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On 31st March 2010, Dr. John Wrench gave a very informative lecture on ethnic 
discrimination and anti-discrimination in the area of employment in a comparative EU 
perspective. Based on his experience at the European Union Agency for Fundamental 
Rights (EUFRA) in Vienna, he introduced the Agency and some of its research related 
to racial/ethnic discrimination in employment. The Agency’s aim is to provide the 
Community and its Member States with objective, reliable and comparable data at the 
European level on the phenomena of racism and xenophobia in order to help them 
take measures or formulate courses of action within their respective spheres of 
competence. It does this by collecting, recording, analysing and disseminating data, 
developing methods to improve data comparability, carrying out and encouraging 
scientific research and publishing an annual report.  
 
The issue of racism was first raised at European level when Eurofound carried out a 
study on “Preventing Racism in the Workplace” that was presented in Madrid in 1996. 
At that time, the reaction of practitioners was that there were no such problems in 
their countries, with only the UK relatively aware of the issue, having followed US 
traditions on combating racism. Indeed, a French speaker suggested that the UK were 
the only ones with racism problems, as they were the only one of the 16 countries in 
the study with anti-discrimination laws. 
 
In order to increase awareness of the issue, 1997 became the European Year against 
Racism and in 1998, the predecessor of the EUFRA, the European Monitoring Centre 
on Racism and Xenophobia (EUMC) was created. The EUMC carried out numerous 
studies on racism within Europe and by the early 2000s, general awareness levels had 
been raised in the EU-15. 
 
The EUFRA has created a Network against Racism and Xenophobia (RAXEN) which 
collects data and information according to common guidelines developed by the FRA. 
The EUFRA’s annual report is based on information gathered partially by RAXEN, 
including statistical data and official surveys, racist incidents and discrimination court 
cases and research activities. Although the court cases are very interesting individual 
cases on discrimination, they are not a good comparative indicator, as the numbers 
imply that the UK seems to have a higher level of discriminatory incidents than 
Sweden or France, for example, as their laws are just more accessible (1997: UK – 3173 
cases, France – 4 cases, Sweden – 0 cases; 2009: UK – 4983 cases, France - 3009 cases, 
Sweden – 2409 cases). 
 
The evidence from research tends to be the most effective method of comparison, and 
there are various research methods used. These include surveys of the majority 
population and ‘gatekeepers’ such as the employers which generally measure attitudes 
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to minorities based on personal characteristics such as a person’s education, 
profession, income, age, geography and politics. Younger, well-educated, urban, left-
wing people are likely to be the most pro-immigrant (see 2003 EUMC Report or 2005 
Eurobarometer ).  
 
They also include minority surveys, such as the European Union Minorities and 
Discrimination Survey (EU-MIDIS) which measures the levels of discrimination against 
certain minorities. In a labour-related context, discrimination against minorities 
implies that it is approximately 3-5 times more difficult for a minority to find a job. The 
Roma and Sub-Saharan Africans tend to be most discriminated against in all areas. 
Many victims of discrimination tend not to report the incidents as they feel that it 
would not change anything, that it’s too trivial as it happens all the time or even for 
fear of negative consequences such as loss of employment. Over a third of the victims 
said they didn’t know where to report such incidents, despite the fact that a Racial 
Equality Directive has been in place since 2000 with every EU Member State having an 
Equality Body for such issues. As regards the majority, the social partners of the EU-15 
tend to be more aware of this Directive than their newer European counterparts (see 
The Impact of the Racial Equality Directive study carried out by EUFRA in 2010).  
 
Six types of organisational policies can be undertaken to improve equality in the 
workplace. This goes from simple training to diversity management. The basic concept 
of managing diversity accepts that the workforce consists of a diverse population of 
people. The diversity consists of visible and non-visible differences which will include 
factors such as sex, age, background, race, disability, personality and work style. It is 
founded on the premise that harnessing these differences will create a productive 
environment in which everybody feels valued, where their talents are being fully utilised 
and in which organisational goals are met (Kandola, R. and Fullerton, J. Diversity in 

Action, Institute of Personnel and Development, London, 1998).  
 
The structural forces that have created the need for diversity management include 
globalisation, migration, demographic shifts, the growth of the service sector, and EU 
legislation itself. Thanks to these changes, there is an increase in racial/ethnic 
differences within the work place which needs to be adressed. The different responses 
to this diversity are partly cultural. For example, under the Gastarbeiter principle, 
Germany, Austria and Switzerland have always expected immigrants to return to their 
home countries, thus multicultural policies were never really put into place. In France 
on the other hand, immigrants were completely assimilated as they presumed they 
were going to settle down and live there. A pluralist approach, like that in Canada and 
Australia, does not expect immigrants to assimilate although they might stay in the 
host country.  
 
The response from the audience to Dr.Wrench’s presentation was very positive with 
questions on different aspects of the EUFRA’s work, the result of positive 
discrimination on the majority population and the effects of EU membership on 
discrimination awareness. The Spanish edition of the 3rd  Migrant Integration Policy 
Index was also presented as it can be used comparatively to examine the laws in place 
on issues such as anti-discrimination and labour market mobility. 


