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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: 
 

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

 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; 

 

 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: 

 

 Provide a review of appropriate existing literature to underpin the projectôs 
objectives and methodology;  

 Report the methodology used in collecting primary data from BME school pupils 
and careers advisers; 

 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 óAsianô or óSouth Asianô. Likewise, Africans and Caribbeans can not be 
classified under the heading of óBlackô or óAfro-Caribbeanô, 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 óBMEô 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. Identify 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: 
 

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

 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: 
 

 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).  

 

 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). 

 

 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. 

  

 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 
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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. 

 

 There is also a lack of research investigating BME perceptions and careers 
advisersô perceptions 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. 
 
In the 1980ôs, researchers acknowledged that career choices should be viewed as 
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: 
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 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; 

 Identity:  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; 

 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; 

 Context:  a range 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: 

 

 The influence of others 
 
Career choices may be influenced by the views, values and expectations of others, vis-
à-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 young personôs behaviour 
supports the accuracy of their stereotype, but in reality it was their behaviour that 
constrained the young personôs aspirations (cf., 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).  
 

 Opportunity contexts  
 
Some evidence suggests that certain industries or organisations are actually (or 
perceived to be) predominantly óWhiteô (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). 
 

 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 ónot interested in educationô or parents of Muslim 
Asian females as ónot valuing educationô. 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).  
 

 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 órespectable jobsô and 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.  
 

 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-role behaviours of ómachoô masculine jobs for boys and ócaringô 
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. 
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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: 

 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 
qualitative) 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 óprospectsô with ôpromotion opportunitiesô 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: 

 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. 

 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.  

 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 
questionnaires 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 ï 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:  
 

Iôm doing GCSE dance and its fun but you can make a career out of it (Caribbean 

female)   

 

But the things I like yeah, theyôre more like a hobby to me, like I donôt see myself like 

career wise doing things (Caribbean female) 

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

 
No. Because itôs not the same at school you donôt do like ballet and that so. I just donôt 

think the boys in our year want to be seen doing dance (Caribbean female) 

 

Yeah because we used to do it in games and they were like óoh we donôt want to do 

danceôéand they care more and more what people think the boys do (Caribbean 

female) 

 

A lot of them think, people when Iôve spoken to them, think that male dancers are all 

gay, they all thinkéYeah I know.éMale dancers are gay (Caribbean female) 
 
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 an óethnic penaltyô e.g., discrimination and cultural 
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) 

 

Stereotypingé.like its just 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: 

 
é you don't like me and I could get fired any time you want (Caribbean male) 

 

Some people just donôt like you, some people are just so hard to work underé 

(Caribbean male) 

 

(Wanting to be your own boss) It makes it a lot easier when you think about it because 

you donôt have to worry about getting fired, you donôt have to worry about things 

happening behind your back (Caribbean male) 

 

Thereôs no such thing as a perfect working environment I believeéand thatôs why 

when youôre being your own boss itôs better because you control everything. You might 

not like the person you're working under so itôs best to be your own boss (Caribbean 

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 everythingôs not easy, because you can see the path that youôre going down 

yeah and youôll be like óyeh Iôm going down this roadô (Caribbean female) 

 

óYeah Iôm going down this roadô and then things can just get thrown in your way, and 

like how you deal with ité(Caribbean female) 

 

Thereôs bound to be some (difficulties/barriers) there but youôve just toé. not let them 

get in your way, just carry on 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 
óthe importance of being coolô. 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 Higher thing came to schooléitôs boringé (Caribbean male) 

 

The only sort of jobs that people talk about is the most common ones, lawyers, bankers 

and if you haven't got qualifications for them youôre stuck (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 óprofessionalô 
because of its status and to be realistic in aspirations in case a career in music, for 
example, did not work out, again alluding to the notion of having a óback upô plan. 
 
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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 éitôs going to be harder for you to make (it), get yourself up in the world because itôs 

England. So youôve got to keep that in mind as well (Caribbean male) 

 

é twenty years ago it would have been a lot harder (Caribbean male) 

 
 
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 like my mum and dad, like their jobs donôt appeal to me, like social working 

and welding itôs not really the kind of road Iôd want to go down. So I donôt know 

(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. 
  

Careersé. basically itôs mostly year eleven'sébecause theyôre ready to leave hereé. 

