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The Equality Authority is just about to
complete it’s first year of work.  Building a
new institution alongside seeking to deliver
on the potential of the Employment
Equality Act 1998 has been a challenge -
both difficult and exciting.  The
forthcoming implementation of the Equal
Status Act 2000 further enhances and
develops this challenge.

The implementation of the Equal Status Act
is just one element within a very positive
context for the Equality Authority.
Implementation of the National
Development Plan is beginning, including
important equality measures under the
aegis of the Department of Justice, Equality
and Law Reform.  The Programme for
Prosperity and Fairness is well into its first
year and valuable equality commitments
are now being realised.  The social
partners are also involved in the
preparation of a National Economic and
Social Forum report setting out a strategic
framework for action on equality issues.
At EU level significant steps have been
taken in preparing directives on foot of the
new Treaty provision on non-
discrimination.

These developments have been an
important focus for the work of the
Equality Authority.  A current priority is
preparing a communication strategy in
support of the Equal Status Act.  This will
seek to build a consciousness of the new
rights and obligations established.  Work is
ongoing to build our legal capacity to
respond to those seeking to vindicate their
rights under this new legislation.

Four measures under the National
Development Plan will involve the Equality
Authority.  These are:

• The gender equality promotion and 
monitoring unit being set up in the
Department of Justice, Equality and Law
Reform to support gender mainstreaming
across all operational programmes.  The
Equality Authority will work as part of
this unit to develop a research
programme to support gender
mainstreaming.

• The Equality Authority will establish an
equality unit to support outcomes for
groups covered by the Equality
legislation from measures within the
Employment and Human Resources
Operational Programme.  This will have
a particular remit in relation to people
with disabilities, Travellers and refugees
and will involve research initiatives.

• A programme of projects supporting
family friendly workplace initiatives will
be developed by the Equality Authority
under the regional operational
programmes through the Family Friendly
framework committee of the Programme
for Prosperity and Fairness. 

• A programme of  equality reviews and
action plans will be developed by the
Equality Authority under the regional
operational programmes.

UPDATE BY NIALL CROWLEY 
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Under the Programme for Prosperity and
Fairness the Equality Authority is working
with Congress, IBEC and the Departments
of Finance and Justice, Equality and Law
Reform to create a framework for equality
activities at enterprise level.  This will seek
to develop practical approaches to a range
of equality themes within clusters of
enterprises, to support the development of 

an equality
infrastructure within enterprises, and to
enhance the engagement of enterprises
with current equality initiatives.

The commitment in the Programme for
Prosperity and Fairness to action in
support of the 3% target for the
employment of people with disabilities in
the Public Service has also been a focus
for the Equality Authority.  An initiative is
being developed in partnership with the
Department of Justice, Equality and Law
Reform to support a focus on positive
action in the employment of people with
disabilities.  This will involve an
information brochure, a series of regional
seminars and a research project.

Alongside these initiatives the Equality
Authority continues its work of
enforcement.  There is significant demand
on the information, legal and advice
services of the Equality Authority.  This
work is confined to the Employment
Equality Act as the Equal Status Act is not
yet in force.  Gender remains the largest
ground where the main issues are equal
pay, sexual harassment, access to
promotion and pregnancy related

discrimination.  The age and disability
grounds have also achieved some
prominence.  Access to employment and
promotion are core issues for both.
Harassment emerges as a significant issue
across the age, race, disability, sexual
orientation and Traveller grounds.  Access
to employment also emerges as an issue
under the race and Traveller grounds.
Casework by the Equality Authority now
covers eight of the nine grounds under the
legislation - gender, age, race, disability,
sexual orientation, membership of the
Traveller community, marital status and
religion.  The family status ground has yet
to open up and possibly suffers from a
lack of clarity as to its coverage.  Cases
have been lodged by the Equality
Authority in the Office of the Director of
Equality Investigations and in the Labour
Court (which deals with dismissals).  A
number of cases - all on the gender
ground - have been successfully
concluded.  Other cases have been settled
prior to lodgement - covering the gender,
disability, sexual orientation and race
ground.

An important island dimension to the work
of the Equality Authority  has opened up
with the commissioning of a joint research
project with the Equality Commission for
Northern Ireland.  This research project
will explore the concept of an integrated
equality agenda - and is detailed elsewhere
in Equality News.  The valuable working
relationship developed with the Equality
Commission has been further reinforced by
a joint Board meeting.  This took place in
Dublin and was addressed by the Tánaiste
Mary Harney.  This allowed for debate on
the differing contexts each organisation
works within alongside an exploration of
the strategies pursued by each organisation
and the potential for mutual learning and
joint initiative.
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Left to right:
Joan Harbison, Chief
Commissioner, Equality
Commission; Kate Hayes,
Chair, Equality Authority

The contributions made to this newsletter are welcome and appreciated.
However, the opinions of outside contributors do not necessarily reflect the
position of the Equality Authority. 



There are a number of Equality Authority
publications available, which outline our
work in different areas, our research into
equality issues and your rights.  All of this
information is also available on our
website (see back cover for more details).

GENERAL INFORMATION
Customer Service  Action Plan:
Details of the commitment, principles and
services within the Equality Authority as
well as giving information on our
customers, staff and our complaints
procedure.

Strategic Plan 2000 - 2002:
Equality Authority’s work programme.

About Us:
An introduction to The Equality Authority
and it’s role and functions.

Enforcing Your Rights Under the
Employment Equality Act:
Step by step advice on what to do if you
feel you have been discriminated against in
your employment.

Your Right To Dignity At Work:
Harassment and sexual harassment in the
workplace.

About The Maternity Protection, 1994:
Explanatory leaflet giving information on
the Act and its requirements.

About The Parental Leave Act, 1998:
Information for employees and employers
concerning our rights and obligations
under the Parental Leave Act.

About The  Adoptive Leave Act, 1995:
Explanatory leaflet setting out the key
provisions of the Adoptive Leave Act for
the information of employers and
employees.

Equality News:
Quarterly newsletter of the Equality
Authority.

OPINION SERIES
Building The Picture (by Ursula Barry):
The role of data in achieving equality.

RESEARCH SERIES
Investing In People (by Hugh Fisher):
Family-friendly work arrangements in small
and medium sized enterprises.

VIDEOS
Three videos are available:
An Introduction to the Equality Authority
The Equal Status Act, 2000
The Employment Equality Act, 1998.

All publications and videos are available for
free. For copies, or for any further
information, please contact:
Equality Authority, 
Clonmel Street, Dublin 2, Ireland

Lo Call: 1890 245 545  
Tel: +353 1 417 3333
Fax: +353 1 417 3366
Text phone: +353 1 417 3385
email: info@equality.ie      
www.equality.ie

THE EQUALITY OF INFORMATION
How to find out more...
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Equality in a Diverse Ireland
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The Equality Authority in Ireland and the
Equality Commission for Northern Ireland
are committed to developing strategic co-
operation in their work and to promoting
collaborative research.  Both organisations
face similar challenges - particularly in
relation to the breadth of the equality
agenda, for which they are now
responsible.

