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foreword

First ENAR Ad Hoc Expert Group on Promoting Equality in Employment

I am delighted to present the report of ENAR’s first Ad Hoc Expert Group on Pro-
moting Equality in Employment, which took place on 26 and 27 November 2009 in 
Brussels with the support of the European Economic and Social Committee. This 
Ad Hoc Expert Group, launched by ENAR working closely with ADECCO Group, IBM, 
L’OREAL and SODEXO, is a pioneering exercise in bringing together businesses 
committed to diversity and inclusion, trade unions, EU institutions, Member State 
governments and the anti-racist civil society to work collaboratively and engage in 
finding solutions to ensure the full participation of ethnic minorities in the labour 
market. 

At a time when the economic crisis is hampering job creation and affecting the 
most vulnerable groups, measures in the EU to promote labour market inclusion 
are a key priority issue for ENAR, in particular in the context of the Europe 2020 
strategy. Among the factors that hinder the participation of ethnic minorities in 
the labour market, racial discrimination continues to be perceived as the single 
most important structural integration barrier. Other significant integration barriers 
include linguistic, educational and institutional factors. 

The Ad-hoc Expert Group meeting, therefore, sought to reflect in a proactive and 
positive manner on the responses that could be pursued by the different stake-
holders in the field of employment to the structural problems of access to the 
labour market and equality in employment which ethnic minority communities 
experience in the EU. 

This report of the meeting presents an overview of the discussions held and the 
preliminary research undertaken prior to the meeting, and puts forward a series 
of key recommendations to the EU institutions, Member States, the private sector 
and social partners, both in terms of policies and strategic partnership building. It 
also highlights a number of best practices undertaken by private companies, trade 
unions and governments in order to address the barriers that impede access and 
progression of ethnic minorities in the workplace, and to encourage partnership 
building across different stakeholders.

This meeting highlighted the value of a multiple stakeholder approach in identify-
ing workable solutions that can positively contribute to the race equality agenda. 
We now hope that the proposed recommendations will be implemented by all 
stakeholders involved, in particular at EU level in the framework of the new Euro-
pean Employment Strategy which will be developed as part of the Europe 2020 
strategy. In the meantime, we look forward to continuing the process of mutual 
learning between the different stakeholders in the framework of the Ad Hoc Expert 
Group.
 
Mohammed Aziz
ENAR Chair
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On 26-27 November 2009, ENAR convened a meeting of an 
Ad Hoc Expert Group on Promoting Equality in Employment. 
This gathered together experts on equality and diversity in the 
workplace, from the European institutions, Member States, as 
well as representatives from multinational companies, trade 
unions and NGOs. This report was informed by the discussions 
at that meeting. ENAR wishes to thank the participants for their 
constructive and valuable contributions in the meeting, as well as 
comments on a draft version of this report.

to the eNAr Ad Hoc expert Group on  
promoting equality in employment

iNtroductioN
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objectives and methodology

Introduction to the ENAR Ad Hoc Expert Group on Promoting Equality in Employment 

Realising equality and diversity continues to be one of the 
key challenges facing labour markets within the EU Member 
States. The integration of migrants and ethnic and religious 
minorities in their respective host societies is determined to 
a large extent by their opportunities to actively participate in 
gainful employment. 

In January 2006, under the leadership of Commissioner 
Vladimir Špidla, a High Level Advisory Group (HLAG) was 
set up to examine the integration of ethnic minorities in the 
labour market in the European Union. The advisory group, 
supported by IZA Research Report No. 16 - “Study on the 
Social and Labour Market integration of Ethnic Minorities”, 
published in 2008, confirmed large and persistent patterns 
of structural discrimination and disadvantage affecting 
migrants as well as ethnic and religious minorities in the EU. 
At the end of 2007 the HLAG submitted a report and put for-
ward policy recommendations in this regard.  

The ENAR Ad Hoc Expert Group was set up with the aim of 
building on the momentum initiated by this high-level group, 
to reflect in a proactive and political way on the responses 
which could be brought by the different stakeholders in the 
field of employment, and on the structural problems of access 
to the labour market and equality in employment which ethnic 
minorities experience in the EU. On 26 and 27 November 2009, 
this pioneering initiative brought together four major mul-
tinational companies committed to diversity and inclusion 
(SODEXO, L’OREAL, IBM, ADECCO Group), trade unions (ETUC), 
EU institutions, national governments and the anti-racist civil 
society to work together by identifying ways forward in ensur-
ing the full participation of ethnic minorities in the labour 
market.  It also aimed to enable the sharing of best practices 

and initiatives that have been undertaken by private compa-
nies, trade unions and governments. This timely gathering 
came as the EU began to reflect on its post-Lisbon strategy on 
growth and jobs and as stakeholders increasingly recognise 
the need for a holistic approach and joint actions to address 
the labour market inclusion of ethnic minorities.

The expert group had two main objectives:
■ Proactively define the frame of reference of the debate 

on national and European employment and equality 
policies, and examine the responses enabling a better 
balance in the participation of ethnic minorities in the 
labour market.

■ Study the role of all stakeholders in this process, includ-
ing European institutions, social partners and civil 
society. 

The recommendations of this working group are intended to:
■ enable the European Union, Member States, social part-

ners and NGOs to better engage with the policy issues 
and processes; and 

■ develop joint advocacy strategies on issues of employ-
ment and equality.

The methodology followed included a first phase of devel-
oping the research based aspects of the project, including 
a background paper, an agenda and critical questions for 
the Ad Hoc Expert Group to address. While the research was 
largely desk-based, the final part of the process involved a 
survey and a few short interviews with representatives of 
the different stakeholders involved in the expert group. The 
survey intended to test and refine the agenda, critical ques-
tions and approach to be taken for the Expert Group meet-
ing. The second phase involved the facilitation of a one and 
a half day meeting of the Ad Hoc Expert Group to discuss 
and develop “standard setting” recommendations. Through 
a process of collaborative inquiry and powerful questions, 
the Expert Group identified workable solutions that can pos-
itively contribute to the race equality agenda. This report 
is the output from the event and the preliminary research, 
including the stakeholders’ survey, with a series of recom-
mendations for policy makers, corporations and other large 
employers, social partners and civil society. 
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The first session of the Ad Hoc Expert Group 
on promoting equality in employment 
aimed to give some background informa-
tion on the situation of ethnic minorities in 
the labour market in Europe and to identify 
the key challenges hindering equal partici-
pation in the labour market for ethnic and 
religious minorities. 

the situation of ethnic minorities in the labour 
market: key issues and challenges

pArt 1
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General state of play

Part 1: The situation of ethnic minorities in the labour market: key issues and challenges

The situation of ethnic minorities can be assessed by meas-
uring the rates of labour force participation, employment 
and unemployment. Other indicators include the level of 
segmentation of the occupations, levels of self-employ-
ment and of educational achievement. Income gaps and 
working conditions (including safety at work) also repre-
sent useful indicators. However, a major challenge is the 
insufficiency and inconsistency of the available European 
data on the situation of ethnic minorities in the labour 
market. To date, no reliable micro database has been pro-
duced to permit a cross-country European analysis. The 
collection and use of statistics on ethnic or national origin 
range from official encouragement to legal prohibition in 
EU Member States. Only a few Member States provide data 
which are broken down by ethnicity. 

Jan Niessen, from the Migration Policy Group, was invited 
to the Ad Hoc Expert Group to present options and chal-
lenges for improving data collection and defining common 
indicators. He highlighted the need to mainstream the 
migrant/minority issue into the Lisbon strategy process 
and indicators in order to generate data on these groups. 
There is also a need to demonstrate more convincingly to 
EU Member States the value of data collection and devel-
oping indicators on migrants/ethnic minorities1.

Nevertheless, despite the lack of comprehensive data on 
the situation of ethnic minorities in the labour market, 
there is evidence of gaps in employment rates and of dif-
ferences in the quality of employment in the EU. 

A report on the social and labour market integration of 
ethnic minorities described the labour market situation of 
ethnic minorities in Europe as “severe and worsening”. The 
Roma and Africans were most frequently cited as those 
facing the largest risk of exclusion2. In addition, in many 
EU Member States the labour market situation is substan-
tially worse for migrants than for those born in the EU. 
According to the European Commission, migrants “tend to 

1 See also ENAR publication,The social and employment dimensions of the EU’s Lisbon strategy 
for growth and jobs. What are the opportunities for monitoring and improving the situation 
of migrants and ethnic minorities? , 2009.

2 IZA Research Report No. 16, Study on the Social and Labour Market integration of Ethnic Mi-
norities, February 2008, p.6.

have lower employment rates and are often more likely to 
be unemployed, or are employed in jobs of lower quality 
of for which they are overqualified”3. 

ENAR’s 2008 Shadow Report on racism in Europe con-
cludes that ethnic minorities face discrimination at all 
levels in the field of employment, ranging from difficulties 
in the recognition of foreign qualifications to exploitation 
and abuse, including sexual and physical, in some cases. 
Minorities remain disproportionately affected by unem-
ployment and employment under precarious and/or dan-
gerous conditions. They tend to be employed in jobs that 
do not reflect their qualifications and to face a glass ceil-
ing effect with regard to progression within the job. 

Overall, southern European countries (new migration 
countries) tend to be more successful at getting migrants 
into employment, but with a greater risk of them being 
over-qualified and exposed to lower quality and precari-
ous employment. On the other hand, northern European 
Member States (with a tradition of humanitarian or family 
related immigration) show a lower rate of migrant over-
qualification but have greater gaps in participation and 
employment rates, and higher unemployment rates for 
third country nationals, compared with EU citizens4. 

Access to employment
In most EU Member States, third country nationals and 
minority groups have a much lower labour force participa-
tion rate and employment rate, and a much higher unem-
ployment rate than the majority population.5 For instance, 
Eurostat data on unemployment rates from 2006 shows a 
gap of 8.8 % to the detriment of non-EU nationals6. Where 
disaggregated data is available, the analysis of the partici-
pation rates and unemployment rates of ethnic minorities 
in the labour market provides evidence that membership 
of an ethnic minority can be a significant disadvantage7.

3 European Commission, Employment in Europe 2008, October 2008, p. 15.
4 European Commission, Employment in Europe 2008, October 2008, p. 15.
5 European Monitoring Centre on Racism and Xenophobia, Migrants, Minorities and Employ-

ment: Exclusion, Discrimination and Anti-discrimination in 15 Member States of the EU, Octo-
ber 2003, p.5.

6 European Foundation for the Improvement of Living and Working Conditions, Employment 
and working conditions of migrant workers, 2007, p. 18.

7 Report of the High Level Advisory Group of Experts on the Social Integration of Ethnic Minori-
ties and their Full Participation in the Labour Market, Ethnic Minorities in the Labour Market. 
An Urgent Call for Better Social Inclusion, December 2007, p. 35.