(Caribbean male) 

 

The Aim Higher thing came to school, itôs boring with thousands of careers and stuff 

that people are going on abouté (Caribbean male) 

 

The only sort of jobs that people talk about is the most common onesélawyers, bankers 

and if you haven't got qualifications for them youôre stuck (Caribbean male) 
 

 The only time Mr X (careers advisers name) really talks to you is when heôs like taking 

over from my form tutor in PSE and that (Caribbean female) 

  

Are you on about whatôs his face? I canôt remember his name now (Caribbean female)  
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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 initiative like óAim Higherô, but neither male 
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 óthat 
could be meô e.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 ówhat does it mean to be a manô perspective. 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 ï 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 óto give 
something back (to Africa)ô.  
 
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 ómale jobsô, but respondents 
were determined to challenge this notion as noted below. 

 
 I am just going to prove them wrong (African female) 

 
I donôt care about thatéand when people say to me those sort of things I just plan to 

show them theyôre wrong  (African female) 

 

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(Itôs) difficult because of language barriers as well as because like you have to get 

good marksé(African male) 

 

I think itôs my chemistry because I know I'm not that good at chemistry and I've got to 

have a degree in chemistry to do what I want to doé(African male) 

 
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 medicine so she wants me to do it as well 

(African male) 

 

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

 

I have discussed mine with mum and she says óyeah, you should go for itô because no-

one in my family has ever been a doctor or anythingé(African female) 

 

I want toé die with the proudness that my grandchild has become something (African 

female speaking about the view of one of her grandparents)   
 

 
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 
óbetterô route into higher level career choices (e.g., doctor, accountant). Continuing 
education was considered important in making it easier to meet future aspirations and 
a drive to become óprofessionalô:  

 

é(Itôs) easier to get a job because (of a) degree and also qualifications (African Male) 

 

If I donôt get good grades in year 11 then Iôll end up being an Apprentice which I donôt 

want to be. So if I finish my education at university Iôll have a degree 

qualificationéJust donôt like to be an apprentice, just want to haveébe a 

professionalé (African male) 

 

I think itôs a good opportunity for someémaybe their backgrounds have not been good 

and so maybe thatôs the only thing theyôve got you knowéto workéthey have to work 

to pay some bills and canôt continue their education  (African Female) 
 
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 
óprofessionalô 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 didnôt want to go to university but then when I went to Oxford I kind of started 

thinking about it (African female) 

 

(Importance of being able to talk to Black students at Oxford)ébecause if you see other 

people like you, you say yeah they made it here, why canôt I make it here also (African 

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: 
 

Iôm working at (name of university) Universityé. at the mortuaryéBecause I couldn't 

get a place in any law firm or solicitorsé so that was just the next thing that come 

upé(African male) 

 

Some law firms each time I phoned them they always said that they were full or they 

donôt careé. (African male) 

 

Most of them by phone said that they could only take thirty pupilsé (African male) 

 

Iôm just doing shop work (African female) 

 

 Weôre all just doing shop worké(African female) 

 
 
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 doing óreal jobsô they aspired to e.g., a real 
doctor, and that more choice over project work at school would enable areas of career 
interest to be explored: 

 
 

 Itôs really frustrating when you get course work in every single subjectéIôd like more 

project work where you can choose more what youôre interested in and what you might 

do later (African female) 
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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 ï 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 
ógood jobô and this was underpinned by respect, good money, and plenty of leisure 
time: 
 

They say its (job in a call centre) an easy job, good wage and easy jobé.all you do is sit 

there and answer the phone (Pakistani male) 

 

Like GE Capital thatôs a good job innit? Easy jobé.easy money (Pakistani male)  

 
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, óItôs an accepted thingô, despite the efforts of CAs 
to raise awareness of potential difficulties in the labour market: 
 

éthey (Pakistani and Bangladeshi pupils) all want to do é business studies, even 

though you explain that everybodyôs doing business studies in every sixth form, you 

know thereôs going to be loads of you chasing a few jobs (Careers Adviser)  

 

Business studies A level and then to Leeds, Bradford or Huddersfield to do Business 

Studies or Business and ITéitôs an accepted thing (Careers Adviser).  

