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Good equality practice adds value to your business.

These stories and more will go onto our new information hub for employers and
service providers in Northern Ireland.

You can learn from other organisations just like yours what worked for them, or
you can ask a question or email us: whatever you do, we’re here to help you find
what works for you and your business.

Visit the hub now and get started – www.equalityni.org
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Foreword    

Evelyn Collins, CBE
Chief Executive Equality
Commission for Northern Ireland.

Our work in the Commission is all about people – including employees, potential
employees and customers or clients.

We thank all of the organisations who so freely provided information on their equality
work for this publication – showing not only the positive outcomes but also something
about the journey and the challenges along the way. We hope that, by sharing the
experiences of employers implementing equality and good relations initiatives, others
will be inspired to follow suit.

You will see from these organisations’ stories that equality is not an abstract legal
concept, but a relevant, practical, guiding principle for the way an organisation is run.
Equality is relevant regardless of the size of your organisation and what sector you
operate in, so we’ve included employers and service providers of all sizes and across
all sectors.

Some of these employers have changed the direction of their businesses, changing
their policies, their procedures and increasing the diversity of their workforces. These
are the organisations that have made a conscious decision to build equality in as a
business principle. These are the organisations that are going beyond complying with
the law, into the sphere of excellence and good practice.

Our aim with this publication is to show that your organisation, as well as your
customers and employees, will reap the benefits of equality of opportunity and a fair
and productive workplace. It can help you make the most of available talent, as well as
giving you a reputation as a great organisation to work for and do business with.

I hope you agree that these stories bring equality of opportunity and good relations to
life and that you can see the relevance of these best practice examples to your
organisation.

I also hope that you will contact the Commission for advice and assistance on
providing equality of opportunity and that in due course you will share your own
experiences on our website. We are committed to supporting organisations in moving
beyond compliance into the realm of good practice.

Evelyn Collins, CBE
Chief Executive, 
Equality Commission for Northern Ireland



We believe that helping employers promote and
encourage good equal opportunities practice is
as important as enforcing the equality law. 

We provide information, advice and training to help employers, trade unions,
service providers, voluntary and community organisations and others. 

Our guidance covers topics like employment, equal pay, and the provision of
goods, facilities and services. The employer training programme runs
throughout the year and covers the full range of equality areas requested by
employers. You can access the employer training programme and
publications from our website www.equalityni.org.

We recognise that employer needs differ across sectors and businesses – so
we tailor our services to meet employers’ varying needs. For instance
• We operate an enquiry line staffed by dedicated and professionally trained
staff. This advice service is free and confidential so that your particular
circumstances and issues may be considered.

• We run employer seminars on a variety of themes, some of these tailored
for small and medium size employers. 

• We work in partnership with other organisations, such as the Labour
Relations Agency, to deliver employer training and joint newsletters
covering developments in employment and equality law.

how can we help you?
Welcome
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• We provide advice and information to public authorities on their public
sector duties, including S75 and S49A, i.e. the production of equality
schemes and disability action plans.

• We organise regional and sectoral employer networks to enable
employers to work with the Commission and other employers to address
common issues, challenges or opportunities.

• We offer employers one to one support to assist with the development and
review of employment policies and procedures. We have a range of
template policies which employers may adapt to suit their own
requirements.

• We provide advice on completing employer statutory requirements to
monitor and regularly review workforce composition and practices.

Our aim is to help employers share their good practice and so encourage
other employers to promote equality in their own particular circumstances.
We are pleased to work with organisations wishing to do this. 

{ }The Commission’s Advice and Compliance Division dealt with 3,025 general
enquiries from employers and service providers in the year ended 31 March
2013.  A further 16,433 enquiries dealt with related to employers’ compliance
work, an increase of 8% on last year’s figures.  Contact us on 028 90 500 600.
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According to the most recent census just over one in five people in Northern
Ireland (21%) report having a long term health problem or disability which limits
their day to day activities. Smart organisations cannot afford to overlook the
potential of people with disabilities as customers or employees.

Todd’s Leap is an adventure centre
that encourages users to go beyond
their boundaries. “For us,” says owner
Ben O’Hanlon, “there are no excuses
and there are no limits.” 

That challenge extends to everyone
and, as a result, more and more
people with disabilities have been
flocking to the County Tyrone based
centre to push themselves beyond
their comfort zones. 

“One of my favourite highlights was
the first group of wheelchair users we
had on a visit. It was an absolute ball -
everyone enjoyed it and I still
remember the feeling of elation
afterwards when it had been such a
success,” said Ben. 

Todd’s Leap was opened in 1989 and
started by offering off-road driving
experiences to visitors. It originally
had two vehicles. Today it has a team
of 86 employees, comprising full and
part time staff, volunteers and sub
contractors.  It now provides a whole
range of different activities including a

drop zone, clay pigeon shooting and
rodeo bull riding. 

Ben has also introduced blindfolded
driving lessons. This was inspired by a
woman with a visual impairment who
asked him to help her complete one of
his off-road driving courses. 

“There are no Ps and Qs here,” said
Ben, “We’re all about helping people
to get out of their comfort zone and to
test themselves – and that applies just
as much to people with disabilities as
those who have none. We are a lot
more interested in what people can do
than what they can’t!

People often regard us as an
adventure centre – in fact we are
much more than that. Our product is
the experience that we offer – and
that’s something you simply can’t
replicate. Coming here is a liberating
experience and one we can all enjoy.” 

From the outset, people with
disabilities have been involved in both
working at the centre and advising on

There are no excuses
and there are no limits.{ }

TODD’S LEAP: 

GREAT CHALLENGES FOR EVERYONE1
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developments to existing services. Ben has special praise for Rhonda Richardson,
who runs a disability group in Armagh, and his own neighbour Marie Lynch, both of
whom have advised on the suitability of facilities for those with disabilities.  “When a
new conference centre was built on site, people with disabilities were involved in the
design, ensuring it far exceeded legal requirements.”

A few examples of other work carried out include rearranging office space for an
employee with limited hearing to optimise acoustics and providing a hearing loop
system; reconfiguring the computer system to enable a person with a medical
condition to work from home when required and organising disability awareness
training for all staff. 

“We aim to do it right and the best way to do that is to ask people with disabilities,”
says Ben. 

His advice for other businesses is simple: “There is not a big cost in getting your
premises right for people with disabilities - it is more about changing your mindset
and once you do that, everything falls into place.”

We aim to do it right and the best way to
do that is to ask people with disabilities.{ }

Disability legislation in Northern Ireland requires service providers to anticipate
the needs of potential clients. The Commission has free advice and expertise to
offer employers to help them meet their legal responsibilities.  Staff training on
dealing with issues affecting disabled people, keeping abreast of changes in
disability discrimination law and advice tailored to your circumstances are all
available from Advice and Compliance 028 90 500 600 or edtraining@equalityni.org
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Bookmakers Ladbrokes are currently
refurbishing and adapting their outlets
across Northern Ireland to ensure
access for people with disabilities. 