General state of play: background 
information and key inputs from the 
Ad Hoc Expert Group
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The European Commission found that differences in skills 
can explain only a limited portion of the differences in 
employment rates between non-EU-born migrants and 
the EU-born across Member States8. The unemployment 
rates show that the situation of young foreigners is par-
ticularly critical. Women also face particular disadvantage 
and multiple discrimination, as well as migrants from pre-
dominantly Islamic countries, suffering from suspicion 
and “Islamophobia”.9 

Quality of employment 
Complaints relating to structural disadvantages affect-
ing minorities in employment concern inter alia wages, 
payment of overtime, (oral) contracts, and ethnic harass-
ment10. The European Commission’s 2008 Employment 
Report highlights that migrants tend to be more likely to 
have considerable job insecurity, with jobs of lower qual-
ity and precarious employment. They tend to “work more 
frequently at night or in the evening, are underrepre-
sented in positions with supervisory responsibilities; work 
more often in low skilled sectors and occupations; are fre-
quently involved in undeclared work; and have higher fre-
quency of transitions between different labour statuses. 
Additionally, they encounter greater difficulties in achiev-
ing effective use of their human capital, often suffering 
from large job mismatches and working in jobs for which 
they are over-qualified”11. Around 60% of high-skilled non-
EU-born migrants in employment are in jobs for which 
they are overqualified, about three times the rate for 
the native born.12 Moreover, the sectors and occupations 
where they are employed are characterised by less advan-
tageous working conditions, including wages, career pro-
gression and training, and exposure to risk. Women with 
a migrant background are often restricted to certain seg-
ments of the labour market, such as personal and domes-
tic services, cleaning, catering, health and care. 

8 European Commission, Employment in Europe 2008, October 2008, p. 100.
9 European Foundation for the Improvement of Living and Working Conditions, Employment 

and working conditions of migrant workers, 2007, pp. 39-40.
10 European Monitoring Centre on Racism and Xenophobia, Migrants, Minorities and Employ-

ment: Exclusion, Discrimination and Anti-discrimination in 15 Member States of the EU, Octo-
ber 2003, p.6.

11 European Commission, Employment in Europe 2008, October 2008, p. 15.
12 European Commission, Employment in Europe 2008, October 2008, p. 101.

The situation of the Roma
The Roma community is the biggest minority in the EU, 
estimated at more than 10 million people. The available 
data and surveys show much higher rates of unemploy-
ment and significantly lower levels of income for the Roma 
than for the majority population or other disadvantaged 
ethnic minority groups13. José Manuel Fresno, independ-
ent expert on Roma issues in Spain, was invited to present 
the specificities of the situation of the Roma at the Ad Hoc 
Expert Group meeting. He underlined that the Roma face 
similar barriers as other ethnic minority groups but more 
intensively, due to a vicious circle of low education, low 
qualifications and labour market exclusion.  

A fundamental issue affecting the Roma throughout 
Europe is their legal status, which differs from country to 
country. Even though a large number of Roma are nation-
als from EU countries, they often do not have any birth 
certificate or identity documents. A considerable part of 
the Roma population thus does not have any authorised 
legal status, which impacts on their basic socio-economic 
rights including education, health, living standards14 and 
on their employability.

The employability of Roma is low and many are excluded 
from work because of inter alia low or non-existent educa-
tional qualifications, work-based skills which are no longer 
relevant in a modern labour market, settlement in iso-
lated areas with limited access to jobs and frequent evic-
tions. However, discrimination is also an important factor, 
taking into account the dominant negative view of Euro-
pean citizens towards the Roma population, largely based 
on prejudices and stereotypes even more entrenched and 
negative than with other minorities. Direct but also indi-
rect discrimination is facilitated by the fact that the Roma 
are visibly different from the majority population in many 
European countries where there are otherwise few people 
from “visible minorities”15. 

13 European parliament, Policy Department Economic and Scientific Policy, The social situation 
of the Roma and their improved access to the labour market in the EU, October 2008, p. 22.

14 European parliament, Policy Department Economic and Scientific Policy, The social situation 
of the Roma and their improved access to the labour market in the EU, October 2008, p. ii. 

15 Report of the High Level Advisory Group of Experts on the Social Integration of Ethnic Minori-
ties and their Full Participation in the Labour Market, Ethnic Minorities in the Labour Market. 
An Urgent Call for Better Social Inclusion, December 2007, p. 45.
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The analysis of the situation of ethnic minorities in the 
labour market has conducted several researchers to out-
line a number of challenges and barriers hindering equal-
ity in employment for ethnic minorities. Joachim Ott, from 
the European Commission’s Directorate-General for Employ-
ment and Social Affairs, provided the Expert Group with an 
overview of these barriers, highlighting some of the main 
findings of the EU’s High-level Advisory Group of Experts 
on the Social Integration of Ethnic Minorities and their Full 
Participation in the Labour Market16. The High-level Group 
concluded that barriers for disadvantaged people from the 
majority, ethnic minorities and immigrants are often identi-
cal and require similar responses and that membership of an 
ethnic minority is mostly a disadvantage per se. It identified 
14 barriers hindering full participation of ethnic minorities in 
the labour market:

1. Lack of education and training
2. Lack of language skills
3. Lack of recognition of skills and qualifications
4. Lack of access to professions
5. Lack of access to citizenship
6. Lack of integration policies
7. Stereotypes, prejudices and negative attitudes
8. Lack of mobility and concentration in certain areas
9. Industrial change
10. Disincentives through welfare systems
11. Discrimination
12. Lack of information
13. Labour market competition
14. Undeclared work

Discrimination is perceived to be the single most important 
integration barrier, with public attitudes seen as a strong 
negative force for labour market integration17. Companies 
also describe discriminatory attitudes and behaviours as their 
biggest challenge in promoting diversity. They have to over-
come opposition in the workplace.18 This trend is confirmed 
by the last Eurobarometer survey on discrimination in the EU. 

16 Idem, pp.39-46.
17 IZA Research Report No. 16, Study on the Social and Labour Market integration of Ethnic Mi-

norities, February 2008, p.6.
18 European Commission, The Business Case for Diversity, Good practices in the Workplace, 2005, 

p.6.

Ethnic origin remains the most widely perceived ground for 
discrimination (61%) in the EU, and the majority of Europeans 
think that the economic crisis will lead to an increase in dis-
crimination based on ethnic origin19. Discrimination can be 
direct, when a person is treated less favourably than another 
in a comparable situation because of their racial or ethnic 
origin, religion or belief, disability, age or sexual orientation. 
Indirect discrimination can also occur sometimes, when an 
apparently neutral provision, criterion or practice would dis-
advantage people on the grounds of racial or ethnic origin, 
religion or belief, disability, age or sexual orientation unless 
the practice can be objectively justified by a legitimate aim. 
Apparently objective criteria in employment could be, for 
instance, the possession of specific qualifications or a cer-
tain type of professional experience. Discrimination may also 
be due to the use of assessment guidelines which reflect 
the cultural assumptions of the majority population20. “Insti-
tutional” or “structural” discrimination occurs when rules, 
norms, routines, patterns or attitudes and behaviour in insti-
tutions and other societal structures represent obstacles to 
certain people in achieving the same rights and opportuni-
ties that are available to the majority of the population.

Other significant integration barriers include linguistic, edu-
cational, internal and institutional factors. For instance, the 
International Labour Organisation noted that racial segrega-
tion in the area of housing may maintain labour market seg-
regation by preserving recruitment practices through local 
networks that keep members of racial minorities away from 
decent jobs, regardless of their qualifications21.

19 Special Eurobarometer 317, Discrimination in the EU in 2009.
20 European Foundation for the Improvement of Living and Working Conditions, Employment 

and working conditions of migrant workers, 2007, p. 40.
21 International Labour Organisation, Equality at work: Tackling the Challenges, 2007, p. 64.

Challenges and barriers

challenges and barriers

Part 1: The situation of ethnic minorities in the labour market: key issues and challenges
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Factors affecting new migrants’ integration in the labour 
market of the EU include the “channel for entry, country of 
origin, host-country language proficiency, availability of sup-
port schemes at entry, labour market rigidities and access 
restrictions in the host country, incomplete recognition of 
qualifications acquired outside of the EU, lack of information 
on labour market functioning and discrimination”.22

Barriers preventing Roma from accessing the labour market 
include legal status, poor education and a high rate of illit-
eracy, dependence on social welfare benefits, as well as 
prejudice and discrimination in the labour market23 and 
geographical isolation. In Hungary for instance, only 50% 
of Roma children were enrolled in primary school in 2003 
and only 12.9 % completed secondary education. Moreover, 
about 60% of the Roma live in small settlements were the 
number of non-agricultural employers is limited.24

For companies and SMEs, another big challenge is the 
lack of information and awareness of diversity issues and 
practices.25

Finally, the impact of the immigration debate and the nega-
tive portrayal of migrants by politicians, policy-makers and 
the mass media - through stereotypical language and nega-
tive images - have led to a worrying increase in racism and 
xenophobia towards third country nationals irrespective of 
status and/or nationality. This climate is an additional chal-

22 European Commission, Employment in Europe 2008, October 2008, p. 15.
23 European parliament, Policy Department Economic and Scientific Policy, The social situ-

ation of the Roma and their improved access to the labour market in the EU (IP/A/EMPL/
FWC/2006-05/SC4), October 2008, p. iii.

24 IZA Research Report No. 16, Study on the Social and Labour Market integration of Ethnic Mi-
norities, February 2008, p.33.

25 European Commission, The Business Case for Diversity, Good practices in the Workplace, 2005, 
p.7.

lenge that third country nationals and ethnic minorities now 
have to face when seeking employment, particularly in light 
of the popular belief that “immigrants are taking our jobs”. 
Additionally, the EU’s utilitarian approach which focuses 
on the economic necessity of “highly skilled” migrants, as 
opposed to “unskilled” migrants, reflects the selective nature 
of current policies at EU level. This utilitarian approach and 
the focus on the fight against irregular migration have neg-
ative consequences on migrant populations who may not 
have the right qualifications and profile, or who may be sus-
pected of being irregular migrants.26

Public policies at EU and national level provide various 
responses to tackle the barriers faced by ethnic minorities in 
the labour market, ranging from employment and social pol-
icies to education and migrants’ integration. The last speaker 
of this first session, Egbert Holthuis, Deputy Head of Unit on 
the European Employment Strategy at the European Com-
mission, gave participants an overview of the functioning of 
the EU Lisbon Strategy for growth and jobs, its results and 
evaluation. He said one key objective for the Europe 2020 
future strategy should be empowering people in inclusive 
societies. 

During the discussion that followed, participants in the Ad 
Hoc Expert Group meeting agreed on recommendations 
to the EU institutions and Member States to better inte-
grate ethnic minorities in the employment dimension of the 
Europe 2020 strategy, ensure better monitoring of their situ-
ation, and mainstream the objective of equality in all rele-
vant policies.

