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‘WHAT WORKS’ TO COMBAT ETHNIC DISCRIMINATION?
INTRODUCTION

Purpose

The purpose of this project is to present information on ‘what works’ to address ethnic discrimination and promote respect, in order to improve understanding about how to promote social cohesion. 

While initiatives exist around the world to combat discrimination, there is little hard evidence on ‘what works’ in this area. This paper sets out initiatives that have been evaluated as having had a beneficial impact on ethnic discrimination.

The paper covers a range of approaches and ‘good practice’ that directly or indirectly are being used to deal with discrimination and promote respect, including:

· Broad-based strategies

· Employment practices
· Social marketing

· Legislating to prohibit discrimination

· Legislating for related purposes.
What is discrimination?

Discrimination is the unfair treatment of a person or group on the basis of prejudice. Discrimination is regarded as a major barrier to people achieving their human rights. (Joseph Rowntree foundation).

It is important to note that the fact that different people or groups achieve different outcomes does not in itself make for evidence of discrimination. As there are difficulties inherent in properly identifying discrimination, it is important to observe those conditions using a methodology that can show a causal link or a strong likelihood of discrimination to be the cause of any differential outcomes.

Why is addressing discrimination important?

A primary reason why combating discrimination is important is that discrimination has adverse effects on social and economic well-being for those affected by it. Discrimination can stop people from realising their full potential and deny them their human rights. Discrimination can lead to, or contribute to, some individuals and groups having poor outcomes across a range of indicators – income levels, unemployment or underemployment, poorer education, inferior housing, poor mental and physical health as well as social isolation and an inability to participate fully in society. 

In addition a society will not get the economic benefits of a diverse workforce and society that includes immigrants, if discrimination is a known factor in that society. For example, overseas student numbers have been high in recent years and have contributed many millions of dollars to the New Zealand economy. Incidents of discrimination and in some cases intimidation and violence towards immigrants are generally well-reported in the home country of the students, and anecdotally are a significant driver in decisions made by parents on where they wish their children to be educated.

As well as effects on social and economic outcomes for individuals and groups affected by discrimination, high levels of discrimination may also affect social cohesion across a country or particular geographical region. 

At a workplace level, addressing discrimination is important for providing equality of opportunity and thus contributing to equitable labour market outcomes. By addressing discrimination, a workplace can improve productivity among its staff members and can tap into the strengths and networks provided by staff from ethnic minorities, that may not previously have been recognised.

Limitations of the report

The literature on ‘what works’ to combat discrimination is not plentiful. This lack of knowledge about ‘what works’, and the importance of finding out, has been highlighted in past reviews. An example is the United Kingdom Equalities Review (2005) chaired by Sir Trevor Phillips. In outlining reasons to conduct that review, he stated ‘we know a lot; but we still don’t know what worked, is working or might work’.  

WHAT WORKS?
At a theoretical level, research on the ‘contact hypothesis’ (psychological theory) has indicated that contact with members of a group perceived to be ‘different’ is effective in reducing prejudice, as long as a relationship of equality or respect is present. Once contact is established a sense of ‘we-ness’ can exist, and perceived threats (e.g. this person is going to take my job) start to diminish. 
Some psychological studies have shown a positive correlation between attitudes on one hand and the number and quality of contacts between people from different ethnic groups on the other hand. In order to reduce prejudice and build meaningful relationships, contacts need to be of sufficient frequency, duration and closeness and as far as possible between people of equal status
. Many current international initiatives originate from a contact hypothesis base. 

A
Broad-based strategies
European Union - Community Action Programme to Combat Discrimination

The Community Action Programme to Combat Discrimination ran as a broad-based action programme in European Union (EU) member states between 2001 and 2006. The executive summary of the 2005 Evaluation of the Community Action Programme to Combat Discrimination (full report only available in French) can be found at the following link: http://ec.europa.eu/employment_social/fundamental_rights/pdf/eval/eval05_en.pdf.
The Programme was based on the following premises:

· Improving knowledge of discrimination issues and related practices requires in-depth analyses of themes (e.g. the motivation for discrimination), the sharing of and capitalisation on knowledge and experiences, a comparison of approaches and discussion on proposed measurement tools

· Increased activity-oriented resourcing to organisations involved in anti-discrimination work would help increase exchanges of knowledge, experience and working methods, and thus improve their capacity for action, influence and the defence of victims.