 
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: 

 
(Talking about parents)éI think that their whole views are either the jobs that were 

important in Pakistan or Bangladesh which were the teacher, the lawyer, the doctor 

because they were the professionsééé.because theyôre from a rural area so they only 

knew those professions or otherwise it would be farming (Careers Adviser) 

 
é(Parentally) a doctor earns the most respect you see (Careers Adviser) 
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éa lot of the boys wanted you know science, medical, medicine, pharmacy. That was 

you know, very strong plus accountancy and the law they always come along as well 

(Careers Adviser) 

 
Striving for such professions is likely to be related to a desire for a órespectable jobô that 
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 
óover-aspiringô relative to their academic ability: 
 

(Pupils)éthey say doctor coz itôs the only thing they can think of or the only one their 

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 may not even be in line within their GCSE, it 

might just be GCSE grades rather than actual academic abilityéthey would need more 

support to help theméeither put a plan into action of how theyôre going to actually 

seriously achieve what they are aiming for which is not as straightforward may be as it 

would be or becoming more realisticéBut that, I mean is the same for any young 

person whoôs you know over-aspiring, but there is a balance isnôt there. You donôt want 

to put them off you know you want to be pushing and to help people to achieve (Careers 

Adviser) 

 

The óover-aspiringô issue has to be treated cautiously because another CA strongly 
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:. 
 

éSo I always say óright you have Ds and Es and you want to be a doctor, lets look at 

other medical (occupations)- like chiropodists you only need to get in and like other 

things - you knowéwiden it out and let them resitéwhatôs the difference if they get 

there a few years later... but Iôm quite rare in that ï some people say óno youôre 

encouraging them to do stuff they havenôt got the ability to doé(Careers Adviser) 

 

éI encourage them (students) to have a Plan A, but also make them have a Plan B 

which is the realistic optionéBut they could have been written off at 14/15 because 

they werenôt getting good GCSEs which could have been because of the school theyôre 

in, its quite low achieving, sometimes just going to college, changing the 

environmenté (Careers Adviser) 
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The important point made here was not to ówrite offô pupils but to broaden the horizons 
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 óover-aspiringô, 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: 
 

é(Another colleague) sheôs working with me and she is Indian.  Now because sheôs 

female, because sheôs Asian sheôs a bit closer to the issues than I am being a White 

male (White Careers Adviser) 
 

There is that thing that maybe Asian girls will tell you moreéThey might tell me stuff 

that they might not want to tell somebody else. Less embarrassed, maybe think I can 

identify with it (Asian Careers Adviser)    

 
Definitely. óCoz it can help you relate obviously to the young Black boys, so they canôt 

tell you any rubbish basically, canôt spin you a yarn, or say óyou donôt understand, you 

donôt know what itôs likeô ï ócoz yes I doô. So that definitely helps. Thatôs the main 

thing. They canôt say that, they canôt do it to me (Black Careers Adviser) 

 
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): 
 

I did an input to all careers advisersé like weôre gonna do decision making but with an 

Asian slant, and there is now actually a book ï and itôs actually delivering it for Asian 

females. So anybody can pick that up, I showed them itôs in the careers library, so 

anybody can pick it up and deliver it (Careers Adviser) 
 
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 óeasy job, easy moneyô, óbeing ócoolô, óchillingô, ódriving a smart carô, and 
nothing distasteful or highly intellectual. However, there was a recognition that they 
may have to work hard to get a ógood jobô. Parents appeared to be the main influence 
and they tended to value further education rather than immediately entering work: 

 

(Parents suggested) ...learn a bit moreédonôt go straight into work at 16 (Pakistani 

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 Iôm doing like because Iôm Asian so I want to be a 

lawyer, I want to show the community that they can come to me for advice and all the 

resté(Pakistani female) 
 
CAs suggested family issues were more prevalent for female respondents. A CA 
highlighted that family can be very protective to avoid Asian girls mixing with óthe wrong 
sortô and this can cause tension if the family prefer a more local college. Hence, this 
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 feeling ótheyôre a bit safer and in controlô if 
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 ógoodô job whereas female respondents did not view them as a primary 
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 Bengalis) are not interested in 

Apprenticeships really, I think because there isnôt any people they know who have done 

it, so itôs unknowné (Careers Adviser) 

 

éhistorically, their parents, or their parents parents came here for a better life, so if 

they see their child in a labouring job its like óoh whats the pointô even though that 

might be appropriate for that young person because they might not be academically 

excelling, or they may prefer practical work. But in the community they wouldnôt be 

able to say ómy son is aô é because sometimes in Pakistan you just do the career that is 

in your family (Careers Adviser) 

