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Introduction 
The annual Birmingham Economic Review is produced by the University of 
Birmingham’s City-REDI and the Greater Birmingham Chambers of Commerce, 
with contributions from the West Midlands Growth Company. It is an in-depth 
exploration of the economy of England’s second city and a high-quality resource 
for informing research, policy and investment decisions.  

Data and commentary were correct at the time of publishing: October 2020. 
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Labour Market Challenges: Pre-and Post-Pandemic  
 
Birmingham’s labour market prior to the COVID-19 pandemic struggled with 
prominent skills shortages. Due to skills gaps, many local residents are unable to 
access the higher-paying opportunities in the city centre. Before 2020, 
Birmingham’s unemployment rate stood above the national average, and 
employment rates varied significantly by ethnicity. 

COVID-19 has significantly affected the labour force of Birmingham and the wider 
region. At the time of writing, the furlough scheme has successfully maintained 
pre-COVID levels of employment to a degree, however since the crisis the 
inactivity rate has increased. As the furlough scheme comes to an end, it is 
uncertain whether the Government’s Job Support Scheme will adequately stem 
otherwise expected increases in unemployment across the country. 
 
Pre-COVID: Population & Employment in Birmingham 
The latest data available for mid-2019 estimated the total population of 
Birmingham as 1,141,816. Birmingham is the largest Local Authority area and city in 
the UK outside of London. The population of Birmingham has been rising steadily 
since 2001, with a 15.9% increase between 2001 and 2018, however between 2018 
and 2019 the population grew marginally by 0.04%.  

Population growth is one of the key drivers of the economy, especially the 
working-age population of a city. It ensures that each year there is a larger 
workforce and more consumers for businesses.  

Figure 1 Population change over time 

 

Source: ONS Crown Copyright, Mid-year Population Estimates 

0

200,000

400,000

600,000

800,000

1,000,000

1,200,000

2001 2002 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019

Population Trend, 2001-2019 

Liverpool Manchester Leeds Sheffield

North Tyneside South Tyneside Birmingham



The proportion of Birmingham’s population aged 18-24 has increased over the last 
decade, partly due to the growth of the city’s three largest universities.  It remains 
one of the youngest major cities in Europe.  

In 2019 there were 141,197 people aged 18 to 24, 12.3% of the city’s total 
population. This is a major difference between nearest core city of Leeds who had 
102,638 people aged 18 to 24.  

Figure 2 City Age Dynamics (2019) 

 

Source: ONS Crown Copyright, Mid-year Population Estimates 

A total of 428,590 residents aged 0 to 25 makes the city one of the youngest 
major cities in Europe. Under 25’s accounted for 37.5% of Birmingham’s total 
population in 2019.  

The below graph shows the percentage of population who are of working age (18-
64) by gender across the 7 core cities. The highest male and female percentage is 
in Manchester, whereas Birmingham is fourth lowest. The north-east has a similar 
distribution to Birmingham.  
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Figure 3 the percentage of population who are of working age (18-64) by gender across the 7 
core cities (2020) 

 

Source: ONS Crown Copyright, Mid-year Population Estimates 

 
A number of datasets provide information about Birmingham’s economic 
performance, including levels of employment, self-employment, unemployment, 
and overall economic activity. Much of this data comes from the Annual 
Population Survey. 
 
The Annual Population Survey (Table 1) estimates that 71.6% of those aged 16-64 
in Birmingham were economically active in the period Jan-Dec 2019, an increase 
on the previous year. 

This has been increasing in recent years but is still well below the percentage for 
Great Britain at 78.5%.  

Overall, Birmingham’s working age population that is economically active has 
relatively low rates of employment and high levels of unemployment, 
concentrated in the inner city and some deprived outer city estates. 

 

Table 1 Employment Activity (Jan – Dec 2019), aged 16-64 

 
Birmingham (numbers) Birmingham (%) Great Britain (%) 

Economically Active 522,400 71.6 78.9% 

Employment Rate 476,400 65.2 75.6 

Unemployed 46,000 8.8 4.0 

Source: ONS, Annual Population Survey  
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Tables 2 and 3 show the economic activity rate for the 7 core cities. 

 
Table 2 Economic Activity Rate of Core Cities Jan 2019-Dec 2019 

Area Jan 2019 - Dec 2019 
 numerator percent 

Birmingham 522,400 71.6 
Leeds 401,400 77.9 
Sheffield 294,900 77.4 
North Tyneside 102,600 80.4 
South Tyneside 67,300 74.4 
Liverpool 235,800 70.6 
Manchester 276,800 71.3 
United Kingdom 32,556,700 78.8 
Great Britain 31,694,600 78.9 
Source: Annual Population Survey 

 

Table 3 Economic Activity Rate of Core Cities Apr 2019-Mar 2020 

Area Apr 2019-Mar 2020 
 numerator percent 
Birmingham 526700 

 
72.0 

Leeds 405500 
 

79.0 

Sheffield 292300 
 

76.6 

North Tyneside 102300 
 

81.0 

South Tyneside 68200 
 

75.2 

Liverpool 239500 
 

71.9 

Manchester 276900 
 

71.3 

United Kingdom 32656400 
 

79.0 

Great Britain 31790200 
 

79.1 
 

 

 

 

Source: Nomis 

 

Table 4 referencing the labour market in the year leading up to March 2020 allows 
for comparison of the proportion of the populations of each core city (and the 
country) that were economically active leading up to the UK Government’s 
announcement of lockdown measures intended to stem the spread of COVID-19, 
and the subsequent economic disruption of those measures. 

 



Table 4 Economic Inactivity (April 2019 – March 2020), aged 16-64 

  Birmingham (Number) Birmingham (%) Great Britain (%) 

Total economically inactive 205,000 28.0 20.9 

Student 81,200 39.6 26.8 

Looking after family/ home 62,900 30.7 22.5 

Temporary Sick 5,000 2.4 1.9 

Long Term Sick 34,400 16.8 23.8 

Discouraged - - 0.4 

Retired 10,000 4.9 12.9 

Other 11,000 5.4 11.7 

Wants A Job 25,000 12.2 20.8 

Does Not Want A Job 180,000 87.8 79.2 

Source: ONS, Annual Population Survey 

 
Economic Inactivity gives a snapshot of the make-up of those inactive in the 
labour force. The total of those economically inactive in March 2020 had reduced 
by 0.04% on the previous year. However at 28.0% Birmingham had a significantly 
higher proportion of people economically inactive compared to the GB average. 
39.6% of those were students, representative of the population’s young age and 
the number of universities in the city. 

Pre-COVID: Share of Employment by Occupation, Ethnicity & Gender 
Looking at employment by occupational group according to the Standard 
Occupational classification, Table 5 shows that ‘Professional Occupations’ (23%) 
and ‘Elementary Occupations’ (13.8%) were the biggest employing occupational 
groups in early  2020. The former is a highly skilled profession whilst the latter is a 
low skilled profession, highlighting polarisation in the local labour market in 
Birmingham.  

Professional occupations’ share of employment has increased 2.6% on the 
previous year, whereas associate professional and tech occupation have 
decreased, as did ‘elementary occupations. This shows that during 2019 to early 
2020 the labour-market growth has mainly been driven by an expansion in 
professional occupations.  

