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By Niall Crowley

Legal casework relating to discrimination by
public houses and hotels has received significant
coverage in recent times. A large volume of
enquiries has been received by the Equality
Authority in this area and a significant body of
casework is emerging. These cases cover nearly
all of the grounds under the Equal Status Act -
including the gender, disability, family status,
age, race, sexual orientation and Traveller
grounds.

This reflects a widespread problem that requires
resolution. Public houses and hotels are key
arenas of social interaction in our society.
Discrimination in access to such places creates
segregation and reinforces the divisions in our
society - divisions that must be addressed if we
are to have a more equal, inclusive and stable
society. Addressing discrimination in this area
will not only ensure such segregation does not
occur. Social interaction in more integrated
settings will also assist addressing the divisions,
as groups develop new experiences of one
another and negative stereotypes get challenged.

Publicans and hoteliers do have complex and
responsible jobs. The Equal Status Act brings
further responsibilities to the job so that
discrimination plays no part in the management
of orderly and profitable enterprises. It is
important that support is provided to meet these
new responsibilities from a range of quarters.
The Equality Authority is committed to making
its contribution through preparing a code of
practice on Access to Public Houses, Hotels and
Restaurants. This work is currently nearing
completion and should provide an important
source of support and guidance.

UPDATE...

The contributions to EqualityNews are welcome and
appreciated. However, the opinions of contributors do
not necessarily reflect the position of the Equality
Authority. We welcome your feedback on any article in
EqualityNews. Please send comments, queries or quips
to Patrick O’Leary at:

The Equality Authority, 
2 Clonmel Street, Dublin 2, Ireland 
Business - Tel: 353 1 4173336
Information - Lo Call: 1890 245545 

Tel: +353-1-417 3333 
Fax: +353-1-417 3366 
Text Phone: +353-1-417 3385 
Email: info@equality.ie Web: www.equality.ie

On a wider front significant developments in the
equality agenda can be expected from the
preparation of a National Plan for Women and of a
National Action Plan to Combat Racism. The focus
for the work on the National Plan for Women is
the development of a vision for the aspirations of
women in relation to the twelve priority areas for
action identified at the UN Conference in Beijing.
The Equality Authority hopes that this can be
developed as a shared vision for a gender equal
society. To establish such a vision would give clear
direction to all the various initiatives seeking to
contribute to a more gender equal society. It would
provide a strategic coherence to such initiatives and
would establish benchmarks against which to assess
policy, practice and progress.

The National Action Plan on Racism is being
prepared to implement the conclusion of last years
World Conference Against Racism in Durban. This
provides a wide and challenging agenda. The
Equality Authority is currently commissioning
research into plans being prepared in other
jurisdictions with a view to assisting in establishing
a level of ambition for the Irish National Action

Plan to Combat Racism and in accessing new
thinking and innovation in the fight against racism.
The Equality Authority will be working with the
Department of Justice, Equality and Law Reform,
the National Consultative Committee on Racism
and Interculturalism and the Irish Human Rights
Commission to build on the relationships
developed in Durban in the preparation of this
plan.

Within the Equality Authority the most recent
development is the creation of a research section
which is being headed up by Laurence Bond who is
moving to the Equality Authority from the
National Economic and Social Forum. The section
will develop its own research programme, network
with those involved with equality related research
and manage the new equality studies unit
established to assist outcomes for people with
disabilities, Travellers, refugees and older people
from the Employment and Human Resource
Development Operational Programme of the
National Development Plan.

Finally the Equality Authority has issued a call for
applications for the new scheme of equality reviews
and action plans. The scheme offers enterprises a
unique opportunity to explore their policies,
practices, procedures and workplace perceptions
and to assess their contribution to equality in the
workplace. We look forward to a wide take up of
this scheme. It has a significant potential to assist
equality in the workplace and to benefit employers
and employees.
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The controversy surrounding the recent Equality
Officers' finding relating to children in pubs has
created an unfortunate distraction from some of
the core work of the Equality Authority. Cases of
this nature allow some
commentators to laser in on
what they often describe as
"political correctness gone
mad". Now I have to confess
that there is nothing I find
more maddening than political
correctness in its commonly
understood manifestation. 

Nevertheless, as Niall Crowley
pointed out when he was on
"Questions and Answers"
political correctness is
important. The fact remains
that while extreme adherence to it maybe
tiresome, it does not invalidate it. You have to
consider the alternatives. We all know that there
are very abusive terms used to describe groups in
society, whether it is Travellers, gay people, Black
people or foreigners, which are very offensive.
Language is a lethal weapon and it is important to
root out forms and uses of it that can hurt and
cause isolation and division. The problem is that
most of us who talk pejoratively about political
correctness have never been on the receiving end
of abuse. But just think how sensitive we all are
about "Paddy" jokes in Britain. 

The pub case was unfortunate because it was a
distraction from the main role of the Equality

Authority which I believe will be vital in shaping
Irish society in the coming decade. Let me try and
explain what I mean by this. I have a suspicion
that most people, for example, think that the

current influx of immigrants
and asylum seekers is a
transient phenomenon. This is
a mistaken belief. The labour
force needs of our economy,
the current downturn not
withstanding, and the sheer
levels of destitution in many
developing countries means
that people will keep coming.
Irish society will change
fundamentally as a result of
that. Already there are
tensions emerging about
resources in health care and

housing to meet the needs of this expanding
population. As Congressman Bruce Morrison
pointed out during a recent visit, we do need a
coherent immigration policy which matches the
number of applicants to the capacity of our
economy, social services and infrastructure to
absorb them. 

When we do accept people into this country we
have to treat them the same as everybody else and
with the dignity and respect that human beings
deserve. The effective integration of new citizens
can only be achieved without social upheaval on
the back of an intelligent and prudently
implemented equality policy. This is crucial to the
maintenance of social cohesion and it will be very
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difficult to achieve. Forty years ago our
neighbouring island first experienced what we are
now beginning to get to grips with. The status of
race relations in the UK, as evidenced by the riots
in the North of England last year, is a measure of
the challenge we face if we are to avoid going
down that road.

It is of course true that equality is not a simple
matter of race. Indeed, equality legislation in this
country is constructed on a platform of combating
discrimination on nine grounds: gender, marital
status, family status, sexual orientation, religious
beliefs, age, disability, race and membership of the
Traveller community.

Clearly these are of central interest to the work of
the trade union movement and its core mission to
promote social cohesion and to improve the
quality of working life. Equality policy in Ireland,
in fairness, has evolved in a very dynamic way and
hopefully will continue to evolve in the light of
experience. Congress places a lot of emphasis on
the centrality of equality to its mission and
allocates considerable resources to it.

It is important to stress that there is a strong
philosophical basis to our concern for equality. It
is a concept which is at the core of social
democratic politics. I recall that Tony Blair was
once criticised by the "Economist" (surprisingly!)
for never mentioning equality. They asked -
rightly in my view - how a socialist party would
not see its role as trying to minimise inequality. I
think Tony Blair does believe in equality, but it is

equality of opportunity. This is a completely
different perspective because even if everyone gets
the same education opportunity not everyone is
gifted with the same brainpower. In my opinion
this is a very dangerous perspective because this
notion of a meritocracy allows increasing
economic and social inequality to become more
acceptable.

The gap between the top and bottom of society in
the Anglo Saxon world (including Ireland) is
much greater as measured by the Gini coefficient
than it is in continental European countries. That
is why Congress supports European integration.
We want to build a country which is more in line
with the European social construct. The great fear,
of course, is that social Europe is under threat.
Despite the rhetoric, social policy has not been
given the same importance as economic policy.
The vision of Delors has been eroded insofar as
the main emphasis of social policy has been on
harmonisation. The problem with this is that it
gravitates towards the lowest common
denominator. Britain, as we know, opted out of
the Social Chapter for a long time and it has
prevented the Charter of Fundamental Rights
from being given legally binding force.

So I take the view that there is a broad context to
equality. I have little expectation of seeing a truly
egalitarian society in my lifetime but I do hope
and expect to do a lot better than we are at
present.

EQUALITY IS AT
THE HEART OF THE
UNION AGENDA
By David Begg

Now I have to confess
that there is nothing I
find more maddening

than political
correctness in its

commonly
understood

manifestation.

“Equality legislation in this country is constructed on a
platform of combating discrimination on nine grounds:
gender, marital status, family status, sexual orientation,
religious beliefs, age, disability, race and member of the
Traveller community.”
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The Open Society Institute, set up by billionaire
George Soros, has criticised the inadequate
protection of minorities in a number of the
countries aspiring to join the European Union
(EU).

In 1993, the EU laid down criteria for new member
states to join the Union. These were called the
Copenhagen criteria (after the city where they were
adopted) and these made as a precondition for entry
"stability of institutions guaranteeing human rights,
democracy, rule of law and respect for and
protection of minorities".

The Open Society Institute set up a monitoring
programme to check independently whether this
was being done. Its work takes on an added urgency,
for new member states may be joining as soon as
2004 in time for the next European elections.
Originally, six states were to be admitted in 2004:
Hungary, Poland, the Czech Republic, Estonia,
Slovenia and Cyprus, followed by the rest (e.g.
Romania, Bulgaria, Latvia, Lithuania, Slovakia,
Malta) in 2006-8, but there may be a "big bang"
with all these states joining in 2004.

The Open Society Institute has reached the
following conclusions:
• Including human rights criteria within the

economic and legal criteria has speeded up
progress.

• Most of the candidate states have ratified
international standards for the protection of
minorities.

• Most have adopted new laws and policies to
protect minorities.

• None have developed a comprehensive legal
framework against discrimination on the model
of the 2000 directives.