· Awareness-raising and information action aimed at key players (e.g. decision-makers and leaders in political, economic, social, legal and related circles) and the general public was needed to change attitudes and behaviours.

The main effectiveness findings about the Programme were that:

· It was important to ensure actions and initiatives undertaken are consistent and well-linked with legal and political anti-discrimination objectives.
· Awareness among key players and the general public has risen considerably.

· Trans-national activity has had a positive impact on most European nations and raised the overall level of protection against discrimination.
B
Employment practices
European Union – EQUAL
EQUAL was an EU initiative that ran between 2000 and 2006 across EU member states. Its goal was to develop and disseminate new ways of delivering employment policies in order to combat discrimination and inequality experienced by those in, and seeking access to, the labour market. Priority themes related to ethnicity within the EQUAL project were: 
· facilitating access and re-access to the labour market for those having difficulty integrating; 
· combating racism and xenophobia in relation to the labour market; and 
· promoting lifelong learning and inclusive work practices. 

Two key approaches of EQUAL were to: 

a) reform existing policies to make them more effective, and 

b) make new policies more inclusive, for example by exploring ways to strengthen access of specific groups to existing programmes.

The project ultimately produced a series of ‘success stories’. The link to the success stories is here:  http://ec.europa.eu/employment_social/equal/data/document/sucstor05_en.pdf 

The EU-wide evaluation report is available at this link: http://ec.europa.eu/employment_social/equal/data/document/eva-eu-vol3.pdf 

In terms of combating discrimination, the EQUAL evaluation highlighted that successful initiatives included:

· having integrated strategies where collaborative arrangements existed

· having the ‘right partners’ at the ‘right time’ and the ‘right level’, and operating from an empowerment basis – in order to get good decision-making

· approaching discrimination in a way that treats people as individuals as well as members of particular ethnic groups 

· the targeting of both the demand and supply sides of the labour market, including 
· addressing discrimination directly with employers in parallel with mentoring individuals

· training a range of public service officials in diversity awareness 

· supporting employers with ‘soft tools’ (information, guidance, intercultural mediators) to help them comply with newly-established legislation

· regional and community group involvement, so that those closest to the situation are involved

· ongoing monitoring and evaluation that included actual impacts ‘on the ground’.

European Union - The Business Case for Diversity: Good Practices in the Workplace
This work is part of a larger EU project to combat discrimination and focuses on business taking a ‘diversity management approach’. The relevant report can be found at the following link:
http://ec.europa.eu/employment_social/fundamental_rights/pdf/events/busicase_en.pdf (2005)

This project surveyed business practices for increasing diversity in the workplace along the lines of ethnicity, race, gender, sexual orientation, religion or belief and disability within the 25 EU member states covered by the report. After analysing information from 800 companies, in-depth interviews were carried out with 58 companies with promising workplace practices. This report provides case-study examples from particular companies, highlights where changes have been made to increase diversity, and shows the results of these changes. 

One significant initiative was establishing a Global Diversity network amongst a number of companies. The aim of the network is to assist member companies in integrating and measuring equality, diversity and inclusion within their business processes through the sharing of information and best practice. A joint development arising through this network is the Global Diversity and Inclusion Benchmarking Survey. This assessment tool is structured around 14 goals that describe the ideal organisation in terms of global diversity and inclusion. It enables organisations to assess their performance against the ‘ideal’ organisation, as well as against their peer companies in the network. 

A number of companies used a diversity management approach, that is, proactive management of diversity in the workplace. Shell Oil, for example, has its own internal diversity and management framework, allowing managers to own and take the lead on implementing diversity and inclusion processes. Their policy includes a number of commitments and action statements that all business units within the company must undertake. 

