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The Ongoing Legacy of the European Year of Equal Opportunities for All 2007

By Rachel Mullen, Equality Authority
The European Year of Equal Opportunities for All afforded a valuable opportunity to reaffirm commitment to promoting equality and combating discrimination across Irish society. The implementation of the national strategy for the European Year enabled the Equality Authority to facilitate a broad range of organisations in the public and private sectors, the university sector, the non-governmental sector, and the trade union sector in achieving coordinated approaches to promoting equality, increasing awareness of rights and obligations and in addressing persistent inequalities. 

The Equality Authority has identified the achievement of a longer term legacy of practical action for equality from the European Year, as a key indicator of the success of the European Year in Ireland. The opportunity to develop a longer term legacy from the European Year has been greatly enhanced following our receipt of funding through the European Commissions Restricted Call for National Awareness Raising Activities in the Field of Anti- Discrimination. 

The strategy to build a legacy from the European Year of Equal Opportunities involves three strands (encompassing eleven specific actions): networking for institutional capacity; developing initiatives for positive action; and developing equality data. The actions seek to support a broad coalition of organisations across a number of key sectors to continue to promote equality and sustain an ambition for equality throughout Irish society. The actions proposed will have particular potential for a wide dissemination of knowledge, expertise and skills across a number of key agencies which have the potential to reach large numbers of people experiencing inequality across the nine equality grounds. The networking approach, which proved effective during the European Year, will continue to underscore our approach to the legacy initiative as an effective means of widely disseminating learning and sustaining momentum to develop strategies to promote equality beyond the life of this initiative. 

Strand 1: Networking for Institutional Capacity 

Action 1: Develop the work of the public sector equality network
The public sector learning network established as part of the European Year, brings together organisations representing a diverse range of public sector bodies. Funding will support the implementation of activities which the network will undertake to support the development of an equality infrastructure for customers of public sector organisations, including: the development and piloting of an Equal Status Policy template ; the development and piloting of an equality focused training module for induction training of staff and services users; and the delivery a number of training events to develop the capacity of network members.

Action 2 : Develop a capacity within private sector organisations to accommodate diversity and promote equality for employees, with a particular emphasis on the culturally integrated workplace
The Irish Business and Employers Confederation (IBEC) will continue to lead this capacity building initiative for the private sector, established during the European Year. This initiative aims to underscore the positive aspects of workforce diversity and to make the topic relevant to a business audience. Actions will include the provision of practical supports for businesses, and the identification and dissemination of good practice on promoting integrated workplaces.

Action 3: Develop the capacity within Chambers Ireland to promote planned and systematic approaches to workplace equality
During the European Year Chambers Ireland developed and implemented an equality module within their annual HR survey, to explore and analyse employer perceptions in relation to equality, diversity and the proactive promotion of workplace equality. The action planned for this initiative will involve supporting 3 locally based Chambers to support companies in their area to develop approaches to promote equality for employees and customers.

Action 4: Build on initiatives to promote planned and systematic approaches to workplace equality in the Athlone region 
Athlone Chamber of Commerce led an initiative to support local companies to implement planned and systematic approaches to equality during the European Year.Funding under the proposed legacy initiative will allow Athlone Chambers to extend the initiative to a greater number of companies in the region, as well as assisting the companies already involved, to support them in moving to the next stage of good equality practice.

Action 5: Plan and deliver a programme of learning events to support the NGO sector in representing the interests of groups experiencing inequality
This action will seek to build on the engagement with the NGO sector during the European Year in relation to their role in articulating and representing the interests of groups experiencing inequality across the nine equality grounds. This initiative will involve an NGO led learning event to support NGOs representing the interests of groups experiencing inequality across the nine equality grounds. 

Action 6: Develop the initiative with statutory information providers on innovation in information provision on rights and redress mechanisms
This action will be led by the Equality Authority, the Citizens Information Board, the National Employment Rights Authority and the Office of the Ombudsman and will continue the initiative developed during the European Year, to develop new and innovative methods of providing information to citizens on their rights and mechanisms of redress. This initiative will initially target the race ground.

Action 7: Develop the inter-university network
The European Year saw the establishment a network of equality officers within seven universities which aimed to focus on equality in all university structures and decision making arenas. The actions planned for this initiative are to: explore the issues for LGBT staff working in higher education and develop supports accordingly; and to run a creative competition on the theme of 'Challenging Stereotypes'.

Action 8: Support the ICTU to continue their initiatives to embed equality within the trade union movement
The Irish Congress of Trade Unions will build on the work which they led during the European Year. This initiative will see the ICTU: launch the Congress Equality Policy which was developed during the European Year; recruit and train union representatives to become equality champions in workplaces and trade unions; and develop a 'Challenge Fund' to enable equality champions to initiate programmes on workplace equality within individual trade unions.

Action 9: Support the Local Government Management Services Board (LGMSB) to develop equal status policies for local authorities
Building on the initiative led by the LGMSB during the European Year, the LGMSB will implement an action plan to further develop equality and diversity strategies for customers of local authorities and to set standards and monitor the quality of employment equality initiatives for employees of local authorities.

Strand 2: Developing Initiatives for Positive Action

Action 10: Support NGOs to build on initiatives from the 'burning issues' programme of work
Seven NGOs working at national level to represent the interests of groups experiencing inequality will be funded to develop projects that build on outcomes from the 'Burning Issues' initiatives implemented during the European Year. The projects funded will cover the following grounds: Gender, Disability, Race; Sexual Orientation; Family Status; and Membership of the Traveller Community.
Strand 3: Developing Equality Data

Action 11: Ensure good data exists to support equality initiatives 
During the European Year, the Central Statistics Office published a special statistical report in relation to the nine grounds covered by equality legislation. Such publications make an important contribution to enhancing equality data available in Ireland. As part of this initiative, the CSO will develop classifications for the production of disaggregated data across the equality grounds, for its forthcoming Social Capital module to be completed in 2009. This action will have a national focus targeting grounds in the equality legislation that were collected as part of the Social Capital module.
Discrimination in Ireland: Analysis of the Quarterly National Household Survey (Equality Module)
By Helen Russell, Economic and Social Research Institute
In May the Equality Authority and the Economic and Social Research Institute published a study on experiences of discrimination among the general population in Ireland. The study draws on a survey of over 24,600 people carried out by the Central Statistics Office in 2004.

The survey asked individuals whether they had experienced discrimination in nine different settings or domains over the previous two years: while looking for work, in the workplace, obtaining housing or accommodation, using banks/financial services, shops, pubs or restaurants, accessing health services, education, transport services and 'other' public services. Self-reported discrimination does not correspond to illegal discrimination. It is left to respondents themselves to decide whether they have been discriminated against, however they are given guidance as to what constitutes discrimination:

Discrimination takes place when one person or a group of persons are treated less favourably than others because of their gender, marital status, family status, age, disability, 'race' - skin colour or ethnic group, sexual orientation, religious belief, and/or membership of the Traveller community. 