In Northern Ireland the equality agenda
established for the Equality Commission
embraces gender, disability, race (including
membership of the Traveller community),
religion, political opinion, sexual
orientation, age, marital status and family
status.  The equality agenda established for
the Equality Authority embraces gender,
disability, race, membership of the
Traveller community, religion, sexual
orientation, age, marital status and family
status.  

Both organisations seek to realise the full
potential of an integrated/comprehensive
approach to this agenda.  Equally both
organisations are concerned to avoid any
potential pitfalls in such an approach.  As
a result, the Equality Authority and the
Equality Commission for Northern Ireland
have commissioned research entitled
‘Conceptualising Equality Strategies -
Reflecting a Comprehensive/Integrated
Equality Agenda’.  The research work is
being conducted by Dr. Katherine
Zappone, former Chief Executive of the
National Women’s Council of Ireland.

The research will address the following
questions:-

1) What are the key principles and themes
that underpin an integrated and 
comprehensive equality agenda?

2) What is the rationale for and value of
approaches based on an integrated
/comprehensive equality agenda?

3) What are the barriers to such
approaches and what potential pitfalls
do they present?

4) What is required of strategies to apply
the integrated/comprehensive equality 
agenda in employment practices,
provision of services and policy making?

In order for these questions to be
answered, the final report will include:

•An analysis of equality theory drawing
on a range of relevant disciplines

• A comprehensive overview of definitions
of equality

•An examination of current debates in
equality and poverty studies

•An analysis of relevant current policy and
legislation north and south, and 

•A discussion of the policies and practices
of similar equality and human rights
agencies in other jurisdictions.

WORKING IT OUT TOGETHER 
The Equality Authority & the Equality Commission
for Northern Ireland

Equality for Women Funding
Announcement

The Minister of Justice, Equality and Law
Reform, Mr John O’Donoghue, TD,
announced the availability of funding
under the Equality for Women Measure of
the Regional Operational Programmes on
October 5th. 

Application form and guidelines are
available from the Department’s website at
www.irlgov.ie/justice or by phoning 
(01) 6632686. 
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The Equal Status Act, 2000 moves the
concept of the prohibition against
discrimination beyond the workforce and
into the public arena where people buy
goods, use services, obtain accommodation,
and participate in educational
establishments.  The Act promotes equality,
prohibits certain kinds of discrimination
(with some exceptions), sexual harassment
and harassment on the discriminatory
grounds, in these areas.  There are distinct
provisions in relation to clubs which
discriminate  - (they may lose their licence
to sell alcohol).  Like the Employment
Equality Act, 1998 the Act prohibits
discrimination on the grounds of gender,
marital status, family status, sexual
orientation, religion, age, disability, race and
membership of the Traveller community.

Discrimination
The definition of discrimination is broader
than the Employment Equality Act, 1998
and includes direct discrimination, indirect
discrimination, discrimination by association
and or by imputation.

Sexual Harassment and Harassment
The Act Prohibits sexual harassment and
harassment on any of the nine grounds, of
those using goods or services provided by
the harasser, or those obtaining
accomodation provided by the harasser and
of students at an educational establishment
where the harasser is in a position of
authority. Sexual harassment and
harassment involves acts with a sexual
connotation that are unwelcome and which
could reasonably be regarded as offensive,
humiliating or intimidating to the victim.
Harassment is like sexual harassment - but
without the sexual element. A person who
is responsible for the operation of any place
that it is an educational establishment or at
which goods, services or accomodation
and/or facilities are offered to the public
shall not allow another person who has
right to be there or to use the goods,
facilities etc. to suffer sexual harassment or
harassment at that place. 

Disability - Reasonable Accomodation
A person selling goods, providing services,
accommodation, educational establishments
and clubs must do all that is reasonable to
accommodate the needs of a person with a
disability by providing special treatment or
facilities.  This obligation is limited where
the provision of special treatment or
facilities would cost more than what is
called nominal cost.

Goods and Services
People cannot discriminate (subject to
certain exceptions) when they are providing
goods or services to the public (or section
of it), whether for free or where the goods
are paid for.  "Goods" are defined very
broadly and can range from computers to
cars, board games to boats. A service is a
facility or service of any nature including
but not exclusively facilities for:
•Banking, insurance, grants, loans, credits

or financing,
•Entertainment, recreation or refreshment,
•Cultural activities,
•Transport or travel,
•A service or facility provided by a club

(which is available to the public or a
section of it),

•A professional trade or service.

Services provided by the State, health
board, local authorities etc., are covered
(subject to the exception that anything
required by statute or EU law is exempted).

Exemptions - Goods and Services
There are several exemptions in relation to
cosmetic services, insurance, religious
goods and services, sporting events,
privacy, promotion of special interest or
groups, drama and entertainment,
adoption/fostering, wills/gifts and special
needs.

Accomodation
There can be no discrimination on the
discriminatory grounds (subject to
exceptions) in relation to disposing of an
estate, terminating a tenancy, providing or
ceasing to provide accommodation, that is

INTRODUCING THE EQUAL STATUS ACT 2000
By Eilis Barry
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available to the public (or a section of it).
There are exemptions in relation to "small
premises", and concerning
gender/embarassment, accommodation for
religious purposes, refugees, nursing homes,
retirement homes, homes for persons with
disabilities and hostels for homeless persons.
Local authorities can provide different
treatment based on family size, family status,
marital status, age and membership of the
Traveller community.

Educational Establishments
An educational establishment shall not
discriminate (subject to exceptions) in
relation to admissions, access, terms or
conditions, expulsion or other sanctions.
There are excemptions in relation to single
sex schools, religious training, the ethos of
the school, non EU Nationals, scholarships,
student exchanges, mature students, sporting
facilities and events, and students with
disabilities.

Registered Clubs
People who have been discriminated against
by a club (which holds a licence to sell
alcohol) can apply to the District Club for a
declaration that the club is a discriminatory
club.  In general a club will be treated to be
a discriminatory club if it or by it’s
management it discriminates or it has rules,
policies or practices which discriminate such
as - refusing to admit persons to
membership providing different terms and
conditions, terminating membership or other
sanctions failing to reasonably accommodate
members with disabilities (subject to the
nominal cost exemption).

There are exemptions if the principal
purpose of a club is to cater only for the
needs of a particular group from within the
9 grounds.  There are also exemptions, in
relation to the provision of reasonably
equivalent provisions on grounds of age and
gender, different types of membership,
sporting events and facilities and the
elimination of past discrimination.  The
District Court may suspend a discriminating
club’s licence to sell alcohol to its members.

Positive Action
The Act allows preferential treatment of the
taking of positive measures which are
intended to promote equality of opportunity 

for disadvantaged persons or measures
which cater for the special needs of persons.