The goals and performance measures successfully used by a number of these companies include: 

· Improving staff perceptions around diversity in the workplace through regular employee attitude surveys. 

· Ongoing consultation with employee networks (establishing these where they haven’t existed previously) and trade unions.

· Workforce profiling to identify areas of under-representation.

· Establishing employee skills and progression databases to measure staff mobility and progression.

· Inclusion of equality and diversity perspectives in all business reviews

· Monitoring the results of exit interviews by diversity (e.g. gender, ethnicity). 

The majority of employers (83%) stated that diversity initiatives had a positive impact on their business. 

Sweden – anonymising job applications
Sweden’s public sector is working towards reducing discrimination in its hiring practices by removing the names on job applications. Anonymised applications focussing on gender and ethnicity were being trialled in the public sector as of March 2007.

The trial’s evaluation showed that the likelihood of women and ethnic minorities being interviewed increased by about 8% overall if names were removed from the applications. Higher rates of selection for interview were achieved for women than for ethnic minorities, but positive outcomes were achieved for both groups. The link is http://www.eurofound.europa.eu/ewco/2008/02/SE0802019I.htm 

C
Social marketing
United Kingdom – approaches using media
The following link is to a UK Department of Communities and Local Government report Getting the message across: using media to reduce racial prejudice and discrimination. http://www.communities.gov.uk/documents/communities/pdf/611667.pdf   

This report covers ‘what works, what is promising and what does not work and why in the use of the media to reduce racial prejudice in England and Wales’. The report also examined what lessons could be learned from these campaigns: 
· the One Scotland campaign

· the ‘Kick racism out of football’ campaign

· a poster campaign by the Centre for Racial Equality. 

The methods used in the research included a retrospective evaluation, using the realist approach, of the three national campaigns. Realist evaluation involves examining how a programme is supposed to work and then determining whether the outcomes follow the theory.

Key conclusions were:

· The evidence from social psychology about attitude change, and realist evaluation lends itself to identifying promising practice in the design and evaluation of campaigns to reduce racial prejudice and discrimination.

· Altering physical and social situational elements in some locations may lead to reduced discrimination in other areas.

· If a source of anti-discrimination information is seen as having credibility, attractiveness, expertise, status and power, it is more likely to result in reduced prejudice.

· Use of facts and information alone is not sufficient to change attitudes.

· Repetition of the message is more likely to reduce prejudice.

· Emphasis on how groups are similar rather than distinct from each other is valuable.

· When presenting a message, contrast is key. Salient communications are more likely to get the intended recipient’s attention.

· Use messages that contradict stereotypes.

· Each message should highlight one minority ethnic group at a time.

· A message is more likely to be effective if it is straightforward, jargon-free and avoids emotionally extreme language.

· An initiative to reduce victimisation might best be implemented as part of a wider campaign rather than as a stand-alone programme.

· Thinking about evaluation at the design stage, and budgeting for it at the outset, will better shape the initiative and its future.

· Campaigns and programmes must have aims higher than awareness-raising to measure effectiveness in reducing prejudice and discrimination.

D
Legislating to prohibit discrimination
United Kingdom – Race Relations Act 1976
The UK Equalities Review of 2005 stated that legislation prohibiting racial discrimination had been very important in raising the profile of equality issues. Specifically anti-discrimination legislation:

· has helped to establish the value of eliminating prejudice and unfairness, and 
· has helped to change people’s behaviour. 
According to the Equalities Review, quality legislation has established more equal rights for different groups, and has drawn some clear lines about what behaviours and motivations are unacceptable in British society. 

Northern Ireland – The FETO Order 1998
The FETO (the Fair Employment and Treatment (Northern Ireland) Order, passed in 1998, made it unlawful to discriminate on the grounds of religious belief and/or political opinion in the fields of employment, the provision of goods, facilities and services, the sale or management of land or property and further and higher education. 
The FETO Order has been shown to deliver measurable improvements. A review concluded that ‘strong legislation has played its part. Employers have indicated that it has helped change practices. Evidence also suggests that affirmative action agreements between the Equality Commission and employers have helped redress both Catholic and Protestant under-representation as a vital part of the process of change.’ (Osborne and Shuttleworth, 2004). 