 

Modern Apprenticeships are not likely to be highly valued ï not suitable for females, 

mixing with the wrong sorté(Careers Adviser)  

 
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)  

 

I wasnôt keen on itéI mean I wouldnôt mind it as an option but I like got myself sorted 

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 I didnôt get much advice. I donôt think the advice here helped because I 

already knew what I wanted to do and like my mum was like my role model for me 

(Pakistani female) 

 

They (careers advisers) 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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éit might just give us an idea of work because youôre allowed to see what its likeé 

like how to do law work and sometimes they just take the piss, sorry. Because itôs like, 

because youôre working for free so they take advantage of it and I donôt think 

sometimes they respect you as well as you would if you were paid (Pakistani female) 

 

(Work experience) I think itôs useful for people that donôt know what theyôre doing 

because unfortunately itôs up to themé(Pakistani female) 

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

about what kind of job you wantéthey donôt help you out like seeing what kind of job 

you wanté (Pakistani male) 

 
You donôt wanna work in Debenhams or Argos and that coz you can get work 

experience easily there... you wanna get a good job in like a call centre or something 

(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 ógoodô jobs related to their future aspirations e.g., call centre, software engineer and 
the need for more one-to-one careers interviews: 
 

You can get work experience easier there (in retail) (Pakistani male) 

 

(More one-to-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 ï so when I did that project I brought in females that were married, 

were Muslim and did have careerséthey physically came in and the girls asked them 

questionsé they had a solicitor, an education welfare officer, an IT consultant ï and 

they could ask them questions. And they thought ówell if she can do it and sheôs just 

like meô, I think that encouraged theméby seeing people who are already doing it and 

how they tackled the difficulties and stuff like that (Careers Adviser)                

 
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 ï 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, Football (White male)  

 

Iôve always wanted to be a footballer and people are telling me that Iôm good, but I 

havenôt got the final notice, you know like, Iôve never been scouted or owt (White 

male)  

 
I couldnôt work in an office meé Iôd get lazy me..I just get warmed upéI canôt stand 

sitting for ageséyou get fat (White male)  

 

Yeah, we all like games and stuff (White male)  

 

Full Metal Jacketé Yeah it does because itôs bitsé like, whereé like, I want to fight 

for my countryé and thereôs times, you knowéyou get chased by Japs! (White 

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 óYeahô and óDunnoô. 
 
Female respondents clearly expressed perceptions that óbuilding jobsô were for boys 
because they were ótoo muckyô and ótoo much hard workô. 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: 
 

Iôm not interested (in Grandmas career choice in Law or to be a Doctor)éI want to do 

what I want to do, not what someone else wants me to do (White female) 

 

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

Iôve not been as cleveré and they wanted me to join police forceéjust something that 

will keep me (busy), they hope Iôm not doing nowôté or stuff like thaté you knowé 

straight (White male)   

 

No thereôs more rebellion I think (amongst White pupils). They're willing to strike out 

(against parents) (Careers Adviser) 

 
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 
example, a CA highlighted that attending a óposhô school and college in middle class 
'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 
college route because of the perceived chances of getting a ódecent jobô and tended to 
lack awareness of Apprenticeship routes, for example, in nursing. 

 

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

male) 

 

Do you know what I want when I leave, I want to get like money straight awayé.yeh 

because I likeé want a motorbike (White male) 

 

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 choosing to do more manual and building trades, 

constructioné going into things that traditionally have been male-orientatedéAnd 

boys are definitely now choosing to do moreé what were traditionally known as girls 

jobs so you know male nursesé Yeah.  One big area of change you know, no longer is 

there a big taboo about saying you want to be a nurse (Careers Adviser) 
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According to a CA, there was clear evidence of demand amongst boys as well as girls 
to enter ótradesô and vocational careers, but barriers in getting access to 
Apprenticeships: 

 
éyou know I can't tell you how many young people want to be plumbers and they 

won't get a trade, they won't get an ApprenticeshipéOh I could give you, I mean ten in 

each of my schools young people wanting to become plumbersé Girls and 

boyséThere's just not enough plumbers willing to take on apprentices, because it takes 

a lot of time, a lot of them are just you know one guy on his owné you know small 

businesses they donôt have the time to take on apprenticesé (Careers Adviser) 
 