• The Roma people suffer from discrimination
throughout the region, sometimes even violence,
being discriminated against in education,
housing, health care and access to goods and
services. 

• Roma have been attacked and killed in Bulgaria,
the Czech Republic and Slovakia

• Roma complaints to the police are not treated
seriously.

• Most Roma children are sent to special schools,
institutes for people with learning difficulties, or
all-Roma schools - but not integrated into
mainstream education.

• Public officials rarely condemn discrimination; if
anything, they contribute to it.

• The Russian minorities of Estonia and Latvia
suffer continuing discrimination in citizenship
laws, access to political participation and the use
of their language.

• The tradition of an independent judiciary to
affirm the rights of minorities is poorly
developed. There is executive interference in the
operation of the law.

The report cites the case of Roma who fled from
Zamola in Hungary. The local mayor had told them
that they had no place there and that as ‘animal
parasites’ they should leave. When the Roma
complained, they were accused of making
groundless allegations against the authorities. The
best the prime minister could do was exhort them
to "study more and work harder".

The Open Society Institute makes a number of
recommendations:
• Standards for the protection of minority rights

and for judicial independence should be clearer
and stricter.

• They should apply to the existing States of the

E.U. UPDATE
By Brian Harvey

EU - not just the accession States.
• They should be an on-going condition of

membership of the Union.
• There should be a permanent formal mechanism

to monitor compliance with human rights
standards for the protection of minorities. 

• Monitoring should involve non-governmental
and civil society organisations.

The report stresses that accession States should not
be submitted to a process which is not applied to
existing member states themselves.

Hungary’s treatment of minorities was the subject of
a meeting between Social Affairs Commissioner
Anna Diamantopoulou and the Hungarian
Commissioner for Ethnic and National Minority
Rights, Jeno Kaltenbach, on 5th November last. The
main discrimination in Hungary is against Roma,
who number between 450,000 and 900,000 people
out of the population of 10million. Hungary has
already introduced legislation to transpose the two
2000 anti-discrimination directives and Jeno
Kaltenbach informed Anna Diamantopoulou that
he had launched a formal enquiry into
discrimination against the Roma in the Hungarian
health services and was contemplating investigations
into the police and education systems.

In related news regarding EU enlargement, another
aspiring member-state, Cyprus, has now acceded to
demands from the European Parliament to change
its laws regarding discrimination against gays and
lesbians. This outcome followed a warning by Dutch
MEP Lousewies van der Laan that the Parliament
would block Cyprus’ accession if it continued to
operate its existing laws. Cypriot accession negotiator
George Vassiliou has told van der Laan that the
country will bring in laws to eliminate all forms of
sexual discrimination. His decision was welcomed by
van der Laan and another MEP who has campaigned
on the issue, Michael Cashman. Cyprus will reduce
the age of consent from 18 to 16 and address issues
of partnership/marriage rights for gays and lesbians.
Michael Cashman warned that some of the other
countries still have some way to go, especially
Bulgaria.

Other Issues
Other issues highlighted in the two most recent
European Briefings provided for the Equality
Authority include:
• European Commission tables new proposals to

define racism, stipulate racist crimes, designate
such offences as being extraditable and set out
penalties applicable to racist companies and
organisations - to be transposed into national law
by 30 June 2004.

• Equality-related Conclusions of Laeken summit
14-15 December 2001 and Themes of Spanish
Presidency of the EU from January 2002.

• European Parliament tables questions to the
European Commission calling on it to give gay
and lesbian employees the same partnership rights
already enjoyed by heterosexual employees in
regard to health insurance, survivor’s pension etc.

• Save the Children Fund criticises education of
Travellers and Roma in the EU.

• European Ombudsman renews pressure on the
European Institutions to end staffing practices
that discriminate against women.

• Irish EQUAL projects announced.
• AGE (European umbrella network for the

elderly) produces a document on the future of
pensions in the European Union which indicates
that gender inequality and gender discrimination
are central issues in the pensions debate.

• Latest EUROSTAT focuses on gender differences
in third level education.

• European Parliament approves proposal to
designate 2003 as European Year for People with
Disabilities.

• European Court of Justice rulings regarding
discrimination on grounds of nationality and
discrimination in relation to pension rights
against male civil servants, who take leave to
bring up their children.

The above is a summary of the two most recent
European Briefings provided by Brian Harvey for
the Equality Authority. The full briefings are
available from Majella Walker (Telephone +353-1-
4173354 or email Majella_Walker@equality.ie).

ENLARGEMENT OF THE EUROPEAN UNION:
CANDIDATE STATES UNDER FIRE
REGARDING EQUALITY FOR MINORITIES



Introduction

In 2000 the Equality Authority and the Department
of Justice, Equality and Law Reform commissioned
research into the effective recruitment of people
with disabilities in the Public Service. The research
project was one element of a three part initiative to
encourage Public Sector employers to meet the 3%
employment target of people with disabilities.

The project was supported by a Steering
Committee made up of representatives from
the Equality Authority, the Dept. of
Justice, Equality and Law Reform,
Health Services Employers
Agency, Local Government
Management Services Board,
SIPTU, IMPACT, Forum of
People with Disabilities and
Schizophrenia Ireland.

The research was carried out by
Dr. Pauline Conroy and Ms. Sarah
Fanagan of Ralaheen Ltd. The aim of
the project was to compare and contrast
the recruitment and employment practices
of 6 public bodies comprising two Health
Boards, two Local Authorities and two Semi
State bodies. Of the six organisations, three in
each category had a good record in relation to the
3% target and the other three had a poor record in
relation to the target. The research would establish
how the difference in practices (if any) affected the
performance of each organisation in relation to the
3% target. The researchers interviewed employer
and management bodies, trade unions representing
public sector workers and organisations representing
people with disabilities.

Who’s Counting?
One of the most startling facts to emerge from the
research was that each of the organisations counted

the number of employees with disabilities in a
different way. This is very important because if the
organisations are counting in different ways then the
fact that they reach or fail to reach the 3% target is
actually meaningless. Each organisation must be
working to a single definition of disability so that
the 3% target can be properly monitored and
evaluated. As stated in the report "comparisons of
organisations in terms of their ‘achievement’ of the
3% target should be made with caution. The
proportion of people with disabilities in
employment in a public body is not a good
predictor of their actual practices."

The different definitions of disability in circulation
are causing confusion. For example the definition

from the Dept. of Finance’s Code of Practice on
the

Employment of People with Disabilities is
the one which is given to Public Sector

Bodies when making returns to the Dept.
of Justice, Equality and Law Reform.
However in their Codes of Practice

both the Dept. of Environment and
Local Government and Dublin

Corporation use the definition of
disability given in the Employment

Equality Act, 1998 which is much broader.
The report states that “There appears to be some

confusion among those interviewed as to which
definition should be used for the purposes of the
target and the provision of positive action measures
under the Employment Equality Act, 1998.” This is
a serious issue which needs to be addressed if the
3% target is to work effectively.

Do Quota or Target Systems Work?
It would seem that without enforcement, target or
quota systems are not effective. "A quota that is not
enforced represents a kind of moral obligation for
employers and as such tends to be relatively
ineffective." In some countries employers who do
not meet such quotas are allowed to make payments
in proportion to the wages workers with disabilities
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would otherwise have been paid. In other countries
non-compliance with the quota is punishable by
fines. The fines are then used to the benefit of
people with disabilities, to prepare them for
employment, to enable them to retain their jobs in
the labour market or sheltered employment or to
provide employers with financial incentives to
employ people with disabilities.

The Disabilities Bill, 2001 includes a focus on the
3% quota. Disability Monitoring Committees will
be established in respect of each sector of the public
service and in consultation with the National
Disability Authority (NDA) will monitor progress
on the 3% target. The NDA can suggest actions to
be undertaken by a non compliant public body such
as the holding of special competitions or the
sponsoring of training/ education of people with
disabilities in order to qualify them for specific posts
within the organisation. The NDA will also report
to the Oireachtas on the extent to which each sector
of the public service has endeavoured to meet the
3% target. These provisons may provide an impetus
to the public sector to increase their efforts around
the employment of people with disabilities.

Which definition should be used?
So which definition of disability should the public
sector should use? The main argument against using
the definition under the Employment Equality Act
is that it is too broad. The fear is that employers will
use relatively minor disabilities such as the fact that
an employee does not have 20/20 vision to qualify
them under the 3% target and so reach the target
without much difficulty. Such practices would not
promote the recruitment of people with more
profound disabilities, however, enforcement remains
an issue.

The problem with the Dept. of Finance definition is
that the disability must have a ‘tangible impact’ on a
person’s ability to do a particular job. We need to
decide if we want to know the true number of
people with disabilities in our organisation or if we
only want to know about the disabilities which
impinge on the work of an employee. For example,
a manual worker with poor vision may not be

counted if his work is not affected. However, if the
same worker is promoted to supervisor and has
difficulty in reading a computer screen he could
then be counted under the 3% target as having a
disability.

Self Declaration
Self declaration is possibly the only way of finding
out the true extent and nature of disability amongst
workers in an organisation. In an ideal scenario
employees would feel confident enough to disclose
the fact that they had a disability to their employers
without fear of discrimination. Until employees can
be assured that their employment status, training
and promotion options will not be affected by their
disability this will not happen. It would be
interesting to survey staff anonymously to find out
what the real extent of disability is within an
organisation compared to the figure under the 3%
return.