The FETO Order places a number of responsibilities on employers that are not found in other legislation in Northern Ireland or in Great Britain, including:
· All registered employers must review the composition of their workforce, recruitment, training and promotion practices once every three years in order to determine whether fair participation is being secured by Catholics and Protestants. Where fair participation is not occurring, affirmative action policies will be instituted.

· The Commission can review the practices of an employer at anytime, and where fair practice is not being observed, the Commission will seek an undertaking by the employer that they will institute affirmative action, and where this does not occur, a legally enforced direction will be issued.

· Employers defaulting on the legislation through non-registration or not monitoring and submitting returns face criminal penalties (up to £5,000) and economic sanctions, such as not being awarded government grants or contracts. 
E
Legislating for related purposes
United Kingdom – legislated duties on public bodies
Since 2001, public bodies in England, Wales and Scotland have been legally required to promote equality and tackle disadvantage in respect of race relations. This duty was introduced following the Macpherson report into the death of Stephen Lawrence
. One of the report’s key recommendations on strengthening the Race Relations Act 1976, led to the enactment of the Race Relations (Amendment) Act 2000, which placed a positive duty on all public bodies to promote race equality. The three areas covered by the legislation are to: 
a) eliminate unlawful racial discrimination, 
b) promote equality of opportunity, and 
c) promote good relations between people of different racial groups.

There is evidence that the race equality duty has influenced public authorities’ practices positively, such as through the measures and action plans put in place to comply with the legislation. Steps are being taken in areas such as:

· via audit and update of existing policies where applicable, 
· consulting on how the race equality legislation can be practically implemented, 
· the completion of impact assessments and establishing of monitoring regimes. 
CONCLUSION

Lessons for New Zealand
What is needed in a programme to combat discrimination? The answers apply at national, local, community and organisational level. According to our research, the following are required to combat ethnic discrimination:
· leadership commitment (including national, organisational)
· building the case for action (including the results of inaction) before requesting behaviour (or attitudinal) change

· communicating diversity and inclusion principles widely

· building ownership and accountability for being inclusive and non-discriminatory through frameworks that include:

· goal setting

· allocation of resources where necessary

· performance measurement and accountability.

· ensuring that our legislation is an explicit or implicit foundation for anti-discrimination initiatives.
An analogous framework from the New Zealand heath sector
Campaigns to combat ethnic discrimination are analogous to the approach used by New Zealand’s ‘Like Minds Like Mine’ campaign, which has sought to reduce prejudice against people with mental illness. See also http://www.likeminds.org.nz
The ‘Like Minds Like Mine’ campaign has identified a combination of five linked methods that have proven to be successful for addressing discrimination against people with experience of mental illness:

1. 
Breaking down perceptions of “them and us”.

2. 
Dealing with difference, acknowledging that everyone is different but also that
everyone has a right to respect, humanity and a fair chance.

3. 
Focusing energy into areas where it is possible to be effective, and focus on people who are interested in change. Coalitions, such as a multi-agency group, that broaden the base of action on particular issues are also valuable.

4. 
Education and persuasion.

5. 
Using the law to enforce human rights.

The last word

Challenging discrimination effectively is a highly complex task…the most promising strategy is to combine enforcement of legal rights…with work to challenge powerful beliefs in public and policy debate coupled with practical, grassroots initiatives that change the nature of interaction between people (Sayce, 2002).
� Timo Makkonen, ‘Multiple, Compound and Intersectoral Discrimination – Bringing the Experiences of the Most Disadvantaged to the Fore’ Institute for Human Rights Research Reports No 11 (April 2002)


� The racially motivated murder of the black teenager Stephen Lawrence in 1993, along with the subsequent inquiry into the Metropolitan Police Service’s investigation of the murder and the publication of the Macpherson report in February 1999, is regarded as a defining moment in the history of race relations in Britain. 
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