  



Table 5 Employment by Occupation (%), Birmingham, 2014-2020 

SOC2010 Occupation/year 2015 2016 2017 2018 2019 2020 

1: Managers, directors and senior officials 8.0 7.3 9.5 8.1 7.2 7.5 
2: Professional occupations 20.6 20.9 19.2 21.2 20.4 23 
3: Associate prof & tech occupations 13.8 14.3 13.0 13.6 13.6 11.9 
4: Administrative and secretarial occupations 9.6 10.4 10.1 8.9 11.4 11.5 
5: Skilled trades occupations 9.6 7.8 8.9 8.0 8.6 8.8 
6: Caring, leisure and other service occupations 10.2 8.7 8.2 9.5 8.6 8.6 
7: Sales and customer service occupations 7.3 7.6 8.1 8.0 6.1 5.7 
8: Process, plant and machine operatives 8.4 9.2 8.7 9.8 9.1 8.7 
9: Elementary occupations 12.2 13.5 13.5 12.7 14.1 13.8 
Source: ONS, Annual Population Survey 

    

 

  

 In the 2011 Census, 238,313 of Birmingham’s residents were born outside the UK. 
Of these, around 45% arrived between 2001-2011. The largest ethnic group was 
White British at 570,217 (53.1%). This is down from 2001 (65.6%) and lower than 
the average for England (79.8%). Other large groups include Pakistani (13.5%) and 
Indian (6.0%) that increased in percentage terms between 2011-2001, while the 
proportion of people defining themselves as Black Caribbean (4.4%) declined. 

Birmingham’s working age population is significantly more ethnically diverse than 
the country as a whole.  

The city is home to large, established communities from the Asian sub-continent 
and the Caribbean. However, more recent migration has included migration from 
EU countries, with people arriving to the city from a larger number of countries 
and with differing labour market statuses, immigration statuses, and often with 
little prior connection to the city.  

EU migration has brought large numbers of migrants to the city, particularly from 
Poland and Romania. Together with the indigenous population, these migrants 
have created the highly diverse population of Birmingham.  

Table 6 shows that employment rates vary widely among different groups. 

The white group has the highest employment rate (73.3%), which is slightly higher 
than the Indian demographic, at 71.5%. This has decreased from a peak of 74% in 
2019. According to the Annual Population Survey, employment within the Indian 
group has fluctuated significantly since 2014. 

The city’s Pakistani/Bangladeshi group has the lowest employment level (48.5%) 
in April 2019- March 2020, which despite having increased since 2011 has risen 
slightly since the previous year of 48.1%, but it has remained consistently lower 
than all other ethnic groups over this period.  

A significant factor in the low employment rate for the Pakistani/Bangladeshi 
group is the very low employment rate for women , which although improving 
compared to previous years, remained very low at 35.0% in 2018. However, it is 
important to note that this figure does not take into account informal work. 
 



The below table shows the ethnic breakdown of employment rates for the seven 
core cities, set against Great Britain and UK rates. Birmingham underperforms the 
UK average in every ethnic group.  
 
Table 6 breakdown of employment rates by ethnicity, 2019 

 Aged 16-64 
employment 
rate - white 

Aged 16-64 
employment rate 
for all mixed 
ethnic group 

Aged 16-64 
employment rate 
for all 
Pakistanis/Bangl
adeshis 

Aged 16-64 
employment rate for 
all Black or black 
British 

Birmingham 73.3 63.5 48.5 60.8 

Leeds 78.7 52.9 57.1 79.1 

Sheffield 76.8 60.3 46.5 59.4 

North Tyneside 79.2 84.0 - 83.6 

South Tyneside 69.4 “ - “ 

Liverpool 70.6 64.9 - 62.6 

Manchester 69.8 68.5 56.9 68.6 

Great Britain 77.6 68.8 56.8 68.3 

United Kingdom 77.5 69.0 56.8 68.3 

Source: UK Annual Population Survey 2019, ONS 
Figure 4 below shows the employment rate between the two genders, (male and 
female) from 2011 to 2019. In Birmingham, the employment rate for men has been 
consistently higher than for women. In 2019 it was 72.5% for males compared to 
58% for females.  

This noticeable gap of 14.5% is a stark remind of the inequalities in employment 
rate between the genders.  

The male employment rate has actually reduced from Jan 2018-December 2018, 
from 73% to 72.5%. The female rate has increased from 56.9% to 58%, showing 
that the gap is closing and the employment rate is increasing for Birmingham’s 
female population.  

  



Figure 4 Gender Employment Rate Birmingham, 2011-2019 

 

Source: ONS, Annual Population Survey 

 
Despite low labour market participation rates among some ethnic groups causing 
considerable economic challenges, the ethnic make-up of the city presents unique 
opportunities. Birmingham has long been associated with ethnic entrepreneurship 
amongst groups such as South Asians. Some highly successful business ventures 
have been born out of migrant businesses such as East End Foods, one of the 
UK’s leading spice, lentil and rice specialists, with an annual turnover in excess of 
£180m. KTC, Awan Marketing and Euro Packaging are also great examples of 
successful enterprises, and the South Asian community has produced many 
thriving microbusinesses. Birmingham’s curry industry can also be attributed to 
South Asian migrant businesses. In April 2016, Sparkhill was named the 
independent shopping capital of Britain with around 95% of shops in the area 
owned by independent retailers; highlighting the entrepreneurial spirit within the 
community.  
 
More recently arrived groups in the city have also set up businesses with a strong 
Polish business community now developing through Polish delicatessens, 
construction companies and more professional services businesses, such as 
recruitment agencies. Many of these businesses trade across the EU. 
 
There has recently been a strong number of start-up enterprises coming from 
ethnic minority communities. Nevertheless, there is still work to be done to ensure 
that these businesses have access to the support they need in order to grow and 
thrive.  
 
The diversity of the city’s population is a clear asset in terms of creating the 
conditions for innovation by offering diversity of perspectives and significant 
opportunities for enabling international trade through the relatively high 
proportion of the population that speak additional languages alongside English 
and community connections to other nations. Inclusive growth is stated as a 
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priority by many local stakeholders and businesses and reducing inequality 
between ethnic groups must continue through the aftermath of COVID-19. 

There are a number of initiatives aimed at levelling the playing field for ethnic 
minority owned businesses. The Asian Business Chamber of Commerce (ABCC), 
part of the GBCC, has launched a campaign to provide free business advice and 
guidance to local firms in a range of native languages, including Urdu, Punjabi 
and Bengali following community concerns regarding misconceptions about 
support and challenges understanding and implementing complex COVID-19 
guidance in a second language. The GBS LEP and Greater Birmingham 
Commonwealth Chamber of Commerce are delivering an Inclusive 
Commonwealth Legacy Programme to support ethnic minority owned 
businesses in accessing international trade and direct contract opportunities 
linked to the Commonwealth and Birmingham 2022 Commonwealth Games. 

The 2020 Black Lives Matter protests which took place in Birmingham following 
the death of George Floyd in America raised widespread discussions about how 
we can better support the Black community in the city. As part of such 
discussions at a national level, a need to better support the growth of the UK 
Black economy was identified. This led to the establishment of the national Black 
Pound Day campaign, which the GBCC are proud to support. 

  



Expert Comment 
Professor Anne Green, City-REDI, University of Birmingham 

During 2020 the Black Lives Matter movement has been 
prominent in the news, while the Black Pound campaign 
has promoted the idea of people making a conscious effort 
to spend money at Black-owned businesses. In turn this has 
prompted greater attention on aspects of inequality by 
ethnic group – in education, employment, health and other 
avenues of life. These inequalities are reflected through the 
impacts of the Covid-19 crisis. They have particular 
significance for Birmingham given the ethnic profile of its 

population, with 43 per cent from ethnic minorities. 

