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Introduction 
 

I. The role of national equality bodies 

 

European Union equal treatment legislation requires each Member State to set up a national 

equality body. All Member States have implemented the Racial Equality Directive 

(2000/43/EC) and the Gender Equal Treatment Directives (2004/113/EC and 2006/54/EC) either 

by designating an existing institution or by setting up a new institution to carry out the competences 

assigned by the new legislation. 

These national equality bodies are independent statutory organisations that are required under the 

EU directives to promote equality and combat discrimination in relation to one or both of the 

grounds covered by these directives – gender, race and ethnicity. Their responsibilities include: 

 monitoring discrimination issues; 

 conducting independent surveys and awareness campaigns about discrimination; 

 publishing independent reports and making independent recommendations on any 

issue related to discrimination; 

 providing independent assistance to victims of discrimination. 

It is important to mention that the majority of Member States went beyond the requirements of the 

EU Directives, giving equality bodies a wide competence to deal with discrimination complaints on 

other grounds as well (e.g. sexual orientation, age, disability, religion and belief). 

Since the EU directives do not offer specific guidelines to Member States on how equality bodies 

should operate, they have evolved and developed in numerous ways throughout Europe. Thus, 

there is a great diversity in: 

 their functions, which span from organisations with quasi-judicial powers to ones 

that have a predominantly promotional role; 

 the grounds and fields they cover (one or several); 

 their affiliation and structure, with some national equality bodies acting as stand-

alone organisations, while others are part of organisations with a wider remit; 

 their operational capacity in terms of staff numbers and financial resources; 

 their history, with some equality bodies having been established for many years and 

others that were established very recently. 

In this context, Equinet aims to develop initiatives that will assist and strengthen the work of 

equality bodies in promoting and providing support for good equality practice by policy makers, 

employers and service providers. This work is important in enabling these organisations to have a 

multiplier effect and to maximise the impact of their scarce resources. This particular good practice 

guide will focus specifically on promoting equality in the workplace. 
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II. Aims of the guide  

 

Ensuring diversity in the workplace is a fundamental element in the pursuit of equality and equal 

opportunities for all. Diversity in the workplace implies building working environments that value 

dignity and respect for all, that benefit from the advantages of diverse perspectives, and that 

encourage learning from others who are not the same. 

Significant social and legislative progress has been achieved in Europe over the years and equality 

bodies have and continue to play an active role in the advancement of diversity in the workplace. 

Their work, often in collaboration with employers, social partners, trade unions, employers 

organisations and other actors in the field is key to making diversity in the workplace a reality. 

Equinet wishes through this publication to support equality bodies in this endeavour and offer 

practical steps and guidance to usefully put the concepts of diversity and equality policies into 

practice. This publication is designed for national equality bodies to help them build knowledge and 

a greater understanding of instruments and approaches available to promote diversity to 

employers. 

The ambition of the publication is to encourage equality bodies to use this guide as a useful 

resource to develop, refine or improve their own approach or scheme to promoting diversity to 

employers.  Therefore, the publication is structured around three main subtopics: 

 Awareness raising campaigns with companies / Diversity Awards; 

 Capacity Building and training; 

 Employer’s network facilitating the exchange of good practices 

In collaboration with member organisations across Europe, Equinet has assembled a collection of 

case studies describing good practices in promoting diversity in the workplace. These concrete 

examples of good practices drawn from the experience and learning of national equality bodies 

provide interesting insights into the broad range of innovative and engaging approaches 

implemented across Europe to persuade businesses to take a positive stand on equality and 

diversity and empower them to become diversity ambassadors. 

The publication seeks to enumerate key points considered by national equality bodies when 

initiating schemes, as well as resources necessary, challenges encountered and evaluation 

methods.  

The publication is centred on the experience and learning of the Danish Institute for Human Rights 

(DIHR), the main contributor. For this particular reason, initiatives developed by the DIHR are 

described in more detail and highlighted as main case studies. In this context, Equinet would like to 

express its sincere thanks to Signe Hinz Andersen (Project Manager for Equal Treatment at DIHR) 

who contributed considerable time and efforts to the drafting of this publication.  

The valuable contribution of authors/member organisations whose case studies are featured in this 

publication is also greatly appreciated. 
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Acronyms and abbreviations 
 

The following list of acronyms and abbreviations mentioned in this publication aims to help readers 

to quickly familiarise themselves with the language used: 

 CEOOR: Centre for Equal Opportunities and Opposition to Racism (Belgium) 

 CIG: Commission for Citizenship and Gender Equality (Portugal) 

 CSR: Corporate Social Responsibility 

 DIHR: Danish Institute for Human Rights 

 DVLA: Driver and Vehicle Licensing Agency (UK) 

 EHRC: Equality and Human Rights Commission (UK) 

 GOD: Ground of Discrimination 

 HR: Human Resources 

 NCPE: National Commission for the Promotion of Equality (Malta) 

 NEBs: National Equality Bodies 

 NGOs: Non Governmental Organisation 

 RVA/ONEM: National Employment Office for Belgium 
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Effective initiatives employed by national equality 

bodies to promote diversity in the workplace 
 

I. Awareness raising campaigns with companies / diversity awards 

 

1. DIHR – the MIA Award 

 

a) Grounds of discrimination covered by the initiative: Gender, Age, Race and Ethnicity, Religion, 

Sexual orientation, Disability. 

The MIA Award – the Danish acronym for Diversity in the Workplace – has since 2004 been 

handed out by the Danish Institute for Human Rights. The MIA Award is one of the most successful 

Danish awareness raising campaigns regarding anti-discrimination legislation on all six grounds of 

discrimination and promotion of equal opportunities on the labour market. It rewards best practice 

companies in the field of anti-discrimination and diversity at an annual event. 

One of the other objectives of the MIA Award is also to identify and communicate best practice on 

promoting equal opportunities for all employees regardless of their gender, race or ethnicity, 

religion, age, sexual orientation or disability.  

These best practices are showcased at the annual award ceremony which brings together 

representatives from civil society, employer and employee organisations, state and municipalities, 

small and medium sized as well as large international Danish companies. A webpage dedicated to 

the MIA award also contributes to this objective.  

The application process of the MIA Award ensures a thorough evaluation of companies’ work on 

preventing discrimination and promoting diversity. Becoming an MIA award winning company is 

stated by many companies as one of their strategic goals in the work on diversity and anti-

discrimination. Seemingly many organisations intend to use this award as an inspiring evaluation 

process, where the application form serves as an evaluation tool. Companies apply for the award 

by filling in the application form themselves. Candidate companies receive a written feedback 

report encouraging them to continue and improve their work and perspective on equal treatment 

and diversity. This aspect of the MIA Award builds capacity in the companies that apply for the 

award. This is a very important element of the initiative that makes up one of the reasons that this 

award is a sustainable solution. Therefore, the process around the application is just as relevant for 

this initiative as the award ceremony itself.   

