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Executive Summary

This report is the second study on discriminatiommissioned by the National Commission for
Equality (NCPE) as part of the proje€hink Equal. The first report conducted focused on
discrimination among youths. This study focusesligarimination within the public service and
other government entities. It reports the resuita quantitative study carried out among public
employees. This study is a survey that measuresp#éreeption, level of awareness and
acceptance of equality and diversity principlegetber with the occurrence of discrimination in
the public administration.

A survey (questionnaire) was developed such tmataims of the study can be reached. The
guestionnaire consisted of four sections: one enrédspondents’ personal details; respondents’
level of understanding of equality and discrimioati public employees’ experience of
discrimination at work; and the type of trainingthhey would like to have.

The method for collecting data was online through tise of the tool: survey monkey or else
through a questionnaire sent in Word version. Amikinviting recipients to participate in the

survey was sent by the DOI (Department of inforom@tito all public service employees. A total
of 150 questionnaires were collected and there weftee as many women as men who
responded and filled in the questionnaire.

The overall response obtained was positive with ynpoblic employees expressing and

displaying a good degree of sensitivity to isswetating to equality and discrimination on all the

six grounds, even if there are areas where futtltgk needs to be done. More specifically, the

research findings can be summarised to be:

* public employees declared having a degree of kraiydeand awareness of NCPE and its
role and work;

» they declared a good degree of knowledge on eguahd discrimination overall and

particularly with respect to five of the six grownd
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» they also declared a limited degree of knowledgeViattese laws related to equality and
discrimination;

» females tended to express higher levels of knovdedgNCPE, equality and discrimination;
respondents in managerial positions expressed highels of knowledge on NCPE, equality
and discrimination than professionals and admiaiiste staff;

» good contributions for defining equality and disgnations were obtained even if
understanding of these concepts did not tend tsheide as they should be;

* respondents overall expressed strong positive satuel attitudes in promoting equality,
accepting diversity, taking positive action for elisity as well as in combating
discrimination;

» female public employees tended to express strgpative attitudes than male respondents;
managers expressed stronger positive attitudespitodessionals and administrative staff;

» respondents experienced very few instances ofidis@tion and the most common were on
the basis of age and gender;

» they were witness to a number of instances of idiscation, mainly on age and gender; an
encouraging degree of practices promoting equality combating discrimination were
identified within public entities; and

* respondents expressed a wish to learn more abaatiggand discrimination, NCPE’s role

and services as well as what to do to report cafséiscrimination.

Recommendations put forward include: the need w@sh more in education; training to be
aimed at administrative staff; to educate abouttiieer meaning of equality and discrimination;
provide managerial staff with practical tools amdqgtices which they can implement to ensure
equality and can combat discrimination; tailor ifag more at practical tools which employees

can implement and use; and promote mutal leammmngng different public entities.

This research exercise has provided insight inttumber of aspects related to equality and
discrimination among public employees as well athiwi public entities. While the overall
results are encouraging as positive attitudes wsvaquality and against discrimination were
obtained, it has also highlighted that much moredseo be done to ensure that public services

cater for diversity within Maltese society suchttreal equality is achieved.
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1.0 Introduction

Discrimination is an affront to a democratic sogietA democratic society promotes respect to
all individuals, whatever their background, ethtyiciage, gender, sexual orientation, political
belief or other personal characteristic. Any fasfrbehaviour, attitude, or belief which puts an
individual at a disadvantage is unacceptable dreffalts must be made to promote equality and

create adjustments tailored to the needs of therdiit groups in society.

One of the responsibilities of government is tovite services to its citizens through its
services: (e.g. health, social services, educatiod, many others) through its employees: (civil
servants; or employees within government authagjitiBiscrimination within the public service
can relate to the treatment of public employeeh@atwork place and how they are treated as a
result of their gender, age, sexual orientatiohgios or belief, racial or ethnic origin, and/or
disability. There could also be discrimination ietservices provided by government entities
towards people based on their gender, age, seMalserentation, religion or belief, racial or
ethnic origin, or disability. This discriminationay be voluntary or involuntary, be the result of
prejudice by some of the government staff, or #sult of organisational practices which are not

sensitive to the different needs of different gmupsociety.

Combating discrimination

The need to combat discrimination has been recednisidely across the world. At an

international level, the European Commission is mitted to eradicate any discrimination

which exists across the European Union. Directi®80243/EC of 29 June 2000 and Directive
2000/78/EC of 27 November 2000 resulted from Aetid3 of the Amsterdam Treaty

establishing the European Community and which redte Council, acting unanimously on a
proposal from the Commission and after consultihg European Parliament, may take
appropriate action to combat discrimination for &gweatment in employment and occupation
based on sex, racial or ethnic origin, religiorbelief, disability, age or sexual orientation". 3hi

article identifies the six grounds for discrimirmati(sex, racial/ethnic origin, religion or belief,

! Tinsley Yarbrough, Protecting Minority Rights, witbsaccessed on 25/10/11
http://www.ait.org.tw/infousa/zhtw/DOCS/Demopaperfsperll.html
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disability, age and sexual orientation) which néade overcome in order to achieve equality
across Europe. One also finds directive 2002/73fElating to the implementation of the

principle of equal treatment for men and womenegmards access to employment, vocational
training and promotion, and working conditions atficective 2004/113/EC which targets the
equal treatment between men and women in the ateessd supply of goods and services.
These legal tools apply to all goods and servicesviged, and consequently also bind
governments to ensure that they do not implemestridninatory practices within the civil

service.

Malta is also committed against discriminationstbeing reflected in Malta’'s Constitution of
1964 which is based on the principles of equakineat and non-discrimination. Prior to Malta’s
accession to the European Union (EU), nationalslagon regulated gender and disability
discrimination in employment as well is in the psien of goods and services. Following
Malta’s accession, the EU Equality legislative feamork was further transposed into national

law. The national laws that deal with equality ucte:

» Chapter 456 Equality for Men and Women Act;

* Chapter 452 Employment and Industrial Relations Act

* Legal Notice 461 of 2004 Equal Treatment in EmpleptrRegulations;

» Legal Notice 85 of 2007 Equal Treatment of Per<order;

» Legal Notice 86 of 2007 Equal Treatment in Self-Eoyment and Occupation Order; and
» Legal Notice 181 of 2008 Access to Goods and Servic

One also finds the Equal Opportunities (Personh Wisability) Act (EOA) which introduces
new measures which seek to end the discriminatian disabled people have to confront in
everyday life and grants a legal status to the ddati Commission Persons with Disability,
making it responsible for the implementation of E@A. The EOA safeguards the civil rights of
disabled people in employment, education, goodssandces, accommodation, access, and in

insurance.
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The main government entities involved in combatitigcrimination include the National
Commission for the Promotion of Equality (NCPE).e tibepartment of Industrial and

Employment Relations (DIER), and the National Cossian Persons with Disability (KNDP).

The Government of Malta set up the National Comimisdor the Promotion of Equality
(NCPE), the government organisation with the resjiwlity related to gender aspects as well as
discrimination on ground of race in the provisidrgoods and services. NCPE is an independent
organisation, government funded body set up asutref Chapter 456 of the Laws of Malta in
January 2004.

The main responsibilities of NCPE include the maiitg and implementation of:

« Cap 456 - Equality for Men and Women Act,

+ Legal Notice 85 of 2007 - Equal Treatment of PessOrder, and

- Legal Notice 181 of 2008 - Access to Goods andi&esvand their Supply (Equal
Treatment) Regulations

NCPE works to ensure that Maltese society is freenfdiscrimination, whether it is based on
sex / gender and family responsibilities in empleym racial / ethnic origin or gender in the
provision of goods and services and their supplyg. i& stated in its Vision and Mission
Statement NCPE promotes a society which is equalfi@e from discrimination. It champions
inclusiveness whereby everyone, irrespective af trender and family responsibilities, race or
ethnicity are able to achieve their full potentialis committed to work towards the elimination
of discrimination on the grounds of gender, famigsponsibilities and race/ethnic origin. It
strives to achieve this in different ways, but nhaithrough: raising awareness; monitoring
national laws and EU Directives; implementing pielc networking with different stakeholders;

and investigating complaints and providing assistao the general public.

The responsibilities of the National Commissionsg®es with Disability are specified in the
Equal Opportunities (Persons with Disability) Act 2000. These consist mainly of the
following:

 identifying the needs of persons with disabibityd their families, and to suggest how these

needs can best be addressed by Maltese Society;
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» drawing up policies with regard to the disapilgector which all serve as guidelines for
Government and Maltese Society;

* ensuring coordination between government departsn and agencies, and also liaising
between government entities and non-governmenganisations working in this sector;

» ensuring, within the provisions of Equal Oppaities (Persons with Disabilities) Act within
the bounds of reasonableness, that no discrimmaitlerated, if and when it happens;

» collecting information and statistics regardiagout the disability sector, whilst ensuring
strict confidentiality in respect of personal infwation;

* creating greater awareness in Maltese Sochaytadisability issues; and

» keeping abreast with the latest developmentshen field of disability, both locally and

internationally.

The Department of Industrial and Employment RefetigDIER) strives to protect the rights
emanating from employment contracts while, in arisgf social partnership, it actively
promotes a healthy relationship and contributesatdss stable and harmonious industrial
relations. DIER is also committed to enhance th&araness and compliance of labour

legislation aimed at progressively improving emphayt conditions.

The principal responsibilities of the Departmentrafustrial and Employment Relations (DIER)

are related to employment issues and ensuringathatorkers are treated according to the law.

They have the responsibility to ensure that theneoi form of discrimination on ground such as

racial or ethnic origin in employment. Overall, tiesponsibilities of DIER include:

» providing effective machinery for the establishmehstandard conditions of employment, in
consultation with the social partners, and theargual promulgation as legal instruments;

» providing the necessary monitoring and enforcemehtemployment conditions as
established by law;

* regulating employment contracts in an equitable mearso as to ensure that rights and
obligations pertaining to each party in the cortsace observed,;

» protecting workers whose employment relationship lbeen terminated by an employer;

» eliminating discriminatory practices at workplaces;
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» providing support services to the Industrial TribrGuarantee Fund Administration Board
and Employment Relations Board;

» providing effective mediation and conciliation irder to reduce industrial actions and trade
disputes; and

» promoting good relationships between employers'veorkers' representatives.

These three entities work to ensure that the fagigtinst discrimination is continuous and that
anybody in Malta is protected against the differemtns of discrimination which individuals

may experience. These entities, entrusted withrergsequality and combating discrimination,
also regulate the behaviour and practices withiil service and other government entities. This
thus ensures that the civil service and governmemtities are not themselves guilty of

discrimination.

This study focuses on equality and the degree fohnihe civil service and other public entities
are sensitive to the needs of different groupsoriety, and how this lack of sensitivity to the
different needs may result in discrimination. Theaarch probes both the treatment of workers,

as well as the services provided by these entities.

1.1 The Project Think Equal

NCPE embarks on specific projects targeting difieraspects of discrimination and which
promote equalityVS 2010/0569 Think Equélis one such project and is co-funded by EU
PROGRESS funds and implemented by the National desnon for the Promotion of Equality
(NCPE) Malta.

The objectives of this project are to:

2 Project Website: https://secure2.gov.mt/socialpolicy/SocProt/equal opp/equality/projects/think equal.aspx
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» Stimulate debate on equality, diversity and mudtigiscrimination within sections of society
that offer a multiplier effect; Enhance and promatshared understanding of equality, non-
discrimination, diversity and multiple discriminaiti;

» Disseminate good practices;
» Sensitise, train and empower youths to welcomdiaadliversity;

» Compile data through the use of qualitative sunasgessing the perception of and readiness
towards diversity of youths and of public employees

» Compile data through the use of qualitative sunidgatifying the extent, nature and areas

within which discrimination is experienced by LGB&rsons and racial groups; and to

* Provide — through studies and surveys — data ugocahwegislation, policy and action plans

may be designed.

To reach these objectives, the proposed actioriteeoproject targets youths, professionals and

academics having a role of influence for their ptigd multiplier effect.

This research report forms part of this Project.reports the results of a quantitative study
carried out among public employees. This studydaraey that measures the perception, level of
awareness and acceptance of equality and divepsitgiples, together with the occurrence of

discrimination in the public administration.
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2.0 Aims of the Study

This quantitative research, as specified by NCREuded on the current perception, level of
awareness and acceptance of equality and divepsitgiples, together with the occurrence of

discrimination in public administration.

The main aim of this study is to indicate whethmare is institutionalized discrimination, as well
as to provide data on the level of knowledge oraétyuissues, acceptance of equality principles

and openness to diversity by public employees.