General Exemptions
Nothing in the Act prohibits anything
required by statute, or the EU.   There is
also a ‘public order’ exemption, and an
exemption in relation to preferential fees for
persons with children, married couple,
people in a specific age group or persons
with a disability.  There is also an
exemption in relation to medical treatment.

Making a Complaint
Anybody wishing to make a claim of
discrimination must notify the person against
whom the claim is being made in writing
within two months of the incident or the last
occurrence.  This must identify the nature of
the claim and the intent to seek redress.  In
exceptional circumstances the two month
time limit may be extended for a further two
months.  (The complainant who wishes to
obtain material information must do so in
the written notification).

If there is no reply or if the reply is
unsatisfactory the complaint should referred
to the Office of the Director of Equality
Investigations, 3 Clonmel Street, Dublin 2.
This must be done within six months of the
incident or the last occurrence.  In
exceptional circumstances this may be
extended for a further six months.

The Office of the Director of Equality
Investigations can, with the consent of both
parties, appoint a mediation officer or can
investigate the matter.  If there is a finding
in favour of the person making a complaint
compensation of up to £5,000 can be
ordered and a course of action can be
required of the person against whom the
complaint was made. There is an appeal to
the Circuit Court. 
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The decision by Heads of State and
Government in Amsterdam in 1997 to give
the European Community new powers to
combat discrimination on grounds of sex,
racial or ethnic origin, religion or belief,
disability, age or sexual orientation was a
significant step forward.* For the first time,
it allowed the Community to combat
discrimination on a range of new grounds.
It also enabled the Community to take
legislative action in areas outside the field
of employment – where the action is
within the limits of Community
competence.

On 25 November 1999, just two months
after taking office, the European
Commission adopted a package of
proposals to implement those new powers.
The package consisted of a
Communication which sets out the
philosophy behind the proposals (COM
(1999) 564 final); a draft directive
combating discrimination in employment
and self-employment (or the professions)
on five of the six grounds covered in
Article 13 of the Treaty (sex discrimination)
is not included because it has already
largely been covered by existing directives)
(COM (1999) 565 final); a draft directive to
combat racial discrimination which goes
beyond employment into areas such as
education, social protection and access to
goods and services (COM (1999) 566 final);
and a draft action programme to support
the development of practical action in the
Member States to counter discrimination
and promote equal treatment (COM (1999)
567 final). 

Directive on Equal Treatment
Irrespective of Racial or Ethnic Origin
The Council of Ministers reached
agreement on the directive on race
discrimination in record time, only seven
months after its publication by the
Commission. This is certainly evidence of
the attachment of European Governments
to the fight against racism at a time which
has seen mounting evidence of racist
propaganda, attacks and violence in many
parts of the Community. The directive was
adopted on 29 June 2000. The directive
preserves the principle of equal treatment
between persons irrespective of racial or
ethnic origin. It protects people from
discrimination in access to employment,
social protection, including social security
and healthcare, social advantages,
education, including grants and
scholarships, and access to and the supply
of goods and services, including housing.
It gives people who believe they have
been discriminated against the right to
pursue their claims through an
administrative and/or judicial procedure to
enforce their right to equal treatment.

A EUROPEAN CONTRIBUTION TO THE FIGHT
AGAINST DISCRIMINATION 
By Anna Diamantopoulou,
EU Social Affairs Commissioner

Anna
Diamantopoulou,
Member of the
European
Commission for
Employment and
Social Affairs. She is
also a member of
FORUM for the
cooperation of
Balkan peoples and
a member of the
International
Women’s Network.
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Importantly, it also gives associations,
organisations or other legal entities the
right to engage in any judicial and/or
administrative procedure either on behalf
or in support of the complainant. In a key
provision, the Commission proposes that in
such cases, once prima facie evidence of
discrimination has been put forward by a
complainant, the burden of proof should
shift to the defendant. 

The Directive also requires Member States
to provide for special bodies to promote
the principle of equal treatment, with a
range of functions similar to those of the
Equality Authority in Ireland. 

In all of these areas, the Directive lays
down only a minimum floor of standards
below which the Member States may not
fall. The Member States remain free to
introduce or maintain higher standards.

Draft Directive to Combat
Discrimination in Employment
The second proposal; mirrors the first,
though it deals only with discrimination in
employment on grounds of religion or
belief, disability, age, or sexual orientation.
As this Directive covers a range of grounds
of discrimination, it contains specific
provisions on some points. In the case of
disability, the Commission proposes that
employers should make reasonable
adjustments to take account of the needs
of disabled people. The directive also
provides a number of examples of
differences of treatment on grounds of age
which may be objectively justified in some
cases and may not be held to be
discriminatory.

This proposal is still under discussion in
the Council. The Commission hopes that it
will be adopted before the end of the year.

Draft Decision on an Action
Programme to Combat Discrimination
The third proposal in the Commission’s
package, which is also still under
discussion in the Council and the
European Parliament, is for a six-year
action programme, beginning in 2001 and
with a budget of just under 100 million
euro. The programme will tackle
discrimination on five of the six grounds
laid down in Article 13 (gender
discrimination will be dealt with
specifically by a separate programme,
though the impact of gender on other
forms of discrimination will also be taken
into account in this programme). 

The programme divides its activities into
three strands: assessing the effectiveness of
existing anti-discrimination policies through
studies and statistical work; exchanges of
experience between people in Member
States who work on discrimination –
NGOs, local authorities, research institutes
and the like; and disseminating the lessons
learned under the other two strands. 

The Commission is currently running a
series of actions to prepare in particular for
the implementation of the exchange strand.
A compendium setting out the details of
the current actions is available from the
Commission (contact
birgit.smyth@cec.eu.int for further
information). 

* Article 13 of the Treaty establishing the
European Community reads: "Without
prejudice to other provisions of this
Treaty and within the limits of the
powers conferred by it upon the
Community, the Council, acting
unanimously on a proposal from the
Commission and after consulting the
European Parliament, may take
appropriate action to combat
discrimination based on sex, racial or
ethnic origin, religion or belief, disability,
age or sexual orientation. 



"Despite the existence of Equal
Opportunities Policy and Guidelines for
over 12 years, women and men are still
likely to have very different experiences
and outcomes while serving in the civil
service."
Gender Equality in the Civil Service, 1999 (p.174)

In 1996, ‘Delivering Better Government’, a
programme of change for the Irish civil
service expressed concern at the
concentration of women employees in the
lower levels of the civil service where their
potential is under-utilised, and in relation
to the under representation of women at
most management levels. It concluded that:
"Effective equality policies are…an
essential feature of effective human
resource management." (p.47)

It recommended that research is carried
out and strategies are put in place on a
service-wide basis to redress the balance.
In this context, it is important to remember
that 64% of the civil service is female. 

The research study merits an article in
itself, but the key finding is set out above.
The differences in experience and outcome
manifest themselves in many ways,
including that women:
•Progress more slowly through the grade

structure
•Are more likely to have to balance caring

and work responsibilities, often ruling
out promotion as a result

•Are less likely to be placed in high
profile positions

•Are more likely to be concentrated in
operational areas of work.