To choose an award as an initiative to raise awareness is ideal insofar as it creates a positive and 

constructive language about anti-discrimination legislation which can otherwise be a difficult 

message to convey to companies.  
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b) Overview of the project elements – how to? 

i. Develop a project plan and think through how this initiative can benefit your NEB’s work in 

promoting equality and anti-discrimination in the labour market. 

ii. Select a jury and involve their organizations in the project by  setting up a working group 

(organisations can be representatives of different parties of the labour market, both 

employer and employee representatives and public and private workplace representatives 

and NGOs representing the different grounds of discrimination). 

iii. Establish the award criteria and the application form (see the form used by the DIHR at the 

end of this section) as well as the jury evaluation scheme in order to compare and rank 

applicants and determine winners. Evaluate your criteria each year to ensure that they 

reflect the reality of your target groups of companies in the best way. 

iv. Develop a communication and press strategy. Make sure to use the already existing 

networks in the working group organisations to reach as broad an audience and as many 

different companies and workplaces as possible. 

v. Development of a visual identity and an online platform for the award. 

vi. Generate interest in the award from companies and incite them to apply. Prospecting 

activities aimed at encouraging companies to apply are very time consuming and should 

not be underestimated. Maximize the networks of companies that are part of the working 

group as they can advise you on whom to contact in order to reach potential candidates. 

Call contacts, set up physical meetings and tab into relevant networks to reach potential 

candidates (for an example of a presentation for introductory meetings with companies, 

please see the link at the end of this section). It is important to take a long-term perspective 

on the work of influencing and convincing companies to get involved in this agenda. It is 

advised to keep calling the same companies each year and follow up on their work even 

though they do not apply for the award. Make sure that the person responsible for this task 

has a broad network and is skilled at recruiting and pitching the idea. All in all, this person 

should be a well spoken communicator. That person should attend other relevant business 

events and awards to keep up to date with and meet relevant companies working in this 

domain or in the Corporate Social Responsibility field. 

vii. Organise and plan the award ceremony to be both a professionally interesting and festive 

event. Be mindful about the groups represented; so for instance not only representing either 

women or ethnic minorities if the purpose is to communicate diversity and equal treatment 

as broad as possible on all grounds of discrimination. Additionally your event must be 

accessible to people with a disability. In other words, your event has to set a good example 

on how to be inclusive and non-discriminatory. 

viii. The award ceremony is the event where you promote nominated companies. Get as much 

media attention on them and the award as possible, as it contributes to build a prestigious 

image of the award and its winners. Secure the participation of high profile business people, 

royals or politicians to hand over the awards. 
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ix. Provide feedback (either written or oral or both) to the applying companies after the 

ceremony and monitor their progress on working with anti-discrimination, equal treatment 

and diversity.  

Elements that can also be a part of an annual award:  

x. Ambassadors (to be tested in the MIA Award 2012) to get help to spread the message of 

equal treatment through workplaces themselves. 

xi. Inspirational events to get new companies interested in the topics of diversity and equal 

treatment (to be tested as part of the MIA Award 2012). 

xii. Evaluation and feedback seminars for all applying companies in order to strengthen their 

future work on equality and diversity. 

 

c) Resources required – what resources do you need? 

i. Staff: one full time employee working approximately 9 months a year on the Award and a 

student assistant or an intern working for the same time period. For the award ceremony 

the work of app. 5 people is needed, including the project manager.  

ii. Finances/budget: approximately 240.000 Euros allocated (including all the project 

elements mentioned above). This amount depends very much on the salary costs of your 

NEB. Cost of services for the MIA Award is around 60.000 Euros and the salary costs are 

around 180.000 Euros. 

iii. Potential ways of keeping down the costs:  

 Focus on a single business sector or one category of companies, for example the 

large private companies, municipalities or state organisations. 

 Do not provide feedback as it is very time consuming.  

 Leave out the additional inspirational and feedback events mentioned in the sub-

section above. 

 

d) Parties and stakeholders involved – with whom? 

The Jury and external working group are essential to the success of this kind of initiative. It is also 

important to involve as many relevant stakeholders in this working area as possible and use 

existing networks of businesses and Human Resource personnel to reach the target groups.  

Whenever possible, it is preferable to hold the award ceremony in partnership with one of the 

organisations represented in the jury. Ensure however that the award is seen as an independent 

award granted by the NEB and not by some private organisation. In striking a balance the political 

and overall context of your country should be taken into consideration. 
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e) Planning time required – how much time do you need? 

The MIA Award is a one year-project cycle with labour intense periods and quiet periods. As 

national equality bodies become more familiar with the process, several project elements can be 

optimized. 

 

f) Monitoring and evaluation of the initiative 

Each year, the MIA Award is evaluated internally by the working group and the jury.  

The process of applying is also evaluated by the companies that have applied. This evaluation is 

undertaken by the project manager who calls up candidates on the phone after the application 

process.  At each meeting with a potential candidate during the application period the application 

process is also evaluated, to take the evaluation continuously when the questions are still relevant 

for the companies. This is to make sure that the award offers something of value to all companies 

and not only the ones that win each year.  

For this type of initiative it is important to stay tuned and monitor general developments in the fields 

of diversity and anti-discrimination, and adjust the initiative’s methods and strategy accordingly. 

This might be to monitor changes of focus on the different grounds of discrimination, and respond 

to that by for example having a special theme on gender or age or one of the other grounds of 

discrimination at the annual award conference. 

 

g) Conclusion and lessons learned: 

i. Success factors: 

 The short term success factors of the MIA Award are to reach as many companies 

and relevant stakeholders in the field of business and diversity as possible with a 

message about anti-discrimination and the good ways and practices of promoting 

equality and diversity in the workplace. 

 Initially, the DIHR measured the success of the award on the number of applicants 

for the award each year. This number slowly decreased, but at the same time the 

award was getting more and more known and respected among companies. DIHR 

investigated the reasons behind this and found that many companies are willing to 

address this issue, but do not feel that they are ready to run for an award yet. Since 

the procedure of the award is that the companies apply themselves, they do not 

want to run for an award if they do not feel themselves that they are good enough 

yet. Therefore, we started measuring the success of the initiative on how many 

companies the DIHR had been in contact with during the application process. 

Currently the DIHR is in contact with more than 100 companies each year. However 

only about 15 – 20 of these companies end up actually applying for the award each 

year. The DHIR therefore measures the success on how good applications are.  

 Another success factor is as broad media coverage as possible. The MIA Award 

generated around 100 articles in printed and online media in 2009-2012. Also 
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minimum one appearance on national TV, in the news or in a morning or afternoon 

show is a good success factor. 