The specific aims of the study were:

* to measure the perception, level of awarenessaaodptance of equality and diversity by

public employees;

* to measure the degree of occurrence of discringnaby public employees (both towards
themselves as workers well as witnesses to distaitioin towards others in the services

provided by their entity);

* To identify what actions with respect to equalibdaadjustment for diversity, as well as for

combating discrimination are taken by public eaesitiand

* What aspect related to equality, diversity andrihsioation public employees would like to

learn more about and in what ways.

The study makes it possible to map out the levaleoisitivity to equality and diversity by public
entities and public employees as well as the frequef discrimination which different groups
may experience in the services provided by publities. It makes it possible to identify what is
required to design measures essential for the gsookpolicy drafting and implementation in

order for government entities to serve all citizanthe best possible way.
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3.0 Theoretical background to the study

A person is discriminated against if s/he is trdd¢ss favourably than another person based on a
characteristic s/he has in being part of a pretegroup Anti-discrimination laws at EU level
forbid discriminatory conduct on a number of grousd(e.g. sex, racial or ethnic origin, age,
sexual orientation, religion or belief and disabi}i) in a number of areas (e.g. employment,

education and the provision of services).

The Employment and Industrial Relations Acts @02 defines discriminatory treatment as any
distinction, exclusion or restriction which is nistifiable in a democratic society including
discrimination made on the basis of marital stgpusgnancy or potential pregnancy, sex, colour,
disability, religious conviction, political opiniomr membership in a trade union or in an
employers’ association. The Equality between meth women Act also refers to direct and
indirect discrimination with “direct discriminatidroccurring where one person is treated less
favourably, in this case on the grounds of sexn taother would be treated in a comparable
situation, and “indirect discrimination” occurringhere an apparently neutral provision, criterion
or practice would put persons, again in this cdsme sex at a particular disadvantage compared
with persons of the other sex, unless that prowjstoiterion or practice is objectively justified
by a legitimate aim. In this study, the meaninglinéct and indirect discrimination as described
above are used, but applied to the six groundssefichination: gender, age, sexual orientation,

religious belief, ethnicity and disability.

One definition of discrimination is given by Mclmgj, who concluded thatdiscrimination,
whether intentional or unintentional or not, but deal on grounds relating to personal
characteristics of the individual or group, whichdthe effect of imposing burdens, obligations,
or disadvantages on such individual or group nopased upon others, or which withholds or
limits access to opportunities, benefits, and atikvg®s available to other members of society.

Distinctions based on personal characteristicsibtited to an individual solely on the basis of

* Quoted by Green I, (1987), The Charter of Rights, Canada:James Lorimer and Company
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association with a group will rarely escape the @®eof discrimination, while those based on

an individual’'s merits and capacities will rarelelzlassified so

Amnesty International, in fighting for human rigtasross the globe declare that discrimination
is an assault on the very notion of human rightse Thost pernicious form of discrimination

takes place when there is the systematic deniakain peoples' or groups' full human rights
because of who they are or what they believe iwél@r, individual and one-time incidents are
still considered to be discrimination. Whatever tgpe and frequency of discrimination, as
Amnesty International argue that it is all too edsydeny a person’s human rights if you

consider them as “less than hurhan

Discrimination can bebjectiveor subjectivé. Objective discrimination refers to unjustifiable
differences in outcomes of actions, proceduressletgpn etc. Subjective discrimination is, on
the other hand, a person’s perception of beingidistated against. The existence of objective
discrimination cannot be established on the bakiexperienced discrimination, even though
subjective and objective discrimination often vii# present at the same time. Since subjective
discrimination refers to perceived discriminatiomang different groups in a society, the
experience and awareness of discrimination in Hmessituation may vary with individuals.

Objective discrimination is considered to be lessdéd and is that which legislation refers to.

Discrimination can belirect or indirect. Direct discrimination occurs when a person isited

less favourably on the grounds of a personal chenatic, for example one’s gender, race, age
or disability e.g. when a call for employment sfiesi that applicants must be male is direct
discrimination against women. Indirect discriminatioccurs when a policy or procedure which
appears to treat everyone equally, places certaoupg at a disadvantage. Indirect
discrimination occurs when a neutral, or seemingdymless, policy, rule or practice has a

discriminatory effect against a certain group obgle. There are, however, exceptions, where

* http://www.amnesty.org/en/discrimination accessed 28/10/11
> Lindhart Olsen, A. & Wismer K.,(2006), Measuring Discrimination in a Register-based Statistical System, Session on
the future of Social Statistics, IAOS 2006 Conference.
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measures in favour of particular groups, e.g. agositive actions, are allowed and not

considered unlawful.

Discrimination can bendividual, or institutional. Individual discrimination takes place when
individual or individuals of a particular group lzete in a way which is intended to have a
differential and/or harmful effect on other indiuas belonging to other groups. Institutional
discrimination refers to the policies drawn up th@minant groups running institutions, and
which are no intentially designed to have differampacts on different groups in society.

People often experience complex forms of discritmdmg at individual or institutional level.
Three such forms of discrimination which individsi@an experience exismultiple, compound

and intersectional discrimination

Multiple discrimination as a concept reflects the reality where an indaidexperiences
discrimination due to one’s multiplicity of identit Each individual has an age, a gender, a
sexual orientation and an ethnicity, and some hawveacquire a religion or a disability.
Discrimination may be experienced on multiple gasirthat are due to falling within two or
more characteristics on which discrimination tagke. For example, an individual belonging
to an ethnic minority may be a woman, a woman mayahlesbian, or a lesbian may be an
individual with a disability. The more factors danining discrimination, the more a person
suffers. It also makes the problem of discriminatimore complex and more difficult to

overcome.

Compound discrimination, on the other hand, refers to discrimination ocogyon the basis of
two or more grounds at the same time and where gpaend multiplies or intensifies the
discrimination experienced on another groundne example is a segregated labour market
where all migrants are disadvantaged and womenamigjisuffer from a further gender pay-gap

due to their gender.

6 European Network against Racial Discrimination, (2007), Fact Sheet 33, Mulitple Discrimination, July 2007.
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Intersectional discrimination occurs when there is discrimination on several gdsu

simultaneously and interacting in an inseparablemaa An example given by the European
Network against racism refers to minority womemg. &omani women have been coercively
sterilized, an experience of discrimination thaéslalid not affect women in general or Romani

men.

The effect of discrimination leads to limited opjmities of particular groups of people from
their entitlement to an acceptable quality of liéscrimination can take place anywhere and in
all areas of life. In addition, when one is disdnated against in one area of life, it often alas h
repercussions in the person’s other areas of difer time and possibly also carried across
generations. For example, if ethnic minorities egstically attend low-quality primary schools
or are given less attention to their educationatdse their chances of completing higher
education are significantly reduced. This will afféoth their opportunities within the labour
market as well as employment progression. When thegome parents, their poor socio-
economic and educational situation can lead to then children being treated in the same way
and the discrimination experienced by one generatibbing off on the next. It is for this reason
that the European Commission gives so much attentidighting all forms of discrimination

that individuals may experience in their differgpheres of life.

Equality involves breaking down barriers, elimingti discrimination and ensuring equal
opportunity, access and outcomes for all groupgeaiple within their employment, and in the
provision of goods and services. Discriminatiorussially prohibited by legislation. It places a
legal obligation to comply with anti-discriminatidegislation. In working towards achieving
equality people are protected from being discrated against on the grounds of group
membership/their characteristics i.e. gender, rdsability, sexual orientation, religion, belief,

or age.
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3.1 Discrimination in Malta

The Euro barometer survegn discrimination in the EU carried out in 2009vides a picture of
the opinions that the Maltese people hold on tpetd his survey shows that for Maltese people
a minority included people of different religionellefs, ethnic origin, people with disabilities
and homosexuals among their close circle of friaambacquaintances.

The most widespread reported type of discriminatias that based on ethnic origin, this being

higher than that for the EU average. Discriminati@sed on sexual orientation was the second
highest type of discrimination considered to exisiowed by age, religion, gender and at the

end disability

Discriminatory behaviour in the recruitment of mersel in Malta was similar to the trend
registered across Europe. Dress sense and presereeated as the most important criteria, but
sexual orientation was mentioned by 31% of respotsdagainst the 18% average for the EU27.
Representation of diversity in the media was carsdd overall adequate by the Maltese
respondents. Maltese people were found to expres#iye opinions supporting women,
disabled persons, persons under the age of 30pmios$exuals taking up a major political
position. This could represent the impact of mangdim campaigns and pressure groups
highlighting the contribution of these minority ggms to society. On the other hand, Maltese
people were reluctant to have someone of a diffteedigious belief, ethnic background or over
the age of 75 in a political position.

One out of every two people in Malta declared ttrety are aware of discrimination and
harassment, but they still lacked information abibufs in the trend obtained across Europe,
women, people over 55 and people who stopped stgdsarly are the most likely to be the
subject of discrimination as well as the least anafr their own rights. In addition, a higher

percentage of Maltese people than that obtaineth®EU average reported that not enough is

’ European Commission, 2009, Discrimination in the EU in 2009, Special Europbarometer 317, European
Commision
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being done to fight discrimination. In additionjsttview appears to have deteriorated in Malta
against the improvement which was registered adfosspe. Finally, it was also found that the
majority of people in Malta would refer to the maifirst for reporting cases of discrimination

and/or harassment.

Another study providing some insights related tscdimination in Malta is the EU-MIDfS
European Union Minorities and Discrimination Survefy the European Union Agency for
Fundamental Rights (2009), which focuses on digoation on ethnic minorities across Europe.
This research study places Malta as among the @¢opekperiencing the highest levels of
discrimination over a 12 month period, being inoset place with 63% of Africans in Malta
saying that they experienced discrimination. Thisnly second to discrimination against Roma
by 64% in the Czech Republic. Africans in Maltacalmerged as having the highest rate of
unemployment at the time of the survey at 54% uneynpent. In addition, Africans in Malta
were also among the top ten with respect to expeing discrimination at work with 27%. They
were also the highest group experiencing discritionaat a Cafe’, restaurant, bar or nightclub
and by shops, with 35% experiencing discriminatiothe 12 month period prior to the survey.
26% of Africans in Malta also had been the victmhserious harassment while 29% of Africans
in Malta stated that they were victims of ‘raciathptivated’ in-person crime in the last 12

months.

Research carried out by NCPE on discriminationuides that carried out as part of the project
Voice for All°. The research exercise sought to understand ta social conditions related to
the various grounds of discrimination, and the neainn which each form of discrimination was
being tackled at a political, legislative, and gragots level. This report concluded that with
respect to racial discrimination, although thererenvgarious efforts to improve the living
conditions, as well as the employability and ediocat standards of asylum seekers, Malta still
lacked an overarching integration policy for stréaimg the concept of integration and non-

discrimination into all aspects of society. Witlspect to gender it was noted that although there

8 European Union Agency for Human Rights, 2009, EU-MIDIS European Union Minorities and Discrimination Survey
Main Results Report, European Union Agency for Human Rights.
° National Commision for the Promotion of Equality, 2007, Voice for All, NCPE: Progress Project
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were various legislative measures to ensure thatleggeequality is in place, there was still a
degree of gender inequality within Maltese socipgsticularly in employment, where Malta has
a very high female inactivity rate and a gender gay. There is also a clear degree of gender
segregation in the subjects chosen, with femalésnobpting for more traditionally female-
oriented subjects such as education and the carofgssions, rather than the stereotypically

male areas of science, finance and IT.

In the case of discrimination with respect to séxugentation, it was recognized that it had not
yet obtained enough visibility despite numerous rawass raising initiatives. This lack of

initiative was considered the result of local ttewhial values strongly influenced by the Catholic
faith. It was felt that there is the need for a eaidespread effort to promote information about,

and acceptance of LGBT issues into different sghefeocial life.

Maltese society was found to have a paternalistitide towards people with disabilities which
is reflected in the significantly low activity raté persons with disabilities. There was need for
initiatives that empower persons with disabilitiéy, providing them with skills required for
employment. There was also the need to educateutblee on the contributions that persons with

disabilities make to the community.

Although instances of religious discrimination wemet directly evident, it might be that
differential treatment according to a person’shifaibuld be institutionalised. For example, in
State education there is only provision of religi@ducation on the Roman Catholic faith. The
study also revealed instances of direct religioiseramination in employment where Muslim
women, particularly those wearing Islamic attiresrevvictims of multiple discrimination, since

they find numerous obstacles to employment dukdiw gender and their religion.

Age discrimination reflected paternalistic attitaddten adopted towards older people. The clear
drop in employment rate over the age of 50 indatateat although a number of persons
participated in formal adult education, this was tnanslated into an increased employment rate
for older workers. This reflected a dismissive peton towards older workers. On the other

hand, the high rate of youth employment, and thegtive ease of the transition between formal
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education and employment indicated that employestepped young employees at the expense
of older workers.