Ramps have been fitted to premises
where level access is not available for
wheelchair users and a push pad and
bell installed at wheelchair height at
the entrances. 

Inside, low level tables are installed
stocked with betting slips, pencils, and
sports papers whilst part of the main
counters are lowered to make it easier
for wheelchair users to access staff.
Where shops have toilets they are
made fully accessible. 

The initiative was carried out as part of
the company’s response to the
settlement of a complaint made via
the Equality Commission by a
customer who uses a wheelchair.  The
case was settled before it went to
court, with Ladbrokes taking the
opportunity to improve access across
their growing chain of shops.

The law governing disabled people’s right to access goods, facilities and services
came into force nearly 20 years ago, yet in the year ended 31 March 2013, the
Equality Commission had 200 legal enquiries about disability discrimination, by far
the most common area of complaint. We are happy to work with employers and
service providers to help you comply with the law and improve your business.

Eddie Mc Mullan, Ladbroke’s Security
and Safety Investigator, said:  “Another
key factor resulting in this
refurbishment initiative was the
expansion of our business, which
resulted in our acquisition of another
chain of bookmaker shops in Northern
Ireland. Many of these shops needed
refurbishment, so we introduced a
rolling programme of improvements
designed to increase accessibility for
people with disabilities. 

Modern bookmakers are a far cry from
the simple and primitive outfits of 20
years or so ago. Today they set out to
provide a comfortable and welcoming
environment for their customers, to
make visits to their outlets an
enjoyable experience. Getting things
right for people with disabilities is an
important part of that process.

Eddie notes that: “This all makes
perfect sense to us. People with
disabilities, including physical
disabilities, comprise a significant
proportion of the population. They

{ }

2LADBROKES:

ENABLING DISABLED CUSTOMERS

From a business perspective you cannot afford to ignore
the needs of such a significant proportion of customers.



have a right to be able to access
retail outlets of any kind, and from a
business perspective you cannot
afford to ignore the needs of such a
significant proportion of our
potential customers. 

It is, however, quite difficult work
which can be expensive because not
all shops are easy to provide with
street level access for people with
physical disabilities. Our policies,
therefore, are designed to ensure
that we have at least one outlet
which is fully accessible in every
town. 

But the company’s commitment
goes beyond ensuring that the
premises are accessible. Staff are
all trained on Ladbroke’s disability
policies and on how best they can
help their disabled customers. The
policies and guidelines are all built
into their computer systems so that
they can be accessed at any time.”

Eddie added: “There have been challenges in this process but our staff have
responded well and our customers are very happy with what has been happening. It’s
important that other retailers also make their premises more accessible. These are
challenging times economically and, even putting aside the legal obligations to provide
access, businesses cannot afford not to cater for such a large proportion of the
population. Also, it is not as expensive as some people might think.” 

Our customers are very happy
with what has been happening.{ }

In many cases, changes to services and even to premises can be achieved
with forethought and care. The Commission offers help and advice for
employers and service providers on what you need to consider to comply with
the law and improve your business.
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The Driver and Vehicle Agency (DVA)
initially carried out an equality impact
assessment on its driver test policies
under its Section 75 statutory equality
duty. The purpose of this assessment
was to identify equality impacts which
were likely to occur as a result of
implementing their policies. One of the
impacts identified was the difficulty for
Muslim women of having a male
examiner conduct their driving test.

Allowing people the right to select the
gender of their examiner wasn’t a
feasible option for the DVA. Instead the
Agency came up with an alternative
which was to allow anyone taking the
test to nominate a family member,
friend or their driving instructor to sit
in the back of the car whilst they are
taking their test. 

It is an option that is proving incredibly
popular, with a large number of
candidates deciding to be
accompanied during their driving test. 

Chief Driving Examiner Brian Morrison
explained: “We ask the companion to

Everyone benefits when discrimination is eliminated. Sometimes a policy
introduced to address the needs of one equality group is enthusiastically taken up
much more widely by other service users.  Widening access to services has
brought unexpected dividends for this employer.

We’ve had extremely
good feedback.{ }

sit quietly in the back of the car and
not interfere with the test.  Sometimes
if a candidate is nervous and failed the
test, they don’t fully take in all
feedback.  Their companion can really
help in this regard, taking a careful
note of what is said to help prepare for
their next test. 

There are also advantages where a
candidate’s English is not very strong.  
A friend can help translate and ensure
they understand the process and the
feedback.”

An initial problem was that the DVA
found it difficult to persuade
instructors to participate in the
scheme.  This was resolved by the
Agency working with driving
instructors setting out the benefits for
them and their pupils.  At the same
time the Agency also stopped
publishing the test routes on DVA’s
website.  This approach encouraged
instructors to participate whilst also
giving them the opportunity to see at
first hand the types of routes being
used.

3DRIVER AND VEHICLE AGENCY: 

“EVERYONE HAS A FAIR CHANCE OF GETTING TO DRIVE”
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Brian added: “We’re delighted with the way this policy is bedding in.  We introduced it
as part of the Equality Impact Assessment and are finding that people regardless of
age, gender or religious background are taking advantage of it.  We’ve had extremely
good feedback on it.” 

There is also a written theory test that aspiring drivers must complete and the
Agency has introduced a series of measures to ensure that candidates whose first
language is not English are not disadvantaged. 

Using new software, candidates can choose to have their theory test questions read
in a choice of 20 languages.  Candidates can answer the questions in their chosen
language.   DVA has also taken into account candidates who advise the Agency that
they have learning difficulties.  In exceptional circumstances, the Agency has
conducted the theory test in the candidate’s home.  For candidates who advise the
Agency they have hearing difficulties, the services of the DVA are available in sign
languages. 

Ian Murphy, who is responsible for the service, said: “We try to make sure that
everyone has a fair chance of getting to drive.”  Brian Morrison went on to say: 
“In terms of driving, cars can be modified in so many different ways. There is
tremendous scope for so many people 
to get mobile.” 
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Human Resources Manager Michael
Smyth describes the GRAHAM Group
as “one of Northern Ireland’s oldest
businesses, with a rich culture and
history.” 

Michael went on to say that GRAHAM
Group’s commitment to diversity and
fairness in the workplace is helping it
to win a succession of major contracts
right across the UK - proof that good
equality practice is also good for the
bottom line. 

In the past 10 years GRAHAM has
established itself as a national
contractor and now employs around
1,500 people across the UK and
Ireland. 

“A key challenge for the business as it
has grown has been to ensure that its
core culture, which is exemplified by a
focus on people, loyalty and hard work,
is ingrained throughout the
organisation. 