 The number of relevant people who attend the Award ceremony also counts as a 

success factor. It is important to attract as many top level representatives and HR 

people as possible from other businesses to attend the event. It is important that 

they get inspired and initiate work within their organisation to become more inclusive 

and diverse. The MIA Award has around 200-300 event participants each year. 

  

ii. Challenges encountered: 

 Over the years the application form has been updated and developed as companies 

perceived it as time-consuming to complete. The balance between having a 

thorough evaluation of the companies on all six grounds of discrimination and not 

taking up too much time of the company remains an ongoing challenge over the 

years no matter how the application form is amended. The lesson for DIHR has 

been that we want fewer companies that apply but the ones that do apply also 

provide sufficient information to make a fair and thorough evaluation for the jury. 

Furthermore, the lesson learned is also that the process of applying for the award 

can be just as or more rewarding than winning the award. 

 Getting the attention of companies can be a difficult task. Building a relationship with 

them requires numerous business contacts (both over the telephone and physical 

visits to the companies). This is time consuming yet rewarding in terms of the impact 

gained by the individual company. Different things make it harder to promote this 

agenda and get companies’ attention (e.g. periods of financial crisis when 

companies can have other priorities in terms of time and money). 

 Another difficulty can be to ensure continuous funding over time for such an 

initiative. The importance of continuity cannot be stressed too much, since it is only 

over time that such an award has any impact in the labour market. The MIA Award 

is entirely externally funded, so the DIHR has to raise funds for the project every 

year. This is time consuming, and the institute has not found a sustainable economic 

source of funding for the initiative yet. So far the Award has been funded partly by 

the European Commission and partly by the Danish Ministry of Employment. The 

financial crisis has made it difficult for the ministry to keep sustaining the MIA Award. 

This means that further funding is now also necessary. 

  

h) Person to contact in order to request further information 

Signe Hinz Andersen  

Project manager at the Danish Institute for Human Rights 

sha@humanrights.dk 

mailto:sha@humanrights.dk
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Read more about the award at the homepage www.miaaward.info. You can also access the MIA 

Award presentation for introductory meetings with companies and the MIA Award application form 

by using the URL: http://www.equineteurope.org/491316.html. 

2. Further good practice examples from Portugal, Malta and France 

‘Equality is quality’ award, Portugal (GOD: gender) 

The Portuguese Commission for Equality in Labour and Employment (CITE) has handed out 
the “Equality is Quality” award since 2000. In 2008 the award became a common cause of 
CITE and the Commission for Citizenship and Gender Equality (CIG). In Portugal, the award 
is a prestigious distinction with the strategic aim to fight discrimination on the ground of 
gender and promote equality between men and women in the labour market, professional 
training, as well as the reconciliation between professional life on the one hand, and family 
and personal affairs on the other hand. 

Since 2000, the “Equality is Quality” award has been given to 45 companies. Due to the large and 
ever increasing number of applications the CIG and the CITE have designed two types of 
distinction: the “Equality is Quality Award” and the “Honourable Mention”. This hierarchy was 
designed to reach a larger number of participants and at the same time differentiate the best from 
the good practice companies. The award-giving ceremony is a special event engaging the 
government, representatives of all relevant public and private entities, but also social media. 

This initiative has been evaluated by several follow-up studies with the applicants. Findings 
showed that the initiatives implemented by the winning companies are sustainable and that most of 
the applicants that did not receive the award make efforts to correct their weaknesses and reapply. 

The key lessons learned by CIG and CITE were, among other things, that the success of the 
initiative could be measured according to the following aspects: visibility, increasing participation 
by companies, advertising, and the rise of awareness of labour rights among employees.  

These are some of the challenges encountered by the CIG and the CITE when implementing this 
initiative: 

 Facing the challenges of male-dominating working cultures within companies; 

 Tackling the lack of reconciliation between professional and personal areas of life 
due to the traditional division in gender stereotypes between “male productivity” and 
“female reproduction” (birth and child education); 

 The financial crisis that prevents companies from investing time, money and effort in 
gender issues; 

 The lack of awareness within some companies of the importance to promote 
equality as a competitive tool.   

Resources required:  

 Staff: two technical personnel and a project coordinator working full time at CIG (all 
of them with at least high-school level qualifications), in addition to the working time 
of the Evaluation Committee which is also coordinated by CIG and CITE 
(Portuguese Commission for Equality in Labour and Employment) and integrates 
members from all the relevant public and private organizations in the area; 

 Budget allocated to project and the costs of services: 10.000€.  

http://www.miaaward.info/
http://www.equineteurope.org/491316.html
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Person to contact in order to request further information:  

João Paiva 

Email: joao.paiva@cig.gov.pt 

Read more about the award at www.cig.gov.pt (only in Portuguese). 

 Equality Mark, Malta (GOD: Gender) 

The National Commission for the Promotion of Equality (NCPE) in Malta has been awarding 
since July 2010 the Equality Mark certificate to organizations that demonstrate a 
commitment towards best practices in the area of gender equality. The Equality Mark 
certification is awarded to companies that make gender equality one of their values and 
whose management is based on the recognition and promotion of the potential of all 
employees irrespective of their gender and caring responsibilities.  

The Equality Mark is part of a larger four year programme entitled “Unlocking the Female Potential” 
and funded by the European Social Fund (ESF) programme. 

The overall objective of this project is increasing the female employment rate by providing indirect 
incentives for work. As outlined in national policy documents and the European Union’s Lisbon 
objectives, this is necessary for the economic competitiveness of Member States and for a 
sustainable welfare state. NCPE has gained considerable exposure through this initiative with the 
general public but most importantly with employers. The aim is to create a point of reference that 
HR managers can access in order to decrease discrimination in their practices proactively. They 
can do this by offering informal advice on mainstreaming equality before policies are introduced or 
an issue escalates to discrimination and claims of harassment.  

The certification process starts when an organisation applies formally to the NCPE and submits 
documents attesting their eligibility for the Equality Mark. These documents are then assessed 
and, if necessary, improved through feedback. When recommendations are taken up the submitted 
documents are verified by the Equality Mark Promoter on a visit to the organisation’s facilities. The 
whole process is completely confidential so as to encourage organisations to apply even if the 
Mark is not granted at the end of the process. 

The final decision will be taken through the vote of the Evaluation Committee that will also 
formulate any recommendations to the employer if it deems there are issues which need to be 
addressed prior to being eligible to be certified with the Equality Mark. Finally, the Equality Mark is 
awarded to the selected companies at a bi-annual award ceremony.  

