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EBTP CONSULTATION ON WORKPLACE DIVERSITY 
AND NON-DISCRIMINATION 

(June-July 2005) 
 
 
 
Executive Summary 
 
 
This survey provides an analysis of the views of the European Business Test Panel 
(EBTP), a representative sample of around 3000 businesses from the 25 Member 
States of the European Union, on workplace diversity and anti-discrimination.  EBTP 
members were questioned about this subject in an online consultation, carried out in 
June and July 2005, in order to assess the extent to which diversity policies are being 
adopted and implemented, the business benefits of these policies and the challenges 
being faced in adopting them. 761 EBTP member companies responded to the 
consultation and it is their replies that are the basis of this survey and its key findings. 
 
Key Findings 
 

 At least half of all companies in the business sector are actively engaged in 
promoting the workplace diversity and anti-discrimination agenda in one form 
or another.  

 
 Around a quarter have policies and procedures that have been in place for 

more than five years.  
 

 Despite variations in the number of responses per country and business 
sector, this pattern of implementation is generally true of all countries and 
sectors.  

 
 Whilst policies concerned with gender equality are the most prevalent, the 

majority of companies with equality and diversity approaches tackle a range 
of equality issues at the same time rather than a single diversity strand. Even 
so, companies based in particular countries most probably prioritise those 
areas or concerns that have more resonance or relevance to their specific 
local contexts and environments. 

 
 Companies with well embedded policies and practices established over a 

longer period of time tend by and large, though not always, to cover a broader 
spectrum of areas and anti-discrimination grounds. 

 
 The results do suggest however that in recent years a more multi-dimensional 

approach in addressing issues of diversity and anti-discrimination is certainly 
evident across the business sector as a whole.  

 
 Whilst there are many smaller companies (less than 50 employees) that have 

well embedded diversity policies and practices, it is the larger companies that 
are more likely to lead in this respect.   

 



EBTP Consultation on Workplace Diversity and Anti-discrimination - Summary Report (August 2005) 

 2

 The thrust of much policy and practice in the anti-discrimination field is still 
directed mainly towards matters relating to employment and human resources 
management functions. Very few companies appear to link the benefits of a 
diversity approach to enhanced service delivery and customer satisfaction, or 
to the potential benefits of marketing to a wider customer base.  

 
 The survey clearly indicates that the majority of companies with diversity 

policies do not have effective evaluation and review processes in place.  
 

 The majority of companies believe that diversity policies and initiatives have a 
positive impact on their business. 

 
 The survey results show that companies believe that access to a new labour 

pool and the likelihood of attracting high quality employees is the most 
beneficial aspect of a diversity approach, followed by enhanced company 
image, reputation and community relations. 

 
 Foremost amongst the barriers suggested by companies in implementing 

diversity approaches is the lack of information and awareness, followed by a 
lack of understanding and expertise in developing and implementing an 
equality and diversity approach.   

 
 Half of the responding companies indicate employer’s organisations and 

networks, followed by other businesses and companies, as their main 
information sources on diversity policies and practices.   
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I. Introduction 
 
Since setting up in 2003, the European Business Test Panel (EBTP) has undertaken 
a number of consultations to help support the policy and regulatory framework in the 
European Union. This consultation on workplace diversity and anti-discrimination, 
undertaken over the period mid-June to mid-July 2005, forms part of a project to 
promote the business case for diversity run under the Community Action Programme 
to combat discrimination. 
The project follows up and builds upon the study on ‘The Costs and Benefits of 
Diversity’ (2003), which aimed to develop the rational business case for diversity, and 
also complements pan-European campaigns promoting diversity and anti-
discrimination in the workplace. As part of the current project on the business case 
for diversity, the EBTP consultation will also inform a forthcoming European 
Commission Compendium of Good Practice in Workplace Diversity and a European 
Conference on Workplace Diversity (end 2005). 
 
 
II. Purpose of the survey 
 
Anti-discrimination and workplace diversity policy is important to the business 
community in general and has a direct impact on many facets of how companies 
operate, including workforce recruitment, training, dismissal, sales and marketing, 
business reputation and performance. Additionally, legislation adopted at European 
level in 2000 outlaws discrimination in employment and occupation on grounds of 
racial/ethnic origin, disability, religion or belief, age and sexual orientation1, 
complementing already existing legal provisions on gender equality. 
 