Recommendations
The report makes 19 recommendations around
greater consistency in the use of definitions of
disability, the management of disability issues, the
3% target measurement, health screening,
educational qualifications, dispute procedures,
health & safety issues etc. Lets hope that employers,
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3% EMPLOYMENT
TARGET OF PEOPLE
WITH DISABILITIES
REPORT 

by Martina Kelly 
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Mary Wallace TD, Minster of State at the Department
of Justice, Equality and Law Reform pictured with Sarah

Flanagan and Dr. Pauline Conroy
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The Joint Equality and Human Rights Forum met
in Dublin in December. The Forum brings
together the equality and human rights
enforcement bodies in Britain, Northern Ireland
and Ireland. These are:

• Equality Authority
• Irish Human Rights Commission
• Equality Commission for Northern Ireland
• Northern Ireland Human Rights Commission
• Equal Opportunities Commission, UK
• Commission for Racial Equality, UK
• Disability Rights Commission, UK.

The forum meets twice yearly. It aims to share
experience and expertise, to engage in joint work
and to work together to seek necessary change at a
policy level. The Equality Authority, in parallel to
the Forum, has already engaged in significant
north-south cooperation with the Equality
Commission for Northern Ireland. The
commitment, stated in the Belfast Agreement, to
an equivalence of rights north and south
underpins this cooperation. The Joint Equality
and Human Rights Forum reflects an east-west
dimension to cooperation, again reflecting the
thinking in the Belfast Agreement. This east-west
cooperation can equally be seen in the light of a
search for an equivalence of rights east and west
across the two islands.

The Forum has already initiated joint work on the
theme of multiple identities. This work is being
coordinated by the Equality Authority. All seven
organisations will carry out a piece of research on
the nature of difference as expressed or
experienced by a particular multiple identity

group. This will be done to a common template.
Groups that will be focused on include minority
ethnic people with disabilities, minority ethnic
women, young gays, lesbians and bisexuals, young
minority ethnic men, and women with disabilities.
The research projects will test the implications of
the difference defined for practice in employment
and service provision. It is hoped that the project
will open up and provide a foundation for a
multiple identity approach within equality
strategies.

The poverty-inequality interface has emerged as
another priority theme for the Forum. Discussions
are at an early stage in the Forum on this theme.
However there is a potential to make links with
the work of the British Irish Council in this area
and these are being explored.

The European Union is also a focus for the
Forum. This focus again is only being explored at
present. This exploration looks to issues around
the transposition of Article 13 directives, the
development of further Article 13 directives and
the identification of funding sources.

The Joint Equality and Human Rights Forum is a
relatively new initiative. Work to date has
demonstrated a real potential for this cooperation.
Already it has proven its worth in the exchange of
ideas and insights so that the creativity in each
organisation becomes available to all.

JOINT EQUALITY & HUMAN
RIGHTS FORUM MEETS IN
DUBLIN
By Niall Crowley

trade unions and NGOs will make changes that
will have a real impact and result in more jobs for
people with disabilities in the Public Service.
The report is well worth reading for anyone who is
interested in employment for people with
disabilities. I would be very interested in any views
on the 3% target, self declaration, which definition
should be used etc. If you have any comments on
this article or you would like a copy of the report
please write to me at the Equality Authority or
email me at Martina_Kelly@equality.ie.

THE SURVEY
The Bad News.....

• Only two of the six organisations included the
Positive to Disability Symbol in their job
advertisements

• Half of the organisations did not have a policy
of checking that the wording of an application

is
is either positive to disability or neutral in 
relation to candidates with disabilities.

• Over half of the organisations did not include a
question concerning a candidate’s special needs
in relation to a job interview.

• All six had a compulsory medical examination
as part of the recruitment process.

• Three of the six organisations were not
flexible about the amount of time given to
candidates with disabilities when taking tests
as part of the recruitment process.

• None of the organisations with a poor 3%
record provided job orientation/induction to
new recruits with disabilities.

• None of the six provided information about
working conditions in different formats for
candidates with hearing or visual
impairments.

• Five of the six organisations considered that a
lack of knowledge in relation to disability
issues acted as a barrier to the employment
and promotion of people with disabilities in
their organisations.

• Only one organisation made employees with a
disability a priority concern when conducting
evacuation drills.

• Four of the six identified poor
attitudes/stereotypes as a barrier to the
employment and promotion of people with
disabilities in their organisations.

The Good News
• All six considered access for people with

disabilities when carrying out work or
renovating their premises.

• None of the organisations identified a lack of
financial assistance as a barrier to the
employment and promotion of people with
disabilities.

• All six stated that employees with disabilities
were given the same opportunities as other
staff to acquire the range of skills necessary for
future career development.

• All six stated that they would consider the
following in an effort to retain an employee
who has been injured or become disabled: Job
Restructuring, Rehabilitation, Retraining,
Relocation or Flexible Working Arrangements.

• Five out of six stated that they proactively
recruit people with disabilities.

• All six had either a formal or informal return
to work or retention programme for
employees who are injured or became
disabled.
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The time is ripe for a contribution to the debate
on advocacy, its relationship with equality and for
the representation of people. However, advocacy
can be a difficult concept to grasp or understand,
especially so if you have not
heard of advocacy or have not
had any experience of
advocacy. 

Therefore, the first task must
be information, to understand
what advocacy is, what
advocacy means in real terms,
its implications, and its value
as a Human Rights Issue.

The Forum of People with
Disabilities developed and
produced an advocacy
package, which was launched
by Mary Robinson
UNHCHR on December
15th in the Dochas Centre,
Mountjoy Women's Prison. This package
consisted of a reflection document 'Advocacy: A
Rights Issue’. Other elements within the advocacy
package were an advocacy poster 'advocacy now', a
16-page information leaflet and an easy-to-read
leaflet, which doubles up as a poster, (aural tapes
and brailing available in February). The Forum
makes the case that:

1. Advocacy is a matter of human rights

2. An Independent statutory system of
advocacy is required, which is systemic and
accountable.

Advocacy and Human Rights 
This document places advocacy firmly as a
Human Rights issue informed through Human
Rights language. Human Rights are the rights of

all peoples regardless of family
status, gender, race, sexuality,
religion, politics, class,
disability, marital status or
age. Freedom of speech,
opinion, expression, assembly
and movement are all
referenced within
International UN Covenants
and the Irish Constitution
and are the rights of all
peoples. However, for disabled
people who live in closed
environments i.e. prisons,
residential centres, hospitals,
children's homes, workshops,
nursing homes and at times
families, these fundamental
rights are often infringed. 

In a system where people are vulnerable to abuse
and human, economic and civil rights violations,
it is vital that each and every person has equal and
independent mechanism's to advocate and
represent themselves and their own experiences.
Autonomous, Accountable Advocacy can be
viewed as a liberation tool in this way. 

A Disabling Culture
I suggest, that the Irish State with its remedial
social policies has actively participated and
sanctioned the de-politicisation of bivalent groups
and that it collaborates in sustaining gross
inequalities and social injustices to disabled people

(i.e. the emphasis given to property rights over
access in current equality legislation). Ireland also
has a ‘disabling culture’ entrenched in a health and
welfare approach to disability or a compensatory
ideology (compensating people for their bad luck
i.e. impairment). Systemic advocacy provides
mechanisms to challenge this culture. This is why
Advocacy is Political. Political and Proud of it.

Advocacy and Equality
Representation and substantive advocacy
mechanisms requires recognition. Recognition
requires the Redistribution of Resources. People
without resources will go without a remedy; there
will be equality on paper and inequality in action
(Cooney 1996:310-313). The aim of
egalitarianism should be one in which people can
stand in relations of equality to others. This
demands economic resources as well as cultural
recognition. Constructing a society where
disabled people are valued equally requires first of
all that practice be rooted in law and in fact,
based on civil and human rights. The Equal
Status Act, 2000 and the Employment Equality
Act, 1998 are two legislative milestones on that
road. 

Substantive equality requires institutions,
structures, politicians, policy makers and services
to acknowledge that disabled people do not need
'compensation' for their impairments. It’s time for
a sea change in attitudes from paternalism to
substantive equality and a Politics of
Representation. Systemic Advocacy, which is
formally recognised and formally resourced is
fundamental for this change to happen.

Disabled people who have been systematically
disempowered and who live and work within
closed authoritarian systems and specialist services
have been silent and silenced for too long.
Advocacy provides mechanisms, which enable
people to place their own concerns and views on
the bargaining table. 

Advocacy as Political
Advocacy is a buzzword in current times but there
is a danger through ignorance, a lack of

information and knowledge that it can be
tokenised and colonised by services, policy makers,
organisations and professionals. If one lives in an
institution or closed space, going and participating
in an advocacy group meeting can be viewed as a
'social' event by staff and managers. It is not.
Advocacy is Political because it is about the direct
representation of people, with their own views and
opinions. It is about a process which engages the
marginalised and most vulnerable at a grassroots
level and then feeds into the larger system in order
to effect positive change. 

Advocacy is not always about the 'softer' issues,
such as recreation and meal times. It is about
addressing the 'harder' issues of rights, poverty,

union recognition in Irish sweatshops
(workshops), good working conditions, the
minimum wage, equality of access, participation
and outcome to goods and services, the right to an
education, a relationship, employment, adequate
living conditions. Advocacy is about having
mechanisms to challenge inequality, injustice and
discrimination and to be able to live your life
without fear or bullying. 