One of the benefits for companies that get the Equality Mark is that they are able to use the 
Equality Mark logo on all outgoing correspondence including recruitment advertising and press 
releases for a period of two years. Additionally, certified organisations are promoted locally such 
that their practices are showcased as a standard for other employers to emulate and for job 
seekers to look for.  

The result of the initiative is that within a year of the launch of the Equality Mark 24 organisations 
have been certified out of 27 organisations that have been brought before the committee. In that 
regard the success factor is that all companies interested can be lifted to comply with the criteria 
of the mark. More than 11.000 employees (6.66% of the Maltese labour force) are now working 
under certified Gender Equal conditions, and 92 persons were trained by the NCPE as Equality 
Representatives within their companies. The training is also an element that has ensured success 
and sustainability within the certified organisations.  

A difficulty encountered is that small organisations with considerably less HR capacity were at a 

mailto:joao.paiva@cig.gov.pt
http://www.cig.gov.pt/
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disadvantage to formalise and prepare the documentation required, and this is an important factor 
when most enterprises in Malta (and elsewhere) are small-businesses. It was also noticed that in 
many organisations, especially those with few employees, measures were available but these were 
set on an informal manner of communication and application. These measures had to be 
formalised in policies and distributed through acknowledged channels to all staff allowing equal 
access to Family Friendly Measures and other initiatives. 

Sustainability is another difficulty facing the initiative. Therefore, further funding is now being 
sought, or the initiative will have to be absorbed in other activities of the NCPE.  

Person to contact in order to request further information: 

Therese Spiteri (ESF 3.47 Project Leader) 

Email: equality@gov.mt 

Tel.: +356 2590 3850 

Additional information 

Relevant guidelines and forms developed for the setting of the initiative: 

 Principles of the Equality Mark; 

 PPT Equality Representatives Training; 

 Application Form with document checklist; 

 Terms of Reference of Equality Mark Committee; 

 Guidelines of usage for the Equality Mark Logo. 

Website (with all relevant additional information) 
NCPE (www.equality.gov.mt) 

Equality Mark 
(https://secure2.gov.mt/socialpolicy/socprot/equal_opp/equality/projects/unlocking.aspx)  

Good practice handbook, France (GOD: 18) 

Every year since 2007 the French High Commission against Discrimination and for Equality 
(HALDE)1 has published a guide or handbook with the good equality and anti-discrimination 
practice of the 250 largest private companies in France. This good practice guide covers all 
the 18 grounds of discrimination mentioned in the French law2. The guide is entitled 
“Preventing discrimination and promoting equal opportunities: company responses to the 
HALDE” 

HALDE and a task force of specialists and HR managers from a number of large companies 
committed to preventing discrimination designed a questionnaire which is sent every year to the 
250 largest French companies. 

The questionnaire responses provide useful insight into the way these companies tackle 
discrimination and are a tool for recording and monitoring initiatives implemented by these 
companies. Information gathered in the questionnaire is also used to identify and disseminate 

                                                 
1
 Formerly HALDE, now known as “Le Défenseur des droits” (The Defender of Rights) 

2
 The 18 grounds of discrimination are: age, gender, origin, family/marital status, way of life, genetic characteristics, 

actual or assumed belonging to an ethnic group, nation or race, physical appearance, disability, health condition, 
pregnancy, surname, political opinion, religious beliefs, and trade union activity. 

mailto:equality@gov.mt
http://www.equality.gov.mt/
https://secure2.gov.mt/socialpolicy/socprot/equal_opp/equality/projects/unlocking.aspx
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good practices and knowledge about how other companies could develop similar initiatives. 

The questionnaire answers are analyzed and published on an annual basis in the guide 
“Preventing discrimination and promoting equal opportunities: company responses to the HALDE” 
(also online). 

The HALDE ensures commitment and involvement of the companies by both publishing the names 
of respondent companies and the names of the non-respondent, thereby mentioning and flagging 
best practice companies in the guide/handbook.  

Among others, the success criteria mentioned by HALDE include a high commitment on the part 
of the companies. Currently between 60% and 70% of companies participate in the initiative and 
complete the questionnaire. Another success factor is the “transferability” of this concept, as 
making a best practice guide can be used for other sectors too, such as small and medium-sized 
businesses, employment intermediaries and regional authorities.  

One difficulty faced is the decreasing number of constant respondents since 2009. To overcome 
this challenge, a review of the yearly frequency is being considered.  

A key lesson learned is that the involvement of stakeholders from the beginning is crucial to the 
success of such an initiative, as well as the involvement of high-level decision-makers in the 
companies involved. Another lesson learned is that the best practice initiatives emanate from the 
companies themselves. 

Resources required: 2 employees (one project manager and one trainee work on this initiative for 
a fulltime basis 4 months per year). 

For further information contact:  

Levesque Clémence 

Email : clemence.levesque@defenserurdesdroits.fr  

For the 5th guide from May 2011 that is published online (in French only), go to 
http://www.halde.fr/IMG/pdf/Des_pratiques_pour_l_egalite_des_chances-
_Que_repondent_les_entreprises_a_la_HALDE.pdf. 

 

mailto:clemence.levesque@defenserurdesdroits.fr
http://www.halde.fr/IMG/pdf/Des_pratiques_pour_l_egalite_des_chances-_Que_repondent_les_entreprises_a_la_HALDE.pdf
http://www.halde.fr/IMG/pdf/Des_pratiques_pour_l_egalite_des_chances-_Que_repondent_les_entreprises_a_la_HALDE.pdf
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II. Capacity building and training 

 

1. DIHR – Diversity Training 

 

a) Grounds of discrimination covered by the initiative: Gender, Age, Race and Ethnicity, Religion, 

Sexual orientation, Disability. 

DIHR engaged in Diversity Training as part of a broad focus on ensuring non-discrimination on the 

Danish labour market. Feedback received from companies involved in projects related to the 

promotion of equal treatment highlighted the difficulties that these companies experienced in 

handling diversity in their everyday practice. For this reason, the DIHR decided to deliver Diversity 

Training. In other words, the concrete step from having an intention of becoming and maintaining a 

diverse and inclusive workplace to actually doing it in practice has been the driving force behind 

DIHR’s initiative.  

The diversity training offered by DIHR is so far mainly targeted at all kinds of managers entrusted 

with personnel responsibilities. The Danish diversity training is based on the tool box called “The 

Wheel of Diversity” (also developed by the DIHR). It contains 42 concrete hands-on tools for 

managers on how to recruit, retain and employ a diverse workforce.  

The rationale behind all of these tools is the idea that in order to make diversity an asset for a 

company, it must first ensure that it does not discriminate against its employees – consciously or 

unconsciously.  

Delivering diversity training to managers implies working on the mindset of training participants. 