 
Career support and guidance  
 
In general, there was mixed evidence of careers support. There was an awareness of 
the óAim Higherô careers exhibition, the existence of computer packages to help with 
career choice and the careers library. The male respondents seemed fairly positive 
about the support on offer: 
 

Iôve had a meeting with him (careers adviser) a couple of times to find out about 

college courseséand to find out about careers and stuff (White male) 

 

It (careers exhibition at Royal Armouries) was interestingéwe just had a look around 

and stuff (White male) 

  
However, the careers library was considered óboringô because 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: 
 

I don't even know where to look (White female) 

 

 étell me what I need to do (after leaving school) (White female)  

 
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: 

 

Iôm not ready to pick up the phone to call (White female) 

 

éwork experienceé but you have to be 16 (to work in a) hospitalé in an old peoples 

homeé (White female) 

 

Youôd be like, yeah, youôd be like at a garage or something (White male) 

 
 
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. 
 

(Across all groups, African, Caribbean, Pakistani and Bangladeshi) My guess is that it 

goes back to the whole culture that if we take White people there is a culture of 

Apprenticeships over the years, that was the traditional way to get a craft.  If we go 

back to the 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 than the Craft 

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 itôs never within those communities been as 

acceptable as an option. The other thing that doesnôt help is that when theyôre in 

Apprenticeships it can be poor pay as well so letôs be practical you know.  I mean 

thereôs nothing to induce people to whereas with many of the, with White people there 

is an historical knowledge of óyes it has been there for you know most of this century 

reallyô.  You know it is a short-term thing (Careers Adviser) 
 

(Pakistani and Bangladeshi communities)éhistorically their parents, or their parents 

parents came here for a better life, so if they see their child in a labouring job itôs like 

óoh whatôs the pointô even though, that might be appropriate for that young person 

because they might not be academically excelling, or they might prefer practical 

workéYeah but some doéSurveying but they just do A-Levels rather than BTEC. 

You can offer it and widen their horizons, but generally speaking theyôll just be 

thinking of jobs that have good reputationsé(Careers Adviser) 

   
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: 

 

é(Apprenticeships) it did used to be I think mainly WhiteéSo it is a mix, not so many 

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

know the White and, the sort of, Black absolutely no difference (Careers Adviser) 

 
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 
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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: 
 

éwhat there is, is a difference between Whites and BME that weôve been talking about 

éthere is stronger parental influence (for BME), Iôm not saying thatôs a bad thing, but 

Iôm saying its there which says, óyou go to collegeô (Careers Adviser) 

 
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 
intrinsic value attached to ómore educationô by respondents families as a way of 
ólearning a bit moreô, óbettering one selfô, 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 ôethnic penaltyô 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 example, less optimism (e.g., the need for a óback upô if 
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 considering óboys jobsô (e.g., in the trades) and boys 
considering ógirls jobsô (e.g., male nurses) along with more interest in non-traditional 
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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 Equal opportunities training for staff e.g., speakers from different BME 
communities and faiths giving talks; 

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

 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 
questions; 

 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 oneôs own cultural frames of reference and world views, 
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, ómore 
one-to-one interviewsô, óworking with parentsô and ódoing group workô, 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 of pupils at the moment its me.émy caseload, combining the two 

schools, two thousand, one hundred and five! So individual attention can be 

difficulté(Careers Adviser) 

 
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 
inadvertently, CAs discussed respondents as óAsian femalesô or óBlack boysô, without 
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 óbroad brushô exploration of a range of socio-cultural 
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 



Career Choices of Young People from Black and Minority Ethnic Communities 

 

 
 

 

 45  

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.  

 
3. 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 key 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 aspirations 

post-16, including non-

traditional routes. 

 

 

Evidence of gendered values, 

aspirations and stereotyping. 

 

 

 

 
 

Evidence of careers aspirations 

underpinned by a range of 

opportunity contexts and socio-

cultural issues including perceived 

discrimination amongst Caribbean 

males and the importance of family 

in the career choices of Pakistani 

females. 
 

Some instances of high aspirations 

and non-gendered, non-traditional 

choices from BME respondents. 
 

Evidence of lack of awareness of 

non-traditional routes e.g., Modern 

Apprenticeships, related careers, and 

often perceived as not being of same 

value as further/ higher education 

route. 