Systemic Advocacy
The Forum suggests that any legislated advocacy
system must be inclusive of all its members in

ADVOCACY:
A RIGHTS
ISSUE

By Deborah Birmingham

The first task must be
information, to

understand what
advocacy is, what

advocacy means in
real terms, its

implications, and its
value as a Human

Rights Issue

Members of the Union on Hill Street group in action!
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multi-faceted ways. The Australian Advocacy
system encourages systemic advocacy from a
community development model. Effectively, this
means promoting and supporting self-advocacy
and group advocacy groups at a grassroots level.
Local group advocacy and regional and national
networks are all essential components in the
development and evolution of systemic advocacy.
Systemic advocacy is about a process from the
individual to the collective, to make collective
change at organisational, policy and provision
levels

Advocacy and the
Disability Bill 2000
It is to be welcomed that
advocacy is referenced within
the new Disability Bill 2001.
Under this Bill, Personal
Advocates have rights of access
to meetings, consultations,
information, and places,
which provide day or
residential care or training and
it will be an offence to
obstruct an advocate. This is
welcome. However, the terms
outlined are too narrow, the
timescales are insulting, no
funding implications are
referenced, and it is based
primarily on the medical
model and not the social
model. Systemic advocacy is
not recognised and this Bill
places a future advocacy service and personal
advocates under the auspices of Comhairle, and
not an Independent Advocacy Authority. In order
to be a ‘qualifying person’ under this Bill, you have
to fulfil certain criteria. Set criteria, by definition,
discriminate and eliminate people. The Director of
the Advocacy Service is to be appointed by
Comhairle with the approval of the Minister. I
suggest that this has an unhealthy feel of a political
appointment and is unacceptable as such. This Bill
also fails to acknowledge the necessity that
disabled people should form a majority of any
future advocacy service. 

The aim of advocacy is not solely about the
representation of others as referenced within this
Bill; it is equally about people becoming
empowered to become advocates in their own lives
and communities through training, education and
experience. Systemic advocacy systems
acknowledge the broader range of advocacy
models and place the individual in the centre
encouraging self-sufficiency and self-
determination. Any future advocacy system must
encourage and pro-actively support these two
components.

It is clear that any future
Disability Act should name
and detail advocacy within it.
However, a Disability Act is
only one element within a
future legislative package.
There requires to be
monitoring procedures,
standards, A Disability Services
Act, a Disability Commission,
and a Disability
Commissioner. None of these
elements are referenced within
the new Bill. However, it is a
start and the future months
require disabled advocates, and
their organisations to actively
challenge elements within it
and improve upon others. It is
a welcome first stage in the
consultative process. Lets get it
right.

Deborah Birmingham 
(project worker, Forum of People with Disabilities;
author of Advocacy: A Rights Issue’)

Copies of ‘Advocacy: A Rights Issue’, posters,
leaflets and easy to read advocacy information are
available from the Forum of People with
Disabilities, 21 Hill Street, Dublin 1. 
Tel: (01 878 6077

The issues of Equality and Diversity within the
context of customer service are posing new
challenges to public sector organisations . This
article outlines how the Department of Social,
Community and Family Affairs (DSCFA) is
responding to the need to provide its services in
line with the Quality Customers Services (QCS)
Principle of Equality/Diversity. That Principle is
one of the Revised Quality Customer Service
Principles which were endorsed by Government in
July 2000. It reads;

"Ensure the rights to equal treatment established
by equality legislation and accommodate diversity,
so as to contribute to equality for the groups
covered by the equality legislation (under the
grounds of gender, marital status, family status,
sexual orientation, religious belief, age, disability,
race and membership of the Traveller
Community).

One of the key components of the Strategic
Management Initiative (the programme for the
modernisation of the public service) is the
development of excellent customer service. Equality,
with its focus on fair treatment, its objective to
secure fair outcomes for all and its emphasis on
accommodating diversity is an essential basis for
quality service. 

The Department of Social, Community and Family
Affairs is one of the largest service providers in the
state. It is responsible for the delivery of a wide
range of social insurance and social assistance
schemes, including pensions, benefits, allowances
and other supports. Services are provided to many
categories of people (unemployed, older people,
those who are ill or have disabilities, carers) and to
families and communities in general. Payments are
made to approximately 875,000 people each week
and, on an annual basis, 1.7 million claims are
processed. The estimated spend of the Department
in 2002 is 9.4 billion euro.

The Department’s Customer Action
Plan 2001 – 2004 was launched in
May 2001. In our "Commitment to
Quality Customer Service" in the Plan we state that
"we are committed to serving all our customers in
an equitable and non-discriminatory manner".

In order to live up to the commitment it is
recognized that it crucial to fully support staff and
increase the profile and understanding of Equality
and Diversity across the Department. These staff
supports and training and awareness raising
initiatives are, and will continue to be, grounded in
our overall objective in the delivery of services i.e.
that there must be a balanced approach between
customer service and control of fraud and abuse
and that they must be considered to be "two sides
of the same coin".

Training.
In recent years DSCFA has developed a
comprehensive range of training and awareness
raising programmes to support its staff who deal
with the public. 

An integrated Customer Service Training Programme
has been delivered to approximately 2,600 staff who
deal with the public, whether face-to-face, by
telephone or by correspondence. The programme
included disability awareness and anti discrimination
training which was delivered to departmental trainers
by external trainers expert in these areas. The
programme has been recognised as an example of
good practice by the Equality Authority.

Due to a recognition that a more detailed course in
anti- discrimination was necessary a two modular
course (delivered over two days, day one taking
place one month before day two), has been
developed recently. The course was jointly designed
by Corporate Development, the Travellers Visibility
Group (TVG) and the National Consultative
Committee on Racism and Interculturalism
(NCCRI). 

CUSTOMER SERVICE IN THE DEPARTMENT OF
SOCIAL, COMMUNITY & FAMILY AFFAIRS –
THE EQUALITY/DIVERSITY CHALLENGES 

By Brian Duff and Bernie Donohue, Corporate Development,

Department of Social, Community & Family Affairs

The aim of advocacy
is not solely about the

representation of
others as referenced
within this Bill; it is

equally about people
becoming empowered
to become advocates
in their own lives and
communities through

training, education
and experience.
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Day 1 is dedicated to awareness raising and
providing staff with an overview of the relevant
legislation and terms used. Day 2 is more
discussion-based, utilising case studies which allow
staff to develop their own thinking in this area. It
includes a personal account from a refugee to
Ireland and a discussion exploring the comparison
between the experiences of Irish people who
emigrated and those of non-nationals now living
here.

The training has, so far, been delivered to staff in
the Cork area. It has been provided by Kensika
Monshengwo (NCCRI), Chrissie Sullivan (TVG),
Latif Serhildan (NASC, the support center for
refugees and asylum seekers in Cork), Piaras Mac
Enrí (Head of Migration Studies, UCC) and
Corporate Development.

This course is now being reviewed for delivery to
other staff members in 2002. The Department
recognises the need to continually examine and
develop this training to ensure it reflects the needs
of both customers and staff and that it is up to date
with developments and thinking in this complex
and evolving area.

Other Awareness Raising Initiatives
An anti-discrimination seminar also took place in
September 2001 delivered by Spirasi (a support
organisation for asylum seekers) and the
Employment Support Service in DSCFA. The
seminar was devised to raise awareness of anti-
discrimination issues and provide staff with an
overview of legislation and developments in this area.

The concept of Peer Support is one which allows
staff "time out" from work to discuss issues that are
relevant to their work. This approach was
introduced on a pilot basis by the Department’s
Regional Director’s Office in late 2000. Staff from
two Dublin Offices (Navan Rd., and Nth
Cumberland St.,) discussed the equality and
diversity issues that arise in their work. 

Supports for Staff
A working group of departmental staff has been

established to examine the range of supports that
staff require to deal in the most effective manner
with non-nationals. The objectives of the group
are to; 

• Share experiences and best practice 

• Agree guidelines for staff in this area.

These guidelines will be finalised shortly. They
consist of the following elements;

• An overview of the relevant legislation and both
civil service-wide and DSCFA initiatives.

• Definitions of commonly used terms used in
relation to these issues.

• An overview of how an asylum seeker applies for
asylum in Ireland and how this claim is then
processed.

• Information on policy developments in this area
eg dispersal, direct provision etc 

• An overview of entitlements of non-nationals to
the services provided by DSCFA and other state
agencies.

• A good practice guide which informs staff of
relevant customer service and control issues to
enable them to process and review claims
effectively. 

Interpretation and Translation Services.
The provision of effective interpretation and
translation services is an important element of the
equality/diversity agenda. In DSCFA there are, at
present, two such pilots in operation. 

In the Cork Local Office a number of members of
staff are being trained in both French and Spanish
to provide an on the spot interpretation and
translation service, when the need arises. The basis
of the training are a glossary of DSCFA terms and
the relevant claim forms. The course was designed
by the Cork-based North Monastery Language

Centre, the local staff and Corporate Development.

Secondly, a telephone interpretation service is being
tested in two Dublin offices (Apollo House and
Nth Cumberland St.) and Athlone. A three way
conversation takes place between customer,
interpreter and member of staff. The confidentiality
of the conversation is a key element of the service.

Both pilots are being monitored to evaluate their
effectiveness, and if found successful, it is planned
that they will be implemented at other appropriate
locations. 

An examination of the appropriate languages into
which the Department’s main claim forms should
be translated is also currently underway.

Inter-agency Co-operation
DSCFA is aware of the necessity to liaise on an

ongoing basis with other departments and agencies
involved in this area. We consult regularly with the
Department of Justice, Equality and Law Reform
on issues of mutual interest. DSCFA is represented
on the various QCS Groups established under the
SMI QCS Initiative. Through our involvement
with the Sub-Group on Equality/Diversity we have
contributed to both the Support Pack For Staff and
the research carried out by Dr. Jane Pillinger on the
Equality/Diversity aspects of customer service. 

Customer Consultation
The Department has an extensive customer
consultation programme. In line with its remit in
the equality and diversity aspects of the customer
service Corporate Development meets regularly
with relevant groups i.e. NCCRI, TVG, NASC etc.
Further consultation of this type will continue to be
a feature of the Department’s consultation
programme. 