Every individual has prejudices and stereotypes on which he or she behaves, and part of the 

training focuses on raising awareness of one’s own unconscious biases, so a person can choose 

how to react to them when confronted with a diverse workforce.  

Diversity training takes the mechanisms of anti-discrimination to a very concrete level where the 

principles of anti-discrimination and equal treatment are translated into everyday practice at a 

workplace. This translation of the anti-discrimination principles is key to really making an impact 

and concretely changing workplaces’ discriminating practices.  

The method is time consuming and has a limited reach in comparison to a public awareness 

raising campaign. However, real changes and results in terms of removing discriminatory practices 

are reached through such training sessions. 

  

b) Overview of the project elements – how to? 

i. Develop broad and general Diversity Training material and tools, and educate a diversity 

trainer 

ii. Have a highly participative planning phase with the organisations to be trained in diversity. 

First of all an assessment of needs should be undertaken, then training objectives should 

be set up to tailor the training. 2-4 hours workshop concept can be employed for this 
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purpose. Contextualizing the Diversity Training is crucial to get the participants motivated 

and engaged in the training. 

Key elements of a Diversity Training: 

iii. Information and education on rights, discrimination legislation and mechanisms to promote 

equality and diversity. 

iv. Knowledge and methods to prevent discrimination and ensure equal opportunities for all 

applicants and employees in all aspects of employment. 

v. Training in the use of tools and methods for diversity management and changing of 

practices and habits in recruitment, retention and employment of a diverse workforce.  

vi. Develop participants' understanding of diversity and equal treatment. 

vii. Personal development of the individual manager - development of skills to manage and 

lead employees’ differences, increased awareness, self-reflection and self-awareness of 

the individual leader. 

viii. Knowledge about diversity-related topics – potentials and challenges. 

 

c) Resources required – what resources do you need? 

i. Staff: 

 It took one year for one DIHR employee to develop all the training material and test 

it in a pilot project involving different types of Danish companies.  

 To conduct a diversity training, one diversity trainer is required. The time needed for 

preparation depends on the experience of the diversity trainer. An experienced 

diversity trainer needs around two days of preparation for one day of training. 

Otherwise, one day of individually tailored training can take from 1 to 3 weeks of 

preparation.  

ii. Finances 

 The actual training: The preparation time of the Diversity Trainer. If the training 

material is developed and the trainer experienced, 1-2 days of preparation for 1 day 

of training is needed. If the tools, presentations etc. have to be made, preparation 

time can be 1-4 weeks for each training day.  

 If the training is held at the venue of the participants, the organization that has 

requested the training can pay for the training facilities and what comes with this in 

terms of food and drinks. If the training is hosted by the NEB, all facilities and 

provisioning can be paid by the NEB or be covered by a fee paid by each 

participant.  

 

d) Parties and stakeholders involved – with whom? 

i. Preparation and development of training:  
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 Ideally the NEB develops the training material together with a group of both public 

and private, small, medium sized and large companies. The training material and 

tools should be tested as they are developed.  

ii. The training itself:  

 It is preferable to have one anti-discrimination and diversity expert as one of the 

trainers, and then have an expert on the topic of the training day to supplement with 

good practice from his or her own experience. Our experience also shows that, in 

general, managers tend to listen to and be persuaded more by fellow managers 

than by experts without management experience. As a result, the ideal combination 

is one discrimination and inclusion expert, and one expert manager teaching 

together.  

There can be different relevant target groups for the Diversity Training in a given company, and 

different variations and designs of diversity training. DIHR has been involved in training the 

following target groups: 

 Training Managers  

 Training of trainers as a way of reaching more people 

 Training HR and recruitment personnel 

 Training of employees with and without customer/citizen contact  

Outside the labour market: 

 Training of volunteers at NGOs (increasing diversity amongst volunteers)  

 Teachers at technical schools (for 15-18 year olds) 

Regardless of the target group, the basis and content of the training remain the same. Yet the 

challenge is to employ a good facilitator because a diversity training requires a good facilitator as it 

can be difficult to work with peoples’ perspective on diversity and to convince them to do things 

differently. 

 

e) Planning time required – how much time do you need? 

Among all the DIHR initiatives, the Diversity Training is the most flexible one as it can be tailor-

made to a specific need. Diversity training can consist of a couple of hours on a specific topic or up 

to a week session either spread over a year or all at once. The tailoring of the initiative is 

necessary to meet the needs of the training participants.  

A pre-tailored program could be as follows:  

 1 day of introduction workshop to the topic and identification of needs, strengths and 

weaknesses in order to tailor the rest of the training.  

 1 day of training in diverse recruitment 

 1 day of training in retention of diversity 
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 1 day of training in employing diversity  

To ensure that participants do not lose focus of the topic between the different training sessions, it 

is advised to deliver days of training at a maximum frequency of once a month. 

 

f) Monitoring and evaluation of the initiative 

DIHR has evaluated the training sessions by asking for feedback from the participants. Thanks to 

this feedback, necessary adjustments in tools and training presentations have been made for 

future trainings. Lessons learned have been drawn in order to share experience internally between 

different diversity trainers at DIHR, ensuring the continuous development of the diversity trainers. 

One of the diversity training projects funded by the Danish Ministry of Integration resulted in a 

Human Resource Manual on Diversity and a report on Diversity Training as a concept (only 

available in Danish). 

 

g) Conclusion and lessons learned: 

i. Success factors 

 Set up concrete goals for the output of the training for each participant of the 

Diversity Training as this will enable the measuring of the impact of the training. A 

lesson learned is that the achievement of the goals can be a long process. For 

instance, a concrete goal can be to increase the number of employees with an 

ethnic minority background, and it can easily take years before the company hires 

new staff – especially during a financial crisis. However, a follow-up spread over 

long time spans is crucial to see the real effect of Diversity Training.  

 Another lesson learned to achieve success with the diversity training is that 

managers are offered the support they need to involve their employees in their 

goals. Having the employees and the rest of the organisation focusing on diversity 

issues makes it much easier for the managers to maintain the motivation on working 

with diversity in everyday practice as well as when things get busy and hard.  

 Contextualizing the Diversity Training is crucial to get the participants motivated and 

engaged in the training.  

 The Diversity Trainers must be able to handle resistance among training participants 

on the issues of Diversity and Inclusion. 

ii. Challenges encountered 

 It can be difficult to ensure sustainability around the Diversity Training in a company. 

Therefore, a lesson drawn revealed that the presence of a HR person at Diversity 

Trainings is useful to ensure mainstreaming of the lessons learned or cascaded 

throughout the rest of the organisation.  

 Taking a consultancy-based approach to Diversity Training makes it complicated for 

NEBs to follow up on a given training if it is now a part of the agreement. It is 
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therefore recommended to design the training including follow-up activities 

scheduled over time.  