 

More needs to be done to broaden 

aspirations of young BMEs and their parents 

and challenge gendered stereotypes. Further 

research is appropriate e.g., case studies of 

BMEs who have pursued non-traditional 

careers and initiatives used by CAs. 
 

More sensitivity and diversity awareness is 

important in understanding socio-cultural 

and family issues in career choices. This 

may not always be the same as for White 

families. 

 

 

 
 

Evidence of signs of change; slow 

development/ movement away from cultural 

and gendered stereotypes.  
 

Increase awareness and local/ national 

publicity of 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, 

perhaps with the use of illustrative case 

studies.  
 

Identify careers advisers 

perceptions regarding 

priority issues and needs 

of their BME 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 options 
(see Section 4.5 and Table 1-4 for more 

discussion). 
 

Evidence of lack of awareness about 

careers services and lack of 

appropriate careers support, 

especially in terms of work 

experience and one to one advice  
(see Section 4.5 and Table 1-4 for further 

discussion). 
 

More research into targeted initiatives in 

terms of their effectiveness from the 

perspective of various stakeholders, such as, 

pupils, schools, parents/ families and career 

practitioners. 
 

 

 

More awareness of careers services 

available and work experience opportunities 

related to career aspirations. Consider 

timing of one-to-one careers advice to be 

more of an issue at Year 10 or earlier. 

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. 

 

Good practice initiatives included:  

 Equal opportunities training for 

CAs  

 Poster campaigns featuring      

positive Black role models 

 Mentoring programmes with 

Black mentors for under-

aspiring Black boys 

 Broadening aspirations of 

Pakistani and Bangladeshi 

females using positive role 

models from various professions 

to give talks and answer 

questions 

 Engaging parents and 

community by holding parents 

evenings in community centres 

to increase attendance 
(see Section 4.1-4.4 for further discussion). 
 

Promote good practice initiatives to CAs 

after further research to evaluate their 

perceived effectiveness from the perspective 

of young people from BME communities 

and other relevant stakeholders, such as, 

parents/families and career practitioners. 

 

Please note the above table should be read in the context of the discussion in Section 4 and 5 to 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 things goingéééHands up how many plan to leave school at 16. Hands up 

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. Could you all tell us what occupations you've seriously considered for 

your future. 

 

Key probes: 

 

a. Why?  

 

 What do you value about these sorts of jobs/occupations?  

e.g., Social standing - respectable job, professional status, money 

     Similar others - working with people with similar beliefs, cultural values 

Enjoyment - work environment 

Personal growth - flexibility in fitting with a family, opportunities for  

training and development 

 

 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 of jobs ï saturday work, TV media 

portrayal, books, careers advice 

 
b. Influences and influencers 

 

 What are the most important influences on your choice of job/occupation? 
Probe categories as they arise, but key influences include: 

 e.g., Expectations of parents, family, teachers etc  

  Your gender 

  Access to certain industries/ occupations  
Image of occupation presented by media e.g., TV/ other media 

 

 In what way will these factors affect choice of job/occupation? Which are the 

most influential factors for your family? 

 
c. Significance of continuing education 

 

 How important is continuing education to: (a) you, and (b) your family. Probe 

- Why? Why not? 
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 Have you heard of Modern Apprenticeships/vocational qualification ï 

training to go into a particular trade e.g., Construction, engineering, IT. What 

are your/ your family's views on this sort of education? 

 

Theme 2: Careers advice and support 
 

We'd like 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?  

 

 Who from at school? (e.g., teacher, careers adviser) What year were you in? 

How frequently? How has this support influenced your choice of occupation? 

 

b. Activities at school 

 

 What do you know about the careers services available at your school?  

 

 Any particular activities offered by school perceived to be useful for them 

(e.g., work experience, careers fairs etc) and why. 

 

 

c. Careers advice/ support outside school 

 

 Have you experienced any careers support/ advice outside school? Who from? 

(e.g., Parents, sisters/ brothers, other family, friends, others ééspecify), 

When, how often? 

 

 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: 

  

 Have we covered everything you feel is important to your future choice of 

occupations? 

Probe - is there anything else you'd like to say? Is there anything else your school, 

or anyone else could do to help with choice of occupation? 

 

 Brief feedback: How did you find this session? 

Probe - did you feel comfortable talking about these issues. 