Nothing we couldn’t have told you, some
readers might say. However, the value of
these and many other significant findings
of the research is that it moves the basis
for the discussion from the anecdotal. The

Study has provided us, for the first time,
with a set of objective findings to inform
the discussion, and with a sound statistical
baseline on which to benchmark progress.
It has also given us a set of recommend-
ations to assist in taking the gender
equality agenda forward. One further
outcome of the research has been to
shatter any complacency which may have
existed that the gender equality issue had
been dealt with. 

The ‘Visible Bits’ Are Right
The civil service has rightly prided itself on
being to the forefront as an employer in
developing and implementing policies to
achieve greater equality of opportunity for
women. This is largely thanks to work
done by the Equality Unit of the
Department of Finance, the Equality sub-
committee of General Council* and
individual Departments. Ahead of many
employers, it had a written Equal
Opportunities policy, flexible working
arrangements and a written sexual
harassment policy. It also took great care
with recruitment and promotion processes.
The language of its forms and circulars is
gender neutral and female representation
on interview boards is effectively the
norm. 

With these visible bits in place, a certain
complacency in my view had entered the
system. Looking at outcomes however,
gives no cause for such complacency. Two
specific finding give particular cause for
concern:

Given the slow rate of progress to date, a
balanced representation of women in the
higher grades of the civil service is unlikely
to be achieved within the working lives of
most of those currently working there;

Between 1987 and 1997, the representation
of women in the Assistant Principal (AP)
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GENDER EQUALITY IN THE CIVIL SERVICE 
By Josephine Feehily



grade increased by only one percentage
point – from 23% to 24% and based on
existing trends can be predicted to increase
to only 25% by 2007.

Unless the imbalance at AP level is
unblocked, there can be little expectation
of improvement for women in the higher
grades.

We Have To Do Better
The challenge now is to devise strategies
which have the potential to make a
difference. To this end the Government
has already endorsed proposals for a new
strategic approach to equality, rooted in
the programme of Human Resources
reform already underway for the civil
service. This included:

•The adoption of Guiding Principles
•A new Gender Equality Policy
•Affirmative action in the areas of

recruitment, placement and mobility,
training and development, promotion,
work and family, language, sexual
harassment and policy delivery

•Placing responsibility and accountability
for progress firmly in Departments which
was a failure of the previous policy

•Strategic objective with specific time-
bound equality goals for increased
female representation in grades where
women are under-represented.

The Guiding Principles
Inequality is not only unjustifiable in social
terms but is wasteful of the main asset of
the civil service: its human resources, its
people.

Equality of opportunity is a key issue,
directly or indirectly affecting all aspects of
the working lives of women and men. It is
not a minority issue.

In consequence, equality of opportunity
should be integrated within the mainstream
of departmental and service-wide Human
Resources policies.

Making It Happen
Changes have already been implemented.
Resources have been provided to support
policy delivery. A new bullying and
harassment policy has recently been
finalised. The Government has asked the
SMI Implementation Group which includes
all Secretaries General to make equality a
core part of their overall change
programme for Human Resource
Management and to report regularly to
Government on progress. It has also
decided that each Department should set
clear equality targets in its next round of
Strategy Statements, and should report
progress in its Annual Report under the
Public Service Management Act. 

Most significantly, the Taoiseach has
announced that Government has set a
target of one-third of posts at Assistant
Principal level across the civil service will
be filled by women within five years.

Going Forward in Partnership
The management response to the research
on gender equality was outlined recently at
a seminar for Union officials and members
of departmental partnership committees. 

A new policy, supported by guidance on
its implementation, has been prepared and
discussions, with a view to its adoption,
will commence with the Civil Service
Unions in the Autumn. 

(continued on page 12). 
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which commissioned the research and
now chairs the civil service Gender
Equality Management Group.



EU BRIEFING
5TH PROGRAMME ON GENDER
EQUALITY LAUNCHED BY COMMISSION

By Brian Harvey
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On 7th June, the European Commission
adopted the 5th gender action programme,
‘Equal Opportunities Between Men And
Women’.  A draft of the €50m programme
was first circulated last January and
comments had been invited from non-
governmental organizations and interested
parties by the end of April. 

These action plans date back twenty years
(the 1st gender action programme was
from 1982-5).  Actions plans provide a
broad policy framework, summarize
progress to date and outline a broad range
of future actions, accompanied by a
funding package. 

The programme will, says Social Affairs
Commissioner Diamantopoulou, work to
remedy important gender gaps in Europe,
build on the rights enunciated by the
Treaty of Amsterdam and mainstream
gender in all Community policies.  Its
overall aim:

“Under the new approach, all Commission
services will be invited to identify their
activities to promote gender equality
including mainstreaming policies and or
concrete actions targeted to women
(specific actions).  The new programme will
be the umbrella for all Community policies
that can make a contribution to the goal of
achieving gender equality (be it education,
employment, research or structural
policies).”

The programme will be supported by a
new budget line, B3-4012 and should
provide up to €10m in funding for
women’s networks, organizations and
projects each year in the course of 2001-6.
The new programme will have the overall
goal of ‘bringing about the structural
change required for achieving gender

Looking ahead, the challenge will be to
ensure that this policy means more than
another piece. Monitoring and
accountability will be critical

Further ahead again, vigilance will be
necessary so that targets do not become
ceilings - but that’s another day’s work.

The first edition of Equality News depicted
a clearly frustrated woman civil servant
leaning on a truncated ladder while her
male colleague smilingly looked upwards
towards the top of a much longer ladder.
The message now is that both ladders are
the same length. For now, women are
under-represented on the higher rungs, but
they should be confident in aiming for the
highest rung. Strategies are being
developed to ensure that the civil service
environment encourages those aims. 

"The promotion of equality
policies…confers benefits on the
organisation. It increases productivity… It
improves the quality of decision making…
It helps retain the best people by taking
their needs into account and allows
flexible working arrangements which meet
business and staff needs. Overall it results
in increased job satisfaction and higher
morale." 
Delivering Better Government, p.47

*General Council is the industrial relations council
for the civil service.

The research study ‘Gender Equality in the Civil
Service’ was carried out by Peter Humphreys,
Eileen Drew and Candy Murphy. It is published by
the IPA. An executive summary is available on the
Department of Finance website -
www.irlgov.ie/finance. 



equality in practice’.  There will be seven
strategic objectives (panel).  These break
some new ground and are described in
more detail:

Equality in economic life
The fairer distribution of economic
resources between women and men, the
harnessing of women’s qualifications and
contributions to economic life (e.g.
employment, business, industry, science,
enterprise, management, information and
communications technology, research).

Equal participation and representation
Balanced participation of men and women
in decision-making, both quantitative and
qualitative, with women equally present in
committees, governments, parliamentary
assemblies, managerial posts, trade unions,
public and private bodies, universities,
judiciary.