The advantage of this survey approach is that it provides information across a range of social contexts and reports discrimination across the whole population, not just disadvantaged groups or minority groups. It provides us with data on forms of discrimination not asked about before, some of which is very difficult to detect using other methods. The main limitation of this approach is that the judgement of whether discrimination has occurred is subjective.
Social Context of Discrimination

The survey found that overall 12.5% of Irish people aged 18 years and over felt that they had been discriminated against in the preceding two years. The highest rate of discrimination occurred while looking for work (5.8%) and in the workplace (4.8%). In services, reported discrimination is highest for accessing housing and using financial services (see Figure 1). The number of people at risk of discrimination varies across settings. For example, only those who have been employed during the two years before the survey, could report discrimination in work. Pooling responses across domains we find that 9 per cent of respondents reported discrimination accessing services and 7 percent reported work-related discrimination.

Social Characteristics and the Experience of Discrimination

The study examines how the risk of discrimination, its impact and the response to these experiences varies with the personal characteristics of respondents. In the case of work related discrimination, the effects of organisational characteristics (such as sector, union membership) are also investigated. Here we outline our results in relation to a number of key groups1:

Women and Men

There was no overall difference in the proportion of women and men from across the different grounds reporting discrimination but women were more likely to report discrimination in the workplace and accessing health services, while men were more likely to report discrimination while looking for work and accessing financial services. Women were much more likely to report discrimination on marital and family status grounds and, to a lesser extent, on the gender ground. 45 per cent of reports of gender based discrimination came from men, predominantly in relation to financial services. Age, nationality/ethnicity and disability were more commonly cited by men as the perceived grounds of discrimination.

Among those who experienced discrimination, men were more likely to report repeated instances (74 per cent) than women (68 per cent) and this difference remained even when other characteristics were controlled. However, there was no gender difference in the perceived impact of discrimination or in the likelihood of taking action in response when other personal characteristics are taken into account.

Age Groups: Older/Younger

Reports of discrimination more commonly came from respondents aged less than 25 years than those aged 65 years or over. Young people are particularly likely to report having experienced discrimination while using services such as pubs/clubs/restaurants/shops, banks/insurance and housing, but are no more likely than other age groups to report work-related discrimination. The finding that being 65 years or older is not a risk factor in any domain is striking and may reflect reluctance among older people to interpret unequal treatment as discriminatory.

Non-Irish Nationals/Minority Ethnic Groups

There is considerable policy interest in the extent to which non-Irish nationals and minority ethnic groups are subject to discrimination in Ireland. Some 24 per cent of non-Irish nationals feel they have been discriminated against over the preceding two years, just over twice the rate for Irish nationals. The higher likelihood of reported discrimination among non-Irish nationals persists in both of the work and four of the service domains (housing, shops/pubs/restaurants, financial services and transport), but is particularly pronounced in relation to job search. Respondents of Black ethnicity have the highest "raw" risk of discrimination among the four ethnic categories - White, Black, Asian or 'Other' - identified in the survey, with 40 per cent of those surveyed reporting experiences of discrimination. This compares to 12 per cent of the White respondents and 25 per cent of the Asian respondents. Ethnicity is more strongly associated with discrimination in services than work.

People with Disabilities

Our analyses show that disability is one of the strongest predictors of discrimination risk. People with disabilities were at higher risk across all domains except education. Disability has the strongest effect in the health domain and in transport services, where disabled respondents are over five times more likely to report problems of discrimination. People with disabilities also report a greater incidence of repeat discrimination, with 77 per cent of those who experienced discrimination saying it occurred more than once. Furthermore, of respondents with a disability who reported having experienced discrimination, 35 per cent said the experience had a serious impact on their lives.

The Unemployed

The unemployed are not currently covered by equality legislation but they emerge clearly from the current study as a group particularly vulnerable to discrimination. Unsurprisingly, the responses of the unemployed indicate particular vulnerability to discrimination while looking for work. They were also at higher risk of discrimination in work, obtaining housing, in shops, pubs and restaurants, and health services. The perceived impact of discrimination was significantly greater among the unemployed than the employed.

Context, Impact and Response to Discrimination

The discussion above shows that the impact of discrimination is influenced by the characteristics of respondents. The analysis also found that impact varies depending on the context. Of those who reported discrimination, 29 per cent said this was a once off incident, while 71 per cent reported that it had occurred more than once. Some 26 per cent said that it had a serious or very serious effect on their lives. The effects of discrimination in the workplace and obtaining accommodation were most severe, which is unsurprising given that these spheres are central to people's quality of life.

While 40% of those experiencing discrimination took some response, only 6% made an official complaint or took legal action. This is low compared to the 26% reporting a serious impact. The likelihood of taking action increases with the perceived seriousness, with 59% of those who felt discrimination had a serious effect taking some further action and 15% taking formal action. Our analysis shows that in many cases, the social groups who report experiencing the highest levels of discrimination are the least likely to take action. This was partly due to lack of knowledge of rights, but even when this was taken into account groups such as the unemployed, non-Irish nationals and lone parents were still less likely to take action. These findings highlight the potential benefit of proactive third party interventions such as information campaigns, advocacy and legal supports, along with initiatives by employers and service providers to implement good practice. The results also highlight the combination of groups and social settings where problems currently exist and where actions may best be targeted.
…………………………………………………

1 In the study we also investigate the effects of family status, religion and level of education on discrimination. The survey did not contain information on sexual orientation, and the small number of respondents from the Traveller community did not allow separate analysis of this group.

Recent Publications

1. Report of Activities in Ireland under the EYEOA

The European Commissioner designated 2007 as 'European Year of Equal Opportunities for All.' The Year presented an opportunity to celebrate progress made in promoting equal opportunities for all and combating discrimination, to acknowledge significant inequalities that persist and to renew commitment to a more equal society. The Equality Authority was appointed as the National Implementing Body for the Year in Ireland. This report details the wide ranging activities that took place during the European Year and includes a proposed legacy from the year to promote equality, value diversity and eliminate discrimination in Irish society.
2. Gender Inequalities in Time Use

This report is a joint publication of the Equality Authority and the Economic and Social Research Institute. It analyses time diaries from just over 1,000 men and women, aged 18 to 97 from the Irish National Time Use Survey 2005, to gather information on paid and unpaid work. This analysis looks in detail at the breakdown of tasks between women and men. It is the first systematic study of gender differences in unpaid work among all adults in Ireland. It also looks at the distribution of time between women and men in couples.