26 See ENAR, 15 Principles for framing a positive approach to migration, Conclusions of an ENAR 
policy seminar on EU migration policy, 2009.
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Recommendations to EU institutions
1. Ensure the adoption of a future Europe 2020 strategy based on fundamental 

rights, with a strong social pillar that places employment and ethnic minorities at 
its heart: 
■ Look into the specific barriers migrants and ethnic minorities face and 

develop strategies to overcome them in the future EU integrated guidelines 
on employment; 

■ Convince Member States of the value of being fully involved in the Open 
Methods of Coordination (OMC)27 and of using data collection, indicators 
and benchmarking; 

■ Disaggregate relevant indicators on grounds relating to migration or 
ethnic background.

2. Use existing tools such as the LIME Assessment Framework28 for assessing the 
economic impact of migration and integration policies. The LIME Assessment 
Framework has the potential to put migration and integration firmly on national 
and EU agendas as it demonstrates the importance of sound migration policies 
and the need for comprehensive efforts to increase labour market and educa-
tional outcomes for migrants. 

3. Ensure that the objective of equality for ethnic and religious minorities is main-
streamed in all relevant EU policies, including in employment, health, housing 
and education. This requires integrating race equality into all Community pol-
icies and activities, and into every stage of policy processes - design, imple-
mentation, monitoring and evaluation - with a view to promoting equality 
between minority and majority populations. It means assessing how policies 
impact on the life and position of ethnic and religious minorities and taking 
responsibility to re-address them if necessary.

4. Implement and follow up the recommendations made by the High Level Advi-
sory Group of Experts on the Social Integration of Ethnic Minorities and their 
Full Participation in the Labour Market set up by Commissioner for Employ-
ment, Social Affairs and Equal Opportunities Mr. Špidla in 2007. In particular, 
address the specific 14 barriers to inclusion of members of ethnic minorities 
identified by the HLAG, and report on the practical actions taken in response 
to the different measures recommended.

27 The OMC on social inclusion, on employment, and on education.
28 The LIME Assessment Framework was developed by Directorate-General Economic and Financial Affairs working together with 

national authorities in the Economic Policy Committee's Lisbon Methodology Working Group (LIME), and in close collaboration 
with the Employment Committee. The LIME Assessment Framework (LAF) systematically compares GDP performance, both level 
and change, of all 27 EU Member States, and when available some OECD and candidate countries, across 20 policy areas affecting 
growth (of which migration and integration is one) relative to a benchmark.

GENERAL RECOMMENDATIONS

10
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Recommendations to Member States
5. Overcome Member States’ reluctance to collect data on ethnicity by encour-

aging data collection on a strictly anonymous, voluntary and self-defining 
basis, in compliance with the rules on the protection of personal data, to bring 
more insight to diversity policies and management systems and increase the 
impact of good diversity practices.

6. Encourage Member States who collect similar data to engage in mutual learn-
ing exchanges and peer reviews. Establish a base line of data that could be 
used at EU level for further analysis.

7. Report on the progress of each specific minority group to the EU and set 
national targets for the participation of ethnic minorities in the labour market 
for Member States that collect disaggregated data. 

8. Use the 2008 Labour Force Survey ad hoc module29 as much as possible to 
examine the socio-economic outcomes of migrants and their descendents. 
Member States should also be encouraged to retain the questions used in this 
ad hoc module in their annual surveys.

9. Use the annual Labour Force Survey and the EU-SILC30, which compiles com-
parable indicators on social cohesion for policy monitoring at EU level in the 
framework of the Open Method of Coordination, in monitoring the implemen-
tation of the Lisbon Strategy, to examine the situation of newcomers, long-
term residents, naturalised migrants and the children of migrants. The idea of 
using the country of birth as a proxy for examining an ethnic, racial and reli-
gious background should also be further explored. 

29 The European Union Labour Force Survey (EU LFS) is a quarterly sample survey covering the population in private households 
that provides annual and quarterly results on labour participation of people aged 15 and over as well as persons outside the 
labour force. In addition, each year there is a different 11 ad hoc module   that seeks to examine a particular subject area through 
the inclusion of an extra set of questions. The 2008 ad hoc module was on the labour market situation of migrants and their im-
mediate descendants.

30 The EU SILC collects cross-sectional data pertaining to a given time or a certain time period and longitudinal data pertaining to 
individual-level changes over time, observed periodically over, typically, a four year period.
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Given the diversity of barriers preventing 
equal participation in the labour market 
for ethnic minorities and migrants, the 
policy responses can be varied, ranging 
from employment and social policies to 
education and migrants’ integration. Public 
policies designed to combat inequalities 
can be effective only if they are pro-actively 
complemented by initiatives at the micro-
level to enhance access to and progression 
in the workplace. The Ad Hoc Expert Group 
aimed to identify good practices at the macro 
and micro levels addressing the barriers that 
impede access and progression of ethnic 
minorities in the workplace.

responses towards equality in access to the 
labour market and progression & well-being in the 
workplace

pArt 2
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Access to the labour market

Part 2: Responses towards equality in access to the labour market and progression & well-being in the workplace

Summary of the introductory panel 
and plenary discussion

Michael Hagos, from the Ministry for Integration and 
Gender Equality in Sweden, presented strategies to improve 
migrants’ access to the labour market in Sweden. In Sweden 
municipalities are responsible for coordinating the introduc-
tion of new arrivals, and a number of good practices were 
highlighted. As a combined result of the previous years’ high 
economic activity and the government’s job-first policy, 
there has been remarkable improvement with regard to the 
labour market outcome among the foreign-born population 
as well as other marginalised groups. Many immigrants are 
today gainfully employed in the private and public sectors 
through the subsidy of payroll costs which has made it easier 
to employ as well as reduce the risk of unsuitable recruit-
ment.  The Swedish government intends to continue along 
this line. 

Andor Urmos, Head of department of Roma integration in the 
Hungarian Ministry of Social Affairs, focused his presentation 
on strategies to improve the Roma’s access to employment. 
Even though Hungary has been spending a lot on social pol-
icies, the results have been largely insufficient. There are 
no employment opportunities in the North East where the 
large majority of Roma lives. These regions are facing prob-
lems of ghettoisation and lack of infrastructures. Different 
programmes have been put in place, including vocational 
training, but with little impact on labour market inclusion. 
Overall, there has been a lack of sustainable inclusion poli-
cies. Asked whether the Hungarian government had experi-

ences of projects in partnership with companies, Urmos said 
cooperation with the private sector was essential. He men-
tioned the IBM project “Romaster” as a good practice. The 
programme supports socially disadvantaged and talented 
students of Roma origin who are motivated to pursue higher 
education studies in the fields of economics, engineering, 
IT or law. Beyond a monthly scholarship, the programme 
includes mentoring and the possibility to gain insights into 
the operations and culture of a company before graduation, 
therefore becoming well prepared for integration into the 
work environment. The mentoring programme and targeted 
approach were praised. Catelene Passchier, ETUC Confederal 
Secretary, called for a targeted strategy on Roma, following 
an in-depth analysis. However, specific policies targeting the 
Roma were not enough; continued efforts were needed to 
mainstream the needs of minorities in all policies.

Bruce Roch, Director of Corporate Social Responsibility for 
the Adecco Group in France, presented the business case for 
diversity and Adecco Group guidelines and standards for dis-
crimination-free recruitment policies. He presented the com-
pulsory trainings against discrimination of the group and 
the testings carried out in France. To the question of trans-
ferability of the business case, guidelines and standards to 
SMEs, Bruce Roch answered that SMEs were clients of Adecco 
group. Considerable explanation efforts were needed, 
using the legal argument and skills arguments of the busi-
ness case for diversity. The aim was to convince SMEs of the 
added value of the skills harnessed by diversity. Agents of the 
Adecco Group are asked to refuse to serve clients if they per-
ceive a risk of discrimination.

During this session, the Expert Group was divided into four 
workshops which aimed to provide a forum for discussion, 
debate and exchange of ideas and good practices concern-
ing ethnic minority access to the labour market. The inten-
tion was to determine approaches to overcome barriers to 
access, to draw out good practices and lessons learned from 
different stakeholders that could have general applicability, 
and to establish a series of recommendations for action at 
macro and micro levels. The workshops covered four broad 
themes: 1) stereotypes and bias, 2) integration strategies, 3) 
quality of jobs, and 4) education and skills.
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ADECCO Group participated in the EQUAL Latitude 

programme 2002-2006 and ongoing, providing a 

package of support and initiatives to recruiters on 

how to resist discriminatory requests for recruitment 

intermediaries and address discriminatory behaviour. 

The package includes training, legal guidelines and communication 

materials, as well as other tools. ADECCO also developed a Social 

Agreement against discrimination, a package of good equality 

practices and commitments, involving social partners under 

EQUAL Averroes 2005-2008 and ongoing.

A recruitment method based on anonymous job 

applications was applied on a trial basis in the Swedish 

public sector. Some of the lessons learned were: 

anonymous applications gave equal chances to be 

called to interview for women and people with a foreign 

background; applicants had confidence in the method giving them 

a fair chance; and the selection process has become more skill-

based and objective. In France Yazid Sabeg, High Commissioner 

for Diversity and Equal Opportunities, launched in October 2009 a 

survey testing the use of anonymous CVs to assess the presence 

of discriminatory recruitment practices, which is scheduled to run 

for six months. L’OREAL is taking part in this survey.

1 . Tackling stereotypes, prejudice 
and negative attitudes, preventing 
discrimination in recruitment 

At a time when the economic crisis is hampering job creation 
and affecting the most vulnerable groups, measures to pro-
mote labour market inclusion are one of the most prioritised 
issues in the EU. The Swedish Presidency of the EU organised 
a high-level conference on the issue in October 2009, with a 
view to preparing the new EU long-term strategy for 2020.

Among the issues that hinder the participation of ethnic 
minorities in the labour market, racial discrimination contin-
ues to be perceived as the single most important structural 
integration barrier. Companies also describe discriminatory 
attitudes and behaviours as their biggest challenge in pro-
moting diversity in the workplace.  

In this context, public policy responses include inter alia anti-
discrimination legislation, information and awareness rais-
ing, and socially responsible public procurement. Positive 
action measures can also help to encourage and boost ini-
tiatives to promote fair recruitment procedures. In general, 
the term “positive action” refers to strategies designed to 
counteract the effects of past discrimination and to ensure 
equal opportunities in practice. A number of interesting initi-
atives have been implemented in EU Member States, such as 
diversity charters and labels, anonymous CVs, outreach pro-
grammes and diversity training measures.

During the discussion, the necessity of awareness raising 
about the skills brought by diversity and the importance 
of having role models was emphasised. The participants 
highlighted examples of good practices in tackling stereo-
types, prejudice and negative attitudes to enhance access 
to employment at an organisational level, and debated on 
the priority areas for further development and possible 
solutions.