GRAHAM’s work in England, Scotland
and Wales has taken it into areas

”Construction should be an exciting vocation that’s as diverse as the projects it
produces, and as supportive as the foundations it lays.”1

Public sector contracts simply don’t get awarded to
companies which do not demonstrate best practice.{ }

GRAHAM GROUP: 

BUILDING A STRONG WORKFORCE4
where there is an incredibly diverse
workforce. To win public sector work,
it is imperative to have the right
approach to equality issues.”

Michael added: “In terms of public
procurement, you’re simply not going
to get the work unless you have good
equality policies.  That in itself is a
good reason to have an equality plan.
We want our business to be the best,
and to achieve that we need to attract
the best people for the job.”

Michael Smyth was responsible for
developing the company’s Employment
Equality Plan which was formally
launched in 2010. 

He said: “We met all our targets with
the success of the Northern Ireland
affirmative action plan, so we were
able to take all that learning in order
to develop our National Equality Plan.”

GRAHAM set clear actions to improve
its approach to equality which
included:

1 Women in Technology and Science (WITS) website
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• Auditing existing employment policies and practice against relevant equality
legislation

• Developing and implementing an affirmative and positive action plan to enable
greater representation of underrepresented groups in the workforce

• Implementing a structured programme of training and awareness-raising across the
organisation at all levels. 

Michael explains: “We have moved beyond compliance with equality law and are now
on the cutting edge; we are part of a pilot scheme run by ‘Construction Skills’ called
Be FaIR (Fairness, Inclusion, Respect) and are formally developing managers through
equality courses run by the Institute of Leadership and Management.

As part of the Be FaIR pilot programme there’s also a lot of work going on with poster
campaigns and presentations on site in order to ensure that every worker understands
the issues and their individual responsibilities towards equality and diversity.  Each
pilot site also has an equality champion – so that anyone with concerns has someone
they can go and see.”

Michael added: “There is now a significant focus within the industry to ensure that
sub-contractors are also embracing equality legislation. The only way to really embed
equality within the industry is to ensure that everyone in the supply chain makes it
work, and that is certainly what we expect from our suppliers.

We will not be resting on our laurels.  We plan to review the equality plan and to set
new, stretching targets to keep the company at the forefront of equality practice.”

We want our business to be the best, and to achieve
what we need to attract the best people for the job.{ }

The Commission works with employers such as GRAHAM Group to develop
integrated equality strategies which are led by the business motives of the
organisation and its need to be competitive in an increasingly tight market.

      

Katy Walsh drives a 32-tonne
gritter for Graham Highway
Management Maintenance.
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The Department of Justice was
established on 12 April 2010 - eleven
days later it produced its statement on
diversity.  

“Proof,” says Karen Pearson, Head of
Personnel and Office Services, “of just
how seriously the Department takes
these issues.”

The Department drives equality issues
in two ways: through its diversity
steering group which reports to the
Department’s Board, and is
responsible for the Department’s
Strategy, and through a series of staff
groups.

“It’s a two pronged approach which
involves senior management and also
people power from staff,” says Karen. 

The Department currently has four
staff networks covering carers,
disability, black and ethnic minorities
and lesbian, gay, bisexual and
transgendered people (LGBT). Each of
these groups has a role in advising the
Department in relation to the
development of its own employment

policies and in relation to the external
social policy priorities of the
Department; for example, the LGBT
group was recently consulted on hate
crime policy developments. 

The networks are facilitated by
departmental staff and address
themes identified by their members.
As well as generating issues
themselves they are also used by the
Department as sounding boards on key
policy areas and priorities. Their
deliberations are regularly reported to
the diversity steering group.

“There are real business benefits to be
gained from these networks,” Karen
says, “The ability to consult staff who
have knowledge and experience of
policy impacts is a significant asset for
the Department.”

She said that the Department is happy
for any member of staff, gay or
straight, to join the LGBT network. “I’m
Chair and it doesn’t matter whether I
am a member of the LGBT community
or straight,” she said. “The point is
that by getting involved you help to

With an increasing diversity not only in the population but also in the
workforce, some employers are encouraging staff to form networks in which
they can engage on issues specific to the different equality groups.

DEPARTMENT OF JUSTICE: 

USING DIVERSITY FOR INSIGHT AND UNDERSTANDING5
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There are real business benefits to be gained
from these networks...The ability to consult staff
who have knowledge and experience of policy
impacts is a significant asset for the Department.
{ }

create the right atmosphere to
encourage others to come forward.
We’re now at a point where our group
has a majority of gay members, and if
they decided at some future point that
they want the group exclusively for
members of the LGBT community,
then that would be absolutely fine.” 

“There are also members of staff who
are not “out” but they are interested in
what we do and find comfort in the fact
that we exist.” 

Karen says that one of the most
powerful ways in which the networks
can help staff is through providing
information. 

Recently the carers’ group produced a
guide for carers on support
organisations across Northern Ireland.
This proved so popular that the
disability group researched and
produced its own guide, and the LGBT
group has just published one for staff.

These guides were produced for
internal use but are now much sought
after by external organisations.

The Department also regularly
introduces staff to groups from
different cultures: recent examples
have included the Chinese Welfare
Association and Traveller groups. 

Karen concluded: “There is a natural
affinity between the Justice
Department and diversity issues – and
I’m very proud indeed of our record.”

Commission staff can work with you to
inform staff and management about
developments in equality law, best
practice or specific issues such as
recruitment or redundancy.  

Contact Frances Nugent at
fnugent@equalityni.org or on
028 90 500 600 to log your interest.

Karen Pearson and Justice
Minister David Ford at an event
to launch the Department’s
LGBT guide.
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Using health services can be a real
challenge for people of different
nationalities and from different
cultures. 

For example, there may be issues of
language, religion and diet that need
to be catered for.  When people are ill
these problems can become
compounded. 

That is why health trusts across
Northern Ireland have collaborated to
produce the Multi Cultural and Beliefs
Handbook.  This comprehensive
resource is regularly updated by the
Southern Health and Social Care
Trust in collaboration with equality
leads from health and social care
trusts and black and minority ethnic
communities, including Travellers. 

It is an essential tool for front line
staff who can use it to ensure that all
patients are sensitively catered for in
a dignified manner that addresses
their culture and belief systems. 

RACE, FAITH AND CULTURE: 

HEALTH AND SOCIAL CARE TRUSTS’ FAITH HANDBOOK

“Staff ensuring that the modesty of patients and clients is protected, ‘respecting
cultural diversity’ is one of the standards of the DHSSPS publication ‘Improving
the Patient and Client Experience’.”

It includes advice on the spiritual needs
and practices of patients together with
any dietary or modesty requirements. 

The handbook is complemented by an
interpreting service which is managed
by the Belfast Trust on behalf of all
health and social care organisations. 