Equality in social life
The more equal distribution of rights and
responsibilities between men and women in
working time, leisure, family
responsibilities, paid and unpaid work,
care, access to goods and services, housing,
transport, health and social protection.

Changing gender roles and stereotypes
Eliminating persisting prejudices and social
stereotyping by changing behaviour,
attitudes, norms, values which define and
influence gender roles in society through
education, the media, arts, culture and
science.

Equality in civil life
The strengthening and development of law
enforcement mechanisms for the exercise of
fundamental civil and human rights by
women, with better awareness and training
of the legal profession in equality law.

These objectives will be achieved by a
combination of legislation,
recommendations, funding, projects, the
setting of targets, the monitoring of results,
impact assessments, research, analysis and
institutional change - at European and
national level.  The opinion of the
European institutions will be sought on the
programme in the autumn, with adoption
by the Council of Ministers in December
2000 or early 2001.

Without waiting for formal approval of the
plan, the Commission has already taken
fresh initiatives to improve the situation of
women.  In June, the Commission
approved a new draft directive on sexual
harassment which will ban sexual
harassment at work; establish a legal onus
on employers to provide a workplace free
of sexual harassment, update the 1976
directive on equal opportunities and tidy up
older equality legislation to bring it in line
with European Court of Justice judgements.
Finally, in an effort to put its own house in
order, the Commission decided the same
month that all its committees should include
not less than 40% women and not less than
40% men.   
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The Seven Key Objectives
1) Equality in economic life
2) Equal participation and representation
3) Equality in social life
4) Changing gender roles and stereotypes
5) Equality in civil life
6) The promotion of gender equality in

development
7) The promotion of gender equality in

the accession process (eastern and
central Europe)



Sometimes I feel managing the Equal
Opportunities Commission is like doing a
Rubik’s Cube – moving sets of priorities
around their axis and around each other.
Unlike playing with a Rubik’s Cube,
however, I’m not trying to create a set of
monochrome planes – life at the EOC is far
more complex than that. 

Although the Equal Opportunities
Commission is at a time of change, our
commitment to equality for women and
men, and to a vision of society in which
both can make choices for themselves
about the way they want to live their lives
unfettered by assumptions about gender,
remains solid.

The changes we are undergoing take into
account the great themes of our times:
devolution, Europe and Human Rights.
They also reflect debates about creating a
joined-up Commission, discussion about
how to end age discrimination and the
need to promote equality for all –
whatever their gender or sexual
orientation. Updating our service provision,
embracing e-communication, implementing
the modernising government agenda,
becoming even more accountable and
transparent as a ‘beacon’ NDPB.

To achieve our vision we need yet more
change. The legislative framework is
creaking – and the EOC itself needs to
develop new ways of working. We face
the challenge of becoming a modernised
organisation whilst still holding on to our
past expertise. We need to gain new allies
whilst keeping our old friends – and staff –
on board. We need to be both joined-up
and devolved, independent and
accountable, and ready to take on
appropriate new legislative responsibilities
should they come about. We need to be
flexible and confident enough to take on
whatever challenges we face. 

We’ve summarised this mission as
championing equality, challenging
discrimination, and acting as a catalyst for
change. The EOC has always been
committed to these approaches, but we
have not always been successful in
communicating our messages. We’ve been
knowledge rich and communication poor. 

So, having refocused our vision and
mission, we must now prioritise our
messages and invest in our communication
capacity. We have settled on six priority
themes, bringing a sharper focus to our
activities and enabling us to articulate key
messages. The themes now underpin our
planning processes and create a framework
for a more integrated management
approach.

The themes are equal pay, sex
stereotyping, work/life balance,
mainstreaming equality, improving the
gender balance in political and public life
and revisiting the legal framework to
ensure that it reflects a modernised view of
equality. We want an integrated approach
to these themes so that they have an
impact on everything they do, whether it is
advice and information work, pressing for
legislative amendments, or developing
web-based debate. 

Some of these themes offer great
opportunities for joint working with the
other Commissions. We are, for example,
collaborating with the Commission for
Racial Equality and the Disabled Rights
Commission to ensure that when the
framework for the new duty on public
bodies to promote racial equality is
extended to gender and disability it will be
consistent and effective.
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One theme is very much our own – and
through it we are developing new
partnerships. In October last year, we
launched our ‘Valuing Women’ Campaign
to raise awareness of the 20% difference in
women and men’s average wages and to
engage employers, politicians and the
public in finding ways of reducing the gap.
We launched our first ever advertising
campaign with the strap line: "Prepare your
daughter for working life; pay her less
pocket money than your son." We also
launched the Equal Pay Task Force. The
Task Force is independent of the EOC so
that employers could talk about difficulties
in delivering equal pay without the fear of
opening themselves to challenge from the
EOC’s legal team! 

We have decided that part of our strategy
for achieving the EOC’s vision is to work
harder at winning hearts and minds as well
as the argument. And that means
concentrating much more on the external
impact of our work in future by investing
in communication. Until recently we have
had an underfunded communication
capacity and an unfocussed
communication strategy. Now, however,
we are making great strides in the use of
electronic media – our website is brimming
with information, news and consultation
documents. We’re also building up our
Government Affairs, Campaigning and
Press and PR capacity. 

However, all this emphasis on getting it
right outside will fail if we do not get it
right inside. Our  internal communication
capacity is also being improved through
our intranet and by learning from others in
their internal communications world. But
we need to do more than that. Each of us
at the EOC must include within our
objectives the need to communicate
externally and internally. However expert
we are, however knowledgeable, if no one
else knows about our work we will fail to
make a difference.

In addition to all these challenges, the EOC
is also feeling its way through two contrary
demands – we need to be more joined up
(with the other Commissions) and more
devolved (particularly in Wales and
Scotland). With several democratic
institutions in place, each with its own
political balance, it’s hard to develop
policies for Great Britain as a whole.
However, we are a GB body and we must
do so whilst at the same time recognising
the diverging priorities of the Welsh
Assembly and Scottish Parliament. Again,
our theme teams give us an opportunity to
develop an inclusive agenda that can be
integrated in different ways. 

These really are exciting times. I do feel
that the opportunities for promoting a
positive equality agenda are greater now
than for many years past. However great
the tensions we have to resolve, however
much we have to juggle the demands on
us and twist and turn to balance our
priorities, the prize is a more equal society.
And that is a game worth playing!
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The National Economic and Social Forum
held a Plenary session on the 18th May
2000 in Dublin Castle.  The theme for this
plenary session was equality issues and its
main purpose was to build on the Forum’s
previous work in relation to the setting of
equality objectives and equality proofing.

The morning session included
presentations by three keynote speakers.