A more recent study on discriminati@nfocused on under-reporting of discrimination, ahel
reasons that inhibit people from reporting caseslis€rimination to responsible bodies. The
research also sought to establish whether perseres aware of their rights and whether persons
who suffered discrimination were aware that theattreent they received was, in fact,
discriminatory. The research results showed thastrpeople do not tend to report cases of
discrimination. The most common reasons for noorépy included a lack of knowledge about
reporting, embarrassment or fear of further persaculack of faith in authorities and feelings
of powerlessness. The most effective means to eagepeople to report was that of providing
better education, media attention and retrainingtaff in several entities.

3.2 Discrimination in and by the public service

Public service workers have the function of delivgrservices to citizens are part of a nation’s
governance. It is thus important for structureshimitthe civil service to ensure that there is no
discrimination in the services which they providecitizens, as well as in treating requests from
citizens from different groups. The public servalso has to ensure that it does not have in
place any form of institutionalised discriminatiagainst groups of the people which it serves as
well as those employed within its entities.

There is a need to obtain knowledge of the attdu@®md perceptions on equality and
discrimination of those working within the civil rsgce. It is important to measure their
knowledge and understanding of equality and to wlegree they are ready to make adjustments
in order to provide better access to those disoateid against. There is also need to know what

they believe constitutes discrimination, whetheeythare aware that they are expressing

'® This research was carried out as part of the project: VS/2009/0405 Strengthening Equality beyond Legislation
Project.
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discriminatory attitudes and opinions, and/or wketlthey are aware that they are being

discriminated against by the institution which eaysl them.

Since government entities constituting the civitvee offer many services to citizens, it is
doubly important that those who are disadvantagedyizen the help that they need and are not
further discriminated by those structures whictualty should be providing them with further

support.

It is a challenge to public services to respondai¥ely to the needs of an increasingly diverse
society. This implies that there is need for pubbecvice organisations to become more inclusive
through innovative technologies and diversity mamagnt servicés. Rice? argues that valuing
differences within public administration may beatitative with emphasis on the appreciation of
differences between the diversity of groups in etycand creation of an environment in which
everyone feels valued and accepted; ethically drigegpromote culture change; idealistic where
everyone benefits, feels valued and accepted im@unsive environment; promote a diversity
model which assumes that groups will retain thain @haracteristics and shape the organization
as well as be shaped by it; and opens attitudésisnand the culture of employees. He
continues to argue that managing diversity can be :

» Behavioural: with emphasis on building specific skills and creatindjqies that get the
best from every employee and efforts are monitémggrogress toward achieving goals
and objectives;

» Strategically driven where behaviours and policies are seen as contributing to
organizational goals and objectives, and are ta@wards and results;

* Pragmatic where the organization benefits, and morale, fofand productivity
increase;

* Synergy modelwhich assumes that diverse groups will create newyswof working

together effectively in a pluralistic environmeaiid

1 Rice, M. (2010), Diversity and Public Administration: Theory, issues and Perspectives (2nd Edition), New York:
M.E.Sharp Inc.

2 Rice M., (n.d ), The Need for Teaching Diversity and Representativeness in University Public Administration

Education and Professional Public Service Training Programmes in Sub-Saharan Africa, accessed on 22/11/11

http://unpanl.un.org/intradoc/groups/public/documents/un/unpan002319.pdf
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» Opening the systenthrough efforts of managerial practices and pe$ci

Rice™ also puts forward the concept of social equityadvalue commitment” on the part of
public administrators. This may involve implemeaqgtitargeted programs as a way of bringing
about “equality of results” (outcomes) as opposedirtiput equality”—treating every resident,
consumer or client the same. Organisations andighgils need to become ‘equality competent’.
Equality competence involves a planned and systerapproach to equality in an organisation.
It is built on equality policies, equality and disgy training for staff, equality plans, colleagin
equality data, involving groups in decision makiagd impact assessment. Institutional or
organizational equality competence needs to benaganied by individual equality competence.
Equality competent individuals are vital to adveckdr and develop equality competence for the

organisation.

13 Rice M, (2003), Organisational Culture, social igguand diversity: teaching public
administration education in the post modern erashBSchool Working Paper # 314
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4.0 Methodology of the Study

This section of the report describes the tool used the method of data collection adopted.
These were designed and implemented based ongh#ismims of the study. The methodology
adopted needed to capture: public employees’ l@lveénsitivity to equality and discrimination;

the type of discrimination which public employeegperience and come across at work; what
actions and practices there are to ensure equatitly prevent discrimination; and what they

would like to learn about discrimination and in wiagy.

4.1 The Research Tool

The use of a survey (questionnaire) was pre-deteinby the National Commission for the
promotion of Equality (NCPE). The structure of tpgestionnaire was developed such that the

aims of the study can be reached.

The questionnaire consisted of four sections. Titet Bection focused on the respondents’
personal details while the other three sectionsuded on different aspects related to
discrimination. The first Section thus asked infation such as the gender, age bracket, the
public entity they came from, their highest edumaai level, and their type of work (manegerial,
technical, administrative, professional etc.). Ehdstails were considered important to obtain as
it provided characteristics of the respondentsngkiart in the study. It thus made it possible to
obtain a picture of who responded to the surveyamaell as draw conclusions on the patterns
of responses across the different groups withsm saimple.

The second section of the questionnaire focusethemespondents’ level of understanding of
equality and discrimination. Items included in tisction asked the respondents to state how
much they knew about the National Commission ferRnomotion of Equality (NCPE), as well
as how much they knew about equality and discritionaand related legislation overall and

specifically on each of the six grounds of discnation: gender, age, race/ethnic origin,
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religious belief, sexual orientation, and disahiliRespondents were also asked to write down a

sentence to explain what they understood by theeqas ‘equality’ and ‘discrimination’.

The last item within this section wanted to probe tespondents’ attitudes and values towards
equality and discrimination. This was done by pnésg respondents with 20 statements and for
each they had to state how much they agreed/deségoa a 5-point likert scale. The 20
statements were related to work and particularlypublic service provision, and distributed
focus on the six different types of discriminatiofhey also included different types of
statements: (1) some referring to attitudes toedsfit forms of discrimination; (2) some to
attitudes towards accepting diversity; and (3) soet&ting to attitudes to taking positive action

to advance equality. Below there is one example&ah type of statement.

(1) A civil servant is allowed to work beyond g&ars.

(2) The police need to develop positive relatiops with immigrant communities.

(3) Positive action is needed in civil service eoyphent to have more women at senior
management level.

The third section focused on the public employe=gierience of discrimination. One item

specifically asked respondents to identify whetthery have ever been themselves victims of
discrimination on any of the six grounds as wélthe case, how often have they experienced
this. Those respondents who indicated that they aérsome point discriminated against were
asked if they had ever reported it or not, andrédasons for reacting that way. They were then
asked if they have ever witnessed discriminatiorenhmembers of particular groups were
discriminated against either due to the behavidysublic employees or due to way that their

entity is structured and/or provides services. Agtiey were asked if they were had reported it
or not, and why. They were then asked to givee@nple where action was taken: to prevent

discrimination; to make adjustments for diversagg to advance equality for people.

This third section then also probed more speclficed how much they thought their public
entity may be discriminatory in the services whitlprovides, access to services, access to

information, treating complaints, treatment of wenk within the entity as well as for promotion
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purposes. They were also asked to indicate if grdity had a policy on equality, discrimination
and harassment, an action plan for equality, pna@=sdwhich are sensitive to difference and
diversity, and whether there is anyone within thétg responsible for equality and diversity.
The last item in this section focused on how oftezir entity reviews its practices to assess for
discrimination and for advancing equality, and e the new services offered prior to
implementation to ensure equality; takes actiomeictify situations of inequality which may
arise; includes the issue of equality and discratiom in discussions related to the running of the
organisation; as well as organises training fdif sta equality and diversity.

The last section of the questionnaire focused oe ihformation about equality and
discrimination. Respondents were asked first tacaté whether they would like to learn more
about different aspects of equality and discrimoratThey were then asked to indicate which

forms of training or support they would prefer

The questionnaire consisted of 21 items in totalclwithe respondents had to fill in. The

guestionnaire can be found as an Annex to this meai

4.2 Method of Data Collection

The main method for collecting data was online tigio the use of the tool survey monkey.
Since the target of the survey was among publicleyeps, an email inviting recipients to
participate in the survey was sent to a large nurabpersons working within the public service.
An arrangement was also made for government to sendthe email to all its workers.
Respondents could do the survey online using thgramme survey monkey, or else fill in the
word format of the survey and send it filled in bgnail. Due to the sensitive nature of the
survey, the email inviting public employees to iiillthe questionnaire were also sent an official
letter by the Chief Executive of the National Coresin for the Promotion of Equality ensuring
anonymity and that the research report will notrbade public and in no way will their
contribution to the research be made public.
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The data collection period was open for a periotbaf weeks, during which public employees
could participate and respond to the questionn#iiie.to be said that it was not easy to collect
the required number of filled in questionnairesefwually, a total of 150 questionnaires were
collected. It is to be noted that the participatiothe survey was voluntary, and one could easily
have the situations where those who respondediléediin the questionnaire were those who
are most sensitive to the issue and consider itnasrtant. This means that one needs to be
careful in generalising the survey results tolall public sector employees as the sample may be
biased in its attitude towards the issue beingaresed.
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5.0 Research Results

This chapter provides an analysis of the respoob&sined from the survey. The main results
obtained will be collated in order to identify tosnin opinions and experiences of public
employees with respect to equality and discrimoratvithin the public entity where they work.
It is to be highlighted that even though the numbiepublic employees is high and an emalil
request was sent to all those with a gov.mt en@ibant, which amounts to a large percentage
of public employees, it was not easy to reach #rget audience, and a number of reminder

emails needed to be sent before the total of 1§@oredents was reached.

5.1 Characterising the sample

Gender distribution

There were twice as many females than males regpptalthe questionnaire. Out of the total of
150 questionnaires filled in, there were 49 makspondents while there were 101 females. It
could be that female employees may be more cortgmiesn and so when they received the
request to participate in the survey, they follovirestructions. Another possible reason may be
that the topic in itself is one which tends to egdpwore to females than to males and so females
were more willing to participate than males. Tlsishowever, at this point just speculation, and it

is not possible to identify the reason why.

The implication is that one needs to be carefuinterpret the whole population, but in both

cases, there are enough males and females to distiads obtained across gender.

Age Distribution

When one looks at the age distribution of the radpats, it can be noted that there is a good
distribution among the age ranges of 20-50 rangpe. fEsponse was a little lower in the age
range of 50-59 years. This may reflect reluctancexpress opinions about such issues. It could
also just be the case that persons within this lageket would be at higher levels of

responsibilities and so with limited time to paggte in surveys.
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Figure 1: Distribution of Respondents across Age

As one can see from the graph above, there wendisantly lower respondents under the age
of 20 or higher than 60. This is due to there by young employees and most of the

employees retiring at the age of 60.

Distribution of entitiy of respondents

It is interesting to note the distribution of em# of the respondents. This would allow the

possibility of knowing how wide the research cosams can be drawn. Due to the sensitive

nature of the research, respondents were askexhte the entity where they work, and given the

liberty to be as specific and as generic as passiiiie type of responses provided also gives an

indication of how sensitive the survey was rategbblglic service employees.

The responses obtained reflect a distribution acties different government Ministries. At this
stage, respondents from public authorities andrahgties have been categorised according to
the Ministry under which they fall. It can be sdltht more or less the different Ministries,
according to their size, are represented. A ptopally small percentage was obtained from
MRRA and MGOZ where more responses could have bb&ined in view of the number of
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employees within these Ministries. There were 18poadents who did not specify their

organisation but just listed ‘government of Malta’
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Figure 2: Distribution of Responses across Ministgs

OPM - Office of the Prime Minister

MEEF — Ministry of Education, employment and theriig
MHEC — Ministry of Health, the Elderly and Care

MFEI — Ministry of Finance, Economiy and Investment
MFA — Ministry of Foreign Affairs

JSHA — Ministry of Justice and Home Affairs

MGOZ — Ministry of Gozo

MRRA — Ministry of Resources and Rural Affairs

Other — those who gave a general answer governohéfalta

There was also a variety of entities from whiclpoeses were obtained. In order to provide an
overview of the wide range of organisations, theagelisted below:

» National Statistics Office;

» Directorate for Lifelong Learning;

* Tax Compliance Unit;

* MEPA — Malta Environment and Planning Authority
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» Broadcasting Authority

* Channel 22

* Sedqga

» Directorate for Educational Services;

» Passport Office;

* Customs;

» Transport Malta;

» Mater Dei Hospital,

» Directorate for Quality and Standards in Education

* Mount Carmel Hospital;

* Land and Public Registry;

» Department of Industrial and Employment Relations;
* Planning and Priorities Coordination DepartmentM)P
» Directorate for Information — OPM,;

* Environment Health Directorate;

* Primary Care Department;

» Department of Social Welfare Standards;

* National Commission for Higher Education;

* Malta Qualifications Council;

* Employment and Training Corporation;

» Malta College for Arts, Science & Technology — MCBS
* Heritage Malta;

* National Commission for the Promotion of Equality;

* Inland Revenue Department;

* VAT Department;

» Economic Policy Department;

» Department of Contracts;

» Malta Communications Authority;

* Department of Local Councils;

* Malta-EU Steering and Action Committee — MEUSAC,;
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* EU Affairs;

* National Archives;

* Law Courts;

* Malta Resources Authority; and

* Wasteserv Ltd.