Access to the labour market

Part 2: Responses towards equality in access to the labour market and progression & well-being in the workplace

L’OREAL is seeking to measure the impact of manager 

recruitment since 2005. The methodology is the use 

of “first names” (a method recognised by the French 

National Commission for Data Protection and Liberties): 

two groups are formed, one with candidates having a 

first name of foreign origin considered to be in theory subject to 

discrimination (North African, Sub-Saharan African,..) and the other 

consisting of candidates (benchmark) with first names considered  

not to be subject to discrimination (according to the expertise of 

the Discrimination Observatory). The analysis compares the results 

of the first group with that of the second during two main phases 

of the recruitment process: interview granted or negative response 

after sending a resume, and accepting or refusing to hire.
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KEY RECOMMENDATIONS

Recommendations to EU institutions
10. Recognise the skills, attributes and aspirations of ethnic minorities living in 

the EU in the EU employment guidelines. Migrants and ethnic minorities resid-
ing in the EU are currently only viewed as a disadvantaged group. As a first 
step, recognise the importance of the contribution of ethnic entrepreneurs in 
Guideline 17 on achieving full employment.

11. Adopt the proposal for a Council Directive on implementing the principle of 
equal treatment between persons irrespective of religion or belief, disability, 
age or sexual orientation31.

Recommendations to Member States
12. Urge Member States to make full use of the provisions of the transposed 

legislation on non-discrimination in the area of employment (EU Directive 
2000/78) including the promotion of positive action mechanisms in recruit-
ment policies.

13. Encourage the creation and implementation of positive action and positive 
duty measures. 

14. Develop and systemise standards of recruitment free from discrimination that 
could be applied to the public and private sectors, and monitor implementa-
tion across different organisations.

Recommendations to public and private employers and social partners
15. Encourage employers, their human resources personnel and trade union per-

sonnel from the private and public sectors to review their recruitment prac-
tices on a regular basis with a view to eliminating any indirect or structural 
discriminatory procedures or processes at all stages of recruitment.

16. Organise tailored training programmes and awareness raising activities 
for management and staff on non-discrimination, equality and diversity 
management. 

17. Develop joint projects between various stakeholders (NGOs, trade unions and 
companies) in the area of diversity training. 

18. Use top level managers as role models and champions of non-discriminatory 
and good diversity & inclusion practices. 

19. Embed good equality, diversity and inclusion policies and practices into the 
strategy, operation and culture of the organisation. 

31 European Commission, proposal for a Council Directive on implementing the principle of equal treatment between persons 
irrespective of religion or belief, disability, age or sexual orientation, COM/2008/0426 final, 2 July 2008.
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Other initiatives include the establishment of 

special incentives for job creation in disadvantaged 

neighbourhoods (for instance the “zones franches 

urbaines” in France), or the Ethnic Minority Outreach 

initiative, launched in 2002 by the UK government. The 

project, using a variety of outreach techniques (SMS, TV, radio, 

home visits, etc.) and the language skills of the operators, has 

managed to reach those who had never approached job centres, 

especially Indian and Pakistani women36.

Hungary adopted in 2005 a plan entitled “Housing and 

social integration programme” to abolish residential 

segregation as a priority. It aimed to improve the 

social integration of Roma by implementing activities 

that not only improve housing conditions but also 

address educational disparities. At the same time, it improved 

employment possibilities and enhanced access to social services 

focusing on the social integration of disadvantaged people living 

in settlements throughout Hungary34. 

In France, SODEXO and L’OREAL have both signed the 

“Plan Espoir Banlieues”. The Charter commits them 

to employment objectives, building awareness of 

their companies, jobs and professional fields, and to 

facilitate access to employment for individuals residing 

in disadvantaged neighbourhoods, many of whom are from ethnic 

minorities. SODEXO is also involved with the NGO “Les Restos du 

Coeur”, which primarily offers meals to people in need and works 

to reintegrate them into society, by providing training, internships 

and jobs to some of the beneficiaries. 

2 . Integration strategies, including 
supporting mobility and preventing 
the establishment of segregated 
neighbourhoods 

This workshop addressed the issue of geographical segrega-
tion and lack of mobility as an important barrier for ethnic 
minorities entering the labour market. Several FRA reports32 
and the ILO study “Equality at work”33 have confirmed that 
geographical isolation and housing segregation keep mem-
bers of ethnic minorities away from decent jobs, regardless 
of their qualifications. This is particularly the case for the 
Roma community. In Hungary about 60% of the Roma live 
in small settlements where the number of non-agricultural 
employers is limited.34

In general, the recognition of the challenges faced by seg-
regated minorities and in particular the Roma minority is 
improving in EU Member States. Action taken or announced 
in the framework of the EU Strategy for Social Protection and 
Social Inclusion35 mainly focused on desegregation, access 
to employment, addressing educational disadvantage 
and improved access to basic services such as housing and 
healthcare. However, in most Member States a comprehen-
sive policy framework is still lacking. 

32 European Monitoring Centre on Racism and Xenophobia, Migrants, minorities and housing: 
Exclusion, discrimination and anti-discrimination in 15 Member States of the European Union, 
2006 and European Monitoring Centre on Racism and Xenophobia EU Fundamental Rights 
Agency, Migrants, minorities and employment: Exclusion, discrimination and anti-discrimina-
tion in 15 Member States of the European Union, 2003. 

33 International Labour Organisation, Equality at work: Tackling the Challenges, 2007, http://
www.ilo.org/declaration. 

34 Combating Roma Residential segregation, Hungary, FRA, October 2009.
35 Council of the European Union, Joint Report of Social Protection and Social Inclusion 2009 

(7503/09), 13 March 2009.

During the discussion, participants in the workshop 
exchanged ideas and good practices concerning integration 
strategies, including supporting mobility and preventing the 
establishment of segregated neighbourhoods. Good prac-
tices and lessons learned from different stakeholders were 
drawn out, and a series of recommendations for action at 
macro and micro levels was established.36

36 International Labour Organisation, Equality at work: Tackling the Challenges, 2007, http://
www.ilo.org/declaration, p. 69.

Access to the labour market
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KEY RECOMMENDATIONS

Recommendations to EU institutions
20. Invite every Member State to publish its integration strategy policy, and use 

this as a basis for peer review and mutual learning.
21. Invite every Member State to include migrants and ethnic minorities in their 

National Action Plans on Social Inclusion as a specific target group. This can 
include an explicit reminder of the Commission’s strong views on the prioriti-
sation of migrants and ethnic minorities in National Action Plans.

Recommendations to Member States
22. Establish channels of communication between policy makers and commu-

nities, and work with advocacy organisations representing ethnic minorities 
and migrants to enhance mobility and employability by improving access and 
quality of the overall urban and social environment, including housing and 
health services.

23. Create national and local services providing multilingual advice and practi-
cal support to migrants and ethnic minorities on a wide range of questions, 
such as employment, education and training, housing, residence, citizenship 
and social security (e.g. counselling for choice of settlement where there is 
demand for the skills that the new arrival has or intends to acquire). 

24. Support the building of bridges between different communities and seg-
regated areas to enable an exchange of experiences on how to improve 
employability.

Recommendations to public and private employers and social partners
25. Encourage the adoption of agreements through which public and private 

sector employers are invited to make use of positive action measures in recruit-
ment notably by attracting people from disadvantaged neighbourhoods. 

26. Ensure that employers reach out to diverse neigbourhoods (e.g. through 
targeted career fairs, mentoring and work experience programmes).

27. Develop the potentially de-segregating role of Information and Communication 
Technologies in rural or segregated areas. 
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SODEXO Spain has participated in ACCEDER, a 

programme developed by the Fundación Secretariado 

Gitano to facilitate the integration process of the Roma 

population through the creation of labour opportunities 

such as training programmes. As part of this project 

SODEXO offered an 80 hour catering and cooking training course 

to members of the Roma community. These individuals gained 

new skills and a closer contact with the employment world. Some 

of them will complement their training with an internship as 

cooking assistants in one of SODEXO’s units, in the hope that 

they can then join the company permanently.

3 . Enhancing access to “quality jobs”

The theme of this workshop was to explore the policy means 
and actions that are necessary to fight labour market seg-
mentation and encourage “job quality”. The European Com-
mission report37 on Employment for 2008 has suggested a 
framework for the assessment of quality in employment 
based on four dimensions: socio-economic security (includ-
ing levels and distribution of wages); education and training; 
working conditions (including work intensity); and reconcili-
ation of working and non-working life/gender balance38. 

International labour standards promoted by the Interna-
tional Labour Organisation (ILO) have recognised that social 
protection, health and safety policies are essential to ensure 
that economic development and job creation go hand in 
hand with respect for workers’ rights and social justice. The 
debate on “decent work” relates to fair conditions and dig-
nity for workers, occupational safety, and social dialogue. 
The ILO’s fundamental principles and rights at work consider 
equality and non-discrimination and social dialogue as the 
foundations for decent work. 

37 European Commission, Employment in Europe 2008, October 2008.
38 European Commission, Employment in Europe 2008, October 2008, p. 17.

The workshop participants discussed the definition of “qual-
ity jobs”. Satisfaction should not be a criterion to define 
quality jobs because some satisfied employees have been 
discriminated in terms of wages and are not aware of it. A 
quality job enables a person to work in good conditions, 
have a set of rights, a reasonable wage and foresee progres-
sion. It does not necessarily mean top jobs. The discussion 
then moved on to lessons learned from different stakehold-
ers that could have general applicability, and to the estab-
lishment of a series of recommendations for action at macro 
and micro levels.

Access to the labour market
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KEY RECOMMENDATIONS

Recommendations to EU institutions 
28. Integrate a strategy into the EU employment guidelines to prevent labour 

market segregation of ethnic minorities (currently migrants and ethnic minor-
ities are not specifically targeted).

29. Provide funding for the implementation of diversity taskforces in the work-
place, including training and awareness raising activities on non-discrimina-
tion, equality and diversity management. 

30. Prioritise quality of work (including living wages, working conditions, job 
security, employment protection and reconciliation between private and pro-
fessional life) as a core element of job creation, in line with the EU Integrated 
Guideline for Growth and Jobs No. 17 and the principles on flexicurity.

31. Adopt the proposed Framework Directive on the basic socio-economic rights 
of all third country workers39.

32. Raise awareness on exploitation and its impact on migrants and ethnic 
minorities.

Recommendations to Member States
33. Ratify the United Nations Convention on the Protection of the Rights of All 

Migrant Workers and Members of Their Families, a vital tool to combat abuse 
and exploitation of migrants. 

34. Encourage and support business start-up and entrepreneurship projects 
of members of ethnic minorities by providing access to market information 
opportunities and “niches” and to micro-finance schemes.

35. Use public procurement and corporate supplier policies to support ethnic 
minority businesses, and to encourage employers to implement high stand-
ards of diversity practices. 

36. Encourage the promotion and use of positive duty measures as a catalyst 
for new initiatives to enhance access to quality jobs for migrants and ethnic 
minorities.  

Recommendations to public and private employers and social partners
37. Develop information networks to improve the dissemination of labour market 

information among migrants and ethnic minorities.
38. Develop mentoring programmes to facilitate contacts between employers 

and migrants and ethnic minorities seeking employment. These mentoring 
programmes, entailing one-to-one support, should involve employers, retired 
senior employees and members of trade unions, professional organisations 
and migrant and ethnic minorities associations.

39 European Commission, proposal for a Council Directive on a single application procedure for a single permit for third country 
nationals to reside and work in the territory of a Member State and on a common set of rights for third country workers legally 
residing in a Member State , 2007.