 

 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 
questionnaire. 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 school:______________________ 

 

Age:_______   Year Group:_______ 

 

Sex:  Male  (    )    Female  (    ) 

 

Ethnic Origin: Pakistani  (   ) 

  Bangladeshi  (   ) 

  Black African  (   ) 

  Black Caribbean (   ) 

  White English  (   ) 

  White Other  (   ) 

Other (please specify):___________________ 

 

 

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

 

Father:______________________________    

         

Mother:_____________________________    

 

Carer:_______________________________ 

 

 

What are your plans for the future when you finish your current education? 

 

Find work    (   ) 

Work for parents  (   ) 

Modern Apprenticeship (   ) 

College/ University  (   ) 

Not sure   (   ) 

Other (please specify):_______________________ 

 

If you are planning to go to college/ university, 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 circle 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.  

 

      
1. I want a job with good promotion opportunities. 1 2 3 4 5 

2. My career should allow me to develop my own ideas and think for myself. 1 2 3 4 5 

3. I would like a flexible job - work that will fit in well with a family. 1 2 3 4 5 

4. Trained to do a certain job- I want to be trained for employment immediately  
after the course is finished. 
 

1 2 3 4 5 

5. It is important that my choice of career opens up opportunities to earn a decent  
wage. 
 

1 2 3 4 5 

6. It is important that the subjects on the course are enjoyable. 1 2 3 4 5 

7. I would enjoy the 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=strongly agree  

 
8. It is important to work in pleasant surroundings with friendly people.  1 2 3 4 5 

9. I would enjoy good contact with the public. 1 2 3 4 5 

10. It is important to me to work in a well-established and respected organisation.  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 

13.  It is important to me to be in contact with people who share my own beliefs. 1 2 3 4 5 

 

 

Thank you 
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Appendix 2: Careers Adviser Interview Schedule 

 

Before going onto the main themes, I want to talk to you about a few contextual issues 

to do with your role as a careers adviser. Just to get things goingé.Can you tell me a 

bit about your present role as a careers adviser?  
 

Theme 1: Priority issues of BME groups 

 

Iôd 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 and Black African and Caribbean) in terms of careers support and 

employability?  

Probe Careers support - what is needed? Why are these considered priority needs? 

Are there any cultural or faith-based needs? Are there any gender-specific needs? 
 

 

Theme 2: Work stereotypes re socio-cultural issues related to career choice 

 

I'd like to move on to our second main theme - about issues related to career choices of 

young people. 

 

2. Are there any occupations or educational routes that tend not to be pursued by 

each of the identified BME groups? 

Probe ï occupational choices, educational routes, why are these not pursued ï 

identify key factors/reasons behind this? e.g., family influence, not valued, 

expectations of others, low status re Apprenticeships? etc. Probe interviewee's 

experience of target BME 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 in dealing with negative work 

stereotyping for the BME groups? i.e., negative generalised beliefs or assumptions 

about some post-16 educational/ occupational routes e.g., Apprenticeships 

 

4. What do you feel are the key social and cultural issues related to career choice 

for your Pakistani, Bangladeshi and African, Caribbean clients? 

Probe for experiences encountered by careers adviser. Roles of social image and 

cultural perceptions of status for jobs/occupations among the 4 BME groups. Probe 

factors influencing family approval. Probe common themes within and across the 

groups. Case examples for these BME groups ï age, 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 which is 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 ethnic/ religious 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 post-16 

progress of your BME client groups?  

Probe for value of formal and informal procedures of monitoring and post-16 

progress. How do these procedures assist you in your work? How are the 

procedures/ information used? e.g., Percentages of BMEs gong into modern 

Apprenticeships? Post-16 learning? Jobs? Probe for comments on uptake of 

Apprenticeships/ post-16 routes and usefulness of monitoring this.  

 

7. Are careers services staff provided with any training focused on BME groups? 

Probe equal opportunities training provided to careers staff ï relating to BME 

groups, which groups? Type of training provided e.g., religious/ cultural, how 

effective, any problems encountered, is further training needs e.g., cultural 

awareness? 

 

8. Are there any specific careers activities or support offered 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 effective, 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 families, and 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 careers professionals. 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 your ethnic background helps 

in your work as a career adviser? 
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Probe ï 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 career adviser? 

 

 

Closure 

I'd like to finish by briefly asking: 

 Have I covered everything you feel is important to your work with BME 

clients? Probe - is there anything else your school/ college, or anyone else could 

do to help in this work? 

 

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

 

 Thank you very much for time and help 

 