3. The Experience of Discrimination in Ireland

The data in this research publication is based on a new analysis of the CSO's Quarterly National Household Survey Equality Module, which asked Irish adults about their experience of discrimination in a range of different situations. It is a joint publication of the Equality Authority and the Economic and Social Research Institute.
4. DVD Guide to the Equal Status Acts 2000-2004

An information DVD about the provisions of the Equal Status Acts.
5. The Equality Authority Annual Report 2007

A report of the activities of the Equality Authority in 2007.
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Ballyfermot Advocacy Service

By Madge O'Callaghan of Ballyfermot Advocacy Service

Introduction

The first time I ever became aware of advocacy as a means to assert rights and entitlements was many years ago when I lived in County Clare. A local politician was noted for her attendance at the community welfare officer's clinic on Wednesday afternoons. She would accompany people who were looking for assistance from the community welfare officer and was noted for knowing the ins and outs of the social welfare system. People attending the clinic had the impression that the community welfare officer was terrified of this woman who had a loud booming voice. As a young mother not knowing my way around the social welfare system, I didn't know who to be more in awe of - the community welfare officer or the politician! The politician was seen very much as an adversary of the community welfare officer and on the side of the applicants. This early experience of advocacy taught me that, although advocacy is always on the side of the client, the other side should not be treated with contempt.

Years later, when working as a personal development trainer, I worked with many groups of people from a variety of backgrounds, I could identify with numerous issues that people raised when they attended my classes. A lot of people were low in selfesteem and confidence, had poor self-image and self-worth and had difficulty in asserting themselves with family and friends, or with strangers, or in the workplace. Being low in self - esteem often leads to depression and other illnesses and as a result people often have difficulty in asserting themselves and so the cycle continues. It was quite common for people to get caught up in a cycle of self-rejection and become unable to manage criticism, set reasonable boundaries or negotiate healthy compromises for themselves.

One of the systems developed at that time was a buddying system - an accompanying support person for people who needed to confront authority figures, but did not have the level of self-esteem needed to do so. I remember one woman who felt that her GP was being dismissive towards her. At her next appointment her friend went along with her and reminded her to ask questions that had not been answered in previous visits. Her friend also took notes of the answers given to her so that she could remember what the doctor had said. This was a very simple form of advocacy, but very important to the woman at the time. She had been feeling intimidated by her doctor - not the doctor's fault - and she had not been able to get the information she wanted. Having someone to support her to ask the relevant questions empowered her to make decisions about her health.

Advocacy Services

Advocacy is a means of empowering people by supporting them to assert their views claim their entitlements and where necessary represent and/or negotiate on their behalf.

Delivering a professional advocacy service means providing a trained person who, on the basis of the understanding of a client's needs and wishes, will advise and support that client to make a decision or claim an entitlement and who will, if appropriate, go on to negotiate or make a case for him/her. Advocacy is becoming a much used service for people who have a disability to enhance their equality of opportunity, claim their rights and entitlements, access services and to support them to have their voices heard.

In 2005, the Citizens Information Board, known as Comhairle at that time, called for expressions of interest from organisations in the community and voluntary sector to develop advocacy services for people with disabilities. Approximately 14 projects were initiated as a result of this and in 2008 the number of projects has risen to almost 50 nationwide. The advocacy services set up in the community and voluntary sector are led by steering groups. The steering groups ideally should have members of the client group, as well as members from the relevant service providers and provide the advocate with an advocacy plan for the duration of the contract.

These professional advocacy services provide a trained person who, on the basis of initial interviews with clients and developing an understanding of the clients needs and wishes, will advise and support the client to make a decision or claim an entitlement and if appropriate will facilitate the client to negotiate or make a case for themselves. The advocacy services are based in communities, in residential settings and in day centres. An advocate may have access to a broad range of people with disabilities or be limited to an area such as intellectual disability, mental illness or visual impairment. An advocate can empower a person simply by listening to and supporting the person to express an opinion. Good quality advocacy services have the person with a disability at the centre. In the vast majority of cases advocates will act on the instructions of the client. The advocate should initially presume that the client is fully competent.

Access to Advocacy

The issue of access to advocacy is important, as clients who need it most, may be more vulnerable and less empowered than others. For people to have access to an advocacy service the clients must know it exists, how it relates to their needs and how and when to apply for it. The client also needs to know what the process of advocacy is for them, how it will be delivered and where. Establishing trusting relationships can be a time consuming but worthwhile stage in the advocacy process. Access to advocacy may also be more difficult for people who live in institutions. In some institutions, where advocacy already exists among the residents, the need for an external independent advocate is not always recognised by care staff, especially as they may feel that they are already providing an adequate advocacy service for the people in their care.

Mental Health Advocacy

Mental health advocacy has been spearheaded in Ireland by the Irish Advocacy Network, Schizophrenia Ireland and other organisations such as AWARE, GROW and Alcoholics Anonymous. It's interesting when we talk of mental health that we generally mean mental illness. A number of organisations are working towards eliminating the stigma of mental illness. According to the World Health Organization (WHO), stigma is one of the most important problems encountered by people with severe psychiatric disorders. It lowers their self-esteem, contributes to disrupted family relationships and adversely affects their ability to socialise, obtain housing and accessing employment.

Although mental health problems occur in almost every family at some point, people who experience these problems still meet fear and prejudice from others and can feel ashamed and excluded. The stigma and discrimination associated with having a mental illness are often so devastating that they prevent people from seeking help for fear of being labelled. Advocacy can support such people with an outreach service.

EQUINET: 
Strengthened Cooperation of Equality Bodies at European level

By Anne Gaspard, executive director, Secretariat EQUINET - European Network of Equality Bodies
EQUINET - European Network of Equality Bodies has developed over recent years into a structured platform for cooperation and exchange amongst and with specialized equality bodies across the European Union. EQUINET started in 2004 as a project initiated by only five national equality bodies and has since grown to an ambitious pan-European network bringing together bodies from almost every European Union (EU) member state.

The 2007 European Year of Equal Opportunities for All was a crucial year in the development of EQUINET. Thanks to the support of the European Commission PROGRESS funding programme and of member organisations, EQUINET was formally established as a European Network of Equality Bodies (International not-for-profit Association under Belgian statutes) with a Brussels-based EQUINET Secretariat (four staff members). In 2008, the EQUINET network involves 28 members from 25 countries, including the Equality Authority in Ireland, which is a founding partner and very active member in the European network.

Specialised equality bodies have been established in member states across the European Union on foot of the EU Equal Treatment Directives. They have a statutory remit to promote equality and combat discrimination in relation to one, some or all of the grounds covered by the Directives - gender, race and ethnicity, age, sexual orientation, religion or belief and disability. National equality bodies are designed to function as independent organisations, providing assistance to victims of discrimination, monitoring and reporting discrimination issues, promoting equality and securing legal protection at the highest possible level. Some specialized equality bodies are long established in member states, while others are recently set up. The diversity of experience, mandates, scope and structures between the various national equality bodies is reflected in the membership of the EQUINET network and contributes to the richness of its exchange and contribution.

