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Welcome
Welcome to the June edition of
Equality Matters. 

In this edition we focus on the Polish
Community in ‘Get Cultural’, and we also
have a Good Practice feature on
Monitoring Ethnicity.

We welcome any feedback or comments you
would like to make.

Barbara
H R Manager – TBG Learning

Be On The Ball For
World Cup Fever 
Managers should start thinking about protecting
productivity and keep staff morale high during
the football World Cup which starts on 9th June
in Germany.

Investors in People is advising managers to talk openly
with staff about their plans for
watching the tournament and work
out how best to balance differing
staff needs.

“Staff resourcing is always an
issue during major sporting
tournaments but some employers
still seem to get taken by surprise” said
Nicola Maine, director of Investors in People. 

“The World Cup presents a fantastic opportunity to
motivate staff if approached in the right way. The key
is to take action now”. ■

www.investorsinpeople.co.uk
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Good Practice…
Monitoring Ethnicity

Although the law does not require employers
to keep ethnic records, the Race Relations Act
of 1976 does place the responsibility for
providing equality of opportunity for all job
applicants and employees primarily with
employers. Without ethnic monitoring, an
organisation will never know whether its equal
opportunities policy is working. To have an equal
opportunities policy without ethnic monitoring is
like aiming for good financial management without
keeping financial records.

Labelling people and differentiating between them
according to their racial or ethnic origin, gender and
disability is already a fairly common practice in
society. It is not an unlawful practice, however, it is
unlawful to treat people unfairly because of that
label. continued on page 2



Good Practice (continued)

Reliable information and research evidence confirm
that ethnic minority groups are disadvantaged and
very often face discrimination in the employment field.
Without ethnic monitoring it is difficult to establish the
nature or extent of inequality, the areas where action
is needed and whether measures aimed at reducing
inequality are succeeding. Evidence suggests that
discrimination is more likely to occur when records are
not kept.

Ethnic monitoring can tell you whether you are
offering equality of opportunity and treatment to all
ethnic groups within the local community. It can also
tell you how and why you are falling short of this ideal.
You can then concentrate on finding solutions and
making changes, rather than using guesswork or
assumptions. For example, it may reveal specific
groups are under represented in training, or in jobs
carrying higher pay, status or authority.

It is important to inform staff and job applicants why
information about their ethnic origin is being
collected. It is also important that the data collection
exercise is conducted sensitively and that everyone is
informed of their right to check their records. Once
data is collected and added to the permanent
personnel records, it will only be necessary to update
records as staff move around through promotion,
transfers etc. For job applicants and new appointees,
the data can be collected by including an ethnicity
question on a monitoring form sent out with the
application form.

Ethnic monitoring has wider benefits too. It can also
hep you to avoid what could be costly complaints of
racial discrimination at Employment Tribunal, by
making sure that you pick up and tackle problems at
an early stage. The costs of discrimination claims can
include legal fees, compensation payments and
management time, not to mention the emotional
stress for those involved as well as the possible wider
damage to staff morale. It should however be stressed
that the mere existence of ethnic records is not

enough. The organisation should regularly
analyse these records and that

appropriate action is taken to
remove barriers and promote
genuine equality of opportunity
has been or is being taken. 

There is no legal requirement to
monitor for sexual orientation. If

you do include this in monitoring forms, then the
forms should explain how the data is to be used and
stress that it is confidential. Qualitative monitoring
through anonymous staff surveys might yield higher
returns.

As with sexual orientation, there is no legal
requirement to monitor for religion or belief. However
as many faith groups require religious observance
during the day and on some weekdays,
accommodating their needs is not straightforward as
most organisations are structured around the Christian
calendar. With this in mind, and taking account of
others such as food and dress, you may find that the
only way to assess the need to change existing, or
provide additional practices is through detailed
knowledge of the composition of your staff.

By monitoring the characteristics of potential, current
and departing employees, organisations can get a
clear picture of the make-up of their workforce and
identify problem areas where particular groups appear
to do less well and may be facing unlawful
discrimination. 

Finally there are good business reasons to ensure that
the ethnic make up of your staff reflects the local
community, as it can help to improve your reputation
as a good and fair provider of goods and services, and
as a good employer. ■

Get Cultural
Polish Community
Background 

There has been a long tradition of Polish people
seeking asylum in the UK underlined by the fact that
the Polish Government-in-Exile moved here in
1939/40. The majority of Jewish refugees arrived in
the 1930s and 40s. Many Poles fought for Britain in
the war and a significant inflow of people came
during and after this period. (There were 60 Polish
women, who had been displaced by the war on the SS
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Empire Windrush). The Polish Resettlement Act of
1947, which was designed to provide help and
support to people who wished to settle here, covered
about 190,000 people. Many of the volunteers had
been senior Officers before they arrived and as such
were very well educated, but at the time Britain did
not recognise many of the professional qualifications
that were gained overseas. After the war they enlisted
in a non operational unit of the British Army called the
Polish Resettlement Corps which offered support until
they were able to find work and housing. Given the
British labour shortage many people did find work
after the war; some went down the mines, some
worked on the land or in steel works. Housing,
however, was more of a problem and many Poles were
forced to live in barracks previously used for POWs.
The next major wave of immigration to Britain came
when other professionals left Poland after martial law
was declared in response to the setting up of
Solidarity, the first independent trade union. The
established Polish community has one of the oldest
age profiles in the UK with 54% of those born in
Poland being of pensionable age or over. 