Lynda Gordon of the Southern Trust
added: “This is such an important
service for those who require language
assistance as it overcomes the language
barrier and ensures equality of access
to health and social care for everyone. 
It is very difficult both for staff and
patients where there are language
barriers.  Through the use of trained
interpreters people can properly
understand each other, which is an
essential adjunct to good patient care. 
It is critical that health and social care
practitioners fully understand
symptoms, for example, and that
patients are able to express any
concerns that they have and fully
understand the answers that are given.

6
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The Southern Health and Social Care Trust is the biggest user of this service, given
the numbers of migrant workers who have chosen to live and work in the Trust’s
geographical area.”

Lynda said: “It is also encouraging that the Trust is employing growing numbers of
migrant workers amongst its workforce.” 

Overall the two schemes, working in tandem, have ensured that the trusts offer a
very high standard of care to all patients. Staff’s understanding of the needs of
patients from different backgrounds and different faiths has increased and that too
ensures everyone is treated with dignity and respect in line with the patient/client
standards. 

It also reduces the risk of complaints from patients who have not been treated with
the sensitivity they require because of linguistic difficulties or as a result of
misunderstanding of religious practices, dietary requirements or beliefs. 

Lynda explained that the on-going challenge for the trusts is to build on this
resource to ensure that it reflects emergent trends in the population profile.

We also see the handbook in the context
of advancing human rights for everyone.{ }

Public authorities such as the trusts have statutory duties under Section 75
of the Northern Ireland Act to pay due regard to the need to promote equality
of opportunity across 9 equality groups and to pay regard to the desirability
of promoting good relations across 3 equality groups.  Our job is to promote,
advise and enforce on all these aspects and we have a dedicated section of
our website on public bodies’ S75 duties.

Southern Health and Social Care
Trust Equality Assurance Unit:
Christine White, Lynda Gordon
and Michelle Tate.
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In 1993 Ulster Carpets had a
predominately Protestant workforce
and at that time, with the help of the
Equality Commission, the company
started on an affirmative action
programme to increase Roman
Catholic representation in the
company’s applicants for
employment. 

Personnel Director Caroline Whiteside
explained: “We felt it was important for
two reasons: we wanted to address
Roman Catholic under-representation
because it is right to do so, but in
addition, if we aspire to be the best, we
have to recruit from the widest pool of
talented candidates.” 

The company embarked on a number
of measures as part of its affirmative
action programme. An outreach
programme was developed for local
schools to promote the company and
the employment opportunities that it
offered. Recruitment and selection
procedures were reviewed and
monitored. Exit interviews were
introduced and carried out with all
staff who left employment, enabling
the business to identify and resolve
any potential problems. 

Statements were included in job
adverts to indicate that applications
from the Roman Catholic community
were especially welcome. In addition
the range of publications used to
advertise vacancies was widened to
ensure that the largest possible pool
of candidates from both communities
was reached. Training was also
introduced on equal opportunities and
equality awareness to all staff. 

“As a result the number of Roman
Catholics currently applying for
vacancies with Ulster Carpets is at the
level which would be expected. 
  
Ulster Carpets now has a better
balance to its workforce and a strong
reputation as an employer of choice
for members of all communities.” 

Caroline added: “We are very pleased
with the progress that we have made
and we are also extremely proud of
our workforce who have done so much
to contribute to our success.”

ULSTER CARPETS

AFFIRMATIVE ACTION7
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Secretary of State Owen Patterson, Prime
Minister David Cameron, MP, and MEP Jim
Nicholson visit the Ulster Carpets factory.
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The South West College was formed
from the merger of three separate
colleges at Omagh, East Tyrone and
Fermanagh in 2007. At that time,
retirement packages were offered as
part of the merger, and as a result
largely of the age profile, a
disproportionately greater number of
Protestant managers opted for
retirement.  

At that stage the College embarked on
an affirmative action programme
which aimed to ensure Protestant
applicants were applying in the
proportions that would be expected. 

The College adopted a similar
approach to Ulster Carpets, putting in
place an affirmative action programme
which included a welcoming statement
being placed in all job advertisements
in respect of members of the
Protestant community and an

SOUTH WEST COLLEGE 

outreach programme to schools
offering placements, and to both
university undergraduates and
unemployed graduates offering
internships. Human Resources
Manager Eimear Rushe said: “The
issue of equality and the actions we
are taking in support of it is a standing
item on all our staffing committee
meetings and it is a matter that the
College takes extremely seriously. 

The College also engages positively
with local politicians and seeks their
advice on various aspects of the
affirmative action measures
proposed.”



An analysis of the initial recruitment
campaigns for Waterways Ireland
indicated a lower Protestant applicant
rate than would have been expected so
Waterways Ireland began working with
the Equality Commission and developed
an Affirmative Action Programme.
As part of this Programme, Waterways
Ireland has been developing links with
schools and organisations serving the
Protestant community’s to make them
more aware of the organisation and the
specific roles it carries out.  

WATERWAYS IRELAND

Libby Armstrong, Head of Human
Resources explained: “We are really
committed to this outreach programme.
We are developing a good working
relationship with our local MLAs and
make sure that they are aware of
vacancies when they do arise. We have
also met with Orange Order
representatives, who have visited our
premises, the Fermanagh Ulster Scots
Empowerment group, local church groups
and other organisations such as Young
Farmers.  These interactions increase the
Protestant communities’ awareness of
Waterways Ireland’s purpose, career
opportunities and our ongoing
commitment to equality and fairness.”



NORTHERN IRELAND HOUSING EXECUTIVE: 

UNDERSTANDING HOUSING NEEDS

The PSNI reported that there were 246 homophobic incidents in the year ended 31
March 2013, a rise of 46 (23%) from the previous year.  There were 149 homophobic
crimes last year, up 24% from 120 in 2011-12.  

It really has helped us better understand
and therefore respond to housing needs. { }

bisexual does not itself represent a
housing need. However other people’s
reaction to the sexual orientation of
individuals can play a role in
precipitating a housing need and
potentially a housing crisis.” 

The advocacy officer role was set up in
June 2010 and aimed to identify the
needs of the LGB&T community and
then to improve links with the police,
Belfast City Council and the Housing
Executive. To ensure that this was
carried out effectively and that the
needs of the LGB&T community were
thoroughly understood, the worker
was based within the Rainbow Project,
a voluntary sector organisation which
exists to promote the mental and
physical health and well-being of gay
and bisexual men. 

Linda added: “This partnership was
important and we have been delighted
at the progress that has been made.” 

As a result, awareness raising events
have been held and the Housing
Executive has been able to position

8

Homophobic hate crime is a serious
issue in Northern Ireland. According to
the most recent available research one
fifth of gay people have fallen victim to
hate crime and 64% of these incidents
are not reported to the police. 

Problems for gay and bisexual people
also relate to housing and
accommodation and they include
eviction, unrecognised co-habitation
and succession rights and
discrimination both from landlords
and neighbours. 