 Another challenge for Diversity Training as an initiative is to communicate the results 

and output to a broader audience than the workplaces involved. It can be difficult for 

Diversity Trainers to find the time and financial resources to draw key lessons 

learned on a more general level to inspire other companies. So again, this should be 

thoroughly thought through in a project, especially if the Diversity Training is going to 

be sponsored by a donor.  

 

h) Person to contact in order to request further information: 

Signe Hinz Andersen  

Project manager at the Danish Institute for Human Rights 

sha@humanrights.dk  

The manual for Diversity Management and Diversity Training for Human Resources is currently 

available only in Danish, yet may be translated in the future. Further information about DIHR’s 

Diversity training is also still only in Danish at the homepages: www.mangfoldighed.dk and 

www.miapris.dk. 

 

2. Diversity Training, Belgium 

 

a) Grounds of discrimination covered by the initiative: Origin (nationality, ethnicity), Gender, 

Disability. 

i. Overview 

Article 54 of the management contract3 of the National Employment Office for Belgium 

(RVA/ONEM4) stipulates that further attention should be given to diversity by offering equal 

opportunities both in the selection procedures as in the contacts with its public based on gender, 

foreign nationality and/or ethnicity, and disability.  

Bearing this in mind, the Centre for Equal Opportunities and Opposition to Racism (CEOOR) was 

contacted by the RVA in 2010 with a request to set up a diversity training with a focus on 

intercultural communication for its employees. The main objective was to better equip their agents 

in their contacts with a divers public in order to enable a high quality of service for their clientele 

and an improvement of agents’ working conditions. In other words, attention would be placed on 

internal as well as external diversity.  

                                                 
3
 Contract that regulates the equal opportunities within the RVA for men and women, people with a foreign nationality or 

origin and disabled people in selection procedures and at work. 
4
 RVA/ONEM:  National Employment Office for Belgium, for more info you can consult their website at 

http://www.rva.be/frames/Frameset.aspx?Path=D_UK/&Items=1&Language=UK 

mailto:sha@humanrights.dk
http://www.mangfoldighed.dk/
http://www.miapris.dk/
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RVA is a large institution with employment offices all over Belgium. Initially the offices of 5 main 

cities were involved (i.e. Charleroi, Liège, Brussels, Antwerp and Ghent). On one hand it was 

emphasized that the contents of the project should be comparable in the given cities, but on the 

other hand the specific identity and context of each city and employment office was to be 

respected. 

ii. Target group 

The project was originally destined for agents in contact with the public in the 5 aforementioned 

cities. 32 groups (approximately 400 employees) were scheduled for a mandatory two day training.  

In a second stage the management will also be required to attend the training. The contents of the 

managerial training will be based on the gathered information, the recommendations and the 

evaluations made by trainers and agents of the 32 groups during the training process. A main 

objective is to encourage both the agents and the management to analyse the organisational 

culture and the current professional practices bearing in mind the organisation’s goals with respect 

to diversity. 

 

b) Overview of the project elements – how to? 

The project started in 2010 and will continue through 2012. 

i. Meeting with the people responsible for the training of the RVA-training centre; 

ii. Conception and proposals regarding the procedure; 

iii. Meeting of higher level managers and vice-managers; 

iv. Meeting with the heads of department; 

v. Organisation of focus groups. In each city a number of agents from the various services 

that will receive the training were brought together in focus groups. The main objective was 

to grasp the needs and expectations of the different services and participants and get a feel 

for the daily realities of the employees and their employment office; 

vi. Presentation of a training plan to the Board of Directors and approval; 

vii. Organisation of the training sessions. Each group will receive a two-day training. Analyses 

of typical situations and practices and the search for hand-on solutions play a key role in 

the training.  Two trainers of the CEOOR are usually present; one to give the training and a 

second person to take notes of suggestions, structural problems or other relevant remarks 

made during the training process. After each group these remarks will be included in an 

evaluation (using the model of Ardoino5) to serve as a source for a general evaluation; 

viii. Evaluation of information and suggestions of each group and general evaluation to be used 

in the training of the management; 

ix. Conception of a training plan for the management; 

                                                 
5
 An evaluation using this model presupposes asking questions aimed at gathering feedback on multiples levels, 

corresponding to the “levels of observations and analysis of the socio-educational reality” developed by J. Ardoino. You 
can find more information about Ardoino’s model in Les niveaux d’observation et d’analyse de la réalité socio-éducative - 
La grille d’Ardoino by Dominique Grootaers, available at http://www.meta-educ.be/textes/ardoino.pdf (French only).  

http://www.meta-educ.be/textes/ardoino.pdf
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x. Organisation of the training sessions for the management; 

xi. General evaluation and counselling of the management with regard to the implementation 

of essential aspects and strategies in order to enhance and retain both internal and external 

diversity within the organization. 

The CEOOR prioritises training interventions that offer a space for exchange and reflection, a 

space to conceive ideas and tools that enable participants to reinvest in their work environment 

with a new energy and a broadened view. The various practices and habits within the organisation 

are examined from the viewpoint of the participants. Relations and interactions between the 

employees and the public, between individuals and groups, between the respective groups within 

the organisation and between the groups and the organisation itself are examined with a view to 

conceive tools and strategies to effectively deal with the situations encountered. This requires the 

participants to thoroughly analyse their own practices as well as their working environment and the 

culture of the organisation.  In such an approach the cooperation and communication with the 

upper management is required to ensure that possibilities which are conceived during the training 

get a proper return. 

 

c) Resources required – what resources do you need? 

i. Staff:  

 As this is a rather large project involving substantial preparation, the complete 

training team of the CEOOR is involved (10 trainers). 

ii. Finances:  

 The total costs for this project amount to approximately 36.000 Euros. This amount 

includes all the preliminary meetings, the intakes, preparations, reports, evaluations, 

debriefings, transportation and the training sessions). 

 

d) Parties and stakeholders involved – with whom? 

i. P&O: the diversity cell of the Federal Public Service (SPF) « Personnel and Organization ». 

P&O sets out to encourage the set up of diversity plans in all federal services. To this 

means a diversity charter was designed and financial encouragements are offered. 

ii. RVA/ONEM 

iii. CEOOR: not only the training department of the Centre is involved in this project. When 

dealing with the managerial trainings, the legal department will certainly be consulted and 

involved as well as the study group within the CEOOR that concentrates on employment 

related issues. 

 

e) Planning time required – how much time do you need? 

The project is spread out over a period of 3 years. 



