Annex 12





Survey of recruitment advertisements





Objective





1.		Some respondents said that they - or the groups they represented - experienced racial discrimination in employment: both in the search for jobs and in the workplace.  A survey was made of job advertisements in the local press in order to discover whether there were indications of discrimination at the first stage of the recruitment process.





Methodology 





2.		The survey focused on the advertisements placed in five newspapers in the week of 16 to 21 September 1996.  These were the  Ming Pao Daily News, Oriental Daily News, Sing Pao Daily News, Hong Kong Standard and South China Morning Post.  This covered some 28,429 vacancies, 13,756 (48.4%) being from the English papers, 14,673 (51.6%) from the Chinese ones.  The findings are summarised below.





Criteria





3.		It was decided that four specific �candidate requirements� might indicate possible discrimination -





nationality: a requirement that candidates be of a particular nationality clearly excludes those who are not and to that extent is discriminatory.  It may not be racially discriminatory since some nationalities embrace many ethnic groups.  But many - probably more - do not and the requirement in such cases is a clear (prima facie) indication of racial discrimination;





�native speaker�: language requirements are common and, for the most part, the view was taken that these were reasonable.  The ability to learn or acquire a language is not a matter of ethnicity but of individual aptitude and persistence.  In a city that is geographically in South China and where some 90% of the population speaks Cantonese, the requirement is not unreasonable.  However, advertisements calling for native speakers of a particular language might indicate racial discrimination because, in most cases, �native speaker� was likely to be coterminous with �native ethnic�.  Few, if any native speakers of Cantonese are likely to be other than ethnic Hans from South China.  Possible exceptions include languages like English and French as �native speakers� could be of almost any ethnic origin.  However, no exception was made for them for the purposes of the survey as there is evidence that, in practice, employers seeking �native English speakers� really mean whites. 





minimum periods of residency in Hong Kong: this was included because there had been assertions that the requirement discriminated against new arrivals from Mainland China; and





degree from a specific country: this was included because it could be a way of reserving jobs for people of particular backgrounds.





Major findings





4.		Possible indications of discrimination were found in just 128 (0.5%) of the advertisements examined, 98 (0.4%) of which appeared in the English newspapers, 30 (0.1%) in the Chinese newspapers.  The breakdown by type of discrimination was -





nationality: 43.0%





native speaker: 29.7%;





residency - two years or above: 24.2%; and 





degree from particular country: 3.1%





5.		Taking each of these seriatim -





Nationality: 	this requirement only appeared in the English papers, perhaps because the advertisers assumed that readers of Chinese papers were unlikely to be other than ethnic Chinese.  We found calls for 12 different nationalities, Chinese being the most frequent and British second.  The requirement for British nationals may simply reflect the fact that, unlike other �foreign� nationals, they can work in Hong Kong without work-permits.  This could be an important consideration for employers who need to fill vacancies quickly.  But it does not explain the preference for non-locals that the requirement entails.  





Most advertisements calling for candidates of a particular nationality were for clerical/secretarial posts.  This may be because employers work in close contact with their secretaries.  A secretary of the same nationality as the employer could minimise communication problems.  Trading /marketing posts ranked second, perhaps because of real or perceived advantages that persons of particular nationalities enjoy when dealing with business connections of the same nationality and culture.  





Native speakers: like nationality, and possibly for the same putative reasons, this requirement only appeared in the English newspapers.  The most common requirements were for native speakers of English (particularly for teaching posts), Cantonese (trading/marketing), and Japanese (clerical/secretarial and some managerial).





Residency: most of the advertisements with this requirement were for security guards.





Education: this was not a common requirement.  Only four advertisements included it. Of those, three specifically required graduates from universities in Mainland China, perhaps reflecting the advertisers� need for people who have good connections in Mainland China and are familiar with the cultural/linguistic/business environment there.  The other required new immigrants applicants to have a higher education level than others.  It would appear that the advertiser took a dim view of mainland educational standards.  But it is unsafe to draw general conclusions from a single case.





New immigrants welcome: we found 234 advertisements saying that new immigrants were welcome.  This constitutes only 0.8% of the total examined.  But it is considerably more than those that we assessed as being discriminatory.  More than 97% of these appeared in Chinese newspapers, presumably because most new arrivals are more likely to read Chinese than English.  These advertisements are not overtly discriminatory as welcoming applications from a particular source does not amount to excluding others.  However, about 74% of them were for jobs in night clubs, massage parlours and saunas.  This could indicate a measure of stereotyping.





Conclusion





6.		A very small percentage of the advertisements examined contained possible indications of racial discrimination.  But it must be borne in mind that some of those assessed as possibly discriminatory may have reflected genuine occupational requirements.  And it must be emphasised that most advertisements were not overtly discriminatory.  It is, of course, possible that employers discriminate at later stages of the selection process.  But there is no simple way of investigating that possibility.
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