Existing health inequalities have been exposed by Covid-19, disproportionately 
affecting ethnic minority groups.1 The economic impacts of Covid-19 are overly 
concentrated on ethnic minority groups also, as shown by analyses of the JRF 
Pre-Vaccine Job Risk Index - which takes account of physical proximity to other 
workers when performing a job role, physical proximity to the general public and 
risk of being made unemployed during recession. The Bangladeshi and Pakistani 
population face the greatest job risks amongst ethnic groups analysed; these two 
groups are around twice as likely to lose their jobs as White workers. The Black 
population faces a similar overall job risk to the White population while the Indian 
group has the lowest job risk.2 Across all ethnic groups, less qualified workers are 
particularly at risk of losing their jobs, and if they lose their jobs are likely to face 
greater difficulties than those with higher qualifications in finding alternative 
employment. 

Poverty and educational attainment could play important roles in explaining 
ethnic differentials. Statistics on child poverty and educational outcomes by 
ethnicity show that Bangladeshi and Pakistani children are most likely to live in 
households in poverty, while children in Indian households are least likely to do so. 
Black children are also more likely than average to live in households in poverty. 
Analyses of educational attainment using Department for Education ‘Progress 8’ 
scores that measure how much progress students make between the ages of 11 
and 16 years compared with students with similar starting points, show that 
Chinese and Indian students have the highest progress scores. Bangladeshi, 
Pakistani and Black African students also have higher progress scores than 
average, and higher than White British students.3 The gaps in progress between 
students who are eligible for free school meals and those who are not are smaller 
amongst students from these groups than from the White British group. Black 
Caribbean and Mixed White/Black Caribbean groups.  

                                                           
1 West Midlands Regional Health Impact of COVID-19 Task and Finish Group – Interim Report and Call for 
Evidence, August 2020. 
2 Sandher J. and Innes D. (2020) Storm ready – how to keep us afloat as unemployment hits, Joseph Rowntree 
Foundation, York. 
33 Khaliq M. (2020) Child poverty and education by ethnicity, ONS. 

https://www.wmca.org.uk/media/4122/regional-health-impact-of-covid19-v5.pdf
https://www.wmca.org.uk/media/4122/regional-health-impact-of-covid19-v5.pdf
https://www.ons.gov.uk/economy/nationalaccounts/uksectoraccounts/compendium/economicreview/february2020/childpovertyandeducationoutcomesbyethnicity


Research on aspirations of girls and boys using data from the Millennium Cohort 
Study shows that educational aspirations are high amongst parents and children 
across ethnic minority groups.4 Moreover, analyses show that labour market 
inequalities are not a result of young people from ethnic minority minorities 
having low labour market aspirations; educational aspirations and attainment are 
less sensitive to social class background amongst ethnic minority groups than 
amongst the White population. Yet despite progress in education and generally 
high aspirations, employment rates remain lower for ethnic minority groups than 
for their White counterparts. Research has shown that ethnic minorities are much 
more likely to be unemployed when controlling for unemployment history and the 
scarring effects of unemployment are particularly pronounced for them.5  

A clear message emerging from the evidence is that good performance of many 
ethnic minority children and young people in education is not reflected in the 
positions that they attain in the labour market.6 However, there are important 
differences in labour market performance between ethnic minority groups, with 
Indian and Chinese ethnic groups faring well on average. These differences in 
labour market outcomes between ethnic groups - whether in unemployment, 
earnings or over-education (i.e. where an individual has higher qualifications than 
are needed for a job) - which persist after accounting for demographic and human 
capital characteristics are known as ‘ethnic penalties’.7 Analysis has shown that 
even ethnic minority graduates who attend elite universities are more likely to 
experience unemployment early in their labour market careers than their White 
peers.8 

A current concern is that recession may exacerbate ethnic penalties. Research on 
ethno-religious labour market penalties during the recession that began in 2008 
found that on the following labour market indicators ethnic penalties were 
exacerbated: the percentage of people employed part-time rather than full-time, 
the percentage over-qualified for their jobs, the percentage of older adults who 
became economically inactive prematurely, and incomes.9 In relation to job 
search, successive field experiments in the UK have shown that job applicants 
with Asian and African sounding surnames are less likely to get a positive call-
back at the first stage in the recruitment process.10 This points to continuing 
labour market discrimination. 

                                                           
4 Parsons S. and Platt L. (2018) Raising Aspirations? Gender, Ethnicity and Job Inequalities: Research Findings 
and Background. 
5 Li, Y. and Heath, A. (2018) ‘Persisting disadvantages: A study of labour market dynamics of ethnic 
unemployment and earnings in the UK (2009–2015)’, Journal of Ethnic and Migration Studies 46 (5), 857-878. 
6 Li Y. (2018) ‘Integration journey: the social mobility trajectory of ethnic minority groups in Britain’, Social 
Inclusion 6 (3), 270-281. 
7 Rafferty A. (2012) ‘Ethnic penalties in graduate level over-education, unemployment and wages’, Work, 
Employment and Society 26 (6), 987-1006. 
8 Lessard-Phillips L., Swain D., Pampaka M. and Nwabuzo O. (2014) When education isn’t enough: labour market 
outcomes of ethnic minority graduates at elite universities, Runnymede Trust. 
9 Khattab N., Johnston R. and Manley D. (2015) ‘All in it together? Ethnoreligious labour-market penalties and the 
post-2008 recession in the UK’, Environment and Planning A 47 (4), 977-995. 
10 Di Stasio V. and Heath A. (2018) ‘Are employers in Britain discriminating against ethnic minorities?’ Summary 
of findings from the GEMM project’; Wood M., Hales J., Purdon S., Sejersen T. and Hayllar O. (2009) A Test for 

https://lucindaplatt.files.wordpress.com/2018/11/foss_presentation_6nov_2018.pdf
https://lucindaplatt.files.wordpress.com/2018/11/foss_presentation_6nov_2018.pdf
http://csi.nuff.ox.ac.uk/wp-content/uploads/2019/01/Are-employers-in-Britain-discriminating-against-ethnic-minorities_final.pdf
http://csi.nuff.ox.ac.uk/wp-content/uploads/2019/01/Are-employers-in-Britain-discriminating-against-ethnic-minorities_final.pdf


Research undertaken before the current recession and Covid-19 crisis, combining 
labour market projections with sectoral and occupational patterns of employment 
by ethnic group and gender, suggested that ethnic inequalities in the labour 
market were likely to persist in the medium-term.11 The study highlighted the 
importance of policy makers and practitioners not only helping the most 
disadvantaged ethnic minority groups to access employment, but also to promote 
job quality and progression in employment. These priorities remain apposite in the 
current context. A fair and resilient economy requires that policy tackles ethnic 
inequalities and discrimination in the labour market.12 

  

                                                                                                                                                                                     
Racial Discrimination in Recruitment Practice in British Cities, Department for Work and Pensions Research 
Report 607.  
11 Owen D., Gambin L., Green A. and Li Y. (2015) Projecting employment by ethnic group to 2022, Joseph 
Rowntree Foundation, York. 
12 Khan O. (2020) The colour of money: how racial inequalities obstruct a fair and resilient economy, Runnymede 
Trust. 



Industry Insight 
Councillor Sharon Thompson, Cabinet Member for Homes and 
Neighbourhoods, Birmingham City Council 

Without a doubt, 2020 has been a year like no other. 

Since March, our lives have been a constant adjustment, 
as communities deal with the impact of Covid-19 which 
continues to impact on all our lives, how we work and 
how businesses now operate within the ‘new normal’. 

This, alongside the global reaction to the death of 
George Floyd and the Black Lives Matter movement, has 
highlighted some stark inequalities both across the 

country and here, in Birmingham. 