The European Commission is keen to support employers and businesses in the 
implementation and compliance with the Equality Directives, and involve these in the 
promotion and evaluation of anti-discrimination and workplace diversity policies. This 
consultation allowed members of the EBTP to submit their views on diversity and 
anti-discrimination measures via an online questionnaire. Whist the questionnaire 
could not be exhaustive to respect principles of limited length and completion time 
applying in the framework of EBTP consultations, it included a number of key areas 
for investigation aimed at: 
 
i) Assessing perceptions and awareness concerning the concept and 

understanding of diversity in the workplace. The survey focuses on how 
companies respond to diversity across a broad range of strands including 
racial and ethnic background, disability, age, religion or belief and sexual 
orientation, and not solely on gender equality.  

 
ii) Finding out how widespread diversity policies and practices are across the 

business sector, and the lengths of time these have been in operation.  
 
iii) Seeking the views of companies about the actual or perceived benefits for 

their businesses of implementing workplace diversity and anti- discrimination 
approaches.  

 
iv) Finding out what companies see as the main obstacles and barriers 

preventing businesses from adopting equality measures. The survey 
therefore asked companies to highlight the main challenges they face in this 
respect, and to suggest practical ways forward in overcoming these. 

                                                 
1 Employment Equality Directive 2000/78/EC and Racial Equality Directive 2000/43/EC 
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III. Scope of the survey 
 
The questionnaire was circulated to around 3000 companies involved in the EBTP 
across the enlarged European Union, who were invited to participate in this 
consultation over the period of June/July 2005. It elicited 761 responses, a 25.4% 
return, from companies based in the following EU/EEA countries and sectors of 
activity as well as company sizes. 
 
 
Table 1– Number of responses by country 
 

 
Table 2 – Responses by Company size 
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Table 3 – Responses by sector of activity 
 

 
 
There is a large degree of variation in the numbers of responses received by country, 
as well as by business sector. Whilst companies from 22 countries are represented in 
the survey, the majority of these (414) originate from just five countries (Germany, 
Denmark, The Netherlands, Poland and Hungary). Overall, responses from new 
Member States and countries in Southern Europe are much smaller. For instance, 
there are 117 country responses from Germany, compared with 3 from Italy.  
 
The pattern of responses by country is not markedly different to that of previous 
EBTP surveys, except in the case of Italy. In previous surveys the response rate from 
companies in Italy has ranged from 8.3% to 12.3% of the sample, compared to 0.4% 
rate of response to this survey. The distribution of responses from the new Member 
States is comparable to that of the only other survey they have participated in 
(Regulatory Quality - June 2005). 
 
On this basis it is not possible to make statistically significant comparisons 
concerning regional trends. The report does attempt some comparative analysis 
based on returns from the top ten countries by level of response. These include a 
number of new Member States but none from Southern Europe for reasons of low 
questionnaire returns. In spite of these limitations in the survey data, it is still possible 
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however to infer some tentative conclusions from the data as a whole concerning the 
scale and patterns of implementation of diversity policies and practices across the 
sector as a whole.  
 
 
 
IV. Findings and Analysis 
 
The findings are structured under a number of key themes and areas as follows: 
 

 Current situation relating to the implementation of diversity policies and 
practices 

 
 Range of areas covered by policies and initiatives 

 
 Evaluation and measuring the impact of diversity policies 

 
 Perceived and actual business benefits of diversity 

 
 Key challenges in implementing equality and diversity approaches 

 
 
1. Current situation relating to the implementation of diversity policies and 

practices 
 
There is considerable difficulty in assessing the extent to which the business sector 
has embraced the new European legislative framework for promoting equality and 
anti-discrimination in the workplace, or what its impact has been. The consultation 
therefore firstly sought to find out what level of policy and action exists in relation to 
diversity in the workplace.  
 
The survey asked companies to indicate whether or not they had any diversity 
policies and practices in place, and the length of time these have been in operation. 
At this stage companies were not required to specify the particular areas their 
policies and initiatives cover. They were also asked to indicate whether or not their 
policies were well embedded, i.e. in place for more than five years, or adopted more 
recently (within the last five years). The questionnaire also asked companies to state 
whether they are currently in the process of implementing diversity policies, but with 
the understanding that more needs to be done in the process of developing an 
effective equality and diversity approach. 
 