It can be concluded that the respondents spanneddearange of public entities and can be
considered to cover a large selection of publigies. This allows conclusions to be considered

as more or less a representation of the situatienadl within government entities.

Respondents across Employment Positions

There was a good distribution across different sypeemployment among the repondents who
are public employees. The lowest frequent wereetlhasing a technical job. This may be due to
these persons having more hands-on jobs and tmitedi time and access to the computer. On
the other hand, it is commendable that one thirthefrespondents are in managerial positions.
This allows insights to be obtained from a holistiew as these people will be responsible to

different degrees for the implementation of eqyadiblicies and practices.
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Figure 3: Distribution of respondents’ type of empbyment position
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Respondents’ Highest qualification

All the respondents were asked to indicate thghést level of qualification. If one looks at the

distribution obtained, there is a great majoritypast-graduate level. This may reflect a greater
sensitivity to issues related to equality and dimstration in this group. It could also be that the

nature of the topic is considered abstract andttiede who are knowledgeable are those with
higher level of qualification. It is none the lesderesting to note such distribution in the

distribution of level of education of respondetatshe survey.
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Figure 4: Distribution of Highest qualification across respondents

Thus, the sample of this study has been describée. survey trends obtained will be analysed

and conclusions drawn with respect to the sampigcpaating in the survey.
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5.2 Knowledge of Equality and Discrimination

This section provides an analysis of the respostlennderstanding of equality and
discrimination and how this varies across the diffie groups of public employees. It also looks
at the level of knowledge of Maltese legislationthwiespect to equality and discrimination. The
overall trends as well as those across genderattige different levels of work (administrative,

professional or managerial) will be analysed.
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Figure 5: Percentage Range of Knowledge of NCPE Wublic employees

When one looks at the level of knowledge about NCiPEan be observed that many know
about NCPE, even if to different degrees. In facie can note that around 30% declared that
they had a good degree of knowledge. One thircedtttat they had average knowledge of
NCPE while a quarter stated that they only knevttle labout NCPE. Only around 5% of the
public employees stated that they knew nothing &ab@IPE. This shows that NCPE has a good
degree of visibility with public service employeasd that nearly two thirds of the respondents
had an acceptable level of knowledge of its rok work.
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Figure 6: Percentage distribution of Knowledge on RPE across Gender

There are some differences across gender in the¢ tévknowledge of NCPE. More females

stated that they know quite a lot about NCPE. Gndther hand, more males stated that they
knew quite, average and little knowledge. This shadkat there are a number of women who
have a greater awareness of NCPE and its work. réfiscts a degree of sensitivity to issues

related to equality and discrimination, an aspeuictvtends to be more positive for women to

engage in.
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Figure 7: Percentage Distribution of knowledge of KPE level of employment
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There are also differences in the distribution méwledge of NCPE across level of employment.
As is to be expected, managerial staff within puldntities declared that they are more
knowledgeable about NCPE. On the other hand, adtrative staff tend to be less
knowledgeable. This trend is understandable, evesugh to a degree problematic as
administrative staff are more likely to experiemigcrimination and consequently need to know
how and where to seek recourse. Managerial staffemponsible for their workers and thus they
have the responsibility of ensuring equality. Theye also in recent years, been a target group
towards which awareness on equality and discringnaas well as the role and responsibilities

of NCPE have been promoted.

The response trends obtained for this item in ey shows that NCPE'’s efforts to gain
visibility within the civil service is paying offamore and more people are exposed to NCPE’s
activities and initiatives. This has also been aebd particularly with those public service

employees who are in positions of responsibility.

Equality
This section analyses the responses obtained doitdims where the respondents were asked to

indicate their level of knowledge with respect guality overall and then to the six grounds

separately.
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Figure 8: Percentage distribution of knowledge onaguality overall

There is wide distribution of knowledge of equaklimong the public employees responding to

the survey. However, overall, there are over tvattvho know average or more about equality.
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However, there still remain a percentage of aboettbird who know little or one third about the

ISSue.
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Figure 9: Percentage distribution of Knowledge on Buality overall across Gender

In all cases the majority of the respondents dedldhat they have average to higher level of
understanding of issues related to equality witbpeet to each of the six grounds. The
respondents, however, seemed to be less knowleldgmainly with respect to age, ethnicity and
disability compared to the other grounds. In thiasee cases, about one third of the respondents

had little or no knowledge of equality with respexage, ethnicity and disability.

Responses across Gender
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Figure 10: Percentage distribution of knowledge oiquality Overall across Gender

There is a significant difference in the level etthred knowledge on equality between the male
and female public employees. It can be seen vergrigl that there were a little less than one
third of the respondents who declared that theykqoite a lot with respect to equality overall,

while none of the male respondents stated that khey a lot. On the other hand, males were
more conservative and more declared that they hageage to quite an amount of knowledge
about equality. It is also to be noted that thewes walso a significantly larger percentage of
females who declared that they have little or nowdedge, this amounting to about one third of
the respondents. Thus, in the case of the femalgonglents, it was either the case that they

know a lot, or else a little, with few having avgedevel of knowledge.
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Figure 11: Percentage distribution of knowledge orequality realted to the six grounds
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More or less similar trends for the six groundsevebtained with respect to gender. The only
differences which can be noted refer to the degfdable trend. So, as in the case of the overall
level of knowledge, more females declared that teye higher level of knowledge on the six

grounds than males. This difference in trend wasitgr in the case of age where more women
chose both the ‘quite’ and ‘quite a lot’ categori®e can also note that there is a significantly
greater percentage of females choosing the catedoquite a lot’ in the case of gender, sexual

orientation and disability.

Understanding of Equality across level of employnmen
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Figure 12: Percentage distribution of level of equéy overall across level of employment

When one analyses the trends in responses aceopsiltlic employees’ level of responsibility in
employment, it can be noted that those who areanagerial positions declared a higher level of
knowledge of equality than those who are profesdgrand with those in the lower levels of
responsibility and within administration having tleast level of knowledge on equality. While it
is understandable that those who are in positidnesponsibility need to be more sensitive to

equality, it is also important the all employees aensitised as at times it could be their own
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behaviour in implementing their responsibilitiesigthimpacts equality. They also need to know

when they are experiencing lack of equality.

50

45

40

35
30

25

20
15
10

5

0

Nothing  Alittle  Average

Quite

Quite alot

W Administrative
B Professional

W Managerial

45

Nothing  Alittle  Average Quite

W Administrative
B Professional

W Managerial

Quitealot

Gender

Age

45

40

35

30

25

20 4

15

Nothing ~ Alittle  Average

Quite

Quite a lot

m Administrative
W Protessional

™ Managerial

Nothing  Alittle  Average Quite

m Administrative
W Professional

™ Managerial

Quitealot

Religious Belief

Sexual Orientation

45

40

5

30 +
25 1
20 -
15 1
10 -

5 4

0 -

Alittle

Nothing

Average

Quite

Quitealot

mAdministrative
W Professional

W Managerial

50

Alittle

Nothing

Average  Quite

W Administrative
W Professional

M Managerial

Quitealot

Ethnicity

Disability

Figure 13: Percentage distribution of level of undestanding of equality for six gorund

across level of employment
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When one looks at the trends obtained for eachhefindividual six grounds, the patterns are
more or less similar with managerial staff declgrigreater knowledge on equality than
professional and administrative staff. In additidns also to be noted that a significantly greate
percentage of managerial staff than the rest detltrat they know quite a lot in the case of
gender and sexual orientation. On the other hamghbiity was the only ground where

professionals declared greater knowledge than timos@nagerial positions.

Discrimination

Respondents were also asked to declare their tdyatowledge on discrimination overall and
with respect to each of the six grounds of disanation. The graph below shows that none of
the respondents declared that they had no knowlétigeever, as many as a little less than one
quarter declared that they knew a little. On theeothand, nearly one half of the respondents
declared that they had ‘quite’ or ‘quite a lot’ kriowledge on discrimination. One third of the
respondents declared that they had average knowldthjs shows that public employees overall

have a certain amount of knowledge about discritiana
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Figure 14: Percentage disrtibution on level of knovedge of Discrimination overall
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Figure 15: Percentage distribution of knowledge ofliscrimination for the six grounds
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When one looks at the trends obtained for the iymgds it can be concluded that in all, most of
the respondents declared that they have a degrkeoafledge on discrimination. Differences

were noted in the level of knowledge within thésands. It is to be noted that the ground on
which very few declared that they had ‘quite a wftknowledge was discrimination on the basis
of age. On the other hand, a large percentagerdddhaat they were very knowledgeable in the

case of disability and gender.

Distribution across gender
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Figure 16:Percentage distibution of knowledge on Bcrimination overall across gender

Trends across gender with respect to knowledge iserighination overall reflect the same
patterns obtained for equality. One again finds$ ¢imy females declared that they know ‘quite a
lot’” about discrimination with males preferring declare between ‘average’ and ‘quite’. On the
other hand there were more females who declared ttiey have little knowledge of
discrimination than males. It appears that resporslated to discrimination were very similar to

those related to equality.

38| Page



45 40
B Male HMale
HmFemale HFemale
Nothing Alittle Average Quite Quite alot Nothing Alittle Average Quite Quite a lot
Gender Age
40 40
35 35
30 30
25 25
20 W Male 20 1 W Male
15 mFemale 1 HmFemale
10 10 1
5 5
0 0
Nothing Alittle Average Quite Quitea lot Nothing Alittle Average Quite Quite alot
Religious belief Sexual Orientation
40 35
35 30
30
25
25
20 4
20 1 HMale HMale
15
5 . Hremale Hremale
10
10
5 - 5
0 0
Nothing Alittle Average Quite Quitealot Nothing Alittle Average Quite Quite a lot
Ethnicity Disability

Figure 17: Percentage distribution of knowledge otthe six grounds across gender
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In the case of all the gorunds except disabilitprerfemales than males declared that they have
more knowledge on discrimination than males. Siryat can be noted that across all the six
grounds, more females than males declared thathttrey little knowledge. It appears that more
or less knowledge on discrimination is similar asrall the six grounds and that it is not the case
that there is the tendency to be much more knowlediith respect to one aspect compared to

others.

Distribution across Level of Employment

50
45
40

35
30

m Administrative

25
M Professional

20

Managerial
15

10
5

0 T T T T
Nothing Alittle Average Quite Quite a lot

Figure 18: Percentage distribution of understandingof discrimination overall across level

of employment

Degree of knowledge on discrmination overall isigimin trend to that found with respect to
equality where managerial staff declared to be nkmewledgeable than professional of
administratve staff. There is also much less kedgé on discrimination among administrative
staff, a third of which declared that they haviddiknowledge on the issue.
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e different levels of employment responsibility, i in all cases except gender that the
managerial staff were those who declared that tiaey ‘quite a lot’ of knowledge. Professional

staff declared to be much more knowledgeable thza dthers in the case of gender
discrimination. On the other hand, administratitadfsvere less knowledgeable across all the six
grounds, which shows that they possesses similawletge across all the different forms of

discrimination.

Knowledge of Maltese Laws

Repondents were also asked to indicate their &vieshowledge of Maltese legislation related to

the different aspects of discrimination. It is te boted that there was about one fourth of the
respondents across all the six grounds who dectagdhey had no knowledge of legislation.

There was also an additional third of responderits stated that they have little knowledge of

legislation related to the different forms of disgination. The highest percentage of respondents
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who knew ‘quite a lot’ about legislation relateddisability, and this was also less than 20% of

the public employees participating in the survey.
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Figure 20: Percentage distribution on

grounds of discrimination
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Distribution across Gender

On analysing the respondents’ level of knowledgéegislation related to discrimination on the
different grounds, one finds once again that oVéeatales declared a higher level of knowledge
than males. This resulted in a greater percentagespondents declaring that they know ‘quite a
lot’ across all the grounds with the exception sfdbility, where as in the case of knowledge on
disability, more males declared themselves veryhedgeable. With the exception of disability,
one also finds that more males than females detlda they had no knowledge, even if this

difference was small.
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Figure 21: Percentage distribution on knowledge ofMaltese Laws related to the six

grounds across gender

Disability

Level of knowledge of Maltese Laws across levet¢miployment

The level of knowledge on legislation related tecdimination on the different grounds was also
analysed according to level of responsibility ofpdmyment within public service. While it can

be noted that there is a trend for managerial $tatbe more knowledgeable with respect to
legislation, this difference is not much greateanththat of professionals, who, in the case of

disability, declared to be more knowledgeable. @tfse, across all the different grounds, those

who are least knowledgeable are those in admitiigtrpositions.
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Figure 22: Percentage distribution of knowledge oMaltese laws on six grounds across level
of employment
Meanings of equality and discrimination

This section tackles the different meanings givethe concepts of equality and discrimination
by the respondents when they wrote one sentendesitribe what they mean. In this case, the
responses given were read and the different typegscriptions given were noted. Due to the
subjective nature of the interpretation and catiegtion of the responses, the different types of
definitions obtained were identified and an indwatof their frequency will be given rather than

the exact numerical frequency obtained.