EQUINET reflects a shared interest across the network membership in sharing information and experience, developing peer support, promoting further internal capacity-building and articulating a policy perspective out of the expertise and practical work of the specialized equality bodies across the EU member states. EQUINET provides a new platform for dialogue with EU Institutions to ensure a strong voice for national equality bodies and a full contribution of their perspective and experience in the development of anti-discrimination legislation and of policy developments at a European Union level.

EQUINET has developed systems for information exchange between the national equality bodies. Working groups have been established to build peer support and sharing of expertise on the interpretation of the legal provisions of the EU Equal Treatment Directives, on strategic enforcement through best use of the various powers and functions of equality bodies andon strategies for the bodies in supporting good practice in promoting equality and combating discrimination. Through its Policy Formation Working Group, led and moderated by Niall Crowley (Equality Authority), EQUINET prepares regular opinions on the equality dimension to policy and programmes being developed at European Union level. Recent published opinions address the lasting legacy required from the 2007 European Year of Equal Opportunities for All, the need for new initiatives to prevent and combat discrimination beyond the labour market and for new tools for promoting equality.

In this context, EQUINET, welcomed the recent proposal by the European Commission as part of its Renewed Social Agenda of a cross-cutting directive to combat discrimination and ensure extended protection against discrimination on grounds of disability, age, sexual orientation and religion/belief beyond the workplace. EQUINET had recommended a new Directive that would reflect a high level of protection on the basis of standards established by the Race Directive (2000/43/EC) and achieve a common standard of protection across all grounds of discrimination by also addressing deficits in relation to the gender ground. The proposal for a new Directive makes significant advances in developing the mandate of the specialized equality bodies and facilitating their work by enabling an integrated approach across all six grounds of discrimination.

New tools will be needed to support the effective implementation of equal treatment legislation and to assure this legislation brings sustainable change and achieves full equality in practice. In developing such tools, EQUINET emphasises the importance of cooperation between equality bodies and civil society at European and national level.

EQUINET organises regular training seminars for its members to support further capacity building of national equality bodies across the European Union. Training on solving discrimination cases from a comparative law perspective was recently held in Sofia (Bulgaria) in June 2008 and a further seminar focusing on the challenges of addressing multiple discrimination from the perspective of the work of equality bodies took place in Rome (Italy) in October 2008. The Equality Authority will also be the host of an EQUINET Training for staff of equality bodies across Europe early next year in 2009 in Dublin, focusing on effective provision of information on rights.

EQUINET has also initiated a recent study on the independence of equality bodies to help identify practical approaches and challenges to the practice of effective independence. Preliminary findings of this research were presented by EQUINET at the equality summit organised by the French Presidency and the European Commission in the autumn and the study will be published later this year.

EQUINET and its members will continue its work to create a key network and platform for cooperation among equality bodies and a stronger voice for equality bodies at European level. This should support the essential role of equality bodies in the effective implementation of current and future anti-discrimination legislation.
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NESF Periodic Report Assesses Policy Developments
By Patrick O'Leary, Equality Authority
The National Economic and Social Forum (NESF) was established by the Government in 1993 to provide advice on policies to achieve greater equality and social inclusion, in the context of social partnership arrangements. The NESF also facilitates public consultation on policy matters as requested by the Government from time to time. 

In its latest periodic report, the NESF reviews the implementation and follow through, mainly by Government Departments and State Agencies, on the policy reports that it had undertaken over the period 2003-2006.

Some highlights in the report include:

1. Older workers

Age discrimination in the workplace remains to be tackled and initiatives by the Equality Authority, the HSE and the National Council on Ageing and Older People need to be continued and supported. Other priority issues are upskilling of low-paid older workers, flexible working arrangements to remain on in the labour force and life-long learning. The NESF welcomed the initiative by the Minister for Enterprise, Trade and Employment to review current rules on retirement and avail more of the potential of older people in the workforce.

2. Equality Policies for Lesbian, Gay and Bisexual People (LGB)

The NESF highlights the commitment in the Programme for Government 2007-2012 to 'legislate for Civil Partnership at the earliest possible date in the lifetime of the Government'. It also commends the work of the Department of Social and Family Affairs in equality proofing the Social Welfare Code, including on the ground of sexual orientation. Another positive development highlighted is the work of Belong To with the HSE in establishing projects throughout the country to support young people's in relation to issues of sexuality. However further progress is identified by the NESF as being required in areas such as training and staff supports for public servants in providing for LGBs; the removal of the exemption given to religious, educational and medical institutions under equality legislation; and the need for the Department of Education and Science to play a lead role in tackling homophobic bullying in schools.

3. Early Childhood Care and Education

A significant step to the implementation of the NESF's recommendations was the Government's decision to establish the Office of the Minister for Children. However it suggests that the commitment in Towards 2016 to providing 50,000 new childcare places is too small, given the increasing number of couples with both parents at work outside the home. The NESF highlights that making schools available for out-of-school activities, including childcare, is now being followed up, as is the integration of Traveller children into the education system. One big disappointment for the NESF, is that its central recommendation of providing statefunded high quality care for all children in the year before they go to school has not been accepted.

4. Care for Older People

The NESF is encouraged by the principles set out in Towards 2016 to develop long-term care services that enable the older people live active and full lives, independently in their own homes and communities for as long as possible. The undertaking to providing substantial additional resources for care of older people, with three-quarters of these resources going for community supports, is welcomed by the NESF. The New Strategy on Ageing identified in the programme for Government 2007-2012, contains a number of elements that the NESF attaches importance to, such as government departments developing operational plans and objectives for older people, consulting with voluntary groups and developing quality transport systems in both urban and rural areas. The NESF is pleased that its recommendation on the development of a National Carer's Strategy has now been taken on board and that this is to be completed by the end of the year in consultation with the social partners.

5. Creating a More Inclusive Labour Market.

The NESF notes that the ESRI's forecasted rise in unemployment in 2007/2008 will impact severely on the low-skilled and will call for retraining of semi and unskilled construction workers on a substantial scale. The NESF is pleased to note that lifelong learning for the low-skilled is now to be prioritised in Towards 2016. Important steps have also been taken through the extension by the Department of Enterprise Trade and Employment of the Employment Action Plan process to more marginalised groups.


Equality and Human Rights Commission, Britain

By Patrick Diamond, Group Director, Strategy
At the Equality and Human Rights Commission, we often say that there are two big challenges facing the world today. One is how we get along with the planet. The other is how we get along with each other.