20

Tower Hamlets Borough is a neighbourhood with a very 

diverse population. The council is committed to building a 

workforce to reflect the community of Tower Hamlets and 

helping residents of the borough to find jobs. The council 

also aims to attract employment to Tower Hamlets and 

works in partnership with other organisations to increase job and 

training opportunities for residents. An example of this commitment is 

the council’s own graduate programmes and apprenticeship scheme. 

Both these schemes aim to provide young people with relevant work 

experience, industry recognised qualifications and the opportunity 

to advance their careers. The programmes had a positive impact on 

education, the level improved and many young Bangladeshis went to 

university. The programme started with 20 graduates and carried out 

apprenticeships. Ten years later, beneficiaries are junior managers. 

The Swedish National Agency for Higher Vocational 

Education has been given a national responsibility for the 

validation of foreign professional qualifications. In Sweden, 

many employers lack adequate knowledge with regard to the 

comparability of foreign educational qualification and work 

experience particularly if such qualifications are acquired outside EU/

EEA countries. A speedy and efficient assessment of foreign credentials 

can improve the individual’s prospects in the labour market by clarifying 

possible needs for supplementary skills and making it easier for employers 

to evaluate the work experience of the newly arrived immigrant. With 

the help of validation the individual can realise if and how his/her skills 

should be complemented as well as make a rational selection of relevant 

supplementary courses to match the demand on the labour market. 

4 . Addressing the lack of education 
and training, improving language 
skills and addressing the lack of 
recognition of skills and qualifications

The EU’s High Level Advisory Group on the social integration of ethnic 
minorities in the labour market has identified the lack of education and 
training as the most important barrier for ethnic minorities to access the 
labour market. These include the lack of language skills, but also pro-
fessional skills and vocational qualifications40. The lack of recognition 
of skills and qualifications is another difficulty. Under the principle of 
subsidiarity, Member States are in charge of their education and train-
ing systems but they cooperate within the EU framework of the OMC 
in order to achieve common goals, through mutual learning and the 
exchange of good practice. Gelu Calacean from the European Com-
mission explained that cooperation between Member States started 
with regard to early school leaving, since the rates were significantly 
higher among migrants. The Commission’s Green Paper “Migration 
and Mobility”41 focuses on early stages of education, since there is evi-
dence that migrants are lagging behind nationals in school results. The 
most recent development in the field of education and migration was 
the adoption of specific actions points to which education ministers 
committed in November 200942. Moreover, a new strategic framework 
for European cooperation in education and training was adopted by 
the Council of the EU in 200943. The agreed strategic common objec-
tives are: making lifelong learning and mobility a reality; improving the 
quality and efficiency of education and training; promoting equity, 
social cohesion and active citizenship; and enhancing creativity and 

40 Work-related, competence-based qualifications.
41 European Commission, Green Paper  Migration and Mobility: Challenges and opportunities 

for EU education systems , 3 July 2008 (COM (2008) 423 final).
42 Council of the European Union, Council conclusions on the education of children with a mi-

grant background, 26 November 2009 (14353/09).
43 Council of the European Union, Council conclusions, A strategic framework for European co-

operation in education and training ("ET 2020"), May 2009 (OJ 2009/C 119/02).

innovation, including entrepreneurship, at all levels of education and 
training. In that framework, the achievement of migrants is a specific 
priority for the next three years.

Many countries have undertaken reforms to primary education, 
including language screening and language teaching for children 
with migrant backgrounds. Envisaged actions by Member States fur-
ther include: the funding of adult education to activate participation, 
language courses, facilitating participation in basic vocational train-
ing or upper secondary education, programmes for community inte-
gration and validating competences and qualifications44. The role of 
social partners and civil society in fostering the development of life-
long learning programmes in line with the needs of the labour market 
is also very important. Initiatives include assistance in language learn-
ing, in training and finding a job, or e-learning platforms.

After a debate on the ways key stakeholders perceive their respec-
tive role and the role of others in addressing the lack of education and 
training and the lack of recognition of ethnic minority skills and qualifi-
cations, participants in the workshops highlighted examples of good 
practices at the micro level in addressing the lack of education and 
training to improve access to employment, and potential solutions 
that can be put into place.

44 Council of the European Union, Joint Employment Report 2008/2009 (7435/09), 11 March 
2009.
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KEY RECOMMENDATIONS

Recommendations to EU institutions
39. Define a European strategy to improve retention and attainment of ethnic 

minorities in upper secondary education, as well as participation in higher 
education, training and lifelong learning. 

40. Encourage Member States to report on how they are responding to increas-
ing diversity within their education systems in the context of the Integrated 
Guideline for Growth and Jobs No. 24 on adapting education in response to 
new competences required.

41. Disaggregate the Education and Training Open Method of Coordination’s 
benchmarks and indicators to track rates of racial segregation and social inclu-
sion in the field of education, so that policy can be improved and implemented 
(Standing Group on Indicators and Benchmarks). Ensure sound coordination 
mechanisms to review these targets in line with the Employment Guidelines 
and the Social Inclusion and Social Protection Strategy.

42. Expand the scope of mobility programmes in order to ensure mobility oppor-
tunities for migrant and ethnic minority students, young people in vocational 
training, volunteers, entrepreneurs or trainees.

43. Develop EU standards, targets and operational mechanisms for a speedy and 
efficient assessment of credentials acquired in third countries, and of infor-
mally acquired skills.

44. Strengthen the engagement with social partners to increase their responsibil-
ities, and coordinate this engagement at the EU level. 

Recommendations to Member States 
45. Enhance investment in training for migrants and ethnic minorities.
46. Make schools and training facilities more accessible to ethnic minorities and 

improve their quality:
■ Formulate in every Member State specific targets for the participation 

of ethnic minorities in general and vocational training as well as lifelong 
learning;

■ Use the support of civil society organisations of ethnic minorities to iden-
tify needs and possible solutions;

■ Abolish school segregation for Roma children and abolish any kind of 
channelling of Roma and other minorities to schools for children with 
mental disabilities.

47. Make full use of the possibilities of pre-school education to reduce barriers for 
children from ethnic minorities before entering formal education. There is a 
general consensus that participation in pre-school education is essential for 
language development and for social and communication skills, enabling a 
good preparation for school and fighting the cycle of exclusion from an early 
age. 
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KEY RECOMMENDATIONS 

48. Facilitate access to and strengthen vocational training possibilities in areas 
other than language training. Increase investment in these other areas of 
training. 

49. Promote a transparent mechanism for the assessment, certification and recog-
nition of skills, including prior learning and previous experience, irrespective 
of the countries where they were acquired and whether they were acquired 
formally or informally.

50. Link training activities with concrete opportunities for participation in all 
areas of life, in employment but also beyond. Language training should stop 
being seen only as selection criteria for the purpose of integration tests. 
Develop coaching programmes for participation in the labour as a follow up 
to trainings.

Recommendations to public and private employers and social partners
51. Develop integrated programmes, providing a combination of skills audit, lan-

guage courses, educational/vocational training, and on-the-job training.

22
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progression and well-being in the workplace

Part 2: Responses towards equality in access to the labour market and progression & well-being in the workplace

Summary of the introductory panel 
and plenary discussion

Catelene Passchier, Confederal Secretary of the European Trade Union 
Confederation (ETUC), emphasised that equality was at the heart of 
democratic society and that social partners have a specific responsibil-
ity in this area. The four aspects of equality as defined by the European 
Commission - rights, respect, recognition, and representation - are 
very important. According to her, equality legislation is not sufficient. 
The causes of discrimination need be understood and analysed. Social 
inclusion policies are also needed. ETUC therefore tries to influence EU 
policies, not just on equality but also on social inclusion and protec-
tion and migration policies. ETUC also cooperates with other organisa-
tions and employers and carries out internal work on how to adapt the 
trade union movement to the 21st century so that it becomes diverse 
and modern. She pointed out that the representation of ethnic minor-
ities in trade unions was a big challenge. One of ETUC’s priorities is to 
address the increase in racism, xenophobia, religious intolerance and 
the rise of the far right. ETUC has the difficult responsibility of protect-
ing migrant workers and ethnic minority workers but also to protect 
other white workers in times of economic crisis. She believes that the 
fight against racism and xenophobia should be higher on the agenda 
and that the sense of urgency is missing on both the employee’s and 
the employers’ side. Furthermore, according to her, a new underclass 
is developing in Europe - e.g. undocumented migrants with no protec-
tion at all. While everybody should be equal before the law, social poli-
cies to ensure equal opportunities are also needed.

Jean-Louis Carvès, Workforce Diversity Programme Manager at IBM 
France, highlighted some key points for the promotion of the respect 
of diversity in the workplace. He emphasised the need to set the rules 
in companies for ownership and responsibility on diversity at all levels. 
Employees have to sign a code of ethics, including non-discrimination, 
and engagement is needed from the top, as well as from the base. 
Performance assessment is another essential part of diversity poli-
cies. The importance of education and training at all management 
levels was also pointed out, and reverse mentoring45 was mentioned 
as a good practice. Cultural adaptability was viewed as a key success 
factor. Mr. Carves also insisted on the need for ethnicity data and a con-
sistent approach in order to enable benchmarking in the evaluation 
and monitoring process. He mentioned several initiatives for com-
munities reach out, such as the creation of diversity network groups 
where people from diverse backgrounds exchange on attitudes in the 
company, or the project Bridge-IT, tackling integration of migrants in 

45	 Reverse	mentoring	is	where	a	junior	or	less	senior	employee	mentors	a	senior	employee	to	
help	him	get	insight	into	new	areas,	such	as	improving	their	cultural		intelligence	.

civil society and labour market through ICTs. Social media (IBM Face-
book group, blogs, etc.) can also be a powerful tool for the promotion 
of ethnic and religious diversity within the company. IBM is also using 
its supplier programme to ensure diversity among suppliers, as the 
latter have to sign an ethics commitment and audits are conducted 
to ensure commitments are implemented in practice. Asked about 
cooperation with trade unions, Mr. Carves responded that social dia-
logue varies from country to country, but relations are generally good. 
Ethnic pay gap monitoring is done where possible (e.g. in the UK).

Martina Ni Cheallaigh, from the European Commission, presented 
the role of the EU’s lifelong learning programmes in fostering inno-
vative approaches for better employability of migrants and ethnic 
minorities. She recognised that the Commission’s Directorate Gen-
eral for Education and Culture was lagging behind in policies target-
ing migrants and ethnic minorities. While lifelong learning was an 
important component of the 10-year programme on education and 
training 2010, the Commission is only starting to look at specific target 
groups and aspects within this policy. She explained that adult educa-
tion was a new policy in the Commission, and that its Action plan on 
adult education prioritises work on disadvantaged groups and people 
with low levels of skills and qualifications, including minorities and 
migrants. She also pointed out that new systems were being devel-
oped for the validation of foreign qualifications. Most EU Member 
States insisted that mastering the national language(s) is fundamen-
tal to successful integration and plays an active role in society, but dif-
ferent mother tongues and other languages spoken at home and in 
local and neighbouring environments should be valued more highly 
(untapped resources). The lifelong learning programmes Grundtvig 
and Leonardo Da Vinci on Adult education have specific priorities for 
disadvantaged groups. Various types of projects are funded involving 
many different stakeholders.  