Some attendees and trainers in anti-discrimination training, January 2002.
Back row L-R: Piaras MacEnrí (UCC), Mary O'Donovan, Kay O'Connor, Kathleen

O'Driscoll, Mairead Ryan, Nuala Higgins.
Front two L-R: Dermot Field, Etta Goulding, Latif Sahildan (NASC), Ben Hennessy.
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The Idea of Equality

Essentially, equality is a relationship
of some kind or other between two
or more people or groups of people,
regarding some aspect or feature of
those people’s lives (Baker, 2000).
Fundamentally the focus will relate
to factors such as the level of
income and wealth distribution
among groups of people or the extent of power,
respect and status commanded by them. Drawing on
Lynch et al (2001), there are four sets of social
relations in which inequalities can be generated;

1. Economic inequality: This refers to the unequal
distribution of material resources and the
inequality in their ownership and control. 

2. Cultural inequality: This takes the form of
cultural domination, symbolic misrepresentation,
non-recognition and invisibility of groups in
society. Their lifestyles, norms, values and
practices are denigrated or made invisible in
public discourse, to such an extent that their non-
status prevents them from engaging in social
relations. 

3. Political inequality: This occurs where a number
of groups in society are excluded from the realms
of decision–making or are politically
misrepresented. Their exclusion from the political
process has reinforced the processes of
marginalisation of their communities

4. Affective inequalities: The affective sphere of
human relations involves emotional work
primarily, where the end product is establishing
relations of solidarity – maintaining bonds of
affection, providing moral support, friendship and
love, which gives people a sense of belonging and
making them feel good (Delphy and Leonard,
1992, 21). However this form of human labour
has largely remained nameless and not identified
as work at all. Moreover, as it is very likely that
women exert most energy in love labour (Lynch
and McLaughlin,1995, 265), they and the

concept itself remain peripheral, leading to
exploitation and inequality. 

In practice all forms of inequality are inter-related. In
particular, there is a strong correlation between,
economic, political and culturally generated
inequalities (Lynch et al, 2001, 40).Theory on
equality invites us to consider ways to distribute
wealth, income, rights, power and self-respect. It
provides a knowledge base for a framework to be
established, so that inequalities between individuals
and groups of individuals can be mitigated as much
as possible.

According to Rawls, justice is about the distribution
of rights, liberties, opportunities, powers, income
and wealth (Rawls,1971). Rawls concept of equality
is framed around two key principles. The first
principle secures everyone’s basic liberties such as the
freedom of the person, the right to vote, freedom of
speech and to possess property. The second principle
stipulates that the primary social goods (income,
social status, power and privilege) should be
distributed in whatever way maximises the goods of
the worst off. This effectively allows for some
differences in income, wealth, social status and
authority, because they may be necessary to improve
the situation of the least advantaged members of
society. Moreover, there must be the requisite social
conditions for fair equality of opportunity, where
social positions (jobs or positions of authority) are
open equally to all and the ‘expectations of those
with the same abilities and aspirations should not be
affected by their social class’ (ibid, 73). Sen points to
‘the variety of physical and social characteristics that
affect our lives and make us what we are’ (1992, 28).
Human diversity becomes a factor, in that people
differ in age, sex, physical and mental health, bodily
prowess, intellectual abilities, social surroundings and
in many other respects. Well-being is marked by a
person’s freedom and capability to attain, income,
wealth and other real opportunities.

However, who makes the decisions to determine the
patterns of distribution for goods, benefits and
opportunities? The way society is and how its
institutions are structured become a key focus. It is
within the institutional contexts of the economy,
state, family, workplace and civil society (all which
underpin the patterns of distribution) that rules,

values, norms and social practices can be negotiated
between social groups with differing identities, needs
and social experiences. This takes place within the
context of social hierarchies and social systems that
promote patterns of domination and oppression.
Young states that social relationships – economic,
political and cultural - systematically reproduce
oppressions (1990, 41). She describes these
oppressions as exploitation, marginalisation,
powerlessness, cultural imperialism and violence.
These oppressions have a detrimental impact on
some groups which inhibits their identity and ability
to develop and exercise their capacities and express
their needs, thoughts and feelings in the allocation of
material goods, resources, income and social
positions. Fundamentally, the ordering and
governing of a just society must not design
institutions and laws that eliminate group difference,
but instead promote equality ‘among socially and
culturally differentiated groups, who mutually
respect one another and affirm one another in their
differences’ (Young, 1990, 163).

Equally there must be an acknowledgement of our
capacity to hold a multiplicity of identities. For
example, people with a disability have a distinct
identity but also they include women, Travellers, gays
and lesbians, older people, Black and minority ethnic
people and hold various religious beliefs. In essence
every person holds multiple identities. The challenge
is to construct an equality framework that provides a
means of addressing and affirming the range of
identities any one person may seek to hold – ‘…we
now need to construct a new equality/difference
debate, one orientated to multiple intersecting
differences.’ (Fraser, 1997,187).

Conclusion
We can now draw certain conclusions about the
meaning of equality and the task before policymakers
to integrate equality objectives. Equality is concerned
with the equal distribution of primary social goods
(income, social status, power and privilege) among
individuals and groups in society. Inequalities in the
distribution of such goods are sustainable as long as
it benefits the worst off. This is justified as long as
equality of opportunity is integral to the system,
where social positions (jobs or positions of authority)
are open equally to all (Rawls, 1971). In the
distribution of primary social goods, some people
require more resources than others to achieve the
same level of utility. Achieving equality of outcome

must focus on the scope and capabilities of
individuals and groups to do so (Sen, 1992). The
distribution of goods, should take due account of the
kinds of relationship people have with each other
and especially in terms of the relationships between
social groups. In particular, the practice of equality
requires attention to social group differences. Those
members of society experiencing marginalisation,
exploitation or powerlessness (some of the conditions
of oppression leading to substantial inequalities) need
to be part of political and policy decision-making
contexts. Otherwise there will be little substantial
change to the systems that support unequal social
relations and create the social conditions of
oppression (Young,1990). Moreover, an equality
framework must acknowledge the reality of multiple
identities and that it is impossible to confront one
type of oppression without confronting them all. 
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The second Family Friendly workplace day will be
held on Friday 1st March 2002. The aim of the day
is to promote awareness of family friendly / work
life balance issues. This year the focus is on family
friendly /work life balance in individual workplaces/
organisations. We hope that the day will inspire
organisations to introduce new work arrangements
or to improve existing ones.

What is being done to
mark Family Friendly
Workplace Day this
year?

Website tours
We are providing tours
through our website
(www.familyfriendly.ie)
which will give people an
insight into the material
available on the site.

Suggested Activities
A list of activities that
organisations may carry out
to mark Family Friendly
Workplace day will be available on the website
(www.familyfriendly.ie) and in a leaflet, available
from the Equality Authority (Lo Call: 1890 245
545). Some examples of these suggestions are:

• Launch a new family friendly / work life balance
arrangement for employees on the day.

• Carry out a survey of employees or set up a

suggestion box to explore the interest in family
friendly / work life balance arrangements.

• Provide an information stand in the workplace
on education/training for work and for life.

• Organise a family open day at work.

Please let us know about your event by registering it
on the website.

Publicity
Look out for the billboard, newspaper and radio
advertising. There will also be a poster to publicise
the day, available from the Equality Authority (Lo
Call: 1890 245 545).

Why should we celebrate Family
Friendly Workplace Day in my
Workplace?

The introduction of family friendly / work life
balance arrangements can produce benefits for both
individual staff members and their families, as well
as for the business as a whole. Some of the principle
benefits are:

• Increased equality in the workplace

• Improved quality of life for workers and their
families

• More balanced relationship between work and
other committments

• Increased opportunities to pursue other interests

Organisations that have introduced
Family Friendly / Work Life Balance
arrangements note the following
advantages as a result:

• Retention of valuable, trained and experienced
staff

• Improved recruitment

• Improved productivity from more satisfied staff
members

• Improved morale, motivation and committment

• Cost savings (eg training new staff etc) 

FAMILY FRIENDLY
WORKPLACE DAY 
FRIDAY 1ST MARCH 2002
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What is Equality Proofing?
Equality Proofing is about placing equality at the
centre of policy making and planning. The ultimate
potential of equality proofing is to promote the
development of a more equal society. Equality
proofing is a tool which can be used to ensure that
policy and planning processes have a positive impact
for all in society.

It includes:
• Accessing the impact of

plans on groups
experiencing inequality

• Resourcing participation
of those affected by
inequality

• Focussing attention on
equality outcomes

The Equal Status Act 2000
prohibits discrimination
where people buy goods, use
services, obtain
accommodation and
participate in educational
establishments. It covers
nine different grounds.
This is of particular
importance for service providers as they must be
aware of their obligations under the legislation.
Equality proofing will help in designing and
delivering services that are accessible and meaningful
to all sectors of society. 

Why equality proofing for the County and
City Development Boards(CDBs)?
The national agreement, the Programme for
Prosperity and Fairness, contains an important
commitment to Equality Proofing and recommends
piloting an equality proofing initiative with the City
and County Development Boards (CDBs). The
CDBs by bringing together relevant players locally-

public sector agencies, social partners and local
communities - represent a new and exiting way of
delivering local government. The CDBs are
currently drafting 10 year strategy plans for their
areas. These plans cover economic, social and
cultural development. With their focus on
partnership and integration, they are placed at the
cutting edge of local development strategies and
offer an opportunity to advance the agenda of
equality.