In order to help combat this, the
Northern Ireland Housing Executive
has appointed an advocacy worker,
who is jointly funded by the Police
Service of Northern Ireland and
Belfast City Council, to work with the
Lesbian, Gay, Bisexual and
Transgendered  (LGBT) communities. 

Linda Hutchinson from the Housing
Executive’s Community Cohesion Unit
explained: “Lesbian, gay, and bisexual
people often face prejudice in their
everyday lives. Being lesbian, gay or
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itself with the LGB&T community as a welcoming organisation which wants to engage
more with both individuals and groups. 

Sexual Orientation Awareness Training has been delivered to Housing Executive staff
and a guide made available to support staff working with LGB&T clients. Significant
progress has also been made in providing temporary Housing Executive
accommodation and support for victims of hate crimes.

Linda said: “The benefits to us have been significant. It really has helped us better
understand and therefore respond to housing needs. Within the community people do
need to know about our services such as help to repair property after a hate incident,
providing temporary accommodation and the advice we can give on general housing
problems. It also helps us to create an environment which encourages community
cohesion and prevents harassment. 

We are also sending out a clear message that the Housing Executive will not tolerate
hate crime in any form – our vision is to ensure that housing plays its part in creating
a peaceful, inclusive, prosperous and fair society.”

Being lesbian, gay or bisexual does
not itself represent a housing need.
However other people’s reaction to
the sexual orientation of individuals
can play a role in precipitating a
housing need.
{ }The Commission’s latest equality

awareness research showed that
more than a quarter (27%) of people
in Northern Ireland would mind
having a lesbian, gay or bisexual
neighbour. It also showed that
almost one third (30%) believed that
sometimes there is good reason to
be prejudiced against certain
groups. To read more about society’s
attitudes to certain groups, visit
www.doyoumeanme.org

Linda Hutchinson with
Harriet Long, LGBT
Advocate.
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SCHLUMBERGER: 

AIMING FOR GENDER BALANCE ON A GLOBAL BASIS

Just 5% of the students enrolling on university level Engineering and Technology
courses in 2010-11 were female.  UK-wide, 76% of women qualified in science,
engineering and technology subjects do not take up careers in those fields. 
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Schlumberger, the world’s leading
oilfield services provider, has launched
a scholarship programme in
conjunction with Queen’s University
Belfast to encourage more women to
take up engineering. 

Schlumberger, which has a
manufacturing plant in
Newtownabbey, is targeting female
students currently studying for A
Levels. 

Every year they choose a candidate who
goes on to take a degree in Mechanical
Engineering at Queen’s University. The
successful applicant is offered
internships both at Newtownabbey and
possibly Schlumberger sites overseas
and will receive up to £10,000. 

Scholarship Champion Brenda Bennett
said: “As a company we are committed
to growing diversity in our workplace
because we view this as a key to our
future success. 

9
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Engineering is traditionally a male-dominated profession and companies that have a
predominantly male workforce are missing out on a lot of potential talent.  Schlumberger
is aiming for gender balance on a global basis.

Not enough women are currently taking up engineering as a career and by attracting
them to do so we are increasing our chances of getting excellent young professionals into
our organisation.  Engineering jobs are well paid and represent an excellent career
opportunity. The scholarship package is generous, and the opportunity for internship in a
major international company is very exciting and so we are very confident this programme
will be a success.

Everyone works out as a winner: the successful candidate, Queen’s University and
Schlumberger.” 

Brenda added: “Schlumberger has figured in The Times ‘Top 50 Places Where Women
Want to Work’ for three consecutive years.  Improving diversity and specifically gender
balance will continue to be a key focus for years to come. We employ approximately
115,000 people, representing over 140 nationalities and working in approximately 85
countries.”

We view diversity as a key
to our future success.{ }

Everyone works out as a winner{ }
The under-representation of women in scientific
and technical jobs is not simply a gender
equality issue; it is a broader economic issue
that has huge consequences for our future
prosperity and growth. Making organisations
more attractive and accessible to women will
help address skills shortages in the STEM
sector by increasing the pool of talent available
to employers. As part of its ‘Fair Share’ initiative,
the Commission is making women’s
participation in STEM subjects a priority.

We are working with employers, providing
support and guidance on how to develop their
own STEM strategies.



HEALTH AND SOCIAL CARE TRUSTS’ STAFF TRAINING INITIATIVE

UNDERSTANDING PREJUDICE

In health and social care, it’s particularly crucial to recognise that people, whether
patients, clients or staff, have different requirements. Sensitivity and a willingness to
respond to individual needs can achieve much in improving the patient experience.

Northern Ireland’s health and social
care trusts have collaborated to
produce a series of innovative e-
learning tools in order to train all their
staff on diversity issues. 

The very latest module is about
ensuring that members of the black
and minority ethnic communities,
including Travellers and migrant
workers, are treated with dignity and
respect. 

This current project is being led by
Lynda Gordon, Head of the Equality
Assurance Unit in the Southern Health
and Social Care Trust. She said: “Our
communities are increasingly diverse,
as indeed are our staff. We want to use
this tool as part of a process of
encouraging both staff and service
users to challenge traditional
practices and make change where
appropriate. It is the latest in a suite of
modules which address a range of
diversity issues.” 

The project is driven by a working
group which includes representatives
from health and social care
organisations as well as
representatives from Diversity in
Action NI (DIANI) and Artsekta. 

The group has also been liaising with
representatives from black and
minority ethnic groups and Traveller
and migrant worker communities in
order to ensure that their views are
reflected at the design stage. 

The programme is now the sixth in a
series of modules for staff.  Those
already completed deal with:

• Exploring Fairness
• Understanding Prejudice
• Dealing with Difference
• Making Difference Work
• Disability Awareness
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10



A valuable part of the induction
process for new staff.{ }

Each of these modules lasts around 45
minutes and is designed to be engaging for
users and interactive with lively and
attractive graphics. There are a number 
of video clips in different clinical or
administrative settings to illustrate learning
points and to increase understanding of
diversity.

The video clips have been designed so that
they can be viewed by staff during downtime
from their other duties, and the course can
be picked up again at any time from the
same place where the user left off. 

Lynda feels: “It is a dynamic and exciting way of helping to ensure that all staff
understand the issues, with each participant’s learning and understanding assessed
at the completion of each module. The programme is also now a valuable part of the
induction process for new staff. 

The modules are designed to be useful and accessible to all staff from those involved
in the commissioning, planning and delivery of frontline services and support services
to auxiliary staff, clerical staff, nurses, social workers and social care staff, as well as
senior managers, doctors and consultants.”

Ermelinda Montejo, Theatre Staff
Nurse, Altnagelvin Hospital.
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People with disabilities, including
physical, learning and mental health
disabilities, make up 21%2 of the
population of Northern Ireland, and so
arts organisations which do not have
equal access for them are missing out
on artists, administrators and
audiences. 

That’s why the Arts and Disability
Equality Charter was developed as a
management tool that enables arts
organisations to measure
achievements to date and develop easy
to use disability equality plans. 