During this session, a “world cafe” approach was followed which 
aimed to provide a forum for discussion, debate and exchange of ideas 
and good practices concerning ethnic minority progression and well 
being in the workplace. The intention was to determine approaches to 
improve progression, retention, development and well being, to draw 
out good practices and lessons learned from different stakeholders 
that could have general applicability, and to establish a series of 
recommendations for action at macro and micro levels.



SODEXO has sought to overcome stereotypes and 

biases through a number of interventions including 

for example: the “Spirit of Inclusion” training course, 

directed at all its managers, which aims at raising 

awareness of diversity issues among participants and 

strives to challenge their ways of thinking; Micro-inequities 

was the topic of an interactive theatre session viewed by 500 

employees that explained how micro-inequities and micro-

messages work and how damaging they can be; and in Sweden 

SODEXO has developed a uniform which includes a headscarf to 

enable Muslim women who choose to wear it to do so without 

compromising hygiene regulations or standing out.

24

The Swedish government has announced that one of its 

aims is to increase ethnic and cultural diversity among 

state employees at all levels. Since October 1999 all 

government agencies are assigned to work out action 

plans to promote ethnic and cultural diversity among their 

employees. Among the support activities, complementary courses 

are available in three universities for immigrants who wish to work 

in public administration. The aim of these complementary courses 

is to enhance the employability and progression of immigrants with 

foreign university education for a qualified administrative career. 

The available statistics for the national government sector show 

a steady rise in the proportion of state employees with a different 

ethnic background in all skill categories and at all levels.

1 . Tackling stereotypes, prejudice and 
negative attitudes in the public and 
private sector; the accommodation of 
diversity in the workplace

Public policies designed to combat inequalities in the labour 
market can be effective only if they are proactively comple-
mented by initiatives promoted by employers and trade unions 
and aiming to enhance well being in the workplace. Public serv-
ices and agencies must seek to ensure cohesion in a society 
whose members have very different needs, by carefully tailor-
ing their services to the special aspirations and requirements of 
different groups. 

Beyond the ethical dimension and the need to meet regulatory 
standards with regard to equality, numerous companies now 
recognise that workforce diversity can produce a range of busi-
ness benefits. Moreover, diversity is as relevant for SMEs as it is 
for large companies, even though only a minority of SMEs may 
have established formal human resources strategies that have 
the power to fully harness diversity. 

In this context organisations, whether they belong to the pri-
vate or public sector, are led to develop policies and practices 
that contribute to an overall culture where diversity is welcomed 
and respected. In particular organisations are led to increasingly 
encourage practices such as:

■ Promoting visible statements/images that demonstrate 
commitment to diversity.

■ Ensuring that social events and other structures reflect the 
diversity of the organisation and broader society.

■ Delivering regular awareness training to all employees.
■ Providing reasonable accommodation of diversity 

notably by providing flexible working practices and 
arrangements. 

■ Development and training initiatives targeted at ethnic 
minority employees.

The discussion focused on presenting, identifying, develop-
ing and capturing innovative, practical, impactful, tested, and 
transferable solutions to tackle stereotypes, prejudice and neg-
ative attitudes to enhance progression and well-being in the 
workplace.

progression and well-being in the workplace

Part 2: Responses towards equality in access to the labour market and progression & well-being in the workplace

The L’OREAL manager evaluation system includes 

the “leading with sensitivity” skill with criteria linked 

to the promotion of diversity and the fight against 

discrimination. Managers are thus evaluated on the 

basis of their attitudes, behaviour and actions to 

promote diversity:

• Act with respect according to the L’OREAL Code of Ethics, by 

adapting behaviour to respect different personalities and cultures, 

listening and interacting with equal respect at all levels;

• Ensure the development of employees by integrating every 

new employee, undertaking fair appraisals and building career 

development plans;

• Develop teams by attracting and recruiting the best talents, 

seeking diversity, motivating the team to collaborate with 

different personalities and cultures, mobilising and empowering 

the team to have different visions.

Flexibility in the workplace around religious ceremonies 

or holiday arrangements was generally described as 

good practice. There was evidence that with improved 

flexibility, productivity goes up. It is important for 

employees to feel that they have a place and are valued 

for who they are.
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KEY RECOMMENDATIONS

Recommendations to EU institutions 
52. Support the development of training tools to promote a discrimination-free 

workplace.

Recommendations to Member States
53.  Ensure that talented migrants and ethnic minorities progress in the public 

sector and encourage the development of positive duty measures and targets 
to that end. 

Recommendations to public and private employers and social partners
54. Conclude collective agreements aimed at preventing discrimination and pro-

moting diversity in the workplace. 
55. Foster a spirit of inclusion by organising interactive activities with various 

stakeholders, including NGOs, in order to encourage a better accommodation 
of diversity and facilitate exchanges.

56. Ensure general good and fair management practices, including: clear rules 
and policies on acceptable behaviours; transparent and inclusive promotion 
and appraisal processes; and equal access to learning, development, and job 
opportunities.

57. Recognise, assess and address the unconscious bias that all management and 
staff have, through the use of various tools and training sessions. 

58. Undertake a diversity skills and qualities audit (languages, countries visited, 
etc.). This exercise is useful to monitor diversity, to construct a positive narra-
tive on diversity within the organisation, and to support management in lever-
aging the valued added that ethnic minority staff bring to the organisation. 
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Part 2: Responses towards equality in access to the labour market and progression & well-being in the workplace

2 . Enhancing progression and well-
being of ethnic minorities in the 
workplace through equality plans 
and monitoring 

Positive attitudes towards ethnic diversity in employment are a 
strong lever for overcoming discrimination and achieving a more 
inclusive labour market. This “mindset” requires organisational 
change and the development of sound policies that will reflect 
and shape the overall culture and values of an organisation. 
  
The details of an equality strategy for any employer or 
organisation will vary according to the characteristics of the 
organisation and the needs of staff and stakeholders. A body 
of good practice has emerged which provides a framework 
for discussing the possibilities for action. If an organisation or 
business is prepared to take equality and diversity seriously, it 
will ensure that there are appropriate structures and policies in 
place to provide a framework for this action, and that this gets 
translated into good practices on the ground. An equality policy 
is a statement of commitment, identifying areas of activity to 
be developed to prevent discrimination and promote equality. 

Diversity policies normally cover activities undertaken within an 
organisation, although they can also contain elements relating 
to external actions, such as community initiatives. The policy 
should address issues such as:
■ Vision of the organisation as a diverse workplace;
■ Commitments to accommodating diversity;
■ Purpose of the policy;
■ The legal and societal context for the policy, including 

employees’ rights;
■ Specific areas where action will be taken, including 

recruitment, procurement, service contracts, etc;
■ Structures to monitor the implementation of the policy;
■ Commitment to review the policy as appropriate.

Several participants highlighted the difficulty to monitor the 
success of equality policies without having any figures or meas-
ures. Diversity training is useful, but not sufficient. Facts and fig-
ures would also be powerful tools. This problem is well known 
in France, where big companies are in favour of ethnic monitor-
ing. However, there is resistance from the anti-racist civil soci-
ety. Helene Xuan, from the French Commission for diversity and 
equal opportunities, pointed out that a report will be published 
shortly in France on ways to develop appropriate tools to meas-
ure discrimination and monitor progress within a secure legal 
framework. The report intends to set the legal framework and 
indicators. On the contrary, in the UK, resistance to ethnic moni-
toring comes from the private sector.

ADECCO Group has introduced a range of policies and 

training programmes on implementing equal treatment 

in HR processes and procedures including job description, 

advertisements, selection, evaluation, presentation, 

contracts, performance appraisals, access to training 

and development, and promotion. These make particular use of 

skills-related and competence-based HR frameworks. Adecco Group 

acknowledges that overcoming implicit bias is a key factor in promoting 

and implementing diversity and non-discrimination policies. It is part 

of its “How to face Discrimination” training programme. 

IBM cultural diversity reverse mentoring in the 

Netherlands - Reverse mentoring is where a junior or 

less senior employee mentors a senior employee to help 

him get insight into new areas, such as improving their 

cultural “intelligence”. In June 2009, IBM launched such 

a programme in the Netherlands in order to increase management 

awareness of diverse employee resources and of the challenges 

that cultural diverse groups may face in the job market. It also 

aimed to encourage the mentee to become a better change agent 

in the organisation and to help him/her initiate concrete actions 

favouring the inclusion of all and, specifically, lowering the barriers 

to advancement of employees of diverse cultural backgrounds.

Since the end of 2006, L’OREAL is implementing a 

specific diversity training programme which is being 

rolled-out to 8,000 managers in Europe. This training 

aims to involve, give responsibility to and help managers 

in implementing the Group’s diversity policy by: 

•  Clarifying the diversity concept and issues for L’OREAL; 

• Helping participants identify barriers on a personal and 

organisational level; 

• Providing participants with tools to develop an action plan.

The training, compulsory for all managers, is based on theory 

(definitions, legal context) and uses situational approaches (case 

studies, role playing). Some case studies are based on issues 

experienced by ethnic minorities. At the end of 2009, 6,200 

managers (78% of the final target) had been trained in Europe and 

L’OREAL is planning to extend this training to all employees.



27

KEY RECOMMENDATIONS

Recommendations to EU institutions 
59. Include the monitoring of the progression and well-being of ethnic minor-

ities and vulnerable groups in the workplace within the EU employment 
guidelines.

60. Encourage Member States to develop Diversity Charters as a first step to 
develop standards and practices to ensure well being in the workplace.

Recommendations to public and private employers and social partners
61. Pursue an approach which simultaneously addresses non-discrimination, 

equal opportunities and diversity management to achieve real equality: 
■ Implement equal treatment in human resources processes and proce-

dures including performance appraisals, access to training and develop-
ment, promotion;

■ Establish targets for the progression of ethnic minority workers, if moni-
toring is possible;

■ Ensure that migrant and ethnic minority workers can see clearly how they 
can progress within an organisation, ensuring the talent pipeline is repre-
sentative of the workforce community;

■ Raise awareness on diversity among managers (e.g. online toolkit, 
training). 

62. Establish mentoring schemes to help newly recruited employees, especially 
migrants and ethnic minorities, to integrate and progress in their workplace. 
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3 . Addressing the issues of quality of 
employment and precarious jobs

EU Member States and social partners are increasingly 
becoming aware of the implications of bad working condi-
tions. International labour standards promoted by the Inter-
national Labour Organisation have recognised that social 
protection, health and safety policies are essential to ensure 
that economic development and job creation go hand in 
hand with respect for workers’ rights and social justice. 