At the Commission, we are only charged with helping to find solutions to the latter -- and that is certainly a big job in itself. Our task is to ensure that difference within our society is a source of energy and prosperity, rather than a cause of friction and inequality.

We believe we are entering a new and critical phase of that struggle, one which demands a radical new approach we hope will be embodied by the new single Equality and Human Rights Commission. The new Commission came into being in October 2007, taking on board the Commission for Racial Equality, the Disability Rights Commission and the Equal Opportunities Commission, as well as expanding its remit to include age, religion and belief, sexual orientation and human rights.

The new Commission has its origins in bodies that stood up for the rights of the sorts of groups that have been alternately patronised or derided; women, minorities, people with disability.

But today, our Commissions' existence is a recognition that one chapter in the long, slow forward march of equality and human rights in Britain is over and another has begun, with new demands and new pressures.

In 1965, the first ever Race Relations Act was passed. It forbade discrimination on the 'grounds of colour, race or ethnic or national origins' in public places. In 1970 came the Equal Pay Act, which made paying people different rates because of their gender unlawful. In 1975 Parliament agreed the Sex Discrimination Act. In 1995 came the Disability Discrimination Act.

Each Act built on a model of discrimination which identified the victim and then put in place protection. It was an approach that profoundly changed our culture - no more 'No Dogs, No Blacks, No Irish'. No more 'Women Need Not Apply'. No more 'Wheelchairs Not Allowed'. It was an approach that built on proud arguments, noble campaigns and belief in a better future. It was an approach that fitted its time.

But now we need to take account of the changes arising from a dramatically new social and economic environment.

People's incomes and life-chances may be influenced by disadvantages arising from individual characteristics such as race or gender. But we know very well that this is not enough to capture their whole experience - what is often called the 'strand-based' approach to equality. We have to look at people as a whole and modernise the equalities argument to keep up with society. We also have to communicate why this agenda matters in the world we live in today -- not just to the few, to the "minorities", but to all of us.

As Baroness Jane Campbell, a Commissioner for the Equality and Human Rights Commission and renowned campaigner in the field of disability, said: 'I think we've gone as far as we can with the single identity group. We need to bring others along with us."

One of the big questions for the Commission is how we should go about meeting these challenges? It is was striking that when we did a poll of the British people about what they wanted this Commission to prioritise, we expected them to say, (as do some politicians and many of our stakeholders), that we should be providing services, we should be handling complaints and issuing guidance about the law.

But that isn't actually what they said at all. Yes they want us to do those things and do them well. But at the top of their priority list was something different: An idea that we should be an advocate for fairness; that we should make the case for equality; and that we should be trying to change the way that our society works.

In carrying out this role, we will need to be very different to our predecessors - no less active in the fields of law enforcement, casework and advocacy, but with a new emphasis on the realms of culture change and thought leadership, transforming the manner in which organisations and institutions behave.

Our methods will include legal redress and rest heavily on our legal mandate. Thus the new Equality Act will be the cornerstone of a new assault on inequality. However, we believe it should only be part of a much wider programme of statutory and non-statutory action to instil an ethos of fairness in our society.

The best metaphor we can use is that we see ourselves as the good doctor, rather than simply a meddlesome policeman. The Commission gives sound advice and sometimes has to administer strong medicine, but it's not simply here to punish bad behaviour. The Commission uses its powers to mount legal challenges and enforce the public sector equality duties where necessary, but equality is not just about legislation. We also want to celebrate and build on successes, facilitate debate and act as a catalyst for change.

What is clear to the new Commission is that we live in an age of difference. Between 2009 and 2014 women will fill 5 out of 10 of the increase in new jobs in the UK. By 2020, 2 out of 5 people in the workforce will be aged 45 and over and 1 in 5 of the working age population will have a disability. People from minority ethnic groups will account for half the growth in the working age population between 1999 and 2009. And, by the end of this decade just a fifth of the UK workforce will be composed of White, able bodied men in full time work. The reality is that tomorrow's talent pool will be diverse. Today, fairness is not just a social good - it is an economic imperative. In today's world, attention to the environment and employee diversity are no longer the preserve of a few socially conscious businesses. And in this diverse pluralistic society our task can no longer be limited to 'defending' minorities - it has to be about engaging the majority in a wider debate and building a new consensus in favour of greater equality, one that brings benefits to us all.

We want to build on the legacy of our predecessors and on our early successes, but it must not be forgotten that there is still a lot of work to be done. Here at the Commission we will continue to work tirelessly to reverse inequality and extend fairness to all the people of Britain. It's a monumental task but as the single body for equality in Britain we are better equipped than ever to succeed.
What Women Want: a model of Pensions that guarantees independence

By Orla O'Connor, Head of Policy, National Women's Council of Ireland (NWCI)

The Government published the Green Paper on Pensions in October 2007 and called for a widespread debate on the future development of old age pensions. What Women Want: a model of Pensions that guarantees independence, is the new policy on pensions by the National Women's Council of Ireland (NWCI) as its contribution to the emerging debate on pensions. The NWCI developed the policy because women's issues, voices and perspectives have largely been absent and ignored from the pensions debate in Ireland. While women make up the majority of older people, the impact of pension policy now and into the future has been developed and continues to be progressed without clearly assessing its impact on women and women's equality.

Currently fewer women than men in old age have independent access to pensions. These differences arise due to their ascribed roles in the economy and the family: women still earn less, work fewer hours and leave paid employment because of care responsibilities to a greater extent than men.

The international experience of pension reform shows that women and men may be affected differently by any given reform option. In other words, the NWCI is concerned that some reform options mooted for consideration in Ireland may be distinctly unfair from a women's equality perspective. The government, for instance, has attempted to make the case for mandatory supplementary pensions because of the low take-up of voluntary pensions. Such a reform would tie the pensions system as a whole more closely to earnings from paid employment and would therefore reinforce inequalities for women.

Central to pension reform for women is the principle of economic independence for women and the inclusion of an ethic of care that values and rewards care in the context of gender-neutral care policies. These principles have implications for many aspects of pension provision. At a general level it requires policy makers to ensure that the pensions system as a whole is not predicated on male lifetime patterns of work and earnings: on the contrary, the NWCI insists that women's continuing experience of lower earnings, fewer years employment and greater contribution to unpaid care work should not exclude them from an adequate, independent pension in old age. As women rely more on the state pension system for their income in old age in comparison to men, the role of the state pension is key to the reform of the pension system.

The critical decision is the relative importance in the pension system of the first-tier state pension. Specifically, the core of the pension system should be an adequate, comprehensive pension guarantee for all individual men and women. The stronger the first tier of pensions, the lower the level of poverty and the greater the access women have to an independent pension in old age.