To support equality proofing of the strategy plans as
they emerge, the Equality Authority in co-operation
with the Directors of the CDBs and PLANET (the
network of area-based partnerships) have developed

an equality proofing
template. Even though this
template has been designed
specifically for the CDB
process, it is envisaged that
the template could be
further evolved to support
other local planning
processes.

The purpose of the
equality proofing template
is to provide the CDBs
with a practical tool to
support the equality
proofing process. It should
be noted that it does not
seek to provide a definitive
proofing template but

instead to capture the specific planning process,
pressures and time frame that the CDBs are working
within. Therefore this initiative must be seen as a
first step and that further actions can be rolled out
during the implementation of the plans.

How to equality proof?
The main focus of the template is on what is called
"The Proofing Moment". This is basically a simple
exercise which consists of a number of core
questions that could be addressed at a meeting or
planning event as draft strategy plans become
available. The questions are broken into three areas. 

EQUALITY PROOFING
By Carole Sullivan,
Development Officer,
Equality Authority

Noel Dempsey TD, Minister for the Environment
& Local Government (centre), with Carole Sullivan
and Niall Crowley of the Equality Authority at the
presentation of the Equality Proofing template

Questions on Taking Account of Difference are
primarily concerned with identifying difference
across the nine grounds covered in equality
legislation and checking mainstream measures to
ensure that difference has been accommodated in a
manner that ensures their accessibility and relevance
to all.

Questions on Targeting focus on the fact that even
if mainstream measures are designed and delivered
in a manner which accommodates diversity, there
may sometimes be a need for targeted initiatives
focusing on any of the groups within the nine
grounds. These would, for example, address the
effects of a past history of exclusion or resource
needs that are specific to a particular group.

Questions on further developing the Equality
Agenda are about continuing to build the equality
agenda during the implementation of the plan and
are focussed on evolving a capacity over the life of
the plan to realise equality outcomes.

It is hoped that CDBs will be proactive in applying
the template to their draft strategy plans. Equality
proofing will ensure that each of the plans are
inclusive of all people living in the community. 

It will ensure that the needs of
those experiencing inequality
will be accommodated
therefore making the
strategy plans relevant to
all. However, the
implementation phase
will be key to ensuring
that the plans
become real working
documents. Equality
proofing will ensure that
those experiencing inequality will play a key role
during the implementation and monitoring
processes.

The template has been circulated to all CDBs and
was officially presented in December 2001 to the
Minister for the Environment and Local
Government, Mr Noel Dempsey T.D.

If you should require any further information on
equality proofing, you can contact me here at the
Equality Authority on (01) 417 3361 or email
Carole_Sullivan@equality.ie. Copies of the equality
proofing template are available from the Equality
Authority.

By Evelyn Collins,
CEO, Equality Commission
for Northern Ireland

The Commission was delighted to welcome
members of the Equality Authority to Belfast on 6
and 7 November 2001 for the annual Joint Board
Meeting, held for the first time in Northern Ireland.
We were particularly delighted to welcome our
visitors to Equality House, our new home in
Shaftesbury Square since August 2001. While Kate
Hayes and Niall Crowley had kindly joined us at
our opening events in October, it was great to host
the Joint Board Meeting in premises specifically
designed for our needs as the Equality Commission.

Our get-together began with a reception and dinner
in Parliament Buildings, Stormont, attended by Mr
Denis Haughey, MLA, one of the two Ministers
with responsibility for equality in the Office of the

First Minister and Deputy First Minister. The Long
Gallery is a splendid venue for dinner, and I know
many of the Board members enjoyed walking up the
steps to Parliament Buildings, from which so many
statements have been made by politicians over the
past number of years! We all appreciated the tour and
history of the Chambers given by Denis Haughey at
the end of our dinner as well his kind words of
encouragement and support to us in our joint work to
develop the equality agenda in both parts of Ireland.

The main purpose of the joint meeting of
Commissioners and Board members is to provide an
opportunity for mutual learning and exchange of
ideas on key strategic themes of relevance to our two
organisations. 

The three themes we focused on in November were
• single equality legislation
• equality and human rights, and
• equality proofing/equality impact assessments.

JOINT EQUALITY AUTHORITY / EQUALITY COMMISSION 
FOR NORTHERN IRELAND  BOARD MEETING 
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When Mary Harney, T.D., Tanaiste and Minister
for Enterprise Trade and Employment formally
launched the PPF Framework Committee to
promote equality at the enterprise level in
November 2001, the initiative was actually just over
a year in being. Nonetheless, the timing was
appropriate because I think it is true to say that the
Committee has taken some time to find its feet and
to come to a sense of purpose as to what it is trying
to achieve.

Given that the focus of the Committee is on
equality at the enterprise level, in many ways one
would think that it should have been easy to take
the nine grounds covered under the Employment
Equality Act of 1998 as the obvious framework
upon which to build initiatives. To some extent,
this has been the approach of the Committee but
while there is a good deal of familiarity and
experience in dealing with a single ground of
discrimination, such as gender, it is in the
interweaving of the grounds and beginning to plan
multi-ground clusters of activity, that the real
challenge arises.

Since the enactment of the Employment Equality
Act, 1998 and the Equal Status Act, 2000, a new
focus has developed on corporate legal compliance
in relation to equality issues. The extension of the
non-discrimination principle to a broader range of
grounds beyond gender and marital status
represented a significant change in the legal
framework governing equality in the workplace. In
response to this development many employers have
focused on the requirement to comply with the
new legislation, in particular in relation to the new
non-discriminatory grounds introduced.

For this reason, I think that the new Guidelines for
Employment Equality Policies in Enterprises which
were launched by the Tanaiste on November ,
2001, will be a very useful tool for everyone
involved in the work place. This is a comprehensive
guide to developing an employment equality policy

in an enterprise, in addition to a useful "Ten Steps
to Equality". The Guidelines are currently being
disseminated widely and will prove very useful. The
Guidelines are also the first tangible output of the
work of the Framework Committee.

There has also been a strong desire on the part of
the Framework Committee to approach the agenda
of equality at the enterprise level from a positive
perspective of the value and potential gains which
will accrue from the successful management and
valuing of diversity, and a sense that the Committee
should not become preoccupied with the more
defensive perspective of the legislation.

This is one of the advantages of the Framework
Committee in that it affords a chance to undertake
some innovative projects in the diversity area.
While there are a number of companies and
consultants specialising in aspects of diversity
management, it is still a relatively new field of
interest in Ireland and a number of companies who
have diversity initiatives underway have had to look
further afield to find appropriate inputs. Hopefully
one benefit arising from the projects which will be
supported by the Framework Committee in its
lifetime, will be to help develop the appropriate
infrastructure to support diversity management in
the longer term. 

EQUALITY AT THE
ENTERPRISE LEVEL
By Jackie Harrison, IBEC

Pictured at the launch in the Equality Authority in
November 2002 L-R: Jackie Harrison, IBEC; Kate
Hayes, Chair, Equality Authority; Mary Harney TD,
Tánaiste, Minister of Enterprise, Trade &
Employment; Niall Crowley, CEO, Equality
Authority ; Joan Carmichael, ICTU.
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Single equality legislation is, of course, already a fact
in Ireland, albeit in two separate statutes. The first
Programme for Government of the Northern Ireland
Executive committed it to producing single equality
legislation for Northern Ireland. Consultation by the
Office of the First Minister and Deputy First
Minister on this took place in the middle of 2001
and the timetable indicates that we should see the
results of this consultation in Spring 2002. 

The Equality
Commission has
published a position
paper outlining its
thinking on many of
the areas and also
seeking views on some
issues on which we
have yet to determine
our position. The
Equality Authority has
also completed its
review of the legislation
and published its
thinking, so the
meeting was most
timely.

Staff members Eilis
Barry of the Equality
Authority and Petra Sheils of the Equality
Commission set the scene for our discussions. They
gave a brief outline of the relevant legislation and a
summary analysis of the types of issues coming
through individual complaints to both the Equality
Commission and the Equality Authority. Key issues
for future legislative developments was then very
much the focus of our discussions, which were most
valuable in stimulating thinking around new
dimensions such as protection against
discrimination on grounds of ‘other status’ and past
convictions.

We were pleased that Professor Brice Dickson of the
Northern Ireland Human Rights Commission was
able to join us for our discussion on equality and
human rights. Brice talked to us about the
consultative draft Bill of Rights which has been
produced by the Northern Ireland Human Rights
Commission, a wide-ranging set of proposals
covering socio-economic rights as well as civil and
political rights. There is a chapter on equality rights,
and a number of aspects of the work covered by the

equality bodies is addressed in the proposed Bill of
Rights. There was a fascinating discussion about the
interplay between equality work and human rights
work, and the relevance and timeliness of the
discussion was important to us as we develop our
response to the NIHRC proposals.

The final topic for the day was equality
proofing/equality impact assessment. Bronagh

Hinds, Deputy Chief Commissioner, led for the
Equality Commission on this, together with Danny
Lambe, Director of Statutory Duty, and his deputy
Aubrey McCrory. They discussed the development
of the Commission’s Guidelines to Equality Impact
Assessment, the processing of equality impact
assessment statements and ongoing training. The
Equality Authority’s work on equality proofing with
County & City Development Boards was presented
by Greg Heylin, Head of Development Section for
the Equality Authority, and again there was a useful
discussion on what both organisations are seeking to
achieve through equality impact assessments and
equality proofing.

The meeting was certainly an excellent opportunity
to exchange information and ideas, and there is no
doubt that this important annual exchange will add
value to the work each of us is doing in our own
jurisdictions. From our perspective, we valued
greatly the opportunity to strengthen and deepen
our relationship with the Equality Authority and
look forward to the return event later this year!