When it comes to quality of work for ethnic minorities, the 
general trend shows that ethnic minorities are more likely 
to be working where they have less access to employment 
rights and protection. ENAR’s 2008 Shadow Report for Ire-
land46 raised the concern that while a code of practice is now 
in place, there continues to be limited legal protection for 
domestic workers. Negative experiences of migrants in the 
workplace not only concern the level of wages. Ethnic origin 
also seems to matter as regards harassment in the workplace, 
and to be a major obstacle for career advancement. In Spain 
only the “latino” minority group experiences upward occu-
pational mobility.  

46	 ENAR	Shadow	Report	2008,	Ireland.

The ILO 1998 Declaration on fundamental principles and rights 
at work considers equality, non-discrimination and social dia-
logue as the foundations for decent work. The main challenge 
is how to ensure effective labour law protection for all workers 
regardless of their employment status. Good practices include 
awareness raising of rights at work, providing better opportuni-
ties to progress from low-paid and insecure jobs, and assisting 
vulnerable workers.

Participants in the workshop felt the biggest issues were 
insecurity, working conditions, the lack of progression per-
spectives and an extreme imbalance of power between 
employers and employees. An efficient policy for the recog-
nition of qualifications, whether acquired formally or infor-
mally, was essential to enable migrants and minorities to 
progress in the workplace towards quality jobs. Priority areas 
for further development were the revision of legislation and 
the dissemination of information on rights. 

In Northern Ireland, efforts were made towards 

reinforcing the rights of migrant workers, such as 

migrant women who are domestic workers, workers 

from the restaurant industry, or the agriculture sector. 

The means used were the empowerment of these 

workers to have a voice and to negotiate through partnerships 

between trade unions and the domestic workers action group. As 

a result, a code of practice for rights of domestic workers was 

adopted. The empowerment dimension is critical to reinforce 

rights of vulnerable workers. 

In the United Kingdom, the TUC’s (Trade Union 

Congress) Commission on Vulnerable Employment 

published a report exposing a hidden Britain. It shows 

that employment practices condemned as exploitative 

in the nineteenth century are still common today. The 

study gives as examples the case of construction workers who had 

been injured at work but were not entitled to welfare protection 

or sick pay because of their contractual and immigration status, 

or of office cleaners on casual contracts who had no choice but 

to keep working when they were ill, as they could neither afford 

to lose a day’s pay nor risk the sack. It reveals that vulnerable 

work is not inevitable, and that women, people from black and 

ethnic minority groups as well as disabled people are more likely 

to suffer from its consequences.
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KEY RECOMMENDATIONS

Recommendations to EU institutions
63. Revise the EU Directive providing for sanctions against employers of illegally 

staying third-country nationals, and create secure spaces for undocumented 
workers to report rights abuses to relevant authorities. 

Recommendations to Member States
64. Provide information to migrant and ethnic minority workers on their human 

rights and obligations and assist them with defending their rights.
65. Support community NGOs to spread information on employees’ rights and to 

empower migrant workers to have a voice and defend their rights.
66. Adopt measures to ensure, in law and in practice, that all migrant and ethnic 

minority workers benefit from equality of treatment regarding safety and 
health protection, including measures to address the specific risks in certain 
occupations and sectors, particularly agriculture, construction, mines, hotels 
and restaurants, domestic work, and to address the specific risks faced by 
women.

67. Reinforce and strengthen labour inspection measures in all workplaces where 
migrants and ethnic minorities are employed, in order to effectively monitor 
their working conditions. 

Recommendations to public and private employers and social partners
68. Co-operate with a view to encouraging the participation of migrants and per-

sons of immigrant background in trade unions and other workplace repre-
sentative structures.
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4 . Addressing the lack of education 
and language skills 

It is recognised that lifelong learning and vocational training 
are crucial strategies necessary to the upgrading of skills and 
critical in helping individuals harness their potential in the 
workplace. While training and induction should be provided 
to all staff, positive action and targeted initiatives should 
ensure that ethnic minority communities integrate success-
fully into their new working environment and are given the 
necessary support for personal growth.47  

47	 G.Local-Immigrazione,	 Competenze,	 Sviluppo	 Nei	 Sistemi	 Territoriali,	 https://webgate.
ec.europa.eu/equal/jsp/dpComplete.jsp?cip=IT&national=IT-G-VEN-008.

Ensuring regular and continued access to education and 
training facilities is essential to ensure that ethnic minorities 
are offered the possibility to realise their full potential in pro-
gressing in the workplace.

Under the European Social Fund, the EQUAL programme 
(2000-2006) has supported the development of innovative 
practices aimed at promoting the integration of migrants 
through lifelong learning. 48

Participants in this workshop identified improving access to 
lifelong learning for ethnic minorities as a priority and dis-
cussed what transferable and innovative solutions could be 
developed.

48	 ENAR	Shadow	Report	2008,	Denmark.

SODEXO offers training in native language to migrant 

employees. In the UK and Ireland some of the training 

commonly followed by new SODEXO employees is 

offered in Polish, in order to support the integration of 

members of the large and growing Polish workforce.

A project in the region of Veneto focused on the 

demand for training, managing a more diverse work 

force, developing a learning culture in the workplace 

and human resource planning. The development of 

new training methods and tools adapted to the needs 

of immigrant workers, employers and training organisations 

represented the main thrust of the project47. 

The bus company Arriva in Denmark set up a training 

school in 2007 to teach its bus drivers to communicate 

in the Danish language; 50% of the company’s workforce 

consisted of bus drivers from a minority background. 

The company also started a mentoring scheme whereby 

an experienced driver from the same cultural background could 

assist a new person in the daily accomplishment of their job.48
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KEY RECOMMENDATIONS

Recommendations to EU institutions and Member States
69. Support initiatives ensuring regular and continued access to education and 

training facilities, as an essential tool to enable ethnic minorities to realise 
their full potential in progressing in the workplace.

70. Provide guidance and standards to Member States on how to integrate equal 
opportunities and diversity management in the implementation of differ-
ent EU-financed programmes, particularly when using Lifelong Learning Pro-
gramme funding.

71. Develop public-private partnerships for funding programmes in the area of 
education and training.

72. Develop specific training and apprenticeship schemes as mechanisms to 
ensure the link between education and the workplace environment, and facil-
itate the training and progression of ethnic minorities and migrants. 

Recommendations to public and private employers and social partners
73. Enable migrants and ethnic minorities to find employment corresponding to 

their qualifications: 
■ Establish a system for testing employees’ skills with a view to offering them 

adequate professional training, requalification and vocational guidance; 
■ Provide career planning schemes to migrants who might be underquali-

fied but would be willing to progress in their workplace.
74. Ensure that migrants and ethnic minorities have equal access to opportunities 

for promotion through the provision of training programmes.
75. Ensure that training programmes accomodate diversity and the socio-cultural 

specificities of minorities. 
76. Underline the role of trade unions in negotiating equality and training plans 

with companies.
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The objective of this last session was to provide a 
forum for discussion, debate and exchange of ideas 
and good practices concerning partnership building 
across different stakeholders involved in promoting 
equality in employment for ethnic minorities. The 
intention was to:
■ Identify common areas of concern, overlapping 

initiatives, practices and approaches to promote 
equality in employment; 

■ Explore methods and approaches to partnership 
working across the different stakeholders, drawing 
out good practices and lessons learned that could 
have general applicability; 

■ Strengthen links between the key stakeholders 
present;  

■ Establish a series of recommendations and actions 
that can be followed through after the event at a 
macro and micro level.

partnership building: exploring methods 
of identifying common areas of concern and 
strengthening links between key stakeholders

pArt 3



In 2007 and 2008 the Swedish government conducted a 

dialogue with NGOs regarding the relationship between 

the state and the voluntary sector in the social sphere. 

The aim was to recognise the important role NGOs play 

in shaping public opinion, as interest organisations and 

providers of social services; to encourage NGOs to contribute 

to the development of the relationship between the state and 

the voluntary sector as well as to contribute to the sector’s 

independence and autonomy; and to recognise the important role 

NGOs play in the integration process, especially regarding the 

integration of new arrivals. 
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Part 3: Exploring methods of identifying common areas of concern and strengthening links between key stakeholders

Conceptual introduction and 
summary of discussions

Addressing the barriers which prevent ethnic minorities 
from fully participating in the labour market often requires 
a transversal and multifaceted approach. Tackling the issue 
of equality and employment requires coordinated actions 
involving a range of stakeholders from the public sector, 
the private sector, the trade unions and civil society alike. 
A multiple stakeholders approach is therefore particularly 
needed to ensure that equality in employment can be acted 
upon, building on a combination of policy tools and prac-
tices at micro and macro levels. The European Union Struc-
tural Funds guidelines and activities have confirmed the 
need for multi-level approaches and partnerships in tack-
ling the issues linked to labour market inclusion globally. The 
experience of the European Social Fund (ESF) shows that the 
issues of employment, social inclusion and equality are mul-
tifaceted and complex matters that need to be addressed 
from various perspectives and angles. A multiple stakehold-
er’s partnership approach can play a catalyst role in sharing 
knowledge, complementing specific approaches and prac-
tices and creating innovative social capital. 

Unfortunately, only a few Member States have put in place 
permanent structures specifically for dialogue with civil 
society and social partners on equality issues. While some 
projects involve public and private actors, or NGOs and social 
partners, cooperation in this field needs to be improved. 
Helene Xuan, from the French Commission for diversity and 
equal opportunities, said the Commission was working in 

partnership with companies on several major projects, such 
as anonymous CVs or the diversity ISO label. 

The EU programmes’ methodology for partnership includes 
promoting the networking of stakeholders in the field of 
employment and labour market inclusiveness; and encour-
aging the inclusion of social partners and NGOs in ESF 
projects. Thomas Bender, in charge of the ESF coordination 
at the European Commission, explained that many projects 
undertaken under EQUAL did not show lasting effects. The 
Commission is therefore trying to mainstream the lessons 
learned from EQUAL in the ESF and to integrate the struc-
tures that have dealt with EQUAL in ESF structures. The main 
difficulty is to link programming with policy development. 
While the European Commission has noticed a lot of will for 
innovative projects and programmes, there is no real enthu-
siasm to mainstream lessons learned from these projects in 
public policies. Even at the Commission level, links between 
the EQUAL and ESF geographical desks have not been strong 
enough to ensure mainstreaming. Links with the debates in 
the social OMC also need to be improved. The situation is 
often similar in Member States, where ESF managing author-
ities have been put in place to deal with transnational part-
nership issues, but with weak links with the national policy 
making. The Commission is sometimes criticised for not 
doing enough, and some participants highlighted that the 
added value of working in partnership required more visibil-
ity and recognition.

conceptual introduction and summary of discussions
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The discussion in plenary focused on the different perspec-
tives of the stakeholders on the outcome expected from 
working in partnership.

Companies perceive the work on diversity as an investment 
to improve the performance of the company and social cohe-
sion. Developing partnerships with civil society is useful to 
raise awareness, develop the right discourse for different 
environments/countries and find the right actions. 

Conversely, NGOs adopt a rights and values based approach. 
However, these different approaches are not mutually exclu-
sive. NGOs could make a contribution to the business case 
by bringing the values based approach into the debate. One 
challenge is to find ways to help SMEs with the business case, 
as diversity might be too big an investment for them. L’Oreal 
pointed out that big companies can involve their SME suppli-
ers in the diversity journey.

