience of targe8ME groups, preferably with anonymous case examples which
include info about age, ethnicity, religion, gender

3. What can be done to change negative work stereotypes amongst the four BME
groups?
Probe- What strategies do you feel would be effective ininigaith negative work
stereotyping for the BME groups®.j negative generalised beliefs or assumptions
about some post6 educational/ occupational routesy.,Apprenticeships

4. What do you feel are the key social and cultural issues related to caredraice
for your Pakistani, Bangladeshi and African, Caribbean clients?
Probe for experiences encountered by careergser Roles of social image and
cultural perceptions of status for jobs/occupations among the 4 BME groups. Probe
factors influencing fany approval. Probe common themes within and across the
groups. Case examples for these BME graugge, gender, ethnicity, religion

Theme 3: Good Practice in Careers Support and Guidance of BME groups

Id like to move on now to our final main theme whis about training of careers
services staff, and career support and guidance of BME clients.
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5. Can you tell me about the equal opportunities policy of your career service at
school?
Probe principles/ objectives, whats included in policy re ethnigioels groups,
gender etc, if general or targeted policy re specific BME groups, process for
monitoring EO policies, how communicated to career service/ wider community.

6. Are there any procedures to record and monitor the ethnicity and pos16
progress ofyour BME client groups?
Probe for value of formal and informal procedures of monitoring and p®st
progress. How do these procedures assist you in your work? How are the
procedures/ information used?g.,Percentages of BMEs gong into modern
Apprenticeships? PostL6 learning? Jobs? Probe for comments on uptake of
Apprenticeships/ post6 routes and usefulness of monitoring this.

7. Are careers services staff provided with any training focused on BME groups?
Probe equal opportunities training provideddareers staff relating to BME
groups, which groups? Type of training providegl eeligious/ cultural, how
effective, any problems encountered, is further training negdgultural
awareness?

8. Are there any specific careers activities or support déred to these BME
groups?
Probe:
a. Any examples of good/ positive practice in supporting the 4 BME groups?
b. For each BME group (Pakistani, Bangladeshi, African, Caribbean), nature and
effectiveness of
specific services or activities? (If not effeeti why not?)
c. Specialist or generalist staff dealing with different BME groups? client referrals,
discussing equal opportunities policies with employers

9. Do you think that career services could do anything else to help these BME

clients?

Probe: a. Information provision on careers service to BME familiesnd in
what way this may help. Any examples of where information provision
has helped to support career choice? Any barriers to information
provision to BME families?
b. Information to you as careergrofessionals Probe- type of
information communicated to them from careers service and how useful
in supporting BME clients
c. Any other action and how this may help

Additional Questions (If time)

10.Do you feel your experience and knowledge from yourtlenic background helps
in your work as a careeradviser?
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Probei do you feel that you have an insiders viewpoint? How useful? Any case
examples where your background experiences and knowledge have been valuable in
your role as careeadvisef?

Closure

I'd like to finish by briefly asking:

o Have | covered everything you feel is important to your work with BME
clients? Probe- is there anything else your school/ cgleor anyone else could
do to help in this work?

o IF TIME: Brief feedback - How did you find this session?
Probe- did you feel comfortable talking about these issues.

o Thank you very much for time and help
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