National Black Pound Day was created as one of these many moves towards 
positive action by So Solid Crew member Swiss. It’s been set up to support black 
businesses and the growth of the UK economy.  

This campaign invites all communities to consciously spend with black businesses 
on the first Saturday of each month. Over the summer, the city of Birmingham has 
been backing this and encouraging businesses to sign up and register on the 
Black Pound Day website. 

According to a report from Aston University’s Centre for Research in Ethnic 
Minority Entrepreneurship (CREME), firms run by entrepreneurs from black and 
minority ethnic backgrounds contribute as much as £25 billion to the UK 
economy. 

On 18 September, I joined the award-winning businessman Joel Blake OBE, 
Professor Monder Ram OBE, director of CREME at Aston University, and Paul 
Faulkner, Chief Executive of the Greater Birmingham Chambers of Commerce to 
discuss the importance of Black businesses to our local and the UK’s economy – 
and the role Black Pound Day has in celebrating that. 

Since the city’s first Black Pound Day on 27 June, a wide-range of Birmingham 
businesses have registered on its website, so consumers can find out where they 
can go to support them. 

The economic impact from Covid-19 will continue to affect businesses, but it will 
have an even greater impact on Black communities. We’re already seeing a 
disparity in business in the UK.  

Black entrepreneurs are more than twice as likely to be denied a loan than white 
entrepreneurs and nearly 12 per cent more likely to be rejected for an overdraft. 
So, it is vital that we support black businesses so to ensure that they survive. 

https://twitter.com/BlackPoundDay/status/1303599432148099072/video/1
file://fs01/folders/Everyone/Policy%20Newsletter/BER20/Complete%20chapters/Chapter%203/blackpoundday.uk


Birmingham’s own population is incredibly diverse and as a city we want to see all 
our communities thrive - and Black Pound Day is just one way in which they can 
come together to support each other. 

I continue to urge all Black-owned businesses in our city to register on the 
website blackpoundday.uk and anyone interested in supporting this movement to 
sign up for updates - and to get ready to spend with these businesses on the first 
Saturday of every month.   

We are not the only organisations getting behind Black Pound Day, it’s great to 
see so much local community involvement. The Legacy Centre of Excellence in 
Aston is holding monthly Black Pound Day market, which has proved very popular 
with shoppers and traders alike – it’s fantastic to see such positive support. 

This is an opportunity to not only promote and support the Black economy in 
Birmingham and online, but also to bring our communities together. So please get 
registered and get spending. 

I know that both I and Cllr John Cotton, Cabinet Member for Social Inclusion, 
Community Safety and Equalities, want to thank our partners for coming on board 
and helping us to bring Black Pound Day to Birmingham. In particular, I’d like to 
thank New Style Radio, Big City Radio, NatWest Bank, Joel Blake and Jamila Davis 
from the Greater Birmingham Chamber of Commerce for all of their support in 
raising awareness of Black Pound Day in Birmingham. 

The campaign has also fostered high-profile support from television presenter 
Alison Hammond, international music artist Apache Indian, actress Cherelle Skeete 
and Dee Kelly. 

• For more information about how to register and support these businesses, 
visit blackpoundday.uk   

  

http://www.blackpoundday.uk/
http://www.legacycoe.co.uk/
http://www.blackpoundday.uk/


Industry Insight 
Nutan Korpal, Head of Compliance Birmingham and co-sponsor of 
dbENRICH Birmingham, Deutsche Bank 

The recent acts of racism in the US, and the public 
response that followed around the world, are having a 
profound impact on black colleagues and have served as 
a call to action for all within Deutsche Bank (DB). 

As a global company, DB has a workforce that includes 
140 nationalities, a multitude of ethnicities and cultures, 
transcends age brackets, sexual identities and embraces 
diverse heritages that all enrich our working 

environment. Wherever we operate, we promote diversity and inclusion and 
manage corporate social responsibility initiatives that rely on early intervention to 
prevent marginalization, advance social cohesion and remove barriers to success 
for individuals and communities. DB further encourages employees to take an 
active role as a community volunteer, mentor or coach. 

Since July, the DB Birmingham leadership team has hosted people engagement 
sessions opening up the discussion on racism.  The sessions were incredibly 
engaging, conversations were rich, honest, open and allowed us to share 
experiences between our Black, Asian and Minority Ethnic (BAME) colleagues and 
their allies, so that we can all better understand the challenges encountered. 
Based on feedback from these sessions, the Birmingham Leadership team have 
developed location specific anti-racism commitments, complimenting wider 
commitments across the organisation.  These commitments aim to drive a 
sustainable culture of equality, diversity and inclusion, and include, but are not 
limited to: continuing people engagement sessions, focussed diversity 
management training facilitated by more BAME trainers, implementing ethnicity 
reporting to track progress, and increasing membership of dbENRICH, DB’s own 
Employee Resource Group which supports ethnic minority employees. 

In the UK, our pioneering Pathways to Banking and Finance Programme seeks to 
improve social mobility in the industry by increasing access and raising the 
aspirations of high-achieving students from low socioeconomic backgrounds. In 
2019, 68% of the programme’s beneficiaries identified as BAME. Another project 
that aims to help raise awareness of the careers that are attainable is Student to 
STEMette. This mentoring initiative co-created by DB, pairs female students with 
mentors to inspire more young women – among them 70% BAME – to pursue 
careers in science, technology, engineering and mathematics. DB Birmingham has 
actively taken part and hosted numerous students from local schools to visit our 
building to find out how an investment bank operates and the different types of 
roles available. 

DB Birmingham is committed to being part of the change. 

https://www.db.com/diversity
https://www.db.com/society
https://www.db.com/cr/en/born-to-be-encouraged.htm
https://stemettes.org/sts/
https://stemettes.org/sts/


Pre-COVID: Skills  
The skill levels of the resident population have a strong bearing on both the 
prosperity of the workforce and the competitiveness, productivity and 
performance of the Birmingham economy. With the current trend of more jobs in 
professional and technical occupations, the ability to take part and compete in the 
labour market is increasingly dependent on skill levels and qualifications attained. 
The skills profile of the city’s residents has been a cause of concern for some time, 
with Birmingham residents less likely to have high-level qualifications and more 
likely to have low or no qualifications than residents of other major cities and the 
national average. 
 

Table 7 Qualifications (%), 2019 

  
NVQ4+ NVQ3 only NVQ2 only  NVQ1 only 

Other 
Qualifications 

No 
Qualifications 

Birmingham  33.1 17.5 17.2 9.5 8.5 12.9 

England  40.0 17.1 15.9 10.1 6.7 7.5 

Source: ONS, Annual Population Survey 

 

The Greater Birmingham and Solihull LEP area has a higher leave for study, return 
for employment rate at 34.1%, compared to the Black Country’s 27% rate. 
Noticeably it is considerably higher than the national average at 30.4%. This is a 
boomerang effect, whereby students leave for study, but return for work.  

This demonstrates the attractiveness of the city to graduates from the city-region 
upon completing their studies.  
 
Table 8 Leave for study, return for employment, 2018 

LEP Stay for study 
and 

employment 

Leave for study, 
return for 

employment 

Leave for 
Study, do 
not return 

Stay for study, 
leave for 

employment 

Black Country 19.8% 27.0% 43.9% 9.2% 

Coventry and Warwickshire 17.9% 32.9% 43.5% 5.7% 

Greater Birmingham and 
Solihull 

24.3% 34.1% 33.6% 8.1% 

National Average 29.3% 30.4% 34.3% 6.0% 

Source: HESA, 2018 

 

Pre-COVID: Earnings 
The annual survey of hours and earnings refers to the hours worked by and the 
salaries of the resident population. For Birmingham this has had a percentage 
drop of -1.5% from 2018-2019. For workplace analysis this was £30.676, up from 
£30,152, 2018-2019.  