Pension Policy should not only prevent financial poverty but guarantee a decent quality of life by offering an amount significantly above the 'poverty line'. This will require a redistribution of resources away from the private pension system and into the state pension. Currently the Government is spending 2.9 billion euro on tax reliefs for private pensions; this is equivalent to the amount being spent on state pension. Even if these are not wholly equivalent, there is a clear trade-off between tax subsidies (for example to occupational and private pensions) and improvements to the state pension. Indirectly, women benefit less than men from tax expenditures. The Economic and Social Research Institute have estimated that by reducing tax relief to the standard rate of 20% and increasing the state pension by €50 per week, poverty for older people would effectively be eliminated.

Policy on pensions cannot be analysed or developed out of context, it must be formed within a context of broader social policy and its impact on women's lives. Women and men do not suddenly arrive at old age; rather ageing is a cumulative process and the resources and assets that are brought to older age are those that are gathered over a life time of working and caring. Connecting our pension system so closely with earnings from paid employment systematically disadvantages women. Women earn less than men, the gender pay gap is currently 15%, women are more likely to work part-time and women provide the majority of informal care work. The reality of women's lives means that women are spending and will spend more time than men in care work and will be outside of paid employment to a greater extent than men. A new policy on pensions requires a greater distribution of resources and a better distribution of care work between men and women. It should form part of the building blocks used to construct a world of gender equality in work, care pensions and life.

The NWCI recommendations do not solely focus on the state pension system, but what is clear is that it is only in a predominantly state supported system that an ethic of care can be fully integrated and inequality can be compensated for effectively. In order not to reinforce the gender equality that exists in our society, pension policy must compensate for the cumulative discrimination which has built up for women across their lives.

The main recommendations of the NWCI are a universal pension for all that provides a decent standard of living in older age. The NWCI acknowledges that a pension appropriate to Ireland's circumstances requires a second tier pension; however the NWCI suggests that neither the recently introduced PRSA scheme nor the option of a compulsory private pension is appropriate. These pensions are reliant on the ability of workers to fund pensions and therefore depend on their level of incomes and employment: this would be to women's disadvantage. The NWCI recommends that if a second-tier pension is to be introduced, it should take the form of a state earnings- related pension that builds on the existing, social insurance system.

A central recommendation of the NWCI policy is for retrospective pension justice for women who have reached pension age and are not entitled to a state pension. This relates to women who were forced to leave their employment on marriage and women who have worked on family farms and in family businesses. These women are facing serious discrimination because of the time spent caring and supporting their families.

The NWCI policy has been formed by the views and perspectives of the members of the NWCI and by the thousands of women who have written to the NWCI and participated in the campaign for social welfare reform. The main theme of these letters is the demand to live in old age with respect and dignity and not just above the poverty line and to do so as individuals in their own right.


Stereotyping: The Development of an Action Strategy by the Equality Authority in Partnership with Community and Voluntary Organisations

By Deirdre Toomey, The Equality Authority
Introduction

Stereotyping and its potential impact on equality is an issue which is being given necessary attention in recent years. This is evident from a number of initiatives at European level including A Roadmap for Equality Between Men and Women 2006-2010 which highlights key actions in relation to the elimination of gender stereotypes in society; a draft report on how marketing and advertising affect equality between women and men prepared for the Committee on Women's Rights and Gender Equality; and the 'Breaking Stereotypes' poster competition (2006) and photo competition (2007) organised as part of the European Commission information campaign 'For Diversity, Against Discrimination'.

The Equality Authority has also developed a range of initiatives on the issue of stereotyping including research on inequality and the stereotyping of young people; research on gender stereotyping in the marketing and design of goods for children; research on gender stereotyping in advertising (currently at draft stage); public awareness campaigns on the stereotyping of older people; and the publication of a resource pack to enable organisations of young people to challenge the stereotyping of young people.

The Equality Authority is currently working with community and voluntary organisations representing groups across the nine equality grounds to develop and implement a stereotyping action strategy. 
The interest in developing this strategy emerged in the context of the above initiatives. This interest is rooted in the concerns expressed by community and voluntary sector organisations at the common experience of stereotyping identified across the nine equality grounds and the impact of this stereotyping in the workplace, public sector services, schools, the media and advertising.

What is stereotyping?

'Stereotype' as defined in the dictionary is a 'standardised idea of a person or thing'. The word stereotyping first came into use over 200 years ago and has its origins in Greek and Latin. In this context it literally means 'rigid impression' or 'solid image'.[1]

As a concept in contemporary sociology and social psychology stereotyping is used to refer to a 'relatively rigid and oversimplified conception of a group of people, in which all individuals in the given group are labelled with the so-called group characteristics'.[2] In this context stereotyping is closely linked to prejudice, literally a prejudgement commonly held about individuals of a particular social class, sex, sexual orientation, disability, skin colour, ethnicity, religion, family status, political affiliation or age.[3]

Stereotypes reflect a way of thinking or a type of image of a group. Stereotypes are also manifested in practices including patterns of behaviour, rules, roles and responsibilities. In this sense practices within society and within institutions - which are shaped by ideas, images and language - may perhaps be based on a stereotypical way of thinking. Giddens, a prominent British sociologist, notes that human thinking and human relations involve some degree of classification or categorisation. However, Giddens also emphasises that stereotyping tends to have 'more consequence' when the parties involved have an inequitable relationship, that is one has more power than the other.[4]

Both positive and negative stereotypes can be attributed to groups and to the same group at the same time. However, while negative stereotypes diminish a group, even positive stereotypes can have a negative effect as they can end up patronising or disempowering the individual.[5]

Why focus on stereotyping?

A key reason to build an understanding of stereotyping and to challenge stereotyping is that stereotyping can lead to groups experiencing inequalities in terms of how they are treated by society and in terms of their recognition or status in society.[6] Images are portrayed, assumptions are made and perspectives are communicated about a group which serve to perpetuate myths, to limit the potential of or to shape expectations of particular groups. Inequalities result.

Furthermore, stereotyping can be used to justify social inequalities. In this context members of particular groups are reduced to a particular essence or characteristic which is presented as being inherent or 'naturally' built into their character or personality.[7]For example, gender stereotyping generalises what it means to be male or female, 'what roles are appropriate to women and men based on crude or traditional generalisations regarding gender, and the characterisations that make male or female easily recognisable in the most basic terms'.[8] These roles can underpin inequalities between women and men and are often justified on the basis of the stereotypes of women and men.