The trade unions started to work on diversity in response 
to the need to represent an increasingly diverse work-
force. They have not always felt concerned about diversity; 

the push came from women/black workers. From the trade 
unions perspective, working with NGOs and local communi-
ties is crucial to understand the challenges faced.

From a public employers’ perspective, diversity is part of 
general human resources policy, to fulfil the needs of all cus-
tomers and represent the people they deal with. At a time of 
skills shortage, the public sector needs to set an example to 
private companies.

NGOs have an obvious interest in cooperating with social 
partners and the private sector because these actors have 
the power to implement diversity. The objective is to ensure 
a safe workplace for everyone without fear of discrimination. 
To ensure measures to this end are put in place, it is impor-
tant to work in partnership with companies. NGOs have an 
interest in finding good practices from the private sector for 
advocacy purposes. 

In order to convince companies at the national level to get 
involved in partnerships, participants suggested the organ-
isation of meetings and debates by public authorities and 
other stakeholders (e.g. chambers of commerce). At the EU 
level, institutions can encourage and support dialogue on 
the issue through the social OMC. Building sustainable part-
nerships requires a common understanding on priority issues 
as well as sustainable funding.

Several survey respondents cited the ACCEDER 

project in Spain as an example of good practice in 

partnership building. Involving partnership working 

between EU Structural Funds, national policies, civil 

society entities and local employers, the close links 

in the programme between beneficiaries, administrations 

and enterprises, the focus on the fight against discrimination 

of most vulnerable groups and the setting up of professional 

and committed teams underpin the success of ACCEDER. All 

stakeholders have a mutual interest in the programme and 

have benefited from it, to the point that it has now become 

self-sustaining.

Natasa Sukic, from the Association Skuc in Slovenia, 

presented a successful example of partnership between 

social partners and civil society, the European Commission 

funded project “Diversity Management in Employment”. 

In this project, joint seminars were organised for trade 

unions and companies, and a single training manual was 

produced for the different stakeholders. 

Part 3: Exploring methods of identifying common areas of concern and strengthening links between key stakeholders

conceptual introduction and summary of discussions
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KEY RECOMMENDATIONS

Recommendations to EU institutions
77. Support the dissemination of outcomes and lessons learned from successful 

projects carried out with the support of the ESF and the Community initiative 
EQUAL. 

78. Ensure the sustainability of ESF and EQUAL projects by providing mainstream 
funding, and embedding lessons from EQUAL in future programmes.

79. Improve linkages and connections between funding programmes and the 
employment, social and education OMCs governing mechanisms.

80. Set up a European multi-stakeholder permanent forum gathering civil society, 
companies and social partners to promote the exchange of good practices in 
employment and equality.

Recommendations to Member States
81. Improve linkages between funding authorities and policy making in the 

employment and social sectors. In particular, systematic connections should 
be established between the authorities managing the European Social Fund 
and policy makers at national level.

82. Ensure that organisations of ethnic minorities and NGOs representing and 
defending the rights of ethnic minorities are systematically involved when-
ever inclusion policies, including employment schemes (as they affect them), 
are drawn up.

83. Support the networking and cooperation of public authorities, civil society, 
businesses and trade unions in order to develop inclusion strategies at local/
company level which are transferable.

Recommendations to public and private employers and social partners
84. Invite social partners at European level to update their Joint Declaration on 

the prevention of racial discrimination and xenophobia and promotion of 
equal treatment in the workplace adopted in Florence in 1995 and encourage 
them to elaborate, in the context of their joint work programme initiatives, 
labour market inclusion of ethnic minorities.

85. Set up multi-stakeholder working groups at national level to define common 
objectives and understanding, to discuss national policies and develop strate-
gies to monitor and develop non-discrimination rights.

86. Stimulate interactions between companies’ volunteering programmes and 
the neighbouring ethnic minority community environment.  

87. Systematically involve the target groups as partners in projects affecting 
them. 
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Aurelio Fernandez, Chair of the EU’s Social Protection 
Committee, pointed out that having a job remains the 
main safeguard against social exclusion. Unfortunately, no 
improvement has been noticed in reaching those furthest 
from the labour market, and jobs do not necessarily put people 
out of poverty. “Support services” are needed, including 
social services, to reach more people furthest from the labour 
market. He pointed out that precarious employment and 
involuntary part time work has increased in the EU. Low skilled 
migrant women are particularly affected by the increase in 
precarious employment. He insisted that responses to the 
crisis must be carefully thought through as very useful social 
programmes have been affected by decisions on budget 
cuts. With regard to the European Commission’s Europe 2020 
consultation paper, Mr Fernandez welcomed the focus on 
education, including greater emphasis on vulnerable groups. 
He regretted however that discrimination was not mentioned 
at all in the paper. Participants hoped that the new strategy 
would adopt an integrated approach, with an emphasis on 
the interdependence of policies.

Having agreed on 87 practical recommendations, and 4 key 
recommendations to the EU institutions, Member States, 
the private sector and social partners, participants of the Ad 
Hoc Expert Group expressed their commitment to promote 
these recommendations and monitor their implementation. 
ENAR and its partners are looking forward to assessing and 
reporting on progress towards the achievement of these 
recommendations by the year 2015. In the meantime, the 
process of mutual learning between the different stakeholders 
will continue, with an in-depth reflection on key priority areas 
conducted through a series of seminars.

coNcludiNG 
remArks



37

I. Sign up to and implement good practice diversity standards 
across all areas of the workforce, the workplace, customer and 
supplier activities in the public and private sector alike

a) Provide funding for the implementation of diversity task-
forces in the workplace, including training and awareness 
raising activities on non-discrimination, equality and diver-
sity management. 

b) Use role models at the top level management to promote the 
message of non-discrimination and fighting stereotypes.

c) Develop mentoring programmes to facilitate contacts 
between employers and migrants and ethnic minorities 
seeking employment, and to help newly recruited employ-
ees, especially migrants and ethnic minorities, to integrate 
in their workplace.

d) Use public procurement and corporate supplier policies to 
support ethnic minority businesses and to encourage employ-
ers to implement high standards of diversity practices.

II. Mobilise and encourage cooperation between all relevant 
stakeholders to enhance equality in employment for ethnic 
and religious minorities, including migrants

a) Set up a European multi-stakeholder permanent forum gath-
ering civil society, companies and social partners to promote 
the exchange of good practices in employment and equality.

b) Invite social partners at European level to update their Joint 
Declaration on the prevention of racial discrimination and 
xenophobia and promotion of equal treatment at the work-
place adopted in Florence in 1995 and encourage them to 
elaborate, in the context of their joint work programme ini-
tiatives, labour market inclusion of ethnic minorities.

c) Invite Member States to set up multi-stakeholder working 
groups including civil society, businesses and social part-
ners at national level to discuss national policies and develop 
strategies to monitor and develop equality in employment 
in practice.

key 
recommeNdAtioNs



KEY RECOMMENDATIONS

III. Provide the necessary policy and legislative tools for 
promoting equality in employment at the national and 
EU levels

a) Ensure that the objective of equality for ethnic and reli-
gious minorities is mainstreamed in all relevant policies 
of the EU and its member states, including employment, 
health, housing and education. This requires integrating 
race equality into all Community and member states poli-
cies and activities, and into every stage of policy processes 
- design, implementation, monitoring and evaluation - with 
a view to promoting equality between minority and major-
ity populations. It means assessing how policies impact on 
the life and position of ethnic and religious minorities and 
taking responsibility to re-address them if necessary. 

b) Give new political impetus to the issues of equality in 
employment for ethnic and religious minorities and non-
discrimination:
■ Adopt the proposal for a Council Directive on imple-

menting the principle of equal treatment between per-
sons irrespective of religion or belief, disability, age or 
sexual orientation49.

■ Urge Member States to make full use of the provisions 
of the transposed legislation on non-discrimination in 
the area of employment (EU Directive 2000/78), includ-
ing the promotion of positive action mechanisms in 
recruitment policies.

c) Combat abuse and exploitation of migrants by guarantee-
ing full protection of their rights:
■ Ensure the ratification by the EU and its Member States 

of the United Nations Convention on the Protection of 
the Rights of All Migrant Workers and Members of Their 
Families, a vital tool to combat abuse and exploitation 
of migrants. 

■ Adopt the proposed Framework Directive on the basic 
socio-economic rights of all third country workers50.

49	 European	Commission,	proposal	for	a	Council	Directive	on	implementing	the	principle	of	equal	
treatment	between	persons	irrespective	of	religion	or	belief,	disability,	age	or	sexual	orienta-
tion	,	COM/2008/0426	final,	2	July	2008.

50	 European	Commission,	proposal	for	a	Council	Directive	on	a	single	application	procedure	for	a	
single	permit	for	third	country	nationals	to	reside	and	work	in	the	territory	of	a	Member	State	
and	on	a	common	set	of	rights	for	third	country	workers	legally	residing	in	a		Member	State,	
2007.
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KEY RECOMMENDATIONS

■ Revise the EU Directive providing for sanctions against 
employers of illegally staying third-country nationals, 
and create secure spaces for undocumented workers to 
report rights abuses to relevant authorities. 

d) Promote and adopt a transparent mechanism for the assess-
ment, certification and recognition of skills, including prior 
learning and previous experience, irrespective of the coun-
tries where they were acquired and whether they were 
acquired formally or informally.

IV. Ensure the adoption of a future Europe 2020 strategy 
based on fundamental rights, with a strong social pillar 
that effectively improves employment for ethnic and 
religious minorities

a) Look into the specific barriers migrants and ethnic minor-
ities face and develop strategies to overcome them in the 
future EU integrated guidelines on employment. 

b) Convince Member States of the value of being fully involved 
in the Open Methods of Coordination51 (OMC) and of using 
data collection, indicators and benchmarking: 
■ Overcome reluctance to collect data on ethnicity by 

encouraging data collection on a strictly anonymous, 
voluntary and self defining basis, in compliance with the 
rules on the protection of personal data, to bring more 
insight to diversity policies and management systems 
and increase the impact of good diversity practices.

■ Disaggregate relevant indicators on grounds relating to 
migration or ethnic background.

■ Report on the progress of each specific minority group 
to the EU and set national targets for the participation 
of ethnic minorities in the labour market for Member 
States that collect disaggregated data. 

c) Make full use of existing instruments such as the annual 
Labour Force Survey and the EU-SILC52 to examine the sit-
uation of newcomers, long-term residents, naturalised 
migrants and the children of migrants.

51	 On	social	inclusion,	employment,	and	education.
52	 The	annual	Labour	Force	Survey	and	the	EU-SILC	are	instruments	compiling	comparable	in-
dicators	on	social	cohesion	for	policy	monitoring	at	EU	level	 in	the	framework	of	the	Open	
Method	of	Coordination.
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ANNex 2

■ ■ ■ ■ ■ ■ ■ ■ ■ ■ ■ ■
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