Table 9 shows the increase of earnings over time from 2015 to 2019.  

Table 9: Earnings (£) 

Area 2015 2016 2017 2018 2019 

Birmingham 25,049 25,994 26,738 27,853 27,426 

England 27,838 28,500 29,085 29,849 30,661 

United Kingdom 27,615 28,195 28,759 29,559 30,353 

Source: ASHE 2020 

 
Pre-COVID: GDHI  
Gross Disposable Household Income (GDHI) is the amount of money that all of the 
individuals in a household have available for spending or saving after income 
distribution measures (for example, taxes, social contributions and benefits) have 
taken effect. 

The below table shows the West Midlands (WMCA, 3 LEP area) GDHI change over 
time.  
 
Table 10 West Midlands GDHI 

2015 2016 2017 2018  2017-2018 change  Difference with 
UK 

£16,365 £16,660 £16,972 £17,752  4.6%  £3,357 

Source: ONS 

Median gross weekly pay for full-time workers living in Birmingham in 2018 was 
£523.50, according to provisional ONS figures. This figure is only a slight increase 
from the figure of £523.00 in 2017.  

Median gross weekly pay for Birmingham’s full-time workplace population in 2018 
was £584.10, higher than the median gross weekly pay for residents. This also 
marks a rapid 5.4% rise since 2017.  

The difference between resident and workplace earnings reflects Birmingham’s 
position as the regional capital, and the large numbers of people who commute 
into the city to work in often highly-skilled, highly-paid jobs. It also highlights that 
not all Birmingham residents are able to access the better-paid jobs in the city.  

 

 

  



COVID-19: Impact on the Labour Market 
The UK Chancellor introduced a Coronavirus Job Retention (CJRS) scheme in 
March and since its introduction, figures  up to August 2020 showed that 9.6 
million employments had been furloughed through the CJRS scheme, between 
March to June. This is 32% of eligible employments.   

This has increased by 228,000 employments since July.  

Figure 5 shows the furlough take-up rate matched against actual rate and eligible 
employments. Birmingham is the local authority with the highest number of 
employments furloughed with 156,200 followed by Leeds. The take-up rates in 
these local authority areas are 35% and 30% respectively.  

Figure 5 Furlough in 7 core cities 

 

Source: ONS 

By the end of July, by sector and for the West Midlands region, accommodation 
and food services have the highest CJRS take-up rate at 77%, closely followed by 
arts, entertainment, recreation and other services (69%). The lowest sector for 
take-up rate is public administration and defence at 2%.  
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Table 11 Sectoral Furlough Rates 

West Midlands    

Sector Employments 
furloughed 

Eligible 
employments 

Take-up 
rate 

Agriculture, forestry & 
fishing 

3,400 16,100 21% 

Mining, quarrying & utilities 600 1,500 39% 

Manufacturing 155,300 297,600 52% 

Energy Production 1,700 12,500 14% 

Waste and Recycling 4,700 17,900 26% 

Construction 56,100 97,900 57% 

Wholesale and retail; repair 
of motor vehicles 

176,700 409,000 43% 

Transport & storage (inc 
postal) 

41,500 132,400 31% 

Accommodation & food 
services 

127,100 163,400 78% 

Information & 
communication 

16,500 74,900 22% 

Finance & insurance 5,800 71,500 8% 

Property 11,300 31,300 36% 

Professional, scientific & 
technical 

52,400 152,200 34% 

Business administration and 
support services 

81,200 240,600 34% 

Public administration & 
defence 

400 84,200 0% 

Education 28,400 294,500 10% 

Health 35,900 360,400 10% 

Arts, entertainment, 
recreation and other 
services 

35,600 52,600 68% 

Trade union, religious, 
political and repair 

26,600 48,700 55% 

Domestic employers 300 8,600 4% 

Unknown and other 4,800 12,700 38% 

Source: HMT, 2020 

Despite the CJRS, there has been a 65% increase in the Birmingham 
unemployment claimant count between March and Aug 2020, as illustrated by the 
table below. 

Table 12 Claimant Unemployment (March 2020-August 2020) 

Area Mar 2020 July 2020 Aug 2020 change in month 
change since March 

2020 

 number number number number %cha number %cha 

Birmingham 49,370 80,165 81,525 1,360 1.6 32,155 65.1 

Birmingham and Solihull 53,025 86,670 89,130 2,460 2.8 36,105 68.1 

West Midlands 124,980 224,465 231,625 7,160 3.2 106,640 85.3 

Great Britain 1,238,420 2,580,900 2,663,290 82,385 3.2 1,424,870 115.1 



Source: DWP, West Midlands State of the Group Report September 2020 

DWP figures for August 2020 (published in September 2020) show that 
Birmingham holds five of the top ten parliamentary constituencies nationally with 
the highest percentage of unemployed claimants (Claimant Count taken as a 
percentage of the working age population).  Hodge Hill is 1st (13.8%); Ladywood is 
2nd (13.6%); Perry Barr is 4th (13.1%); Erdington is 5th (12.6%) and Hall Green is 8th 
(12.0%).  There are 651 constituencies nationally. 

Table 13 below shows the unadjusted claimant count unemployment data for 
August 2020 for the core cities. Birmingham has the highest claimant 
unemployment rate (15.2%) amongst the core cities and is well above the UK 
average (8.1%). All 10 core cities saw a significant increase in claimant count 
unemployment between July and August of 2020, as the furlough scheme began 
to wind down, with employers required to fund employer NICs and auto-
enrolment pension contributions for furloughed staff in August. 

Birmingham’s claimant unemployment rate as a percentage of the whole working 
age population also increased in August to 11.1%. 

Table 13 Core City Claimant Unemployment Count August 2020 

Area August 2020 Monthly Change 
Number Rate (%  of 

economically active 
population) 

Number Rate % (%  of 
economically active 

population) 
Birmingha

m 
81,525 15.2 2,260 0.4 

Manchester 35,275 12.6 1,020 0.4 
Liverpool 30,025 12.4 790 0.3 
Glasgow 38,720 12.4 1,130 0.4 

Nottingham 18,280 11.5 310 0.2 
Newcastle 15,815 10.9 350 0.2 

Leeds 36,480 8.8 690 0.2 
Cardiff 16,460 8.2 455 0.2 
Bristol 20,835 7.9 650 0.2 

Sheffield 23,495 7.8 590 0.2 
UK 2,726,510 8.1 83,695 0.3 

London 480,945 9.8 20,005 0.4 
Source: Birmingham City Council, September 2020 Unemployment Update 

 
Table 14 below shows the increase in youth claimant rates in Birmingham and 
Solihull and the West Midlands from the beginning of 2020, with a steep increase 
from March, at the onset of lockdown.  

  



Table 14 Claimant Youth Unemployment 18-24 (March 2020-August 2020) 

Area 
All 18-24 claimants (Claimant 

Count) 

 

 

 Mar 2020 Jul 2020 
Aug 2020 Change 

month % 
Change since 

Mar % 

Birmingham and Solihull 9,930 17,545 17,925 2.1 80.5 

West Midlands 24,085 45,810 46,670 1.9 93.8 

Source: DWP, West Midlands State of the Group Report September 2020 

 

In Birmingham, according to provisional figures from Birmingham City Council, the 
unadjusted youth (18-24) claimant count increased in August, up by 365 to 16,230. 
The unadjusted rate (percentage of the economically active 18-24 population)  
increased by 0.5% points to 19.4%, with the youth claimant proportion 
(percentage of the whole 18-24 population)  increasing by 0.3% points to 11.5%. 
Birmingham City Council report that unadjusted youth unemployment also 
increased in the UK as a whole and in the WMCA (3 LEPs) area.  