Stereotyping has the power to influence the attitudes of decision-makers, employers, civil society and service providers towards particular groups. In such instances, it can lead to discrimination in terms of access to or progression in employment or in the provision of goods and services, accommodation or education, contrary to the Employment Equality Acts 1998 to 2007 and the Equal Status Acts 2000 to 2004.
Stereotyping Action Strategy 2008 - 2010 
The stereotyping action strategy draws on the resources and expertise of the community and voluntary sector organisations representing groups across the equality grounds and of the Equality Authority. 
The aims of the action strategy are:

1. To raise awareness and create understanding of stereotyping and of the negative impact of stereotyping for people across the nine equality grounds;
2. To promote critical thinking about the way groups are represented across the nine grounds and across multiple environments (e.g. community, education, employment, health, accommodation, public services, media);
3. To identify and support appropriate ways in which stereotyping can be challenged and addressed by government departments, state agencies, NGOs, the media and wider civil society.
The implementation of the strategy is based on partnership between the Equality Authority and community and voluntary sector organisations concerned with and working on issues of stereotyping across the nine grounds, as well as the involvement and support of a range of organisations drawn from the multiple environments where stereotypes are generated and given expression. 

Key actions include:

1. Preparation of background paper on stereotyping by researcher Wendy Cox to identify the nature, sources and perceived impact of stereotypes on groups experiencing inequality across the nine grounds.

2. Raise Awareness and Create Understanding of Stereotyping:

· Development and publication of an information leaflet on the nature and impact of stereotyping for groups across the nine equality grounds.

· Organisation of regional events on stereotyping. Regional events will target employers, service providers and the community and voluntary sector and will include roundtable discussions on the nature of stereotyping and mechanisms to address stereotyping.

· Circulation of the European Commission 'Breaking Stereotypes' exhibition developed as part of the information campaign 'For Diversity, Against Discrimination'. 

· Development of initiatives specifically targeted at media and advertisers to raise their awareness of stereotyping and the damaging impact of stereotypical portrayals of groups under the nine grounds. 
3. Challenge Stereotyping

· Development and implementation of regional action plans to challenge and address stereotyping. Two regional action strategies are being developed with the support of Galway City Partnership and PAUL Partnership. 

· Development of good practice resources and supports highlighting ways in which stereotyping can be challenged in employment, education, public service delivery and the media. 
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Case Reports
MBNA to Pay €56,315 for Pregnancy Discrimination and Victimisation 

The complainant worked in the customer care section of MBNA. She became pregnant and while on maternity leave, met with her manager to discuss applying for a promotion which had arisen. The manager discouraged her from applying for the promotion and told her a person with a degree was required, although this was not a requirement in the job specification. The complainant withdrew her application, but later found that the successful person did not hold a degree.

On return to work, the complainant found that her manager (although giving her good assessments in monthly one to one meetings) was not putting her forward for promotion or a pay rise. She complained numerous times, but he fobbed her off with promises that the pay rise/promotion would be given soon. In a telephone call the night before she was due to return to work after her pregnancy, the complainant was assigned to work in the payroll section at the same grade, although she had clearly stated that she was not happy with a lateral move. She arrived at work to find she had no desk, no phone and no real work. She complained but the situation continued for a number of weeks. She was again promised a pay review within six months but this did not happen.

When she had still not been promoted she escalated the matter. Various meetings with her manager, his supervisor and the complainant failed to resolve the issues and the complainant remained in her original position. Her complaints were not taken seriously and she was told the issue was a miscommunication.

In March 2005 the complainant announced that she was pregnant. The following month her head of department told her that her appraisal had been refused because of her attitude. The complainant 
was upset and left work with a stress related illness. After her manager left the company, the complainant met with the head of department and HR and claimed that she had been treated unfairly because of her pregnancy.

The complainant did not subsequently receive a promotion/pay rise. Her complaint was investigated by the company who found that she had been mismanaged, but not that she had been discriminated against because of her pregnancies. The Equality Authority subsequently wrote to the respondents on behalf of the complainant and a complaint was lodged with the Equality Tribunal. The complainant also claimed that the employer's part of the PRSI contribution was not paid while she was on maternity leave. The company rectified this in respect of the complainant but not other employees.

In March 2007 the complaint was informed that she was to be made redundant from 31 May, 2007. She claimed that the company made no real efforts to redeploy her. She was subsequently asked to sign a redundancy agreement which would wave away her rights to make a complaint under the Employment Equality Acts. As the complainant had already lodged a complaint under the Acts, she refused to sign the agreement and was paid a reduced redundancy package.

The Equality Officer found that the complainant had been discriminated against because of her pregnancies and that she had been victimised. He awarded her €17,000 in compensation for the discrimination, €33,000 (equivalent to one year's salary) for victimisation and adverse treatment and €6,315.84 being the difference between the basic and enhanced redundancy package. The total amount of the award was therefore €56, 315.84.

Ulster Bank Fined €2,000 for Age Discrimination

In February 2005, Ms Fahey, (who was over the age of 70 years at the time), telephoned Ulster Bank Maynooth to enquire about getting a car loan. She had been a customer of the bank for over 10 years, had a large sum on deposit and both her own and her husband's pensions were paid directly into the bank. She had just finished paying off her previous car loan to a finance company and had paid a deposit on a new car. The bank official she spoke to asked her age and then told Ms Fahey she would have to speak to a manager. When the official returned she said she was sorry, but that the manager said it was bank policy not to grant loans to anyone over 65.

Ms Fahey had no difficulty obtaining a loan elsewhere and subsequently informed Ulster Bank. She was again told that it was bank policy and was required by the rules of the Financial Regulator. She approached the Equality Authority and a complaint was referred under the Equal Status Acts. At the hearing of the claim the bank denied discrimination, but the Equality Officer on reviewing the evidence found in favour of the claimant. He said that the respondent did not adhere to its written loan application procedures and that the complainant's evidence was clear and credible. He did not accept the respondent's submission that the delay in hearing the complaint made it impossible for them to defend the claim. He pointed out that a complaint had been sent within 2 months and responded to by the respondent. He awarded Ms Fahey €2000 compensation for the upset and humiliation she had experienced.

Case Settled involving Older Person and Access to Car Hire

In May 2006, Br. Anthony White rented a car at Dublin Airport. Br. White was told that because he was over the age of 70 he would have to pay an "age surcharge" of €25 per day, an increase of 33% on the normal rental cost. He also learned that on his next visit to Ireland he would be considered not eligible to rent a vehicle because he would be over the age of 75.

Br. White had held a Heavy Vehicle Licence in Australia for over 50 years and was driving 40-50,000km per year at the time. Br. White raised the issues in the first place with the company, Irish Car Rentals Limited. Later, when he did not receive any satisfactory response, he contacted the Equality Authority for advice. The Equality Authority has been in negotiation with Irish Car Rentals and the company has as a consequence changed its policies and practices as follows:-

1. the blanket ban on drivers over 75 years of age has been removed
2. the automatic daily surcharge for drivers over 70 years of age has been abolished
3. a safety assessment form has been introduced. This form takes due and proper account of individual drivers' health, driving experience and existing motor insurance policy.
The use of lower and upper age limits to govern access to insurance products and financial and other services is a widespread problem. Age limits exclude people without any consideration of their individual circumstances. This settlement represents another step in eradicating the exclusion of older people by means of age limits. All car hire companies should urgently review their current policies and practices and remove any remaining age limits to ensure that they comply with the Equal Status Acts.