Equality
There were many sentences (107) written by theoregmts to describe . What can be noted is

that the majority of those who completed this itend who amounted to a little more than two
thirds of those participating in the study, refdrr® quality in different ways. The main
differences noted reflected different emphasis mige else to the amount of details provided.

The different types of definitions provided areegairised here overleaf:
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equality considered as everybody being treated theame: This type of definition was
among the most simplistic in approach and a ligés than half of the respondents fell within
this category. In these statements equality wasidered as treating everybody the same,
without giving any details about which charactéstshould not be used to decide and act
differently to. There is little realisation that freating everybody in the same way may itself
lead to inequality. So, although the statemenbissidered to be on the right track, it is to a
degree naive as it is not sensitive that the saesnbent in some cases still puts particular
groups at a disadvantage and that rather thereneed to cater for the different groups in
order to promote equality of access. Below are sexemples of sentences written to
illustrate this simplistic view of equality.

- everyone should be treated in the same manner gt respect to rights as well as

duties;

- That everyone, no matter who she or he is, are shene (equal)

mention of some characteristics despite which peapkhould still be treated in the same

way: This second type of sentence written is similathi first and amounted to a little less
than 20% of the respondents. The difference indhge is that more detail is provided and
there is a mention of at least some of the chaiatitss despite which individuals should be
treated differently. The statements below illugtratich type of examples given. This shows
a wider level of understanding of equality than theevious statement. However, the

statements are still based on using the terms iégjaall the same interchangeably:

- People get the same treatment everywhere indepethdéom their gender, sexual
orientation or religious belief;

- by equality | understand that no matter the gendegligion, disability or other
reasons that may occur, people are to be treateabdy;

A little less than two thirds of the statementstien fell within these two first categories.

Reference to rights: There were a some respondents (around 15%) whaéddcan the
rights that particular groups should have and betlesh to, implying that due to some

particular reason or personal characteristic thatright may be removed unfairly. This type
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of statement refers to what the individual is éeditto and should get. It does not focus on

the behaviour of others towards him or her.
- having equal rights;

- | suppose it means that people have equal righterevf they have different

capabilities and circumstances;

- all humans have the same basic rights regardlesstiedir gender, age, physical

ability, sex orientation, religious belief and skicolour.

* There is reference to opportunities: This type of statement given by some respondents
(about 15%) focuses on opportunities and that thesst be the same irrespective of one’s
gender, age, religious belief etc. In some casessthtement was made in general and
without details. In other statements there wasreef® to the specific characteristics or
belonging to a particular group in society. Thepmeses also recognise that differences
should not be used to reduce one’s opportunitieanyMstatements were related to
employment, and still do not reflect sensitivity tioe needs of different groups. Some
examples are included below;

- The provision of equal opportunities for all whilsat the same time protecting
persons from being discriminated against on the gnals of group membership (i.e.
sex, race, disability, sexual orientation, religipbelief, or age)

- Treating people on an equal footing without making distinction based on

particular characteristics (gender, age, disabilitgtc)

* There is reference to respeck few of the statements (5%) made reference toewtsp
that it is not enough that people are treated & shme way. There reference that
persons who are different should be respected ein #tcount. Here below are some
examples of such statements;

- Fair and equal respect and opportunities irrespeetiof gender, age ,skin colour,
religion;
- treatment of persons with equal respect and dignity

- Every person should be respected the same
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» There is reference to being sensitive to differeveeds by different groups of people:
This type of statement reflected specifically byoward 5% of the respondents
acknowledges that it is not enough to treat eveatybequally as this is in itself
discriminatory, but that action needs to be takeroider to ensure that those at a

disadvantage are given extra support to succeegatidipate in society;

- Equality means equal access to civil rights coupledh a philosophy where those
who need most get the most, those who need thd Igeisthe least, not the other

way round.

- Everything related to a person at his workplace thehould satisfy/accommodate
the person to complete the tasks he is bound tardeelation to his work, health

and safety, colleagues and his employer/boss

It is to be noted that there was no use of the wlorersity in talking about equality, even if there
are some statements which reflect acceptance. Thetdl lack of understanding and realisation
that in order to overcome discrimination there éech to make adjustments to the needs and
characteristics of the different groups, and sating the different groups the same is not
enough. This shows that while the respondents hae ror less a degree of understanding of

equality, they did not have as wide a view of efjyails is usually understood.

Discrimination

There werel05 contributions fodefinitions of discrimination given, many of whigrere also in
the right direction. Many of the comments impliedegative effect as a result of discrimination.
There were also a number who specified reasonsviitcch negative attitudes and behaviours

occur. The variations obtained included the follogvi

» Discrimination resulting in being treated differently: A number of statements (around
50%) referred to discrimination as being treatéfiebntly based on some physical feature
but with little specific mention of the reason &urch different treatment.

- Discrimination is when people are treated differénbecause they are different
- Any form of justification to consider people withngthing different differently;
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Being treated differently (negatively) because at@es not fall within the 'norm’;

Different treatment based on specific characteristis: In these statements (an additional

37%), the reasons for different treatment werergaed many times included one or more of

the six grounds of discrimination. These statemtartided to be more elaborate than those in

the previous category:

Reference to being considered les§Some comments (around 10%) used the word ‘less

the different treatment of persons on grounds ofxsereligious beliefs, sexual
orientations, nationality;
Treating people differently (positively or negatly® on the basis of particular

characteristics (gender, age, disability, etc)

specifically and implied that discrimination in serway resulted in individuals having less

of something:

The condition or state where human beings (and amils) are treated less than justly,
equitably and fairly.

the treatment of a person in a less favourable manm various kinds of grounds

To treat one particular person or groups of peopéss favourably than others because
of their race, colour, nationality, or ethnic or nt@éonal origin etc.

when someone is treated less than others simplyabse of his colour, sex, ethnic
origin, disability, age, or religion. For examplen is discriminated against being
female in an interview because she has family resgbilities and interviews assume

she would not be adequate for the job because shearried.

Mention of decreased rights:Some statements referred to people having lesssrigh

access to services and products as a result of peirt of a particular group or due to having

particular characteristics. The implication madéhet people are denied something to which

they are entitled.

Negating rights or privileges to some,;
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- When rights of a person is effected due to diffeces such as sex, sexual orientation,

disability etc;

* Reference made to work situations: There were a few examples which referred
specifically to discrimination related to employméssues. In such cases the implication was

that people have fewer opportunities for work basedome form of discrimination:

- unfair treatment (legally limited to instances ocring when accessing goods/services
or seeking employment) on the 6 grounds mentioneetighout this survey;

- That some people are given better opportunitiesritwdhers e.g. work conditions;

- persons can be discriminated from work and otheghts on the basis of their skin

colour, sexual orientation etc

It can be noted that most of the respondents wriindefinition for discrimination reflected
correct understanding and associated discriminatitin negative approaches and effects. These
negative effects were often implied impact on asdesservices or objects, or being treated
differently from the mainstream group, often lebsut others or placed at a disadvantage
compared to others. Some of the statements were whetailed and insightful than others,
reflecting a greater understanding of the issuedevdthers were more vague and generic. But
overall, most of the respondents were consistetit thieir declaration that overall they were
knowledgeable about issues related to equalitydsswtimination. However, it is to be noted that
there was still little mention and reference tditntional discrimination. Thus while respondents
were more aware of discrimination as the resuliations by individuals, they are less aware of

how the set up of organisations can themselvessoeminatory.

Attitudes towards aspects of equality and discriation
This section of the report analyses the responises @o the statements relating to situations of

equality and discrimination and to which public doyees had to indicate if they agreed or

disagreed and to what degree on a 5-point likemtescThe use of the likert scale makes it
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possible to work out the average rating over alrgspondents, across gender, as well as across

status. The table of the average ratings by th@endample of participants is given overleaf.

It can be noted that in many of the cases pubicleyaps expressed very strong and positive
attitudes to aspects related to equality and disngtion related to public service provision.
They expressed very positive attitudes toward geasigects, strongly recognising that a women
should get a job if she is the best candidatep tiavve family friendly measures promoted among
male workers. They were also in favour of positiiscrimination with respect to promoting
women in higher level jobs. There were also strpogitive attitudes towards people with
disabilities, agreeing strongly that all building/sould be made accessible and that there should
be provision of information in Braille for blind pple as well as encouraging disabled people to
apply for promotions. Positive attitudes were aspressed with respect to translation services
for immigrants, schools catering for different ggbns, sensitivity to different religions in the
provision of healthcare services, promoting good promising young workers, encouraging

those over 40 to continue studying, and sensitiaityame sex partners in healthcare services.

Those statement where there were less positiiedds towards and tended to be more neutral
overall related to respecting Muslim workers’ redigs feasts were respondents were still overall
in agreement but less strongly. They were also d&ss1g in relatio to government being more

proactive in meeting the needs of immigrants, Igairastill positive. They also believed to a less

degree that the police should establish bettetioakhips with migrants, and that trans people
should be allowed to use services according t@émeler they identify with. They were also less

positive of having people over the age of 65 kegmn working. The only statement where the

overall rating was neutral related to giving prefere in employment to a Maltese person over
that of other foreign nationals.

Table 1: Average rating (from 1 -5) given by respadents to statements relating to equality

and discrimination

Statement Average
a. A civil servant is allowed to work beyond 65 years. 3.17
b. A female who is promoted to Director even thotlgere were 5 male

applicants. 4.40
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c. There should be access to all government bgigdiar disabled

persons. 4.86
d. Family friendly measures should be promoted ajmmoale workers. 4.67
e. There should be language translation provigommigrants asking

for services. 4.23
f. Schools need to take steps to respect a maiuge of different

religions. 4.56
g. A person who is good at his/her work shoulgtmmoted even if still

quite young. 4.60
h. Transgender persons should be allowed to wletires of their

preferred gender for work. 3.79
i. Men are better heads than females. 1.59
J. Government organisations should respect apdeiment practices

which respect other religious feasts e.qg. Ramadalfislims 3.06
k. Disabled persons should be encouraged to dppfyromotion 4.54
I.  Government's healthcare services should Egpe requirements of

different religions 4.02
m. Welfare services need to be more proactivedarting the needs of

migrants 3.29
n. Public services should be made available tod people on the basi

of the gender with which they identify. 3.67
0. Government should invest in offering in Brailbr blind people. 4.64
p. The police need to develop positive relatiopshwith immigrant

communities. 3.73
g. A job should first be offered to a Maltese persand not to somebod

who is not Maltese 2.66
r. Workers should continue with their studies eifeéhey are over 40

years old; 4.62
s. Health services need to take steps to betsents the needs of same

sex partners. 4.00
t. Positive action is needed in civil service émgment to have more

women at senior management level. 4.07
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Another perspective to how to analyse the respogse= to the statements presented is to
consider how much individuals are open to acceptrdity as well as to what extent do they

accept the need to take positive action in ordeater for the different needs of diverse groups.

When looking at those statements relating to acogpdiversity, one finds that there is a
tendency to have strong attitudes in acceptingrditye Respondents were very positive across
all statements and any differences noted refer Ignanthe degree to which they hold such
attitudes. Less strong attitudes towards acceptahabversity was identified in the cases of
allowing people to work beyond the age of 65, alf@vtransgender people to wear their
preferred gender of clothes, and in preferring B&dtworkers over foreign nationals. The latter
is. However a positive issue as it reflects theelb¢hat Maltese people should not be preferred
over foreign national simply on the basis of thetionality. These statements reflect aspects in
society which challenge traditional society. Whitere time is needed for people to adjust and
accept diversity in these areas, there need tdfbesemade to provide strong messages among
public employees that they are there to provideeraice to all, and that this requires being
sensitive to the different needs and groups wisliciety.

A similar trend was obtained with respect to staets which reflect positive actions taken to

accept and cater for diversity. All the responsdtected a positive attitude and the difference
which was noted was mainly in the degree of thistpe attitude. There was a strong attitude in
favour of encouraging disabiled people to apply poomotions, as well as in having more

females ar managerial level with public servicene3e responses reflect a similar situation to
that of accepting diversity where there still netml$e more change in attitude with respect to
issues which have traditionally been different witiMaltese society and that Maltese people
still need to accept more and start catering béttethese groups of people who up to some time

ago were not really accepted in Maltese society.