The Charter is the result of
collaboration between three groups,
Adapt NI, the Arts & Disability Forum
and Open Arts, and is co-ordinated by
Brenda Kent. 

The new Charter 24-point framework
was launched in 2012 and to date
more than a dozen arts organisations
across Northern Ireland have adopted

2 NISRA 2011 Northern Ireland Census Data

61% of people in Northern Ireland go to cultural events such as concerts, live
theatre or exhibitions. A venue that caters for everyone will attract and keep the
widest possible range of customers. Best practice includes involving disabled people
in planning and designing services as well as making them accessible to all.

it. For the first time ever, some groups
are recording the use of arts services
by disabled people so there will soon
be a benchmark and a means of
measuring progress. The groups are
also sharing best practice. 

Brenda said: “Ensuring equal access
for all is really important to any arts
organisation that wants to retain and
grow audiences. As people grow older
and develop disabilities, they will
simply stop going to arts venues that
cannot cater for them. Making sure
that your venue is still attractive to, for
example, people who are hard of
hearing, partially sighted or with
physical disabilities, makes good
business sense. We should always
remember that many of these issues
gradually develop over time as we age
and we don’t want to lose audiences
just because they are becoming hard
of hearing, for example.

ARTS AND DISABILITY EQUALITY CHARTER: 

RETAINING AND GROWING AUDIENCES11
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It is also good news for people with disabilities, access to the arts makes people less
isolated and as more disabled people use arts venues the greater will be public
acceptance and understanding.”

Brenda cites the Strule Arts Centre in Omagh as a great example of an organisation
that really grasps the benefits of the Charter. It now has someone with a disability on
its management board and has worked with people with hearing loss and the Royal
National Institute for the Blind to improve their experiences of the Centre. It is also
doing personalised follow-up emails and calls to a sample of people who book
wheelchair places or use the infrared head sets to evaluate the experience of these
audience members. 

She said: “This is beyond ‘anticipating needs’, it is putting disabled people at the
centre of deciding how to make services accessible.

Organisations that have signed up to the Charter are also looking at their employment
policies, procedures and practices to examine ways in which they can better promote
equality of opportunity for disabled applicants and employees.

There’s also the issue of ensuring that people with disabilities can access marketing
materials more readily. Sometimes this can be a real problem. On-line booking
systems can be difficult for people who are visually impaired and difficulties in booking
on line can force them to book by phone, forcing them to pay an additional
administration fee. 

The Charter is ensuring that this and other issues are addressed and that, as a result,
arts venues retain and grow audiences.”

This is beyond ‘anticipating needs’, it is putting disabled people
at the centre of deciding how to make services accessible.{ }

Research commissioned by the Equality Commission has
identified difficulties experienced by disabled people in
accessing services across Northern Ireland. “We will be
working with service providers to reduce or eliminate these
difficulties” advised Commission CEO Evelyn Collins.
{ }
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The United Nations Convention on the
Rights of People with Disabilities imposes
a duty on the Government in terms of
accessibility (article 9), living
independently and being included in the
community (article 19) and participation in
cultural life, recreation, leisure and sport
(article 30). The Commission is jointly
responsible for promoting the standards
of the Convention and reporting on gaps in
provision for disabled people. We
recommend the involvement of disabled
people in planning services they will use
and can advise on ways of securing their
participation.
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THE FIVE EDUCATION AND LIBRARY BOARDS/STAFF 
COMMISSION FOR EDUCATION AND LIBRARY BOARDS:

EDUCATION FOR ALL - THE PASSPORT TO THE FUTURE

Robust public policy that addresses inequalities in society is based on painstaking
research, data collection and evaluation.  This is how the five Education and Library
Boards/ Staff Commission for Education and Library Boards went about tackling
inequality in education.

Deirdre Vaugh, Commission Secretary,
is of the view that public bodies should
be looking at the promotion of equality
of opportunity and good relations
when they develop and implement
policies and have a duty, through the
implementation of their Equality
Schemes, to do what they can to
combat inequality where they find it.  

Since the introduction of the Section
75 equality duties the five Education
and Library Boards (the boards) and
the Staff Commission for Education
and Library Boards (the Staff
Commission), have worked
collaboratively to achieve these
legislative objectives.  

The Boards and Staff Commission
jointly commenced an audit of
inequalities on the Section 75 groups,
and in particular the priority groups
identified by the Equality Commission
in its ‘Statement of Key Inequalities’.   

The findings of the audit informed
their Equality Action Plan.

12

The Equality Commission’s 2007
document ‘Statement of Key Inequalities’
highlighted inequalities in education,
including 

• Males leaving school tend to be less
qualified than females and are less
likely to progress to higher education;

• There are specific concerns around
outcomes for Protestant working class
boys;

• There are still quite stark differences
in subject choices by gender. For
example 97% of those studying Home
Economics are female, compared with
35% studying economics;

• There are very serious concerns about
the educational attainments of
Traveller children; and

• Children who are in state care are ten
times more likely than school leavers
in general to leave the educational
system with no qualifications at all. 3

Under Section 75 of the Northern Ireland
Act 1998, all public bodies are obliged to
have due regard to the need to promote
equality of opportunity across 9 equality
groups and to have regard to the
desirability of promoting good relations
across 3 groups. 

3 Key Inequalities is currently being updated.



Family Fun Day at Shore Road Centre is part of the YPT project. 'Young People
Together' (YPT) is a partnership project involving Autism NI, Mencap and the
Education and Library Boards and is funded by the Big Lottery Fund as a "Safe &
Well" health and well-being exemplar programme.  

This ground-breaking project focuses on children and young people who cannot
participate in mainstream summer activities due to a range of social, behavioural
and communication difficulties and disabilities.   YPT helps to promote their inclusion
by involving the children and young people in a range of positive, constructive
activities that will build their confidence and self-esteem and help them to engage
more effectively in their education.  Even more importantly every activity is an
opportunity to make new friends and have some summer fun!
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Deirdre explained:  “When we started this work we were already working closely with
the Northern Ireland Council for Ethnic Minorities (NICEM), so we already had insights
and documentation on some of the key issues. 

A key challenge though was the weakness of some of the data available when the
Boards and Staff Commission started the audit.”

Deirdre says: “critical to the success of the audit was combining quantitative and
qualitative data from the Department and the Boards with the observations and
insights of Section 75 consultees and relevant research from the community and
voluntary sectors.”

This ensured that there was a real depth of understanding on how some inequality
issues arose and how they might be overcome. 

The audit identified the themes that needed to be addressed: 

• Supporting improved attendance
• Tackling educational under-achievement
• Supporting improved access
• Promoting inclusion
• Promoting mental health and wellbeing and
• Promoting inclusion and diversity in employment
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As a result of the audit, specific action measures have been drawn up which have
resulted in improved educational outcomes. For example, 40 Traveller children were
below the threshold for school attendance, and after a targeted programme, now 38 of
the young people regularly attend school, significantly improving their life chances. 