L-R: Niall Crowley, CEO, Equality Authority; Evelyn Collins, Chief Executive, Equality
Commission of Northern Ireland; Kate Hayes, Chair, Equality Authority; Denis Haughey
MLA, Office of the First Minister and Deputy First Minister; Joan Harbison, Chief
Commissioner, Equality Commission of Northern Ireland; Bronagh Hinds, Deputy Chief
Commissioner, Equality Commission of Northern Ireland.
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[CASE REPORTS]

CASES HIGHLIGHT
RACIAL
DISCRIMINATION
IN THE WORKPLACE
The Equality Authority welcomes the ODEI
decision in the Dr. Bennett Kim Heng Eng vs St.
James Hospital which established pay
discrimination on the race ground. The successful
case taken by Dr. Eng against St. James Hospital is
a timely and important affirmation of the rights of
third country nationals in Ireland.

The key findings of the Equality Officer include:

- National law governs the right and entitlements
of third country national resident in an EU
member state

- The EC Treaty cannot be relied on to justify the
displacement of non-EU nationals in order to
give priority to EU graduates in the allocation of
funded intern positions. The Treaty does not
require employers to discriminate against non-
EU nationals. 

The case raises the issue of the inequitable
experiences of foreign doctors in our health
system. Dr. Eng performed like work to his Irish
colleagues for no pay. The success of this case will
hopefully stimulate a wide review and change in
the practices and policies that shape the experience
of foreign doctors. Dr Eng’s award included
arrears of salary, unrostered overtime and a weekly
living out allowance.

Claims of discrimination in respect of equal pay
and equal treatment on the race ground also
featured in two unsuccessful cases taken by the
Equality Authority on behalf of employees of the
Italian Embassy in Dublin. The reason for the lack
of success in these cases was that the ODEI found
that they had "no jurisdiction to investigate the
complainant’s substantive claim". The respondent
argued that the Italian Embassy "had never waived
its right to avail of sovereign immunity in respect
of any dealings it had with the complainant with
regard to the employment relationship between
them". This was accepted by the ODEI and hence
the reason for the loss of the cases. 

Workers in embassies should have the same rights
of protection given to all other employees whose
rights are protected from discrimination under
national equality legislation. It is important that
sovereign immunity does not supersede the right
to equal treatment and equal pay in the
workplace. 

In the light of these cases the Equality Authority is
writing to the Minister for Justice, Equality and
Law Reform to identify this problem and to seek
an effective way of addressing this in any future
review of the legislation.

PUB PRACTICES
FOUND TO BE
DISCRIMINATORY
Quotas, Regulars only and Ban on accompanied
children outlawed

The Equality Authority welcomes three important
decisions from the ODEI which deal with
publicans who operate quota systems, regulars
only policies, and blanket bans on parents who
seek service when accompanied by children under
18 years old.  The Equality Authority which
represented the claimants in two of the cases, and
was consulted on the third, welcom these
decisions, one of which is the first such successful
case under the family status ground.

These important cases reflect issues that require
urgent change. Pubs alongside hotels, restaurants
and nightclubs are important venues for social
interaction. Denial of access to particular groups
in society effectively creates segregation that
deepens the divisions in our society.

Publicans need to develop their knowledge of, and
response to, obligations under the Equal Status
Act 2000. The Equality Authority will assist this
process with the publication of a code of practice
on access to pubs, hotels, nightclubs and
restaurants this year.

Michael Mc Donagh vs. The Castle Inn, Birr, Co.
Offaly, Represented by the Equality Authority

Bernard, Richard and Thomas Joyce vs. Liz
Delaney’s Pub, Coolock, Dublin

These cases reveal strategies being used by
publicans seeking to circumvent the provisions of
the Equal Status Act:-

- applying a regulars only excuse to refuse service
to Travellers

- operating a quota system to limit the number of
Travellers being served

The quota system for Travellers was found to be
totally contrary to the provisions of the Equal
Status Act, 2000.  The Equality Officer stated "it
is entirely inappropriate and unjustified for a
publican to tar all members of the Traveller
community however peaceable and responsible ,
with the same brush, by refusing service to
Travellers whom they did not know, and
restricting service even to Travellers whom they do
know, irrespective of any real risk of disorder". 

{Note: in the Michael Mc Donagh case the
publican admitted to operating a quota system
whereby no more than 5 Travellers were served in
his pub at any given time - no similar quota
system is operated for settled people. Mr
McDonagh had written to Mr Coffey through
Form ODEI 5 seeking an explanation of the
refusal of service in good faith expecting a
conciliatory reply. He had not expected
proceedings to go as far as the investigation. He
did not receive a reply. Mr Coffey, when
questioned as to why he did not reply said "why
should I? ... I have enough to do". The complainant,
a settled Traveller, was awarded £1,000 (1270
Euro) in compensation and the respondent was
ordered to immediately review his practices to
ensure compliance with the Equal Status Act in
respect of everyone seeking service in his pub.}

{Note: The Equality Authority was consulted by
the Joyces in their own case but was not involved
in their representation  This case centred around
discrimination on the Traveller community
ground. The respondents had admitted that a
"judgement call" is usually made at the door as to
whether an individual is admitted. If they are not
happy about a person’s "form" or "attitude" they
say that they usually use the "regulars only" excuse
for refusing entry. The Equality Officer stated
"also, from the evidence before me, I am satisfied
that the respondents have no "regulars only"
policy in place and that this excuse is used as a
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ploy to deter people who, for some other reason,
they do not approve of".}

John Maughan v the Glimmerman
Represented by the Equality Authority

The Equality Authority welcomed the first family
status case under the Equal Status Act, 2000. 

There was an error in the original press statement
issued by the Equality Authority. The subsequent
confusion about the implications of this case is
regretted by the Equality Authority.

The claimant who is visually impaired claimed
that he entered the Glimmerman pub with his
wife (who is also visually impaired) his thirteen
year old son and his guide dog. The claimant
stated that he was refused service contrary to the
Equal Status Act, 2000 because of his i) family
status ii) his disability and iii) his membership of
the Traveller community.

The respondent claimed that the reason the
complainant was refused service was because it has
a no children policy and the claimant’s son kept
coming into the pub while the claimant was being
served there.  It claimed that in having a no
children policy it is acting in good faith for the
sole purpose of ensuring compliance with the
Licensing Acts and is not in breach of the Equal
Status Act, 2000.  The respondent also claimed
that when parents are consuming alcohol they
tend not to supervise their children properly and
that its no children policy is also designed to
prevent disorderly conduct on its premises.  The
Equality Officer stated 
"I consider that having a blanket ban on under 18
year olds being in pubs with their parents is a
discriminatory policy against parents of under 18
year olds on the family status ground under the
Equal Status Act, 2000".

However he added 
"... My findings on this point should not be
interpreted as meaning that publicans must serve
parents when accompanied by their children under

TRAVELLER
DISCRIMINATED
AGAINST BY
SUPERMARKET
CHAIN
The Equality Authority welcomed the decision
today of the ODEI in favour of Ann
McDonagh in her case against Tesco Ireland Ltd.

The case is the first such case to be heard under the
Equal Status Act.  It is testament to the underspread
discrimination experienced by the Traveller
Community and their ability to challenge this under
the new legislation.  It must new serve as a wake-up
call to service providers to gear up for their
obligations under the Equal Status Act, to ensure
their staff are trained in this area and to put in place
Equal Status Policies for their organisations.

The Director of Equality Investigations has
published the first decision relating to a
supermarket in an equal status case.  The Equal
Status Act, 2000 outlaws discrimination including
membership of the Traveller Community in the
provisions of goods, services, facilities and access to
education, accommodation and clubs.  Ann
McDonagh claimed that while shopping in Tesco,
Waterford she was asked to leave the premises. She
claimed that this was on the grounds of her
membership of the Traveller community.  Tesco
denied this allegation and stated that the
complainant was asked to leave because she had
been barred previously from the store.  The
Equality Officer found that the complainant had
established a case of discrimination on the Traveller
community ground and that there was insufficient
evidence to support the supermarket’s case.

The Equality Officer ordered that Tesco Ireland
Ltd. provide the complainant with free shopping
in their Waterford stores to the value of £1,000
(EURO 1270). He also ordered that Tesco Ireland
Ltd pay the complainant a further £1,500 (EURO
1905) for the embarrassment and humiliation
suffered by her and for the loss of amenity
suffered by her since the date of the incident.
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18 years old in all circumstances.  This is because the
Licensing Acts require publicans to run orderly houses
and to ensure that under 18 year olds do not
consume alcohol on their premises.  The Equal Status
Act, 2000, has not changed their obligations in this
regard".

The Equality Officer then gave examples of when
a publican would refuse service
"For instance if a publican saw an under 18 year
old consuming alcohol on the premises when
accompanied by a parent then the publican could be
entitled to refuse service.  Similarly a publican
would be entitled to refuse service in other situations
such as if a parent was drunk or if a parent or under
18 year old were disorderly".

Guide Dogs
While the case did not succeed on the disability
ground or the Traveller community ground, it has
usefully established that facilitating the presence of
a guide dog is a necessary reasonable
accommodation for people with disabilities.  The
Equality Officer stated "I consider that allowing a
guide dog into a pub with a visually impaired
person is special treatment without which it
would be impossible or unduly difficult for the
visually impaired person to avail of the service". 

TRAVELLER WINS
FIRST EMPLOYMENT
DISCRIMINATION
CASE
DISABLED MAN
WINS EQUALITY
CASE
Two cases, one represented by the Equality
Authority have been upheld in decisions made by
the ODEI. A Traveller who was discriminated
against in accessing employment in a hotel has
successfully won her case and an award of £5,000
in compensation. A disabled man has been
awarded £8,000 for discrimination under the
Employment Equality Act against a firm.