Sylda Langford 
Assistant Secretary, Department of Justice,
Equality and Law Reform.
Sylda Langford reported on the broader
picture of the current equality policies and
strategies put in place by the Department
of Justice, Equality and Law Reform.  The
focus has been on establishing the equality
infrastructure and putting in place a broad
ranging rights based legislation and
developing specific initiatives.  Ireland has
undergone huge changes in the past
decade - it has become a modern,
culturally diverse society.  "This means that
we have challenges to face in terms of
breaking down barriers and stereotypes
and granting everybody equal rights to
participate fully in Ireland’s development".

The adoption of equal opportunities
between women and men as a horizontal
principle of the National Development Plan
(NDP) marks a major development in the
Governments strategy on gender equality.
In accordance with commitments in the
Plan a gender perspective will be
incorporated across all six operational
programmes. The Plan provides that
project selection criteria must have regard
to the equal opportunities objective and
that statistical measurements under the
Plan will be gender differentiated. Gender
balance on Monitoring Committees is also
an objective.  The Department of Justice,
Equality and Law Reform has been
assigned a lead role in overseeing the
implementation of these equal

opportunities commitments through the
establishment of an Equal Opportunities
Promotion and Monitoring Unit and
chairing of the Equal Opportunities and
Social Inclusion Co-ordinating Committee.
In addition a Technical Assistance Equality
Unit will be developed under the NDP and
located in the Equality Authority to support
equality outcomes under the Employment
and Human Resources Development
Operational Programme for groups likely
to experience discrimination in the labour
market in particular people with
disabilities, Travellers and refugees.
Furthermore, £23.2 million will be
provided for positive action targeted at
women in support of the equal
opportunities objective.  The Plan provides
that positive action should relate to labour
market measures to tackle vertical and
horizontal segregation and for the
development of family friendly initiatives.
Moreover the Department has now been
allocated £250 million under the NDP for
the development of a childcare
infrastructure in Ireland.

Niall Crowley 
CEO of the Equality Authority (EA)
Niall Crowley described six key constituent
parts to a strategic framework for action on
equality.

1) Establishment of rights in legislation are
the bedrock in terms of affirming
diversity, ensuring discrimination is
prohibited and most importantly
asserting rights to realising equality.  

2) Institutions dedicated to driving forward
these rights - the EA, Human Rights
Commission, Dept. of Justice, Equality
and Law Reform and the Office of
Director of Equality Investigations.

3) Targeting resources contribute
significantly to addressing a past history
of discrimination and meeting the
aspirations and needs specific to
particular groups.

NESF FORUM PLENARY SESSION
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4) Mainstreaming equality requires
mobilising all policy, provision and
practice to contribute to equality
outcomes. It is about including people
and securing benefits for people in
mainstream provision and enabling
those who experience inequality to
participate in decision making.

5) Participation by organisations
articulating the interests of those
experiencing inequality is central in
terms of providing a basis for the
expression and accommodation of
diversity.

6) The need to develop specific agendas
and mechanisms for their development.
For example, the Second Commission
on the Status of Women, the Task Force
on the Traveller Community and the
Commission on the Status of People
with Disabilities were key initiatives in
building a consensus behind change, in
negotiating new norms into policy,
practice and provision.

Christopher McCrudden 
Professor of Human Rights Law, Oxford
University
Professor McCrudden identified four issues
relevant to the equality debate in the Irish
context.

1) Participation. Participation of those
affected by a policy means that the
decision-maker is better informed of

relevant factors that should be taken
into account.  Moreover, participation
leads to consensus building. Most
importantly though, is achieving
participation as a right.

2) Citizenship. In dealing with equality
issues in the context of race and
ethnicity and in the context of
immigrants and asylum-seekers,
according rights on the basis of
citizenship may well exacerbate the
problem of discrimination rather than
counteract it. 

3) Rights. Equality requires a foundational
base of legally enforceable rights.

4) Vision of Equality. Ireland should be
moving to a situation of social inclusion,
the significance of equality of outcome
and the participation of disadvantaged
groups in the process.  The challenge is
to reduce inequality of opportunity,
reduce inequality of resources and
reduce inequality of respect and dignity.

Professor McCrudden made reference to
other complementary provisions that are
required as legislative equality provisions
alone will not suffice.  Economic leverage
can prove to be a useful tool to achieve
equality goals - it is not unreasonable to
expect that public contracts and grants
should go to those who further such a
basic policy aim as equality.
"Mainstreaming goes several steps further
by requiring that government and public
bodies should attempt to weave policies of
equality and non discrimination into the
fabric of government across all spheres of
government."

Workshops were held exploring equality in
the workplace, in policy making and in
service provision. It is envisaged that a
Forum Opinion will be prepared for
Government on the basis of the debate of
the Plenary session. 
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On July 25th, 2000 the Equality Authority
hosted the launch of the joint initiative
between IBEC, Congress, the Construction
Industry Federation (CIF) and the Equality
Authority to address  the issue of racism in
the workplace.  A group of more than
eighty guests was welcomed by the Chair
of the Equality Authority, Kate Hayes.

In her welcoming address Kate Hayes
stated “Racism is not a new phenomenon
in Irish society.  The experience of the
Black Irish community, the Traveller
community and other minority ethnic
groups demonstrates that racism has been
a part of Irish society for generations.
However it is clear that racism has gained
an increased visibility in recent times.  The
challenge is urgently posed to all sectors of
society to address racism.” 

The initiative incorporates the following:

• The nomination of an Anti-Racist
Workplace Week from the 6th-10th
November 2000 

• The development of a new
IBEC/Congress/CIF policy statement on
racism 

• The publication by the Equality
Authority of a Resource Pack on the Anti-
Racist Workplace to be launched during
the Anti-Racist Workplace Week 

In her statement on the joint initiative Ms.
Inez McCormack, President of Congress,
said that Congress saw the initiative in the
context of “Ensuring that workplaces
themselves are non-discriminatory in the
treatment of all workers and also as an
opportunity to use the workplace as a
place of information, education and 

positive action towards diversity and
interculturalism in the workplace, in local
communities and in society generally.”

Brendan Butler, Director of IBEC
welcomed the joint initiative as an
"Invaluable opportunity to promote anti-
racism in the workplace.”  IBEC made a
commitment to work hand in hand with its
members to initiate actions to combat
racism and celebrate cultural diversity in
the workplace.

Niall Crowley, CEO of the Equality
Authority stressed the value of the "Wider
culture of rights that is now being
embedded in our society,” as a key
response to racism. “Employment Equality
legislation has been enacted and the Equal
Status Act is expected in October.  Both
cover grounds of race and membership of
the Traveller community.  Thus strong anti-
racist legislation is now in place.”  

During the Anti-Racist Workplace Week
(6th-10th November) there will be activities
and events at organisational, local and
regional levels. Events at national level
include the launch of the Resource Pack
and a seminar with the Chairperson of the
Commission for Racial Equality in England,
Gurbux Singh.