Br. White a Christian Brother who lives in Australia, has stated that he is very pleased with the outcome of this case.

Irish Car Rentals have also stated that they are pleased with the outcome of the case and have noted that the new system is working well.

Broadcasting for All

By Rory Coveney, Senior Communications Manager, RTÉ
Since the early 1990's, Ireland has been undergoing a period of dramatic demographic change. While emigration has been a constant and dominant theme in Irish history, Ireland over the past decade has been a country of significant net immigration.

As recorded in the most recent census in 2006, over 400,000 people (11% of Ireland's population) are now classified as either dual or non-Irish in nationality. In the last five years alone, the numbers of EU (excluding UK) nationals living in Ireland has increased by over five fold from fewer than 30,000 in 2002 to over 160,000 in 2006. Over the same period the number of Asians and Africans has nearly doubled to 46,000 and 35,000 respectively. When these figures are added to the large numbers of Irish that have returned from extended periods abroad, it is clear that Ireland is rapidly becoming a more diverse and internationalised society. It is also clear that while over time the relative size of different groups may fluctuate, the new reality is that there will always now be a significant minority of ethnic and cultural groups in this country.

In every part of Irish society we are now seeing new faces and new cultures; in our communities, in our schools, in the workplace, every time we go to a shop, or a restaurant. And while growing diversity represents welcome social, economic and cultural enrichment of all society, the scale and speed of this change is a challenge for a people and culture that has for so long been immutable.

In the midst of so much change, the media occupies an important position, enjoying a power to grant or withhold recognition to and from minority ethnic groups, and thus the status of belonging to the existing mainstream culture. As Irish society continues to grow more diverse, the media can play both a decisive and responsible role in determining attitudes and levels of understanding about and between different communities and cultures.

As Ireland's public service broadcaster, RTÉ has an obligation under the Broadcasting Authority (Amendment) Act, 1976, 'to be responsive to the interests and concerns of the whole community' and 'ensure that programmes reflect the varied elements which make up the culture of the people of the whole island of Ireland'. Beyond the Act, RTÉ also has a moral responsibility as the largest broadcaster in the state to actively combat racism and racial discrimination.

Over the past number of years RTÉ's output has begun to reflect the growing diversity of Irish society and the issues of migration, integration and social cohesion. As the population changes, more people from ethnic and cultural minorities are featuring on RTÉ news bulletins and current affairs programmes, dramas, documentaries and features.

Specific programmes such as, 'Spectrum', on Radio and 'Mono' and 'No Place like Home' on Television have focused on different aspects of the new changing Ireland. At a corporate level RTÉ has sponsored and promoted the Dun Laoghaire Festival of World Cultures since it began in 2000. Each year RTÉ Television and Radio have broadcast from the festival - a vibrant mix of music inter-cut with stories of Ireland's new ethnic communities. These programmes showcase the very real positive contribution that different cultures are bringing to Irish society. Moreover, in April 2008 RTÉ supported Intercultural and Anti-racism Week 2008 [1] with a wide range of engaging, insightful and entertaining programming across some of our most popular radio and television shows and online. However in the Spring of 2007- not withstanding the growing diversity of RTÉ programming - but in recognition of the need to develop a more holistic and comprehensive approach, a commitment to interculturalism was adopted as corporate policy by the RTÉ Authority and Executive Board:

This policy can essentially be broken into three core elements; output, staff development and recruitment. For the policy to be effective, each of these elements must reinforce the others - a more culturally aware workforce is more likely to produce more diverse programming and similarly more diverse programming will need the input of more diverse and culturally aware teams. Therefore it is only through progress in each of these areas that the overall policy can be realised.

At the request of the Director-General an intercultural co-ordinating group was established in October 2007 to help realise the overarching policy commitment. The group (with senior representatives from across the organisation) was tasked with considering the manner in which RTÉ represents ethnic and cultural minorities living in Ireland in its output, to look at how other broadcasters serve diverse audiences and to make recommendations on how RTÉ might practically address the issue. The group researched and analysed the approaches taken by other Public Service Broadcasters (PSBs) in Europe and beyond. This revealed that while there is now considerable consensus among PSBs that interculturalism is a critical challenge for society and broadcasters, there is little consensus as to the best way to approach it. For example, some broadcasters insist on recruitment targets while others have developed internship or fellowship schemes. Some have developed targeted and multilingual services while others have tried to infuse their mainstream services with more cultural and ethnic diversity. In short, just as different country's experiences of immigration are different, there is no obvious template of best practice to follow in developing a comprehensive intercultural strategy for broadcasting.

The group also analysed audience research RTÉ commissioned specifically among migrant groups which gave a critical insight into the needs and expectations of different groups in relation to broadcasting and media in general.

There was a consensus among the group that while programme makers were, for the most part, well disposed to having greater diversity on-air and on-screen, there was a real difficulty, given the relatively recent nature of Ireland's immigration, in finding new voices from minority ethnic and cultural groups who have the necessary language skills and confidence to contribute on a broad range of issues. The group agreed that a similar challenge existed in relation to recruitment. 

In July 2008 the group presented its report to the Director-General and within it outlined a range of actions required to best progress the high level aims of the corporate policy. Since July these have been distilled further into priority actions. Among these is the setting of specific, realistic and measurable targets for ethnic and cultural representation across the different output areas and programme genres.

In addition a range of training and awareness initiatives have begun to make staff aware of their responsibilities and possible opportunities. Critically the group recommended that while RTÉ will continue to produce some dedicated intercultural programming, the primary focus will be to ensure that all of RTÉ output better reflects and meet the needs of the whole community. These initiatives will require a willingness to embrace and value diversity and appropriate changes in attitude. Progress will not be made without leadership and commitment at all levels of the organisation, from senior management to individual programme makers and staff members. At a more financially challenging time it will not be easy, but it is important that RTÉ fairly and more completely represents the whole community. 

Change will not happen overnight but RTÉ must continue to adjust to the changing society it exists to serve.

---------------------------------------------------------

1. The week was part of the European Year of Intercultural Dialogue (http://www.interculturaldialogue2008.eu)
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RTÉ will be inclusive and respectful of the cultural differences and richness that exist within the population of Ireland. It will provide the diversity of output necessary to present an understanding of the cultural and ethnic backgrounds of the country's inhabitants, foster an understanding and appropriate valuing of different cultures and create a sense of cultural cohesion within our society. RTÉ recognises that its workforce must reflect the diversity of Irish society and will promote the involvement and employment of people from different ethnic and cultural backgrounds.
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