Another example is the initiative to establish an Inter-Board LGBT Group to facilitate
the sharing of best practice.  To date the group has:

• In partnership with Rainbow and Gay and Lesbian Youth NI, (GLYNI), incorporated
awareness raising and capacity building of LGBT issues into in-service Youth Worker
training; 

• Developed and profiled four projects to assess and address the needs of young
people who identify as LGBT.  The projects include:

- a youth-led project based approach that explored the needs of all the Section
75 categories;
- a school-based gay/straight anti-bullying alliance which produced a DVD
offering advice to those who may wish to replicate this work;
- delivered a challenging homophobia project and;
- the establishment of a diversity and inclusion team that has built links with
GLYNI and co-facilitates a weekly project.

Deirdre says: “We think this is an excellent example of how a public body has
incorporated its anticipatory duty into the process of public policy making, based upon
authoritative audits designed to identify existing inequalities and ways in which they
can be addressed.”

The Equality Commission has produced guidance for public authorities on
conducting equality audits and can provide advice and guidance to public
authorities on complying with their Section 75 Statutory Duties.  

Real depth of understanding on how some inequality
issues arose and how they might be overcome.{ }
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Susan Miller, Human Resources
Manager at the Belfast Health and
Social Care Trust explains the
operation of its ground-breaking
scheme designed to help people
suffering from mental ill health to
return to work. 

In September 2011 the Trust’s Mental
Health Working Group ring-fenced six
posts within its wider disability
employability initiative for people with
mental health disabilities.  This was
done under the Department of
Employment and Learning’s ‘Workable
Northern Ireland Programme.‘

Eighteen months later, five people
were still in post and the Trust is
delighted with the way the project is
progressing.

Susan said: “I met with all of the new
employees recently and their
enthusiasm was genuinely inspiring.
They are thoroughly enjoying the work
and there is no doubt of the benefits.

It has been well known for quite some
time that getting back into the

Addressing employability and mental health requires the development of positive
working environments and tailored initiatives to support people with mental 
ill-health back into the workplace, building skills, confidence and self esteem.

workplace has enormous benefits for
people suffering from mental ill
health. The Trust has benefitted
greatly as well; because our new staff
have experienced mental ill health
themselves they have empathy for
patients who may be going through
similar experiences, so they add a new
dimension to the care we offer.” 

All staff employed under the scheme
have a mentor whom they can meet
weekly and who can help and support
them if they encounter any challenges. 

Susan added: “The scheme is now
working so well that the Trust plans to
extend it to support services and we
very much hope that other Trusts
across Northern Ireland and
elsewhere will embark on similar
schemes.” 

For the Trust, the scheme is important
in that it challenges the stigma
associated with mental health issues. 

“The realisation that having a mental
health (or physical health) problem
doesn’t rule out normal life including

We had buy-in right from the start and I think that was probably
the most important element in the initiative’s success.{ }

BELFAST HEALTH AND SOCIAL CARE TRUST:

PROMOTING EQUALITY IN EMPLOYMENT FOR
PEOPLE WITH MENTAL HEALTH DISABILITIES13
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work and then seeing people functioning in work is probably the most powerful
challenge to stigma,” says Susan. “From my experience, employers are daunted by the
prospect of managing someone with a mental health problem, not realising that one
in four people at any one time are experiencing some sort of mental health issue so
they probably already are employing current or potential service users.

An additional benefit to the Trust, as the employer, is that by raising awareness of the
issue through a positive mental health promotion such as this scheme, it shows that
people with mental health disabilities are a normal part of any workplace. It also
shows that they can play a very productive role in those workplaces if employers put in
place the necessary policies, practices and procedures required to meet their specific
needs. The benefits to employees are immense.” 

For Susan, the most important message is that people who have mental health issues
should have the opportunity to live the life they choose and, by adopting positive action
measures around disability, the Trust has given people the opportunity to display their
skills and get on with their lives. 

She added: “For us, this was a relatively straightforward process because the Mental
Health Working Group wanted to do it. Indeed they approached us, so we had buy-in
right from the start and I think that was probably the most important element in the
initiative’s success.

We will now be extending the scheme in our Trust and hope that others operate
similar projects. Our experience to date has been excellent. Other organisations in the
private, public and voluntary sectors may also benefit from this kind of project. All that
is required is buy-in and support coupled with the resource to provide mentoring
support.”

Because our new staff have experienced mental ill health themselves
they have empathy for patients who may be going through similar
experiences ... they add a new dimension to the care we offer.
{ }

The Commission’s last equality awareness survey
showed that over a quarter (26%) would mind a little or a
lot having someone with mental ill health as a work
colleague. This is up from 17% in 2008.  The Commission
can help employers develop policies and practices to
ensure that people with mental health issues can fully
contribute to their workplaces.
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Homebase is running a scheme in
conjunction with local community
groups and charities in Northern
Ireland to help young people take their
first steps into the workplace. Many of
these young people will have
disabilities, or have been involved in
the criminal justice system and
experienced difficulties in terms of
education and access to training and
employment. Many of the young
people are not in education,
employment or training and are
struggling to find opportunities to get
their first step in building their
careers. 

To date, the company has taken on 142
placements across its nine stores and,
since then, 30 individuals have been
offered permanent employment. 

Lynsey Gardiner, Human Resources
Business Partner for Northern Ireland,
West Scotland and the North West of
England said: “We’re delighted with

the way the scheme has been working.
We’ve been pleasantly surprised and
very heartened by how well many of
the young people do once they are
given a chance to prove themselves in
a working environment.” 

“Many of the young people find their
way onto placements with Homebase
through a variety of community and
voluntary sector groups such as
Include Youth, Mencap, Springfield
Training, and Bryson Future Skills. A
support worker is assigned to each
young person entering the scheme to
help them on this journey and act as a
point of contact for the business. 

Homebase colleagues have also been
actively engaged with the programme,
helping them understand and support
the corporate responsibility actions of
the company. This has really added to
the success of the scheme.”

HOMEBASE: GIVING YOUNG PEOPLE A CHANCE:

“WE’VE LEARNED A LOT FROM THIS PROCESS”

There are an estimated 46,000 young people not in education, employment or
training in Northern Ireland. The Department for Employment and Learning is
enlisting the help of employers to reduce the barriers to employment. Homebase
and Include Youth linked up at a Commission event for employers to provide an
employability scheme for young people.

14
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Lynsey says that many of the young people have made a very strong impression on
their colleagues whilst working their initial twelve-week placements and have kept in
touch with stores to find out when vacancies arise. 

She said: “We’ve learned a lot from this process about the potential of so many young
people, many of whom have no formal qualifications. Those who do gain jobs have the
opportunity to do NVQs with us so they can also start their journeys towards
qualifications.” 