A growing body of research indicates that young people’s prospects are being 
disproportionately impacted by COVID-19. As DWP explain (West Midlands State 
of the Group Report, September 2020), they are more likely to be working in 
sectors that have shut down and despite additional government incentives for 
traineeships and apprenticeships, those entering the labour market for the first 
time will not have access to the same opportunities as before the pandemic. 

Beatfreeks Take the Temperate Report (May 2020) found that 58% of 
respondents to surveying, predominantly aged 16-25, said that COVID-19 has left 
them unsure about their futures.   

Birmingham’s young population is both an asset and a talent pool and a potential 
risk for the city. Stakeholders and businesses alike will need to collaborate to 
support young people in understanding and accessing the opportunities available 
now, and that will become available as we emerge from this challenging period. 
The Government’s Kickstart scheme represents one such opportunity.  

  



Expert Comment  
Dr Abigail Taylor 

Covid-19 continues to have a significant impact across 
Greater Birmingham and Solihull. Approximately a fifth 
of businesses in WMCA were directly affected by the 
COVID-19 lockdown13. According to calculations by 
Oxford Economics (2020), Birmingham will be the 
worst-hit city in the EU due to its dependency on the 
automotive and education (notably Higher Education 
Institutions), sectors and a younger than average 
population. The research indicates unemployment may 

rise to nearly 10% in Birmingham in 202014. 

Already, the number of people in work has fallen and the number of people 
claiming benefits for the reason of the being unemployed has increased. The 
number of claimants aged 16 years and over increased by 2.9% between June 
2020 and July 2020. Whilst this is below the UK average of 3.5%, it represents a 
significant increase (+78.8%) compared to March 2020. The increase in young 
claimants has been particularly (+88.8% for the WMCA) compared to March 2020. 
High numbers of claims are also concentrated in certain neighbourhoods of 
Birmingham. The top 9 wards in the West Midlands Combined Authority that had 
the highest number of claimants as a percentage of residents aged 16+ in July 
2020 are based in Birmingham, with the top three being Birchfield at 17.5%, 
followed by Lozells at 17.4% and Handsworth at 16.8%. 

There has been high take-up of the government’s Coronavirus Job Retention 
scheme. The West Midlands has the joint-highest take up rate in England at 32%. 
At 35%, the take up rate for claims to 31st July in Birmingham and Solihull is higher 
than the regional average.15  

The impact of the crisis has been uneven across sectors with employment, 
production and output in certain sectors being acutely affected. The 
manufacturing and hospitality sectors have been particularly affected.  

The furlough scheme has undoubtedly been an important factor in preserving jobs 
within Birmingham to date. 147,800 workers were furloughed in Birmingham at 
the end of June, rising to 156,200 at the end of July. Across the West Midlands, 
the sectors with the highest number of furloughed workers was Business, 
Professional & Financial Services; Retail and Cultural Economy including Sports. 
Between April to June 2020 the unemployment rate for the West Midlands 
Region was 4.4%. This represents a decrease of 0.6 percentage points from the 

                                                           
13 Kitsos, T. (08/04/2020). Identifying Exposure: What Do the IFS Estimates on the Coronavirus Sector Shutdown 
Mean for the West Midlands? https://blog.bham.ac.uk/cityredi/identifying-exposure-what-do-the-ifs-estimates-
on-the-coronavirus-sector-shutdown-mean-for-the-west-midlands/  
14 Murray, M. (2020). City Economic Forecast. Birmingham. Oxford Economics. 
15 Gov.uk (21/08/2020). Coronavirus Job Retention Scheme statistics: August 2020 
https://www.gov.uk/government/statistics/coronavirus-job-retention-scheme-statistics-august-2020  

https://blog.bham.ac.uk/cityredi/identifying-exposure-what-do-the-ifs-estimates-on-the-coronavirus-sector-shutdown-mean-for-the-west-midlands/
https://blog.bham.ac.uk/cityredi/identifying-exposure-what-do-the-ifs-estimates-on-the-coronavirus-sector-shutdown-mean-for-the-west-midlands/
https://www.gov.uk/government/statistics/coronavirus-job-retention-scheme-statistics-august-2020


previous quarter, which is the highest decrease of any region. However, with firms 
continuing to face significant increases in costs, reduced demand and decreased 
cash reserves, it is likely that unemployment will accelerate as the end of the 
intervention at the end of October draws near.  

There is a danger that recent progress in increasing skills and employment levels 
within Birmingham may be slowed or reversed without the introduction of further 
effective countervailing measures at both a national and local level. Birmingham’s 
population is younger than the national average, and young people, particularly 
those with low skills levels, are being hard-hit across the country by the crisis16. 
Policy needs to be developed and appropriately funded to ensure young people 
are effectively supported into training and employment. It is crucial that efforts 
focus on how young people can be best supported to gain work experience in the 
context of social distancing.17 

Effective partnerships across the public, private and voluntary sectors (for 
example, youth employment partnerships) will be crucial to expanding 
opportunities in the long-run.18 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
                                                           
16 Institute for Employment Studies. (11/08/2020). Labour Market Statistics. August 2020 
https://www.employment-studies.co.uk/system/files/resources/files/IES%20briefing%20-
%20Labour%20Market%20Statistics%20August%202020.pdf  
17 Green, A. (12/05/2020). ‘Getting on the Ladder’ – Challenges Facing Young People Leaving Education During 
COVID-19’, https://blog.bham.ac.uk/cityredi/getting-on-the-ladder-challenges-facing-young-people-leaving-
education-during-covid-19/  
18 Green, A. Helping NEET Young People Towards and Into Employment: Learning From Talent Match 
https://blog.bham.ac.uk/cityredi/helping-neet-young-people-towards-and-into-employment-learning-from-
talent-match/  

https://www.employment-studies.co.uk/system/files/resources/files/IES%20briefing%20-%20Labour%20Market%20Statistics%20August%202020.pdf
https://www.employment-studies.co.uk/system/files/resources/files/IES%20briefing%20-%20Labour%20Market%20Statistics%20August%202020.pdf
https://blog.bham.ac.uk/cityredi/getting-on-the-ladder-challenges-facing-young-people-leaving-education-during-covid-19/
https://blog.bham.ac.uk/cityredi/getting-on-the-ladder-challenges-facing-young-people-leaving-education-during-covid-19/
https://blog.bham.ac.uk/cityredi/helping-neet-young-people-towards-and-into-employment-learning-from-talent-match/
https://blog.bham.ac.uk/cityredi/helping-neet-young-people-towards-and-into-employment-learning-from-talent-match/


COVID-19: The Impact on Digital, Remote and Flexible Working 
The COVID-19 pandemic has also precipitated a seismic shift to digital, remote 
and flexible working.  While these were existing workforce trends, the long term 
impact of this forced, widespread, rapid adoption in Birmingham remains to be 
seen but clearly holds implications for business models moving forwards.  
 
  



Industry Insight 
Ben Willmott, Head of Public Policy, CIPD 
 

The issue of job quality might seem less important than it 
did six months ago in-light of the devastating effect 
Covid-19 is having on people’s health, their economic 
security and employment prospects.  
As unemployment has increased during lockdown and its 
gradual unwinding, the immediate focus has rightly been 
on the protecting people from the risk of infection and 
provision of support to protect jobs and livelihoods.  