Gender Differences in attitudes towards discrimiat
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The table overleaf gives the average ratings ferdifferent genders. Those statements where the
difference in averages between the male and femeslgondents were greater than 0.4, were
identified.
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Table 2: Average rating for the individuals statemets across gender

AT Males Females
b. A civil servant is allowed to work beyond 65 years. 3.10 3.21
b. A female who is promoted to Director even thotltere were
5 male applicants. 4.17 451
c. There should be access to all government bgjddiar disabled
persons. 4.78 4.89
d. Family friendly measures should be promoted agmoale
workers. 4.47 4.77
e. There should be language translation provigommigrants
asking for services. 4.10 4.30
f. Schools need to take steps to respect a naiuge of different
religions. 4.60 4.53
g. A person who is good at his/her work shoulghtmmoted ever
if still quite young. 4.39 4.70
h. Transgender persons should be allowed to wletires of
their preferred gender for work. 3.44 3.97
i. Men are better heads than females. 2.15 1.33
J. Government organisations should respect amdeiment
practices which respect other religious feastskRagnadan for
Muslims 3.12 3.04
k. Disabled persons should be encouraged to dppjyromotion 4.34 4.63
I.  Government’s healthcare services should &Eghe
requirements of different religions 3.93 4.07
m. Welfare services need to be more proactivearting the
needs of migrants 3.28 3.35
n. Public services should be made availableéamd people on
the basis if the gender with which they identify. 2.68 3.51
0. Government should invest in offering in Brailbr blind
people. 4.55 4.68
p. The police need to develop positive relatiopshwith
immigrant communities. 2.08 2.38
g. A job should first be offered to a Maltese persand not to
somebody who is not Maltese 2.95 2,51
r. Workers should continue with their studies eifeéhey are ovel
40 years old; 4.34 4.74
s. Health services need to take steps to betsents the needs
of same sex partners. 3.95 4.22
t. Positive action is needed in civil service émgment to have
3.85 4.14

more women at senior management level.
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When looking at the trends obtained for the différgenders, it can immediately be concluded
that females expressed more positive attitudesntelas overall, even if many times this was to
a small degree. This is consistent with the femaleslaration that they are more knowledgeable
with respect to issues related to equality andrditye It is also consistent with the pattern of
having twice as many females than males resporiditige survey when in the public service the

percentage females is lower than that of males.

There were only three statements where the difterémthe average attitude was more than 0.4.
While in all cases, despite the difference, thigual¢ for both males and females, it is to be noted
that these were the cases where the female respsnu®d much stronger views. Two of these
statements related to gender issues where womerstiehger views in that a woman should get
a job if she is better qualified, even if there areumber of men applying for that job. They were
also strongly against the statement saying that amenbetter than women. This reflects how
women in the public service tend to be more sesgstthan men on issues related to gender, and
possibly could reflect the need to for women tdl stssert their position within the public
service. The third statement where women expressehger attitudes related to allowing
transgender persons to wear their preferred clothesppears that women tend to be more
tolerant and respect a person’s choice for clothes men, even if both were in favour of

transgender persons to wear their preferred modmtifes.

One other statement worth noting refers to theaghof Maltese nationals over foreign nationals
with respect to employment. While females were raw@nd non committal with respect to this

statement, males were slightly in disagreements Timy reflect a situation where respondents
are aware that it is discriminatory to choose até&s national over foreigners, but still tend to
feel that a Maltese person should get the job. Tpotentially, they consequently opt to be non-

committal.
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Differences in attitudes towards discrimination axss respondent level of responsibility

The averages for the responses were also workefbiotite respondents’ different status. When
one looks at the trends obtained, one can findtlteae is an increase in positive attitude across
the level of responsibility. Across nearly all tiéerent statements, there were stronger attitudes
expressed by managerial staff. This implies thas¢hwho are in a position to ensuring equality
and to reduce the presence of discriminatory prestwithin public entities and the services that
they offer are more sensitive to such issues. dlse to be noted that the National Commission
for the Promotion of Equality has in past recerdrgenvested in provided training in equality
and the trends obtained could very possibly bdypalso the fruit of all the efforts made so far
by NCPE.

A closer look at the trends in attitudes obtainbdvs increased and stronger attitudes from
administrative to professional to managerial staffhis trend was obtained in five of the
statements which are highlighted in blue in theletativerleaf. One finds that there was an
increase in the positive attitude towards havirtgoivorkers over the age of 65 years continuing
to work. With respect to age, managerial staff ais® more positive towards workers over 40
years to continue with their studies. There wese atronger attitudes with respect to religious
diversity. Managerial staff was thus more positieevards schools catering for the different
religions of students, or having health servicegcivlare sensitive to religious beliefs of patients.
Managers also demonstrated stronger positive déstutowards people of different sexual
orientation, allowing transgender persons to chdbsestyle of clothes to wear. Managers were
also more positive, even if to a lesser extent tinathe case of the other statements, that the

religious feasts of workers of other religions thlose of the Catholic faith are respected.

An opposite trend was obtained in two statementsravistatements became less positive with
increased level of responsibility and these arer@sted to look at. It is to be noted that those at
administrative level held stronger views with regp& having buildings which are more
accessible. This may be explained in terms of tthieéct experience with people with disabilities
as many times they are the ones using the seryicegded by public entities. They thus

experience problems of discrimination more directly
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Table 3: Average Rating for the individuals statemets across Level of employment

Statement Administrative | Professional| Managerial
c. Acivil servant is allowed to work beyond 65

years. 2.76 3.43 3.49
b. A female who is promoted to Director even

though there were 5 male applicants. 4.38 4.43 4.4(
c. There should be access to all government

buildings for disabled persons. 4.90 4.77 4.86
d. Family friendly measures should be promoted

among male workers. 4.63 4.70 4.67
e. There should be language translation provisign

for immigrants asking for services. 4.10 4.00 4.30
f. Schools need to take steps to respect a wide

range of different religions. 4.34 4.58 4.75
g. A person who is good at his/her work should be

promoted even if still quite young. 4.90 4.47 4.70
h. Transgender persons should be allowed to v

clothes of their preferred gender for work. 3.67 3.77 3.91
i. Men are better heads than females. 1.62 1.73 1.49
J. Government organisations should respect anc

implement practices which respect other religi

feasts e.g. Ramadan for Muslims 2.88 3.10 3.24
k. Disabled persons should be encouraged to apply

for promotion 4.54 4.37 4.63
I.  Government's healthcare services should &s

the requirements of different religions 3.61 4.07 4.42
m. Welfare services need to be more proactive in

meeting the needs of migrants 3.15 3.35 3.29
n. Public services should be made available to

Trans people on the basis if the gender with

which they identify. 3.68 3.73 3.74
0. Government should invest in offering in Braill

for blind people. 4.64 4.50 4.74
p. The police need to develop positive relatiopshi

with immigrant communities. 2.75 2.63 2.69
g. A job should first be offered to a Maltese pers

and not to somebody who is not Maltese 3.20 2.96 1.93
r. Workers should continue with their studies eve

if they are over 40 years old; 4.49 4.50 4.81
S. Health services need to take steps to betseng

to the needs of same sex partners. 3.08 4.07 4.06
t. Positive action is needed in civil service

employment to have more women at senior

management level. 4.67 4.53 4.71
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Statement q, referring to the preference of Maltesgionals over foreign nationals in
employment appears to be a particular issue whadlh for extra attention. It may very much be
the case that many Maltese nationals believe thveduld be better to show solidarity with those
of one’s own country, but also recognise that th&s/ not be socially acceptable. Also, those in
managerial positions would tend to be more concemugh having more competent workers
than promoting employment with country nationalss Ithus difficult to understand the reasons
behind the trends obtained with respect to thiestant, but it is understandable that persons in

managerial positions to be more careful and sersiti aspects related to discrimination.

5.3 Public Employees’ experience of equality and discrimination

This section tackles a different aspect relatedliszrimination and probe’s the respondents’
experience of discrimination. This is of particulaterest as it provides insight related to how
much discrimination may be present in the servibasthey provide as well as if and what type
of discrimination they may experience themselvessg®ndents were thus asked to state first
whether they have experienced instances of discatan directed at themselves, and then on
whether they have witnessed instances of discritimaowards others within their institution.

In each case, the respondents were also askeditat® whether they took any action if they

came across discrimination, if not why, and if gavhom.
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Figure 23: Percentage distribution of Personal experience of discrimination at work for the six

grounds of discrimination
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It can be seen that in all cases of the six groumidsliscrimination, the majority of the
respondents declared that they never experiencedoam of discrimination. The two types of
discrimination which a small percentage of respotsl@eclared that they experienced were
mainly in the case of gender and age. In the chgeraer this amounted to a little less than one
fourth of the respondents. It is not possible teniify what types of discrimination these
respondents experienced and for what reason anghioh circumstance. The case of age

discrimination was less frequent with this amoumtio less than 20%.

Action on discrimination experienced

It is interesting to note what the respondentsedtdhat they did when they were victims of
discrimination. Various reasons were put forwasdawhy some respondents did not report the
discrimination which they experienced. Some thought the situation was not that important
and so either lived with the situation until it weaway or else they changed job. In other cases,
they thought that speaking up and reporting theridisnation would make the situation worse.
In some cases, the victims thought that they didhawe sufficient proof and evidence. A few
stated that they were too young and inexperienagdckle the problem. In all cases, there is an
admission that the situation was a negative onetlamtdthey somehow did not know how or did

not have the strength to fight it.

There were, however, a number who stated that thdyreport the instances when they
experienced discrimination. The few cases wheeeetlwere instances of discrimination, these
were reported mainly to superiors and persons argeh of managing the workplace. In two

instances, there was mention of support from therun

Instances of discrimination were shared mainly wiitree groups of persons. These included:
family; friends and colleagues. In all exampleg geople with whom respondents shared their

experience of discrimination were trusted people.

Experience of discrimination across gender

When one looks at how much males and females stdiatl they have experienced

discrimination, it can be immediately noted thagraater percentage of females declared that
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they have experienced gender discrimination. Fesnatkeclared higher incidents of
discrimination than males also with respect to digerimination. On the other hand, there were
lower rates of discrimination among women with exgpto religious beliefs, sexual orientation,

ethnicity and disability.
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Figure 24: Percentage Distribution of experience of discrimination at work across gender
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10% of the managerial staff declared that they eegpeed gender discrimination often. There
were another 10% managerial staff who stated tteat €xperienced gender discrimination every
now and again. It is not clear from the data if thajority of these respondents are female.
About 5% of the managerial staff stated that theg axperienced age discrimination often and
regularly. Again, it is not possible to identifytkis occurred because they were too young or too
old. Professionals also declared that they expee@ age discrimination. On the other hand,
there were few of the respondents who stated ket Wwere discriminated against on the other
grounds. It is to be pointed out that respondergsewiot asked if they belong to any groups
which are usually discriminated against due tortredigious belief, sexual orientation, disability
etc. and so the results may be the result of nioigb@member of these groups and not because
they live in a more tolerent society. None the iessto be noted that across each there appears
to be a small percentage of professionals (arodapvého have had experience of each type of
discrimination. The groups which seems to have meepeed least discrimination were
administrative staff. This could either be the fesf such staff not being that sensitive to the
issue of discrimination and consequently are ofteththat aware of its existence and in what
forms. These small percentages are not insignifiGard should still be given their due
importance as discrimination should never be ttéera
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Figure 25: Percentage Distribution of experience of discrimination across status

Respondents’ Witness of discrimination against athat work

Respondents were also asked to indicate if and bfien do they witness instances of
discrimination when at work. It is to be kept innalithat respondents may have been inswering
in terms of employment based discrimination rathan discrimination in service provision, and
thus results need to be interpreted with cautiortah be noted that now the percentages are

higher, even if discrimination does not seem tauo@tten or regularly. However, there are still

around 5%.
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Figure 26: Degree of discrimination witnessed at @rk by respondents

It can be noted that gender and age discriminatgonain the two most common forms of

discrimination. These are not little and amountatound 25% and 20% of gender and age
discriminated respectively, and taking place evasyw and again. One may conclude that the
public employees responding to the survey did epbrt great occurrences of discrimination.

However, it could also be the case of either pubdiovants replying to the questionnaire being
diplomatic and not claiming real occurrences, sedghey may not be aware of instances of the
different forms of discrimination as they are naformed and knowledgeable enough to spot it

when it takes place.

As in the case of experiencing discrimination, cesjents were also asked what they did when
witnessing discrimination, and if they reportedaitd to whom, and with whom did they talk

about it.