{ }We’ve been pleasantly surprised and very heartened by how well many of the young
people do once they are given a chance to prove themselves in a working environment.

Homebase and Include Youth met up at a Commission event for employers.
Employability of marginalised groups of people is a focus of some of the ECNI’s
work and the focus of training and seminars. We have an online employability
toolkit for employers. We offer employer networks around Northern Ireland and
we have a free ezine with updates on equality law, training news and services for
employers – subscribe online or email msoult@equalityni.org
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One of the most striking aspects of
public life in Northern Ireland has
traditionally been the low numbers of
women in local government. There
have been several previous local
government initiatives to turn this
around but none has had any really
marked impact on the gender balance.
This was a situation that the Local
Government Staff Commission (LGSC)
was determined to address.

In 2005 there were no female chief
executives and just 125 female
councillors out of a total of 582 across
Northern Ireland. Amongst senior
council management there were just
21 women out of 144 in the top two
tiers of management and 14 out of 26
local authorities had no women in the
top two tiers. 

The LGSC oversees recruitment to
local councils and the Northern
Ireland Housing Executive and
includes in its remit the promotion of
equality and diversity. 

LOCAL GOVERNMENT STAFF COMMISSION FOR NORTHER IRELAND:

PROMOTING SEX EQUALITY IN LOCAL GOVERNMENT

The Commission’s last equality awareness survey showed that 69% of people
surveyed believe that we should have more women in management positions.
The local government sector has 11,650 employees, with a higher proportion of
men (58.4%) than the rest of the public sector. Local government in Northern
Ireland is working hard to redress the gender balance.

Chief Executive Adrian Kerr said:
“There’s no good reason why there
should be such an historical imbalance
in councils. It’s bad for two reasons:
the first is that if there are very low
numbers of female councillors and
managers on a council it means that
the council is not fully reflective of the
community that it represents, and
that’s bad from a policy-making
perspective. 

The second is that all organisations
need to recruit the very best talent and
if an important section of the
population is not getting positions then
organisations are not recruiting from
the widest possible pool of talent. 

That was why the LGSC launched the
‘Women in Councils – making a
difference’ campaign. The objective
was to challenge both councils and
political parties to address gender
imbalances in order to create a local
government sector that better reflects
the community it serves. 

A determined and committed coalition of people
determined to advocate, sponsor and own change.{ }

15



All councils signed up to the Declaration of Principles, as they did to gender equality
plans, but what made the Women in Councils initiative really stand out was the way
that it mobilised commitment. This was achieved by setting up a ground-breaking
network of champions for the project drawn from senior managers of all local
councils, elected members and political parties.” 

Adrian said: “This network proved crucial to the success of the project. All the political
parties were involved as were executives at the highest level in local authorities. What
emerged was a determined and committed coalition of people determined to advocate,
sponsor and own change so that we achieved the desired result.

As the project gathered momentum, councils became signposts for women’s groups, 
and councils and councillors began to offer mentoring opportunities to female equality
champions.“  Adrian noted: “The political parties were all very supportive of this
process and saw the benefits in increasing female representation not just from a
perspective of fairness, but because it also translated into votes. 

Each council had a steering group to further develop the project and support
structures were put in place in order to help identify and overcome barriers to
women’s progress. A programme of community outreach helped to gain wider
understanding, buy-in and support. 

Seven years since the programme was started the results are impressive: there are
now six female chief executives in Northern Ireland with 19 councils having women in
CEO or director posts. The number of female councillors has risen to 137 and there
are now 32 out of 122 women in second tier posts.” 

The Commission worked closely with the LGSC on its Women in
Local Government and more recent diversity initiatives. We can
work with other employers to help develop similar equality
mainstreaming strategies.

Deputy Chief Commissioner, Equality
Commission, Jane Morrice, addressing
an LGSC diversity conference.
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Concentrix is a Belfast based company
providing outsourced customer
services, sales and technical support
to a range of businesses across the
world. 

Much of its work is carried out on
behalf of multi-national businesses
which have a presence in many
countries. This has meant, especially
in recent years, that demand has
grown for it to provide support in
different languages, to deal with phone
calls, emails, and social media. 

Today the company has staff in Belfast
who speak an incredible 31 different
languages, including French, Spanish,
Italian, Mandarin Chinese, Estonian,
Hebrew and Arabic. 

In total, approximately 60% of the
workforce of 700 people does not have
English as their first language. Some
staff are recruited locally, but most re-
locate from all over the world to come
and live and work in Belfast. 

CONCENTRIX CALLING: 

FROM BELFAST AROUND THE WORLD

Our business is all the better for
having such cultural diversity.{

{

}

}

16 
Northern Ireland is getting more diverse. The 2011 census showed almost 80,000
people living here who were born outside the UK and Ireland (4.4%).  In 2001, the
figure was 30,500 (1.8%). 

The challenge for the company has
been to ensure that all staff, coming as
they do from different countries and
cultures, integrate well together and
enjoy the diversity that an international
workforce can bring. As a result the
business has taken a number of steps
to promote equality. 

Concentrix has introduced very clear
policies on equal opportunities, on all
staff treating each other with respect,
and has a code of conduct that
everyone signs up to on induction. This
code outlines the way in which the
company expects employees to conduct
themselves in terms of their interaction
with fellow employees, customers and
suppliers. The company also has a
policy which aims to promote a good
and harmonious working environment
and thereby create a workplace which
is both welcoming to and respectful of
difference amongst employees and
other stakeholders. 

We create a workplace which is both 
welcoming to and respectful of difference.
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In addition, the Concentrix events team organises a series of activities in order to help
staff integrate well, including international food days when staff bring in dishes from
their own country for colleagues to share, team barbeques and other bonding events. 

Human Resources Director Catherine Clayton said: “The diversity of our staff is one 
of our company’s main attractions both to employees here and those who come 
from elsewhere. 

There’s a truly international flavour to the business and all our staff really like that.
There’s a great atmosphere and we believe that our business is all the better for
having such cultural diversity.” 

An exciting learning point for the business has been just how popular Belfast is
proving to be amongst its staff and applicants, both as a place to live and work.

Catherine said: “Belfast has a growing reputation as a lively, fun place to live and
we’ve been encouraged and excited by the number of people choosing to come and
work for us.” 

The Equality Commission works with employers
to help them ensure that their workplaces are
harmonious and inclusive. We can help with free
and confidential advice, staff training, information
and publications. Read the 12 page guide to
Promoting a Good and Harmonious Working
Environment online or request a copy
fnugent@equalityni.org, 028 90 500 600.



Equality Commission for Northern Ireland 
Equality House
7-9 Shaftesbury Square
Belfast BT2 7DP

Telephone:                028 90 500 600
Text phone:               028 90 500 589
Fax:                            028 90 331 544
Email:                        information@equalityni.org 
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