In these circumstances, any job, regardless of its quality, 
could be regarded as better than no job. 

Issues such as testing, the furlough scheme and income support scheme for the 
self-employed, and the return to the workplace as lockdown measures gradually 
unwind have attracted the immediate headlines.  

CIPD’s Spring Labour Market Outlook survey of 2,000 employers shows that in 
the first phase of the pandemic businesses have been doing what they can to 
protect jobs. Organisations have frozen recruitment and pay, re-deployed staff to 
other roles, and reduced hours working, as well of course, used the furlough 
scheme.  

However, it is crucial that employers seeking to recover don’t lose sight of the 
importance of job quality and the people management and development 
practices that underpin trust in the employment relationship. 

Managing a safe return to the workplace 

How businesses manage and support their people while they respond to this crisis 
will be absolutely crucial to their resilience and ability to grow in the future.   

A primary challenge facing employers is of course protecting their workers from 
the risk of infection from Covid-19 but also supporting their mental health in any 
return to the workplace. This means ensuring social distancing in the workplace, 
the use of flexible start and finish times and the use of personal protective 
equipment in some work environments. CIPD has published guidance to support 
the return to the workplace based on three principles: is it essential; is it safe; and 
is it mutually agreed.  

Risk assessments must be based on close consultation with workers to ensure 
that, if the work is essential and has to be done in the workplace, individuals are 
confident that sufficient steps have been taken to protect their health. People will 
not just be concerned about their own risk of infection but will have worries about 
passing the virus on to family members particularly if they are more vulnerable 
due to pre-existing health conditions.  

The pandemic has seen levels of stress and anxiety spiral among employees who 
worry about their own health as well as the health of their loved ones. Employers 
have to recognise that Covid-19 risk affects people very differently, depending on 
their job, as well as their family or household circumstances and their individual 
characteristics such as, for example, their age, gender, age, ethnicity and health.  



Consequently, when managing people’s return to the workplace or managing staff 
remotely, the role of the line manager in knowing their staff and managing them 
appropriately is critical. Managers need to listen and empathise with staff as well 
be flexible and provide support where required. These behaviours are the ones 
that build trust with staff which is a pre-requisite for employee engagement, 
motivation and wellbeing. 

Staff voice and consultation key to positive employment relations 

On top of the challenge of protecting the health and wellbeing of the workforce 
during the pandemic, many organisations will face a further employment relations 
challenge if they do have to take steps such as freezing or even cutting pay or 
making redundancies. The furlough scheme is due to end at the end of October 
and this will inevitably force many more employers to have to reduce head count 
permanently.  

Morale is bound to take a hit but employers that respect employee voice and 
consult meaningfully in good faith before decisions are taken will be more likely to 
retain the trust and engagement of their staff over the longer term, as well as 
meet their legal obligations.  

The quality of consultation, both collectively with trade unions or employee 
representatives, as well as between managers and individuals will to a large extent 
decide whether the process is regarded as fair and how positively or negatively 
the organisation is regarded by staff.  

Creating more flexible and inclusive ways of work  

Looking ahead, the pandemic will leave lasting change on how people are 
managed, with many more people working from home or more flexibly in other 
ways. A recent survey by CIPD found that three-quarters of employers believe 
that the demand for flexible working among employees will increase once 
lockdown measures have been lifted. In all, more than four in ten of the 
respondent organisations reported that they would be more likely to grant 
requests for flexible working after the end of lockdown, with just 7% saying they 
would be less likely to.  

Consequently, organisations will have to improve how they support and manage 
staff working from home and flexibly in other ways if they are going to get the 
best out of them. Line managers will have to become more comfortable in 
managing performance based on outcomes rather than the time people spend in 
the physical workplace. The pandemic has meant that many managers have much 
more awareness of people’s personal circumstances and a greater understanding 
that a more holistic approach to managing people is required.  

Good people managers know the people they manage as individuals, demonstrate 
that they care about them. Organisations will need to invest more time in ensuring 
that they select and develop people managers who are confident and capable in 
managing in a more inclusive and human way. This will improve both job quality 
and will also support efforts to boost workplace productivity, firm performance 
and future growth.  

 

 



Industry Insight 
Joe Galloway, Head of KYC Periodic Review Birmingham and lead for 
Birmingham Junior Talent Network 

Deutsche Bank (DB) in Birmingham is in the process of 
creating a team of permanent employees focused on 
Know-Your-Client (KYC) activity for UK clients.  The 
programme began in 2019 and will continue into 2021. 

This is a great opportunity for DB Birmingham to 
become a KYC centre of excellence, and for the newly 
built team to partner with other established functions 
locally, such as Anti Financial Crime and local Business 
teams who manage the direct client relationships.   

We are highly focused on bringing in the best possible talent from the local area 
with a mix of backgrounds and experience levels to create a diverse and inclusive 
team.  Roles are available across many corporate levels from entry level roles 
through to team leaders and managers. 

So far this year we have seen 40 people join the Birmingham KYC team, with all 
new team members being fully trained virtually. We had to adapt quickly to 
change our plans from in-office training, to a situation where everyone is working 
from home fully.  We set up all of their home access and were able to offer them 
process and systems training using video conference call and screen sharing 
collaboration technology.  We have received excellent and constructive feedback 
from the new joiners, and continue to refine our training with each additional 
wave of joiners. 

Through targeted hiring and using our links with local universities, we have offers 
out to 10 graduates, who will be joining us in September as part of an early 
careers program. The pipeline of talent has been very strong, demonstrating that 
Birmingham has a rich talent pool with relevant and transferrable skills.   

We will soon start the hiring process for the opportunities we have to offer in 2021 
and look forward to welcoming all of our new joiners - we are set up for success 
whether virtually or in the office. 

  



Case Study 
Tara Tomes, Founder & Managing Director, EAST VILLAGE. PR 

Why did you initially choose Birmingham as a place 
for your business?  

Birmingham is an incredibly unique city. Whilst large, it 
still retains that ‘small village’ feel when it comes to 
business, which is a real strength when trying to grow 
and sustain business networks. Having worked in 
London, I saw how easy it was to get lost in the noise 
and how industries worked in silos; not really 
connecting with one another, apart from the ‘big boys’ 

at the top. Birmingham is the complete opposite; as soon as you join the city as a 
young professional, you are welcomed by fantastic membership groups like 
Future Faces and BPS Birmingham Future that encourage you to network with 
both your peers and leaders; not just in your own industry, but further afield as 
well.  

When starting EAST VILLAGE. the ability for both me and my future team to 
network and make a name for ourselves was a no-brainer. Added to that, I set up 
an agency to represent retail, leisure and hospitality businesses; three areas that 
were on the cusp of something really exciting seven years ago. We’d welcomed 
the likes of Bullring and Mailbox to the city and were seeing the retail and 
hospitality scenes grow in strength, particularly independents. This made 
Birmingham really exciting; I felt that my business could be part of the legacy 
building taking place and be part of the teams of people trying to turn the city’s 
reputation around. And that we have.  

Many businesses have had to adapt to new ways of operating. How has your 
business changed and responded to new demands? 

EAST VILLAGE. has always championed flexible working; I think it’s so important 
to create an environment that values your team and their time, to help them have 
the best possible work/life balance. When Covid-19 hit, I sent the team home to 
work a few days before the initial lockdown period, and thanks to Monday, Slack 
and Zoom – and our existing cloud filing system – it was easy to work from 
different locations and still feel connected. We’d actually just welcomed a new 
member of the team on the Monday and then all went home on the Tuesday so 
still, to this day, we haven’t all worked in the office together. As it stands, we’re 
not planning to either.  