There were various reasons given for not reporfiingse ranged from: considering the situation
trivial and not worth reporting; to avoid worse seguences; feeling that they do not tangible
proof; being afraid of repercussions from superiasswell as believing that reporting is futile.

There is no particular reason given which was ncoramon than others.
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In nearly all the cases, respondents stated they thhen they reported the cases of
indiscrimination, they did this to their supericaad it was only in one case that there was
reference to the competent institution. In statmigh whom they shared information about
discrimination, it appears that they shared witheegues. The reason for this could be because
this time the instances of discrimination were elgselated to the work environment and people

need to share with somebody who understands betisshe and the work practices.

When one looks at the trends in being witness soramination by respondents of different
gender, very few differences could be identifiecbr®males indicated that they witness gender
and age discrimination regularly. More males themdles reported discrimination on the basis
of age, gender and disability taking place on @easions. On the other hand, more females
than males declared witnessing discrimination dwedigious belief, ethnicity and sexual

orientation on rare occasions.
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Figure 27 : Percentage distribution of frequency of discrimination witnessed by respondents at work

across gender

Trends across level of responsibility in employment
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Figure 28 : Percentage distribution of frequency ofliscrimination witnessed by

respondents across status

There are no particular differences in the degréewinessing the different

types of

discrimination according to the respondents pasitibemployment. The main small difference

noted is that more managers than other groups derideindicate that they witnessed

discrimination a few times, with the exception dhrecity where this pattern was so for

discrimination taking place every now and again.e Tieason may be that any form of

discrimination taking place tends to be reporteduperiors and those in charge and so managers

tend to be aware of discrimination more than others

Good examples of practice in equality and discrimiation
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One item in the survey asked the respondents maxamples of good practice which they have
come across in preventing discrimination, in makatjustments to diversity and to advance
equality. Very few of the respondents providednepkes of such actions, this amounting to

about one fifth of the respondents only.

Prevent discrimination

The few examples given provided a range of possaoions which were taken to prevent

discrimination. There were some contributions whieflected action taken at a high level and

holistic manner, with the implementation of polEihich were then disseminated among all the
employees. In addition, the importance of suchgpedi and that they had to ‘be adhered to’ was
also emphasised with employees.

- policies on discrimination disseminated to all erogkes and make it clear that they are
important to adhere to;

- clear policy guidelines given to all employees.

Some respondents referred to initiatives takerhkyNational Commission for the Promotion of
Equality and how they have worked with people imagerial level to sensitise them to issues
related to equality and discrimination, and to emage them to ensure that these principles are
respected within their entities. There was alserezfce to the information campaigns that NCPE
runs that how the information which they dissenenand the messages that they send help to
fight discrimination. This shows that the efforigsMCPE are bearing fruit.

- NCPE created more awareness and may have encouragadagers and work
colleagues to treat everyone equal.

- campaigns by NCPE.

Other examples of good practice mentioned as baéaomg to prevent discrimination related to
having appointed staff with the responsibility afsaring that there is sensitivity to diversity.
There was also reference to the creation of indédg@rboards where one can complain, such as
the example of the Ombudsman, even if not spediifidar cases of discrimination, except
possibly in relation to work.

- independent boards are created e.g. ombudsman

- have a diversity officer at the work place and tnastaff
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Some specific examples were also given. In one, @éasedicated below, it was acknowledged
that organisations with the responsibility of emsgirequality and that there is no discrimination,
in this case with respect to disability and acdeséuildings, consultations are made before
planning permits are issued and that this enshegsekclusionary practices are eliminated.

- national commission for people with disability asensulted during MEPA

applications at vetting stage.

Making adjustments to diversity
Respondents were also asked to provide examplgead practice in making adjustments to
diversity. There were various types of examplesmgiand which included specific initiatives
that provided access to particular groups. Soméhefstatements provided related to actual
experiences while in other cases these sounded likersuggestions of what can be done. The
contributions made mainly involved changes whicthezi provided physical access or to
services:

- Initiatives to make structural alterations to exisy buildings in order to allow easier

access for persons with disability.
- pushed for adjustments particularly in terms of péigal, mental access- not always

successful

Other adjustments made had implications to oppditsn whether this is for employment or for
further education. In either case, the intentiortoisensure that such opportunities are more
inclusive and allow people from different groups #ame level of access.

- Revising job descriptions to make them more acdassand inclusive;

- Applications for courses are open to everyone exgr 16 years of age irrespective of

their gender, religion or disability.

To advance equality
Two types of examples of good practice providedewgven with respect to advancing equality.
Again it was not clear if the respondents were imairtg actual practices or just making

suggestions. One group of examples targeted palicly codes of ethics within the workplace.
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These were considered tools which aim to ensurethieae is equality promoted and respected
throughout.
- changes in legislation such as the Equality in Gaodnd Services act and the Bill for
Transgender persons, among others
- Introduced an equality policy

- Publication of a code of practise for broadcasters

The second type of examples of good practice wa® ipiactical in approach and involved the
inclusion of initiative within the daily work of gmoyees within the government entities. So,
there are more frequent meetings involving staff egflecting on issues related to equality. Staff
are encouraged to take up opportunities which Hezeal to both males and females. There are
also changes in practices such as questions imfjelbviews which promote greater equality, in
this case in the selection of candidates for jobs.

- monthly or more frequent ward meeting involving dhle staff

- Male workers were encouraged to make use of fanfiilgndly measures.

- the removal of references to family arrangementsithg interviews

Presence of discriminatory practices within publicentities

Respondents were also asked to indicate if theye vasvare of any discriminatory practices
(intentionally or unintentionally) within their wkrplace. This item was added as respondents
tend not refer to institutional forms of discrimiimen when talking about witnessing
discrimination. Thus, in this item, they were askedndicate their experience with respect to
specific activities within their public institution

When one looks at the distribution of responsesinbtl, there appears to be different patterns
with respect to practices and activities directeathers compared to aspects of discrimination
directed at themselves as workers, with the exoeptif providing access to their buildings.

With respect to services provided to others suclsasices offered, access to services and
information and in treating complaints, respondeméclared that where there were forms of

discrimination and these tended to be few instaacesvery rarely frequent. However, in the
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case of providing access to their building, treatimef employees as well as in cases of
promotion, there was a slight increase in respotsderdicating that cases of discrimination
occur more frequently, even if still in a limitedaw and reported by less than 10% of the
respondents. The only type of discrimination whighs indicated as occurring regularly in
around 15% of the cases and related to providingsipal access to the public entities. The
trends obtained may not necessarily reflect maseruininatory practices against workers in the
public entities, but could be more a case of redpots not being aware of or sensitive enough to
know how their work practices related to the pulalie impacting different groups in different

ways.
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Figure 29: Percentage frequency of different typesf discrmination within government
entities

Respondents were also asked to indicate if theytbal$ within their entity which targeted

equality and discrimination. Over half of the resgents declared that they have a policy on

discrimination, harassment and equality within ithextity. There were around one fifth who

indicated that they have an action plan on equaptpcedures to deal with difference and

diversity, and staff who are particularly respotesitor equality and diversity. These responses
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do not necessarily reflect the degree to which sations are present within public entities, but

more so the awareness of public employees of whatplace within their entity.
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Figure 30: Percentage frequency of presence of editg tools within public entities.

Respondents were also asked to indicate how often teview their practices to assess for
discrimination and advance equality. A little lekan half of the responds were not aware of
such practices while a third indicated that thisas done regularly. Less than 10% indicated that
this is done frequently or regularly. A similarricein responses was obtained for reviewing
services before they are offered rectifying sitwadi of inequality which may arise and in

including equality and diversity in discussionsatetl to running of the organisation, its

operation and treatment of employees. It is alsbemoted that over half of the respondents

declared that they had never received any trairetaded to equality and diversity.
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Answer Options

1. review its practices to assess for discrimormatind for advancing equality?

2. Review new services offered prior to implem&atato ensure equality?

3. take action to rectify situations of inequaliitich may arise?

4. Include the issue of equality and discriminatio discussions related to the running of the
organisation?

5. Include the issue of equality and discriminaiio discussions related to its operation?

6. Include the issue of equality and discriminaiio discussions related to how employees are
treated?

7. Organise training for staff on equality andedsity?

Figure 31: Percentage frequency of practices to sare equality and reduce discrimination

within public entities

At face value the trends obtained indicate thatethbe respondents reported few forms of
discrimination present within their public entiti€dne needs, however, to be concerned about
whether this is a case of employees who are nditsenenough to diversity and so are not
aware of subtle forms of discriminatory practices the other hand, although there are some
forms of practices related to ensuring equality seviews related to diversity, these do not seem

to be done regularly and thus further work in préingpsuch practices is needed.
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5.4 Public employees’ views on learning about equality and diversity

The last section of the survey targeted trainind mcluded two main items. The first item in
this section asked respondents whether they wantedceive training in different aspects of

equality and diversity. The second item probedéspondents’ preferred mode of training.
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Figure 32: Percentage Frequency of public employees’ willingness to receive training

It is evident from the graph that respondents atereésted in receiving training in all the
different aspects of equality and diversity. Treflects a realisation that they need to be more
knowledgeable as well as to develop the neces&ély t® be able to prevent discrimination and

to promote equality.

74| Page



70.0%

60.0%

50.0% -

40.0% -

30.0% -

20.0% -

10.0% -

0.0% -
direct training tailorad  training with other on-line training: have access to
to the needs of your orgenisations: manuals, guidelines

organisation: ete

Figure 33: Respondents’ preferred type of trainingand support on equality and diversity

The most preferred mode of training and support a@sess to manuals and guidelines. This
reflects a need to have tools which can be usedaictice and which allows public employees to
move from theory and policies, to actual implemeata The next preferred mode involved

training which is tailored to their particular dgti This also reflects the need to have more

contextualised training and which is relevant t plarticular needs of the public entity.

Training with other entities and online training reenot popular with less than half of

respondents considering not opting to use thesappooaches.
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6.0 Discussion of Results

The analysis of the survey has provided a numbensifhts about discrimination and how

public employees view, experience and witness aspacit in their employment and in the

services which they provide to the public. The alle@esponse obtained was positive with many
public employees expressing and displaying a gaegtese of sensitivity to issues relating to
equality and discrimination on all the six groundsen if there are areas where further work
needs to be done. Trends obtained were consisterdsathe whole survey which provide to a
degree validity to the results obtained. Howeveg tb the difficulty in obtaining the responses,
the sample obtained can still be biased to contamse who value equality and are against

discrimination, thus reflecting only part of pub&mployees.

More specifically, the research findings can be mamsed to be the following:

» Public employees declared having a degree of knogkand awareness of NCP&nd its

role and work. This reflects NCPE'’s visibility withthe public service;

» Respondents declared a good degree of knowledgequality and discriminationoverall
and particularly with respect to five of the sbognds. It is to be noted that there is lower
degree of understanding and awareness of age mdisation as well as ethnicity and

disability to a lower degree;

* Respondents declared a limited degree of knowledgeMaltese laws related to equality
and discrimination. It is to be noted that as many as one quarteh@fpublic employees
declared that they knew nothing about Maltese latis on any of the six grounds. This
identifies an area where there is need to investrireinformation needs so that public

employees become more familiar with legislation;

* Females tended to express higher levels of know&edgn NCPE, equality and
discrimination. This higher level of knowledge was present acressgly all the items. It is
not clear why this is the case but could reflegteater interest and/or sensitivity of females

to issues related to discrimination;
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* Respondents in managerial positions expressed higleels of knowledge on NCPE,
equality and discrimination than professionals aratiministrative staff.This trend was also
obtained over a large set of items and reflectsremess by those with positions of
responsibility in public entities. NCPE has thesstpyears invested in training civil servants
in top management and the greater sensitivity nbthicould in part be the result of the

impact of NCPE’s initiatives

* Good contributions for defining equality and diseninations were obtained even if
understanding of these concepts did not tend to d® wide as they should b&hose
participating in the survey wrote definitions retieg awareness of the different grounds of
discrimination. However, these two concepts weredescribed in the wider sense where
adjustments and actions sensitive to diversity warementioned One could not that there
was not enouglunderstanding of the implications of diversity, resulting in a lack focus on

substantive equality and lack of reference to institutional discrimination;

» Respondents overall expressed strong positive \&ahred attitudes -+ promoting equality,
accepting diversity, taking positive action for elisity as well as in combating
discrimination. Many of the statements rated avesagose to and over a value of 4 out of a
maximum of 5, reflecting that in many cases theged or strongly agreed to the statements
presented The problematic areas related to the is§thiring of Maltese nationals over
foreigners in employment, providing support to sgender persons, as well as in being more
pro-active with respect to migrants. These aresavdzere there is need for education and

promotion of positive action;