Poland is the most popular country of origin for
applicants to the Worker Registration Scheme. The
Accession Monitoring Report covering May 2004 to
June 2005 showed that 131,290 people registered.
No figures are published for those who are self
employed or were working here illegally before 2004.
In 2006 the Federation of Poles in Great Britain
estimated that around 750,000 Polish citizens were
currently living in the UK. 

Religion 

The vast majority of people are Roman Catholic by
tradition but a small minority is Jewish or Polish
Orthodox. All of the troubles that Poles have suffered
through the years have contributed to the fact that
they are traditionally a close-knit community with a
strong emphasis on home and family. Religion has also
played a large part in keeping communities together.

The first generation took pains to ensure that their
children grew up with a strong sense of Polish identity.
As a result the community became fairly self sufficient
by setting up social and business networks that
specifically cater for Polish people. 

The most recent arrivals have come in the last couple
of years. The most popular industry for people to be
working in is Administration, Business and
Management followed by Hospitality and Catering
where 60% of all workers are from Poland. Source:
Multicultural-matters ■

Apprenticeship News…
Year to date TBG Learning have delivered over
230 Frameworks across 7 different vocational
areas to employees in companies such as yours.

Customer Service - New Standards

Increasing expectations from customers has meant
that organisations are facing a key challenge to
address customer service requirements. This is
essential so that organisations are able to grow and
flourish. With this in mind the current Customer
Service standards have been reviewed. 

The new standards have been written and revised
after a consultation exercise with employers and
providers to ensure that the content meets the needs
of the industries involved.

The revised standards will be available as from July
2006.

The level NVQ 2 (Apprenticeship) is equivalent to 5
GCSEs and the NVQ level 3 (Advanced Apprenticeship
is equivalent to 2 A levels. Employees would gain a
greater knowledge of legislation, your own company’s
policies and procedures and be more aware of
customer expectations as well as effectively dealing
with customer problems. The level 3 qualification is
ideally suited to those employees who wish to develop
themselves in the position of a Supervisory or
managerial role, dealing with more complex issues.

ITQ (Information Technology Qualification)

The ITQ qualification is one which is becoming ever
more popular.

After completing the on line initial assessment to
determine the relevant levels of each unit (including
database, word processing, spreadsheet and bespoke
applications) the employee is assessed within his/her

Did you know?
Other week lengths range around

the world, up to 20 days 
with 5, 7, 8, and 10 being the 

most common.
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workplace, completing work related tasks to produce
the portfolio evidence.

This evidence may be in electronic form rather than
paper based, being provided to City and Guilds on a
CD rom (e-portfolio).

Train to Gain - Funding for all staff over the
age of 19

As from the 1 August the Employer Training
Programme “Train to Gain” commences.

Any staff member over the age of 19 who has less
than five GCSEs or equivalent will be eligible for
funding for their first full level two qualification.
Additional funding will be available to assist
employees develop their basic skills such as literacy
and numeracy (eligibility must be established).

Train to Gain programmes available include:

• NVQ 2 in Business Administration
• NVQ 2 in Customer Service
• NVQ 2 ITQ
• NVQ 2 in Storage & Warehousing
• NVQ 2 in Team Leading

Contact your local TBG Centre for more information.

Apprenticeships and Advanced Apprenticeships are
available in the following vocational areas:

• Business Administration
• Customer Service
• ITQ
• Storage & Warehousing (Apprenticeship only)

Content: While every care is taken in compiling this newsletter, we cannot accept responsibility for any errors or
omissions. Advice is general as religious and cultural observance varies by group and individual. The opinions expressed
are those of the author.
We welcome any feedback or comments you would like to make, we would also be happy to include information and
experiences you may feel will be of interest for future editions.
Barbara Read - TBG Learning
Email: bread@tbglearning.com • Tel: 0121 200 1140
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How to contact us…

www.tbglearning.com

Employer
Division

(Apprenticeships &
NVQ’S)

TBG Learning 
West Midlands Region

5th Floor, Lombard House
145 Great Charles Street

Birmingham B3 3JR

t: 0121 200 2646
f: 0121 233 9567

email: westmids-ed
@tbglearning.com

TBG Learning London Region
Unit 5 Wakering Road
Barking Essex IG11 8PD

t: 020 8591 8881
f: 020 8507 1296
email: london-ed
@tbglearning.com

TBG Learning 
East Midlands Region

6th Floor St. Peter’s House
Gower Street, Derby DE1 1SB

t: 01332 202828
f: 01332 202804
email: eastmids-

ed@tbglearning.com

TBG Learning 
South East Region

Portal House, 27 Southway
Colchester CO2 7BA

t: 01206 366341
f: 01206 366358

email: southeast-ed
@tbglearning.com
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