For further information please contact
Lisa Fingleton, Equality Authority at
(01) 417 3362

JOINT INITIATIVE  
Anti Racist Workplace 
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From left to right: Peter Cassells, Kate Hayes,
Turlough O’Sullivan, Niall Crowley, Inez
McCormack and Brendan Butler at the launch of
Anti-Racist Workplace Initiative



In August 1998 the Department of
Environment and Local Government
requested that each local authority put an
Equality Action Programme in place. (See
Equality News Number 15 – Autumn 1998).
This Equality Action Programme proposed
the nomination of an Equality Officer and
the formation of an Equality Action Team
in each local authority.

Since that time much progress has been
made in advancing the equality agenda in
the local authorities in relation to all of the
grounds covered under the new Equality
Legislation.  

An Equality Officer has been appointed in
each local authority and an equality action
team, comprised of management, staff and
trade union representatives, is now in
place.  Designated Contact Persons, who
provide advice, guidance and assistance on
harassment issues, have also been
nominated in most local authorities.

Equality Officers Network
A network of Equality Officers was
established in November 1998, under the
auspices of the Local Government
Management Services Board. The purpose
of the network is to facilitate the
advancement of best practice and assist in
the uniform development of Equality
Programmes throughout the local authority
system. The network meets on a regular
basis both nationally and regionally and
the Board has also facilitated a number of
initiatives viz:

* the development of equal opportunities,
sexual harassment and
bullying/harassment policies in the light
of the Employment Equality Act, 1998;

* preparation of guidelines in respect of
the Parental Leave Act, 1998 and the
Employment Equality Act, 1998;

* guest speakers to address the network
e.g. representatives from the 
Equality Authority, Industrial Society,
National Rehabilitation Board and
Department of Justice, Equality and Law
Reform;

• arrangement, on a regional basis, of
facilitation skills training for Equality
Officers, and investigators’ training in
relation to bullying, harassment and
sexual harassment. There is now a panel
of trained investigators available
throughout the local authority system;

• the organisation of regional equality
awareness seminars by individual local
authorities;

• a visit by the network to the Equality
Authority with an address by the Chief
Executive;

• the organisation of a local authorities
national equality seminar in May 2000
covering the impact of the Employment
Equality Act, 1998, the role of the
Director of Equality Investigations and
the handling and investigating of sexual
harassment and bullying incidents.

The emphasis within each local authority
has been on developing and implementing
Equal Opportunities, Sexual Harassment
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and Bullying policies and in implementing
the Department of Environment and Local
Government’s Code on Disability. Equality
Officers and Members of Equality Action
Teams have been actively involved in
identifying projects and setting targets in
relation to equality matters. 

Training
The network has identified training as
essential in order to progress the equality
agenda further in the local authorities and
training has taken place for Equality
Officers, Members of Equality Action
Teams and Designated Contact Persons.  
A training pack is currently being
developed by the network to enable
Equality Officers to raise awareness of
equality issues generally amongst
management and staff within the local
authorities.

Equality Audit
The Local Government Management
Services Board is currently preparing a
guideline questionnaire to enable each
local authority to carry out an equality
audit.  The purpose of the audit is to
establish the attitude of staff to equality
and organisational issues and, from this, to
identify equality initiatives that are
required.  

Recruitment Guidelines
A sub-committee of the Local Government
Management Services Board was set up to
review recruitment procedures in the local
authorities in the light of the Freedom of
Information and Employment Equality
Legislation.  This committee’s report
examines all aspects of the recruitment
process and makes a number of
recommendations inter alia:

* a competency-based approach to
recruiting staff;

* a revised application form, reference
request form and medical form in the
light of the new legislative requirements,
with advice on the composition and
conduct of interview panels;

* an outline for job specifications,
skills/competencies, marking schemes
and marking guidelines for over thirty
grades in the local authorities.

The report also provides an advice manual
for members of interview boards.

The Board has also arranged training to
further develop interviewing techniques for
local authority personnel and to increase
the supply of trained interviewers to
facilitate a greater gender balance on all
panels. 

Conclusion 
While considerable progress has been
made to date, there is still much work to
be done in raising equality awareness in
the local authorities.  The role of Equality
Officers and members of Equality Action
Teams in the coming months is to highlight
the organisational benefits of managing
diversity.  The message from the Equality
Action Teams is that equality awareness
benefits the organisation and the staff
member alike.   

equalitynewsp20



A United Nations Special Session was held
in New York between the 5th and 9th of
June this year, to review the implementation
of the Beijing Platform for Action.  

This Platform for Action (PFA) emanated
from the U.N. Fourth World Conference on
Women held in Beijing, China in
September 1995 with the ideal of
promoting and protecting human rights
and the fundamental freedoms of all
women. While the PFA is primarily an
agenda for women’s empowerment, it also
seeks to establish the principle of shared
power and responsibility between men and
women in the home, at work and at
national and international level. It also
looked at twelve particular areas of interest
relating to Poverty, Education and Training,
Health, Violence, Armed Conflict,
Economy, Decision-making, Institutional
Mechanisms, Human Rights, Media,
Environment and the Girl Child. 

During the course of the U.N. Special
Session, a plenary session was held in
which representatives including
government representatives, vice-
presidents, ministers, secretaries of state,
outlined their governments commitment to
implementating the PFA.   

Working Groups and Contact Groups were
also held on specific key issues while
several panels/discussion groups were held
on various topics including: sexual rights,
right to bodily integrity, reproductive rights
and sexual orientation rights. 

The Office of the Special Adviser on
Gender Issues and Advancement of
Women organised a panel/discussion
group on the topic of sexual harassment.
The Discussion group looked in particular
at the evolution of legislation against

sexual harassment and its implementation,
perception and reality, remedies and
solutions, how to stop stereotypes, the
impact of sexual harassment on economic
and social development, government
obligations and best practices. 

The U.N. document on Outcomes from the
Special Session deals with further actions
and initiatives to implement the PFA.  The
significant areas of concern relate to the
Family, Work and Family Responsibilities,
Targets and Quotas, Immigration and
Asylum, Violence, Reproduction,
Mainstreaming, Institutions, and Work.

Under the heading of Family, the U.N.
document on Outcomes states that in order
to achieve full partnership, both in the
public and private spheres, both women
and men must be enabled to reconcile and
share equally work and family
responsibilities. It also recognises that the
family is the basic unit of society and is a
strong force for social cohesion and
integration and as such it should be
strengthened. The Outcomes document
looks at the area of Work and Family
Responsibilities and seeks to address what
governments can do to promote
programmes to enable women and men to
reconcile their work and family
responsibilities, and to encourage the
sharing of household and childcare
responsibilities. It also seeks to promote
family friendly policies and services,
including affordable, accessible and quality
core services for children, parental and
other leave schemes along with campaigns
to inform public opinion.

Targets and Quotas are addressed in the
document, and governments are asked to
encourage the use of explicit short and
long-term time targets or measurable goals,

WOMEN 2000: GENDER EQUALITY, DEVELOPMENT AND
PEACE FOR THE 21ST CENTURY
United Nations Special Session by Barbara Cashen

equalitynews p21



including quotas for the promotion of
gender balance.  It includes women’s equal
access and full participation on a basis of
equality with men in all areas of public
life.  There is particular emphasis on
decision and policy-making positions in
political parties and political activities, in
all government ministries and at key
policy-making institutions, as well as in
local development bodies and authorities.