 Female public employees tended to express strongesitive attitudes than male
respondents.As in the case of degree of knowledge, female md@ots were more in
agreement with action sensitive to diversity andcombating discrimination than male
respondents. This reflects consistency of the medpuats’ statements which builds a strong
argument that females are more knowledgeable amsitise to equality and discrimination

than males;

* Managers expressed stronger positive attitudes tipaofessionals and administrative staff.
There was also consistency in the responses giveaspondents in managerial positions as

they also expressed stronger positive attitudes prafessionals and administrative staff.
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This also shows how people in posts of responsibdlie being sensitised to the issues of

equality and discrimination;

* Respondents experienced very few instances of oiigsnation and the most common were
on the basis of age and gender. The respondenctsited that the public entities where they
work do not tend to be places where there are nratgnces of discrimination taking place.
This does not, however, necessarily mean that tkdrtle discriminatory practice. It could
also be the case that certain practices are cordi@deceptable and the norm, when they still
reflect lack of equality. If respondents are noaeavof such instances, they would not have
indicated their presence. It was also noticed ithaiases where discrimination was present,
those who were reluctant to report it stated thatdituation was not worth reporting or that

nothing would change. Those respondents who diortegid so to the people in charge;

* Respondents were witness to a number of instandediscrimination, mainly on age and
gender The percentage frequency of discrimination wiseels was higher than that
experienced directly. However, the frequency woudd be considered as very high even
though every case of discrimination is unacceptalilee most frequently occurring

discrimination was due to either gender of age;

* An encouraging degree of practices promoting eqtyland combating discrimination
were identified within public entitiesThis reflects changes starting to take place within
public entities and should be considered as engmgaHowever, more work needs to be
done as these practices should cut across allgpebtities.There are still a lot of workplaces
with no policies in place. This is almost a legal requirement due to the manner in which directives
have been tested. It thus becomes a challenge in view of the target to have more workplaces

develop equality action plans;

* Respondents expressed a wish to learn more abouakty and discrimination,NCPE’s
role and services as well as what to do to rep@ses of discriminationThis reflects a
recognition by the respondents that they do notkenough about issues relating to equality
and discrimination and that they are willing to éducated in order to fulfil their work

responsibilities better and to know what to do noceintering instances of discrimination; a

* Public employees expressed a preference for moeefcal and contextual trainingPublic

employees prefer to have training which is pratt@cal gives them skills and competences
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to use at work. It is for this reason that theres \geeater preference for training tailored for
their entity’s context as well as for the provisiohmanuals and guidelines which they can

use.

It can be concluded that the survey has providedesealuable insights with respect to equality
and discrimination within public entities. It car lzoncluded that there is a good degree of
knowledge and positive attitudes among the pubipleyees responding to the study. They
have reported the existence of some discriminagdunations, but have also indicated how their
entities have also started to implement procesadspalicies to promote equality and fight

discrimination.

Recommendations
Based on the results obtained a number of recomatiend and direction related to potential
action related to equality and discrimination carpit forward. Actions which have been shown

to be needed from this study include:

* Need to invest more in educationThere is need to invest more in educating public
employees about the different types of institutlasiacrimination and why one must cater
for diversity in promoting equality. While publiarployees were knowledgeable and aware
of obvious cases of discrimination, they tend tdenstand less the need to cater for diversity
in order to promote equality, and to realise howises which are the same for all may in

themselves be discriminatory;

» Training aimed at Administrative StaffThose who are least knowledgeable about equality
and discrimination tended to be administrative fstdhey also tend to be those public
employees most in direct contact with the geneudlip. It is thus very important that they
are knowledgeable and aware of issues relatedualiggand discrimination as they may be
the first to note and flag cases of discriminatidrich occur. It would thus be worthwhile to
start targeting also administrative staff in tragniprogrammes organised. Many of the

initiatives by NCPE have focused on middle and nmgmagement as they can bring about
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change within public entities. However, they canvradso target workers who are in direct
contact with the public or support the organisatiom include this focus in their own staff

training;

» Educate about the wider meaning of equality anddimination. While knowledge and
understanding about equality and discriminatioguie good, the wider perspective of these
two concepts are not yet well understood. NCPEtkas start working at targeting training
which promotes this wider understanding and promodecepts such as catering for
diversity, taking action and developing servicesclwhare sensitive to the needs of different

groups;

» Provide managerial staff with practical tools andazctices which they can implement to
ensure equality and combat discriminatioThere was a request for tools which public
entities can use in order to promote equality asdlzat discrimination. NCPE can thus build
on this need and to take initiatives to dissemimadee the tools which it already has among
managerial staff so that they can use them. Theneeed to develop and promote new

guidance on equality policies and actionplans;

» Tailor training more at practical tools which empj@es can implement and usBICPE
should invest in providing training which goes begaensitising public employees to issues
of equality and discrimination, and to invest iaiting on how to use the manuals and
guildelines as well as to how to implement practiegthin institutions. There is a need to

learn implementation procedures;

* Promote mutal learning among different public ents: Identify examples of good practice
within public entities where mechanisms for reviefaservices to ensure that they cater for

diversity are profiled and disseminated among roplslic entities;

* Respond to issues of age, ethnicity, disability and religion that emerged and to build the focus on
these groups within the public sector. These three grounds appear to be the greatest challenge and

it would be worthwhile to invest time and energy in targeting these aspects;
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All these recommendations highlight how NCPE shoatthtinue to invest in promoting
measures and practices within public entities wigicbure that public service provision responds

to diversity within society and measures are im@etad to ensure equality in the services
provided.
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Areas for further research

The survey has provided many answers and insiglitts niespect to the understanding and
attitudes towards equality by public employees afi as frequency of discrimination across
public entities. The survey, has also led to furttpgestions which may be answered through

future research. Areas for further research idedtiinclude:

» Stock-taking of the different mechanisms for revieW practices for equality and

discrimination across the different public entiteesl different services provided;

* Qualitative studies to identify how aware publicpdayees are of institutional discrimination

and how difference groups are affected. Such aystad focus on some patrticular sectors;

* Qualitative study on the effective implementatidnneanuals and guidelines provided by
NCPE to act as examples of good practice and friwchwother entities can find inspiration

to implement such practices themselves in the wadep and

Those reading this report would probably have Rrrthotential research projects and research
guestions to set for further research. The aresmoélity and discrimination in Malta still need to
be better understood and this study has just $mdtthe surface. Hopefully it will also act as a

stepping stone for further research leading totgramderstanding.

Final Remarks

This research exercise has provided insight intumber of aspects related to equality and
discrimination among public employees as well athiwipublic entities. It has also raised
questions for further research. While the overediutts are encouraging as positive attitudes
towards equality and against discrimination wergéaimied, it has also highlighted that much
more needs to be done to ensure that public sergater for diversity within Maltese society

such that real equality is achieved.
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ANNEX 1: Questionnaire used in study

SURVEY with Public Sector on Discrimination: Sectim a: Personal Details

Please tick with an X the appropiate box.

1. Gender
Male
Female

2. Age

< 20 40-49
21-30 50-59
31-39 >60

3. Please name the entity you work at:

4. What is your highest academic qualification?

No qualification First Degree

O/SEC standard Post-Graduate level Degree|
A Other

Level/Matriculation

5. Indicate your current Employment position

Administrative Managerial
Technical Other
Professional

Section B: Understanding of Discrimination

6. How much do you know about:

Nothing | A Average| Quite | Quite
little a lot

the National Commission for the
Promotion of Equality (NCPE)?
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7. How much do you feel that you know about equidy?
Nothing | A Average| Quite | Quite
little a lot

a. Overall

b. on the basis of gender

c. on the basis of age

d. on the basis of religious belief
e

f

. on the basis of sexual orientation

. on the basis of ethnic origin/skin
colour

g. on the basis of disability

8. How much do you feel that you know about disitnination?
Nothing | A Average| Quite | Quite
little a lot

a. Overall

b. on the basis of gender

c. on the basis of age

d. on the basis of religious belief
e

f

. on the basis of sexual orientation

. on the basis of ethnic origin/skin
colour

g. on the basis of disability

9. How much do you know which Maltese Law tacklessues of equality and discrimination:
Nothing | A Average| Quite | Quite
little a lot

on the basis of gender?

on the basis of age?

on the basis of religious belief?
on the basis of sexual orientation?
on the basis of ethnic origin/skin
colour?

f. on the basis of disability?

o 2lo|o|p

10. In the space below write one sentence about wiheu understand by

a. ‘equality.
b. ‘discrimination’.

84|Page



11. Consider the following statements and indicateow much you agree/disagree with them

Strongly | disagree | Not agree | Strongly
disagree sure Agree

d. A civil servant is allowed to work beyond 65
years.

b. A female who is promoted to Director even tHoug
there were 5 male applicants.

c. There should be access to all government bgigdin
for disabled persons.

d. Family friendly measures should be promoted
among male workers.

e. There should be language translation provifion
immigrants asking for services.

f. Schools need to take steps to respect a raiuge
of different religions.

g. A person who is good at his/her work should be
promoted even if still quite young.

h. Transgender persons should be allowed to wear
clothes of their preferred gender for work.

i. Men are better heads than females.

j- Government organisations should respect and
implement practices which respect other religious
feasts e.g. Ramadan for Muslims

k. Disabled persons should be encouraged to apf
for promotion

I.  Government’s healthcare services should &sp
the requirements of different religions

m. Welfare services need to be more proactive in
meeting the needs of migrants

n. Public services should be made availableamd
people on the basis if the gender with which they
identify.

0. Government should invest in offering in Breill
for blind people.

p. The police need to develop positive relatiopshi
with immigrant communities.

g. A job should first be offered to a Maltese pers
and not to somebody who is not Maltese

r. Workers should continue with their studies eifen
they are over 40 years old,;

s. Health services need to take steps to betsensi
to the needs of same sex partners.

t. Positive action is needed in civil service
employment to have more women at senior
management level.

y

11
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Section 3: Your experience of discrimination at youworkplace

12. Have you ever personally experienced AT WORK dcriminatory behaviour towards

you due to your?

Never A few Every often | regularly
times | now and
again
a. of gender?
b. age?
c. religious belief?
d. sexual orientation?
e. ethnic origin/skin colour?
f. disability?
13. If you experienced discrimination: did you:
a. do nothing about it? Why?
b. reported it: To whom?
c. shared it with others with whom?

why didn’t you repdf

14. Have you ever personally withessed AT WORK disiminatory behaviour towards
others (workers & persons getting services) due tiheir:

Never A | Every | often | regularly
few | now
times | and
again
gender?
age?

religious belief?

sexual orientation?

ethnic origin/skin colour?

~lo|2o|T|e

disability?
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15. If you witnessed discrimination: did you:

a. do nothing about it? |:| Why?

b. reported it: |:| To whom?

c. shared it with others I:I with whom?

why didn’t you report it?

16: With respect to discrimination based on gendéage/religious belief/sexual
orientation/ethnicity or skin colour/disability can you give ONE EXAMPLE where steps

were taken:
a. to prevent discrimination?
b. make adjustments for diversity?

c. to advance equality for people?

17. Indicate whether at your workplace different apects of discrimination (i. e. placing
some groups at a disadvantage) may be intentionglbr unintentionally present in:

Never | A | Every | often | regularly
few | now
times | and
again

the type of services you offer?

providing access to the services you offer?

the way you provide information?

treating complaints related to your services?

providing access to your premises?

the treatment of employees within your
institution?

opportunities for promotion?
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18. Indicate if your organisation has the following

Yes No

a policy on discrimination

a policy on harassment

a policy on equality

an action plan for equality

procedures to take account of difference and diyers
any staff with particular responsibility for equgland
diversity

19. How often does your organisation:

Never| A Every | often | Regularly

few now
times and
again

review its practices to assess for
discrimination and for advancing equality?

Review new services offered prior to
implementation to ensure equality?

take action to rectify situations of inequality
which may arise?

Include the issue of equality and
discrimination in discussions related to the
running of the organisation?

Include the issue of equality and
discrimination in discussions related to its
operation?

Include the issue of equality and
discrimination in discussions related to how
employees are treated?

Organise training for staff on equality and
diversity?
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Section 4: Information about discrimination

20. Please indicate whether you would like to learmore about the following:

Yes

No

a. Malta’s Laws with respect to discrimination

b. The role of the National Commission for therRotion of Equality
(NCPE)

c. The various services related to discriminatifiared by NCPE

d. skills to promote equality and diversity

e. Skills to prevent and address discrimination

f. strategies to make your organisation bettereatidg with equality and
discrimination

21. Indicate which forms of training or support yal would prefer. (You can tick more than

one option)

Yes

No

a. direct training tailored to the needs of yolgamisation:

b. training with other organisations:

c. on-line training:

e. have access to manuals, guidelines etc.:

E%] This Project is supported by the European Union Programme
for Employment and Social Solidarity
PROGRESS (2007-2013)
This programme is implemented by the European Commission.
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