 

 

 

 

 

 

 

 22 

i. Preliminary meetings: end 2010 + 1st semester of 2011 

ii. Meetings with management, meetings with focus groups: 2nd semester of 2011 

iii. Training of agents: 2nd semester of 2011 through 1st semester 2012 

iv. Training of managers: 2nd semester 2012 

v. Final evaluation and coaching: 2nd semester 2012 

 

f) Monitoring and evaluation of the initiative 

The process is still ongoing. Evaluations are undertaken at different stages: 

i. After meetings with the management 

ii. After meetings with focus groups 

iii. After each training session using Ardoino’s evaluation-tool 

iv. After the training of all the agents is completed 

v. After the training of the management 

 

g) Conclusion and lessons learned: 

i. Success factors 

 According to CEOOR this particular training should be considered as a best practice 

since it involves the entire organization. It is a coordinated action, covering 

employment offices of the 5 large cities, taking the specific character of each city 

into account. Both the agents as well as the decision makers are mobilized and 

included in the training sessions, thus covering  the various levels and their 

responsibilities within the RVA; 

 The fact that the agents, who deal with diversity on a daily basis, are encouraged to 

analyse their practices and their organization and to offer suggestions to enhance 

diversity within the organization. Additionally the fact that the decision makers are 

willing to “listen to and learn from” the ideas of the employees dealing with diversity 

within their professional context on a daily basis; 

 The fact that both internal and external diversity are included in the reflections and 

the training; 

h) Person to contact in order to request further information: 

 Marie-Pierre Despret: marie-pierre.despret@cntr.be 

 

mailto:marie-pierre.despret@cntr.be
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III. Employers’ network facilitating the exchange of good practices 

 

1. DIHR – Diversity Lab 

 

a) Grounds of discrimination covered by the initiative: Gender, Age, Race and Ethnicity, Religion, 

Sexual orientation, Disability.  

Diversity Lab is an initiative that facilitates a network of 10-15 companies through different “labs” 

where network members exchange experience and get input on new ways of working with anti-

discrimination and diversity.  

The establishment and facilitation of exchange of experience and good practice in a network of 

companies gives NEBs the opportunity to work towards ensuring that the anti-discrimination 

legislation (all 6 grounds of discrimination) is turned into everyday practice at a number of 

workplaces.  

The Diversity Lab concept facilitates learning and exchange of experience in an inspiring, visual 

and creative setting. The lab-setting and atmosphere convey the feeling to companies that it is an 

experiment they can learn from. In this setting, it decreases the fear of doing mistakes and learning 

from them. At each lab concrete tools on how to implement a concrete issue of diversity are 

handed out to be tested by the companies in the project. The Labs also include Diversity Training 

where managers are working with their personal perspective on diversity issues and unconscious 

biases. This project gives in-depth impact for a few workplaces that can then inspire others to work 

more on diversity and equal treatment.  

Getting companies to learn from each other is (at least in Denmark) a good way to implement the 

perspective of anti-discrimination and diversity. If the NEB is preaching companies, they will not 

listen as much as they would to other companies doing equality and diversity work. Therefore, in a 

project like Diversity Lab, NEBs can use best practice companies and other business experts to 

communicate the message of anti-discrimination. 

 

b) Overview of the project elements – how to? 

i. 10-15 companies should be recruited to enter into the Diversity Lab network project for a 

year. Preferably the companies should be around the same size and can be from the same 

sector. Experience has also shown that very different companies can easily inspire each 

other to think about their diversity challenges in new ways. Each company should commit to 

the project with 3 people:  

 A representative from the top management, to ensure focus and priority to the 

project from the top of the organisation. 

 A person from HR to make sure the learning from the project is mainstreamed into 

the rest of the organisation.  
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 A manager with personnel responsibility whose department will function as a pilot 

department for the rest of the organisation during the project. 

ii. Individual workshops should be made with minimum 3 people from each participating 

company in order to map their potentials, needs and goals for the recruitment, retention and 

employment of diversity in their company. 

iii. Diversity Lab 1: the companies are now introduced, exchange of experience is facilitated 

and concrete tools are offered by the DIHR Diversity Training to take back and practice with 

them for the next Lab (see more about Diversity Training in Chapter II, p. 15).  

iv. Diversity Lab 2: this lab should be similar to Lab 1, yet a new theme should be employed 

for the Diversity training. Ideally, there should be at least 1 month between the labs in order 

to give managers time to put the diversity management tool in practice.  

v. Diversity Lab 3: DIHR organised a study tour to London where the companies were divided 

into small groups that visited 3-4 different British companies during a day to see and hear 

about their diversity and inclusion work. The second day, all Danish companies were then 

gathered at a conference facility to exchange experience from their visits and work on their 

own challenges. A keynote speaker can also be invited to give the companies a final input.  

vi. A visual dialogue consultant should participate in each Lab. “Minutes” from each Lab can 

be drawn on a big wall poster which is then printed and distributed to the participants. Each 

participating company can then put the poster in their offices and inform the other 

employees about the Lab and the project by using the drawings and minutes from the 

poster.  

vii. A final conference can be held for the companies to present their final results of working 

with the different Diversity themes. At this conference other interested companies that did 

not participate in the Diversity Lab project can be invited to listen to the learning and 

findings of the companies in the Diversity Lab network.  

 

c) Resources required – what resources do you need? 

i. Staff: one full time employee and one student assistant for one year. 

ii. Finances: the costs of services of the Diversity Lab project were 64.000 Euros in 2010 

(costs can be reduced if companies participating in the study tour are asked to co-finance 

the expenses).  

 

d) Parties and stakeholders involved – with whom? 

i. The Diversity Lab concept was developed with staff from DIHR and an external innovation 

expert. It is recommended to cooperate with external experts also during the labs in order 
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for the NEB not to seem like the only source of knowledge in this field. It is particularly 

useful to involve other leading businesses to inspire the participating companies.  

ii. A key partner in the Diversity Lab project has been the consultant company Bigger Picture. 

They deliver the visual dialogue tools and processes that are also key elements to the 

success and sustainability of the Diversity Lab project.  

 

e) Planning time required – how much time do you need? 

These 3 Diversity Lab projects have all had a one year project cycle. It takes time to prepare the 

project, get companies involved in the network and conduct the different labs.   

 

f) Monitoring and evaluation of the initiative 

The companies involved in the network have evaluated the project after each Lab, and at the end 

of the project. These evaluations have been taken into account each year when planning the next 

Diversity Lab.  

 

g) Conclusion and lessons learned: 

i. Success factors 

 It has been crucial for the success of the initiative that companies’ top management 

personnel have been committed and involved in the process. “Namedropping” of big 

well known companies attending the Diversity Lab network has been of great 

importance to recruiting other big companies and determining their top-management 

representatives to get involved.  

 Another success factor is the transferability of this concept to other sectors and 

levels of business. The Facilitated Network and Lab concepts can also be useful for 

dealing with a variety of sectors (public and private), as well as for bringing together 

actors from the same line of business (e.g. 15 municipalities). 