Our office lease is up at the end of September so, collectively, we’ve decided not 
to renew and work from home for the time being. This will help us embrace the 
next few months (maybe years) with the flexibility it needs… who knows what’s 
next in the Coronavirus Diaries. And actually, “working from home” doesn’t mean 
staying at your dining table or in your home office… it’s about being committed to 
your working hours and doing it from wherever you like. I hope, in the not so 



distant future, that our weekly team Zooms include one of us on a sun lounger, 
one in a gallery, another working from a cool shared office space, and so on. I 
want TeamEV to be constantly inspired and, as nice as our office is, it’s still the 
same four walls you’re looking at every Monday to Friday. Now, the team can go 
out and experience the great cafes, restaurants and visitor attractions that the city 
has to offer; the flexibility allows more options.  

Removing the commute has worked wonders for our team and everyone has 
embraced exercise; from Couch to 5k to Zumba in a car park, and we’re a much 
happier and healthier team. Everyone is more productive because they want to 
use their time at the laptop wisely to ensure they log off in good time and enjoy 
their evenings and weekends. The pressure of being “always on” has gone, apart 
from the odd ‘out of hours’ client request, which comes with the territory in PR. 
The extra cash saved by the business can now be re-invested into team training, 
away days and retreats, and the team itself is going out and spending more 
money locally than before because their work/life balance has improved. It’s a 
win-win.  

What lessons have you taken from the Covid-19 crisis and its effect on your 
business?  

I like to think that I’m a pretty resilient person, but Covid-19 has definitely shown 
that with the right mindset you can adapt your business in any crisis. We lost 
about 50% of our revenue in week one of lockdown, with another three or four 
clients on furlough and no accounts teams to pay us… it was a tough pill to 
swallow, but I was determined to get through it.  

From the outset, we dedicated our time to keeping remaining clients happy and 
positioning EAST VILLAGE. as a business that was dedicated to helping everyone 
get through lockdown. Extra time helped us find new strategies for clients and get 
even better results. We’ve also spent hours delivering webinars and giving free 
advice, and even launched Pocket Sized PR as a service tailored to small 
businesses; with PR and social media packages for smaller budgets and tonnes of 
free resource.  

In the past four months, we’ve refined our client base and we’ve actually won 
about 16 new clients. It’s been pretty incredible!  

What future plans do you have for your business? 

I want us to take some of those lockdown learnings and put them at the heart of 
what we do. Stronger communication, better work/life balance and time to really 
refine our strategy for the business and our clients.  

My plans are still to grow the team and our client base; I’m aiming to have a few 
remote teams in other cities, focusing in on the retail, leisure and hospitality 
sectors across the UK. Not necessarily having permanent offices makes this an 
even more exciting expansion plan!  



The pandemic has seen the need for small businesses, in particular, to get the PR 
and marketing support they need so that’s a big focus for us. Black Lives Matter 
has also made us look internally at our own diversity and inclusion, and see how 
we can get not just a more diverse workforce, but client base too. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



Case Study 
Tim Kenny, Head of Marketing, SCC 

 
Organisations in every sector are now operating under a 
completely ‘new normal’ and, whilst SCC certainly is not 
immune to the devastating consequences of the COVID-
19 pandemic, as a technology solutions company we 
were designated critical and our customers relied heavily 
on us through this sudden period of transition. 
 
Clearly, the most visible and widespread change was the 
immediate requirement to enable homeworking for entire 

workforces. From those organisations already offering flexible working to those 
with 100% of employees working from fixed office locations, the task wasn’t just 
to ensure people had the right devices and hardware but that IT infrastructures 
were able to cope with increased bandwidth, the rollout of new collaboration 
tools, and the associated additional security requirements. The shift to 
homeworking also represents a significant cultural shift: one that many 
organisations have been working towards or planned to adopt in the medium-
long term. The difference in 2020, however, was that major IT transformation 
projects that would normally stretch months had to be delivered in days. 
 
This urgency was intensified when you consider the size, scale, and significance of 
SCC’s customer base. For example, NHS Trusts across the UK required critical 
support to enable the continuation of healthcare services, whilst front line workers 
were overwhelmed with increased capacity directly related to the pandemic. SCC 
was proud to support all of its customers through the crisis but none more so than 
in the healthcare sector. 
 
Amid the outbreak, Cambridge University Hospitals NHS Foundation Trust (CUH) 
had an immediate and urgent requirement to provide critical training on how to 
correctly put on and remove Personal Protection Equipment (PPE) to protect 
staff from contracting and spreading the virus. CUH built a new training website 
as a resource for the whole of the NHS on the practical aspects of PPE, developed 
in collaboration with experts in infectious diseases at CUH. In order to launch the 
website as quickly as possible, CUH asked SCC for support in architecting and 
deploying the infrastructure required to host the website in Amazon Web 
Services (AWS). 
 
Within 48 hours and at zero cost to CUH, SCC’s specialists from its Public Cloud 
Practice built and deployed the infrastructure, with teams in the UK and Vietnam 
volunteering their time outside of working hours to provide further development 
of the website to enable additional and enhanced features. These included a 
CI/CD pipeline to allow agile continuous development and improvement of the 



website, and governance around change process, as well as providing project 
management to ensure we meet the tight timelines of launch. 
 
Matthew Butler, Consultant Geriatrician at CUH, praised the project, saying: “Our 
aim is to do our bit to keep NHS staff safe. I want to extend my warmest heartfelt 
thanks; I will be forever grateful for all the efforts of SCC.” 
 
Elsewhere in healthcare, as we passed the peak of the pandemic and attention 
began to turn towards recovery, University Hospitals of North Midlands NHS Trust 
(UHNM) partnered with SCC to become the first UK healthcare organisation to 
deploy innovative new thermographic technology to protect front-line NHS 
workers and patients from a second wave of COVID-19 cases. 
 
UHNM, which runs Royal Stoke University Hospital and County Hospital in 
Stafford, installed the first of eight thermographic cameras at Royal Stoke 
University Hospital in May. The ceiling-mounted camera unit is part of SCC’s 
Thermographic Screening solutions, which is powered by Artificial Intelligence 
(AI) and uses devices ranging from handheld to fixed multi-camera systems to 
record body temperature and identify anyone displaying signs of fever, with real-
time alerts to enable interception and help prevent the spread of COVID-19 and 
other contagious diseases. Cameras have been installed at Royal Stoke’s radiology 
outpatient department and the entrance of its headquarters with an additional six 
units to be deployed strategically around the hospitals in key areas designed to 
prevent potential COVID-19 carriers from entering and spreading the virus. 
 
These are just two of countless examples of SCC supporting its customers 
through the COVID-19 pandemic. But, of course, SCC also has thousands of its 
own employees to protect and did so through the immediate implementation of a 
robust pandemic plan, including homeworking, where possible, and following 
guidance from Government and relevant health authorities where employees 
needed to remain on-site in support of our customers. 
 
The COVID-19 pandemic has reaffirmed to SCC the importance of people, the 
resilience of business amid the single largest challenge many organisations will 
ever face, and juts how important technology will be in the long-term recovery 
from COVID-19. The pandemic has been difficult for us all but also represents the 
opportunity to review business models and do things better, and safer, going 
forward. We have already identified how technology innovations such as AI can 
reduce human interaction and improve efficiency. We’ve seen organisations adopt 
homeworking and experience such productivity gains that they are now 
developing increased and permanent flexible working policies. 
 
SCC will continue to support our customers in the public and private sectors 
adapt to the on-going effects of COVID-19 on their business, their cultures and 
their IT infrastructures. 
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