These are both groundbreaking cases taken by the
Equality Authority to re-enforce the anti-
discrimination provisions that protect Travellers
and disabled people in access and carrying out
their employment.

The Traveller case reveals for the first time, in the
operation of the legislation, the barriers faced by
Travellers seeking employment and the economic
independence that flows from employment.
Discrimination against Travellers in accessing
employment is illegal and the Authority hopes
that this case sends out a clear message in this
regard to employers and to Travellers who have
been discouraged by previous experience of
discrimination from seeking employment.

The disability case, taken by SIPTU highlights the
valuable provision in the Employment Equality
Act that requires employers to make reasonable
accommodation  for employees with disabilities.
This requirement is crucial if we are to change the
disabling environment experienced by so many
people with disabilities in their search for
employment.



pre-operative [ see
http://ai.eecs.umich.edu/people/conway/TS/TS.html
]. In Ireland the figures should be lower because of
the pressure on transsexual people to leave the
country because of lack of health care, social
exclusion, lack of legal recognition by the
government and lack of rights of any description.

These are the difficulties we face, so what is the
solution? Firstly the State needs to ratify
Recommendation 1117 and vigorously implement

all its points. Secondly society needs to wake up to
the realities of the human condition and realise that
all that is different is not automatically bad or
wrong. Really that is it, there are fewer complexities
to transsexualism than we have been lead to believe
and as with all equality issues the solutions are quite
simple, accept people as you find them, without pre
conceptions. After all Transsexual people only want a
level playing field and a chance to be in the game
and play fairly.

By Diane Richards-Hughes 
& Andrea Brown
Press for Change (Ireland).
Although Transsexual people or persons with
Gender Identity Disorder (GID) as we are now
called, have been here since the beginning of
civilisation, it is only recently we have looked at
ourselves and our rights issues.

To help you understand what this condition is
about I will give a brief summary of current medical
knowledge regarding this much misunderstood
medical condition. For many years it was thought
that Transsexualism was a mental illness or psychosis
and only recently completed research has revealed
the realities of Transsexualism. Work carried out in
Holland by Drs Gooren and Swaab [ see
http://jcem.endojournals.org/cgi/content/full/85/5/2
034 ] revealed that Transsexualism is related to brain
structure and is therefore physiologically based, the
distress suffered by Transsexual people comes from
the mismatch of brain and body, to use the old
cliché "trapped in the body of the opposite sex" is
fairly becoming a valid statement.

Now to the issue of rights and equality. Transsexual
people have over the last three decades been gaining
there rights all over the world, in most of Europe,
Russia, Ukraine, Turkey and South Africa, except the
UK and Republic of Ireland. In Europe the Council
of Europe have established guidelines on the
condition of Transsexual people. This was drawn up
in 1989. The European states were keen to agree this
package of equality measures, however the UK and
the Republic of Ireland were two of these states who
refused to implement the recommendations laid
down in Recommendation 1117.

By any standard Recommendation 1117 is a very
well thought out document and covers all the main
areas of life where Transsexual people find themselves
disadvantaged by prejudice. Significantly the right to

medical treatment for the condition is covered by
Recommendation 1117, Health care for Transsexual
people is almost non-existent in the Republic of
Ireland, despite the known success of treatment and
excellent cost effectiveness. Other areas covered at
length are the right to have Birth certificates
corrected (not yet available in Ireland), rights to
privacy and the right to be free from discrimination
in accordance with Article 14 of the European
Convention Human Rights.

Unfortunately Transsexual people resident in Ireland
do not get a very good deal from society. We have no
direct right to healthcare despite the known high risk
of suicide, the risks surrounding the way society and
government treats transsexual people are very real.
Unemployment is between 60-80% in persons who
have the courage to undergo treatment. Social
exclusion is very commonplace and violence against
transsexual people is distressingly high. Sadly
Transsexuals bear this kind of treatment by society
with great stoicism, believing that no one cares,
simply because successive Governments have not
taken our needs seriously and ratified
Recommendation 1117 putting Ireland alongside the
United Kingdom in refusing rights for transsexual
people in stark contrast to other European countries,
on this important rights issue.

Of course it is believed that one is more likely to
meet pixies than to come across a transsexual person
in everyday life. This is not so, on out dated figures
there would be 500 transsexual people in the
Republic of Ireland.

The percentage of the population actually affected by
Gender Identity Disorder or Transsexualism now
seems to be a lot higher than the 1:30,000 quoted in
the 1960's, it has since dropped in the 1980's to
1:11,900. Since then calculations in the United
States alone are putting it at 1:2500 people in the
United States who have been gender reassigned,
based on the number of actual gender reassignment
operations, this of course leaves out people who have
committed suicide or died of natural causes, when
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VIEWPOINT: 
TRANSSEXUAL PEOPLE - 
THE LAST MINORITY

COMBAT POVERTY AGENCY
GRANTS SCHEME 2002-2004

WORKING AGAINST POVERTY

A grants scheme to support community and
voluntary groups to influence policy.

This grant scheme is for community and voluntary
groups working to tackle poverty or the effects of
poverty. It aims to support groups to effectively
influence policy at local, regional, or national levels
in a number of ways: training in how to influence
policy; carrying out and publishing research;
evaluating the impact of actions, running seminars
and conferences which engage policy makers;
contributing to consultation processes, analysing
policies and making submissions. 

2002 deadlines for applications are: 27th March and
18th September 

For Grants Scheme information brochures &
application forms please contact:
• Annmarie Wallace Tel: 01 6026623

Email: wallacea@cpa.ie
• Anne Bride Tel: 01 6026629

Email: bridea@cpa.ie

at the Combat Poverty Agency, Bridgewater
Centre, Conyngham Road, Islandbridge, Dublin 8.

Enterprise Level
Equality Reviews and Action Plans

What are Equality Reviews and Action Plans?
An Equality Review is a comprehensive examination of the
policies, practices, procedures and perceptions impacting on
equality within the workplace.  An action plan defines the
goals and steps necessary to promote equality and better
accommodate diversity in the workplace.

Equality Reviews and Action Plans are the means by which
employers and employees can develop effective practice in
employment equality.

Is your organisation:
• Committed to equality, particularly in relation to women,
• Willing to work in partnership to progress this agenda,
• Open to the provision of funded expertise to progress you

along the way?

If so, this scheme may well be for you.  It provides:
• Funding for an Equality Auditor from an existing panel,
• A template from which your organisation and the Auditor

will work,
• A review report and an agreed action plan,
• An external review of implementation of your action plan

after an agreed time.

Organisations in the public, private and voluntary sectors are
invited to seek an application form and information sheet from:

The Equality Authority, 2 Clonmel Street, Dublin 2.
Telephone:  (01) 4173360/4173363
E-mail:  Ann_Butler@equality.ie

Funded by the Government under the National Development
Plan 2000-2006, under the Equality for Women Measure of
the Regional Operational Programmes. Implemented by the
Equality Authority on behalf of the Department of Justice,
Equality and Law Reform.
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University College
Dublin

EQUALITY STUDIES

Applications are invited for the 

• Masters Degree in Equality Studies &
• Higher Diploma in Equality Studies

The only programme of its kind in Ireland, Equality
Studies provides students with a unique and
challenging opportunity to examine a wide range of
equality, human rights and social justice issues.
Courses are taught by staff from the disciplines of
sociology, economics, law, education, politics, social
policy, development and women's studies. The
courses may be taken on a 1year full-time or 2 year
part-time (evening) basis.

The four major themes are:
• Social Class Structures and Equality
• Gender Inequalities 
• Global North/South Inequalities and Development
• Minorities and Discrimination (including racism,

ageism, disability, language and sexualities)

The Equality Studies Centre also welcomes
applications from those interested in undertaking a
Ph.D. Degree by research.

Details from: The Secretary, Equality Studies
Centre, Library Building, University College
Dublin, Belfield, Dublin 4. Telephone: (01) 716
7104. Fax: (01) 716 1107. Email:
jennifer.murphy@ucd.ie. WWW:
http://www.ucd.ie/~esc/

Application deadline: Friday, May 3rd 2002. Late
applications may be considered, subject to the
availability of places.

EVENTS/DIARY

A second annual Family Friendly Workplace /
work life balance day will be held on Friday 1
March 2002.  If you need more information on
family friendly/work life balance arrangements
or why they might be relevant to your
organisation, visit our website:
www.familyfriendly.ie. If you do not have access
to the family friendly website, you can register
an event by email to Aoife_Joyce@equality.ie.

The MPHIL in Ethnic and Racial Studies at the
Department of Sociology, Trinity College are
announcing a public seminar entitled "Re-
mapping Dublin: Spatial narratives of racialised
ethnic minorities, anti-racism organisations and
disaporic communities in a changing city.
Lecture Room 3, Panoz Institute, Trinity
College.  The seminar will take place on 16th
February 2002, between 9.00am and 18.00pm.
And further information can be obtained from
Dr Ronit Lentin at the Department of
Sociology, TCD at 6032766 or e-mail on
rlentin@tcd.ie. admission is free.

The Equality Studies Centre at UCD have
announced a series of Public Lectures for
February and March 2002.  Professor Jan Pahl
of the School of Social and Public Policy,
University of Kent, Canterbury will speak on
"Widening the Scope of Social Policy; Financial
Services and the impact of Technology" and on
the 7th March Paula Casal of the University of
Keele will speak on "Equality of
Consumption".  The lectures will take place in
Room B101 (John Henry Newman/Arts Block
1st Floor) at 7.30pm. 