 As mentioned in point 5) above, the cooperation with the external consultant on 

visual dialogue tools and processes was a key element in the success and 

sustainability of the Diversity Trainings given at the different labs. 

 Inspiration from other countries that are further ahead in the work on diversity and 

equality is very inspiring and motivating for the companies that participate in the 

network, so the London study tour is also a key factor to the success of the Diversity 

Lab concept.  

ii. Challenges encountered 

 A major difficulty encountered each time the project was being prepared was the 

recruiting of companies. Good convincing skills and a lot of effort are needed to 

determine companies to spend time and staff resources on a project like this. Time 

is money for all workplaces, and it has increasingly become more and more difficult 
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to get new companies (especially the “not already convinced” ones) to spend time 

and resources on such a project.  

 In order for the network of companies to be sustainable after the project period, it 

needs to be facilitated, or the responsibility for the network must be given to the 

companies. This should ensure the continuous exchange of experience between the 

companies over time.  

 

h) Person to contact in order to request further information: 

Signe Hinz Andersen  

Project manager at the Danish Institute for Human Rights 

sha@humanrights.dk 

More information about the initiative can be found on www.diversitylab.info  

 

2. Further good practice examples from the United Kingdom 

The Equality Exchange Network, UK (GOD: all) 

a) Grounds of discrimination covered by the initiative (grounds covered by The Equality Act 

2010): age, disability, gender, race, religion and belief, pregnancy and maternity, marriage and 

civil partnership, sexual orientation and gender reassignment. 

The Equality Exchange Network is a forum dedicated to the exchange of ideas and advice for 

employers, service providers, trainers and consultants committed to achieving equality in the 

workplace and in service provision. The network covers Wales. 

Members of the network receive regular mailings to keep them informed about latest developments 

in equality and human rights issues. They are invited to take part in regular events and 

conferences across Wales which include legal updates and examples of effective practice. At 

these events, members have the opportunity to network and learn from each other. 

The Network was developed to foster and nurture relationships with predominantly public 

authorities, and provides an opportunity for organisations to work together and with the EHRC on 

advancing equality and human rights. The EHRC facilitates the exchange of effective practice. 

The Network currently has 140 members, including all local authorities and all health boards in 

Wales. As a result, the EHRC is able to help members to share effective practice, and is able to 

ensure that public authorities are informed about developments in equality and human rights. 

 

b) Overview of the project elements – how to? 

Network members are sent e-newsletters on a regular basis to facilitate the sharing of information 

and to provide updates on equality and human rights issues. 

The EHRC also arranges regular events across Wales, as well as an annual conference. Each 

mailto:sha@humanrights.dk
http://www.diversitylab.info/
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series of events are held in South, North and West Wales, so that they are easy to access. The 

events usually comprise presentations from the EHRC, group work to debate the presentations 

and share effective practice, and presentations from other organisations which highlight new ideas 

and initiatives. The annual conference is held in mid Wales and attracts speakers from across the 

UK and abroad. The EHRC also facilitates workshops for organisations to share their experiences. 

The conference aims to inspire equality and human resources practitioners, and gives members an 

opportunity to network and learn from each other. 

 

c) Resources required – what resources do you need? 

i. Staff:  

 1 full time person to coordinate the network and the events; 

 Additional staff to attend the events and the annual conference;  

Events take place up to three times a year in three locations for each series (this means 9 days in 

total). The EHRC usually takes 2 members of staff to events in addition to the Network Support 

Officer. The annual conference requires a full day and approximately six staff members to help run 

it. 

ii. Finances:  

In addition to staff time, a budget of approximately £20.000 (around 25.000 Euros) is allocated. 

 

d) Parties and stakeholders involved – with whom? 

 Welsh Government 

 Assembly sponsored non-departmental government bodies 

 Fire Service 

 Ambulance Service 

 Further education colleges 

 Health boards 

 NHS Centre for Equality and Human Rights 

 Higher education institutions 

 Equality Challenge Unit 

 Inspectorates and regulators 

 Local authorities 

 Welsh Local Government Association 

 Non-devolved non-department government bodies based in Wales (e.g. DVLA, 

Companies House, UK Border Agency, Office for National Statistics) 
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 Police, including the National Policing Improvement Agency 

 Prisons 

 Private sector companies, such as utility companies 

 Solicitors 

 Voluntary sector organisations  

 Welsh Council for Voluntary Action 

 Trade Unions 

These stakeholders are involved as members of the network. The EHRC invited them to join the 

network by researching the organisations and contacting the relevant people directly by phone and 

by email. The EHRC also keeps records of which organisations it has contacted and the 

communications it has sent. 

 

e) Planning time required – how much time do you need? 

Estimation: 

 Research time: 2 months; 

 Implementation: 1 month. 

 

f) Monitoring and evaluation of the initiative 

The EHRC reviews membership of the network and monitors gaps in coverage (geographic or 

sectoral) on a regular basis – at least once every two months. 

The EHRC also reviews other elements annually towards the end of the calendar year, so that it is 

able to communicate any policy changes widely before the beginning of the financial year in April. 

For example, this year, it reviewed whether to charge organisations to be a member of the network 

and decided, in light of the current economic climate and the implementation of new equality 

legislation, that it would be inappropriate. 

All members are encouraged to attend the regional events and annual lecture. These events are 

evaluated against objectives set by each individual member. Members are also asked to identify 

an action point for change and the EHRC monitors the outcomes of these after the event. The 

EHRC believes it is important to listen to its membership so members are also given the 

opportunity to suggest themes for future events or partnership working opportunities.  

 

g) Conclusion and lessons learned: 

i. Success factors 

 The role of the Network Co-ordinator is one of facilitation and bringing people 

together; it requires someone who is persuasive, approachable and available to 
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members. The co-ordinator needs to be able to persuade organisations to join the 

network and to deliver on its shared agenda. 

 Clear and consistent messages to members via email help to convey key 

information in a timely and targeted way.  

 The EHRC does not “spam” members – it is important that members feel that when 

they receive an email it will contain helpful information which will assist them in their 

job role.  

 Conference speakers are chosen carefully, with a view to inspiring members for the 

year ahead as well as informing them.  

ii. Challenges encountered 

 Members requested online forums to be able to exchange information, but the 

EHRC’s website is unable to support this facility. 

h) Person to contact in order to request further information: 

Sue Dye: sue.dye@equalityhumanrights.com 

More information about the initiative can be found on 

http://www.equalityhumanrights.com/wales/equality-exchange-network/ 

 
 

mailto:sue.dye@equalityhumanrights.com
http://www.equalityhumanrights.com/wales/equality-exchange-network/
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