With regard to the issue of Immigration
and Asylum, the Outcomes document
focuses on governments’ mainstreaming a
gender perspective into national
immigration and asylum policies,
regulations and practices, as appropriate,
in order to promote and protect the rights
of all women and to recognise gender-
related persecution and violence when
assessing grounds for granting refugee
status and asylum. Violence and the
introduction of effective legislation,
Reproductive Health, Mainstreaming a
gender perspective into key macro
economic and social development policies
are further key issues to be addressed in
the forthcoming document.  

Finally the Outcomes document will focus
on the area of Work, and the development
of policies and programmes to enhance the
employability of women and their access
to quality jobs; to bring about a balanced
representation of women and men in all
sectors of the labour market by encouraging
the creation of institutional networks to
support the career development and
promotion of women.  

The 1995 Task Force report on the
Traveller community stated:

The Traveller community in Ireland today
is experiencing high levels of social
exclusion and disadvantage. This requires
an urgent and planned response. 

We are now five years on. It’s only
envisaged that equal status legislation will
be signed into law this autumn of the year
2000. It’s very questionable how relevant
the government and its departments have
viewed the urgency of this statement. Since
the launch of the Task Force report much
hope and expectations have been created
for the delivery of equal status legislation. 

What equality?
I believe that equality can only become a
reality for Travellers in Ireland when Irish
society acknowledges that our experiences
as Travellers are valid experiences of
racism. The day to day lives of Travellers
have been affected through a wide range
of issues, issues such discrimination in
almost very aspect of our lives. From birth
to death Travellers have been treated like
second class citizens. These attitudes
towards not just a section of a community,
but a whole community of people from
the highest level of power has manifested
itself in a number of ways:

•Third world living conditions
• Infant and adult mortality rates twice that

of their settled counterparts
•Poor educational opportunity, and in

some cases segregation, was the
systematic approach to the Traveller child
within the Irish education system. 

•Direct and indirect discrimination that has
led to the social exclusion of the
Traveller community within Irish society. 
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While I believe it’s a great time of change,
hope and optimism it is fundamental to
this change that this chapter of our history
be recorded accurately which will not just
explain our experience as mistaken.
Governments of the past planned,
developed and implemented the policies of
assimilation and absorption. When these
approaches failed they then proceeded
with policies of segregation. While much
work has been done to change these
practices, I believe it’s important to
acknowledge the difficulties of the past
while developing new initiatives which will
see a more equal society of which
Travellers will be a part.

Hopes and fears of Equal Status
Legislation 
This piece of legislation is long awaited.
Many Travellers can’t wait for the day
when they can challenge the discriminatory
way Travellers are refused access to a wide
range of goods and services. I would like
to draw attention to the fact that these
services are not always social outlets i.e.
pubs or disco. Travellers have been
refused equal service in, to mention but a
few: schools, hospitals, social welfare
offices, shops. This myth that Travellers are
only refused in social outlets needs to be
highlighted. This legislation is not just
about Travellers and the Vintners’
Federation. This legislation will cover
equality of access to wide range of goods
and services which affect many areas of
Travellers’ lives 

For the first time as a Traveller I will feel I
have recourse to law. Twice before I was
involved in trying to take a case about
being refused service. Both times I failed
but I believe that was more of a reflection
of just how weak the current legislation is
as opposed to the facts of the cases.
However it didn’t feel like that at the time.
I hope this legislation will give people,
both Travellers and settled alike, the
confidence to bring test cases of this new
legislation which will in effect change how
people act towards Travellers in their
delivery of services or goods. It would be
unrealistic of me as a Traveller to believe
that the equal status legislation will change
all the issues of social exclusion or social
injustice we face as a community. However
I hope that this new legislation will draw a
line in the sand whereby people who are
in a position of power realise it is no
longer acceptable to treat Travellers like
second class citizens, or treat any group of
people the way we’ve being treated. 

This is a very exciting time for Travellers
and Traveller organisations. A lot of work
has gone into lobbying for this legislation.
Something tells me that the real work is
just about to begin for Travellers and
Traveller organisations. It’s not going to be
easy to bring about a change in attitudes
towards Travellers. Sometimes very
negative attitudes have been developed
over a very long time. The challenge for us
now is to take cases and if we fail we try
and try again until we are successful. It’s
only then we can talk about real equality
for Travellers.

Chrissie O’Sullivan
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In late February/early March, the Equality
Authority’s IT Unit prepared and hosted a
tender competition for the website design
and development work.  Assessing the ten
tenders received, the contract was awarded
to Creative Online Communications and
the website was up and running by 13th
July.  The website was formally launched
on 17th July 2000 with a mailshot of
specially designed postcards featuring the
new home page.

In its first week the website received close
to 2,000 hits, and has been visited a total
of 12,500 times to date (an average of
nearly 1,100 hits per week!). Visitors have
logged on from over 50 different countries,
some as far afield as Singapore, Ukraine
and South Africa.  

www.equality.ie
Website features:
About Us - Introduction to the Equality
Authority and its main functions
Grounds - An explanation of the nine
grounds of discrimination
Discrimination - The definition of
discrimination as laid down in the 
Employment Equality Act 1998. Guidance 

for those who feel they are being
discriminated against
Mission - Mission statement in keeping
with the Strategic Management Initiative
(SMI).
Meet The Board - Board Members of the
Equality Authority.
Services - Breakdown of the Equality
Authority organisation by section and the
functions and roles of each section.
Publications - Downloadable list of our
publications to date. 
Translations – Translated downloadable
list of the publications to date.
Contact Us - All contact details and an
online enquiry form.
Guest Book – Voluntary sign-in book and
comment/suggestion facility. 
Links - Links to sites which may be of
further interest to visitors to the Equality
Authority website. 
Search - Search facility by word.

UPCOMING EVENTS
& DIARY DATES

SPREADING A GLOBAL MESSAGE 
Equality Authority launches it’s new website

6th - 10th November: Anti-Racist Workplace Week
- Joint initiative between IBEC, Congress and the
Equality Authority (see pg. 18 for information). 

16th November: ‘After Technology, The Next
Revolution?’ A Human Resources conference
hosted by IBEC.

November / December: Launch of the Age
Advisory Report (date to be confirmed).

9th - 10th December: Human Rights Conference,
Dublin Castle.
For further information contact John Rowan at the
Department of Foreign Affairs on (01) 478 0822

October - December 2000

20th October: Aontas Millennium 
Conference - Celebrating Difference:
Gender Equality and Lifelong Learning.
For further information contact:
Jacinta Cuthbert. Email: mail@aontas.com 

26th October: Employment Law 
- One day programme hosted by IBEC.
For further information contact IBEC at 
(01) 660 1011.