Table 4 – Situation in the companies relating to diversity policies and practices 
 

52%

21%

13%

8%
6% No policies

Well embedded policies and practices

Policies recently implemented

Implementing policies but more needs to be
done

In the process of developing an
equality/diversity approach
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Of the 761 companies that responded to the questionnaire, almost half stated that 
they do not have any diversity policies or practices in place. An average of 20% 
indicated that they have policies and practices that have been well embedded for 
some time, and which are constantly updated and improved. The remaining 
companies in the survey have either recently adopted diversity policies, or are in the 
process of implementing them or developing equality and diversity approaches. The 
results indicate that at least half of all companies in the business sector are actively 
engaged in promoting workplace diversity and the anti-discrimination agenda in one 
form or another. Whilst less than a quarter have well established policies and 
procedures, many more are in the process of implementing diversity policies within 
their company. 
 
Despite variations in the number of responses per country and business sector, this 
pattern of implementation is generally true of all countries and sectors. In 
Construction however, the proportion of businesses with no diversity policies is a little 
higher at 63%. The proportion of companies with well-embedded diversity 
approaches is also correspondingly lower at 14% compared to the overall average of 
20% across the survey as a whole. 
 
There are possible differences in the level of adoption between old and new Member 
States, but conclusions concerning these must be drawn with caution in view of the 
issue of unrepresentative sampling highlighted earlier. A proportional analysis of the 
ten countries with the highest number of responses shows that the picture is quite 
complex.  
 
Table 5:  Percentages of companies with diversity policies and different stages 
of implementation 
 
 Well 

embedded 
policies & 
practice 

Recently 
implemented  

Implementing 
but more 
needs to be 
done 

In the 
process of 
developing 
diversity  
approach 

No 
diversity 
policies 
or 
practice 

Germany 32% 14% 8% 1% 45% 
Denmark 18% 10% 4% 2% 65% 
The 
Netherlands 

22% 15% 5% 7% 51% 

Poland 18% 9% 8% 5% 57% 
Hungary 8% 4% 12% 8% 67% 
United 
Kingdom 

29% 29% 4% 7% 31% 

Ireland 16% 25% 7% 7% 45% 
Belgium 15% 10% 10% 7% 59% 
Czech 
Republic 

15% 0% 18% 12% 52% 

Norway 23% 10% 17% 3% 47% 
 
Whilst the overall percentage of companies with well embedded policies is higher in 
Germany, The Netherlands, UK, and Norway as expected, and lower in the new 
Member States like Hungary and the Czech Republic, the responses also show that 
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there is a higher level of current activity and implementation in the new Member 
States in comparison to the old ones. Hungary and the Czech Republic for instance, 
have a higher percentage of companies that are in the process of implementing 
policies and diversity approaches, or as in the case of the Czech Republic and 
Poland, have fewer companies with no diversity policies at all in comparison to 
companies in some Western European countries such as Denmark and Belgium. 
 
The survey indicates that companies in Northern and Western Europe are more likely 
to have diversity policies and practices than the new Member States in Eastern 
Europe. However, whilst countries like Poland and Hungary have a lower percentage 
of companies with policies in place, a higher percentage are in the process of 
implementation, and hence in the process reducing this regional difference in 
implementation.  
 
The survey also shows that whilst this is a general pattern, there are significant 
variations between countries in the same region. Companies in Denmark for instance 
appear to be farther behind in some respects than companies in the new Member 
States, with the second highest percentage of companies with no diversity policies 
after Hungary, and the lowest percentage of companies in the process of 
implementing diversity policies and approaches.  
 
The survey did not ask companies that have adopted diversity approaches whether 
or not they have done so in response to the need for legislative compliance with the 
EC anti-discrimination Directives.  Hence it is difficult to ascertain what direct impact 
these may have had on promoting anti-discrimination approaches within the business 
sector. In the absence of previous benchmarking data, it is also not possible to 
confirm whether current levels of implementation represent an improvement on the 
situation prior to the existence of the current equality legislation or not.  
 
However, given the high proportion of companies that have recently implemented, or 
are currently in the process of implementing equality policies and initiatives, it is 
reasonable to infer that recent EU anti-discrimination legislation has had a 
considerable impact in promoting action in this respect. This may be particularly true 
in the case of some countries in the enlarged EU where implementation of the 
Equality Directives could have been viewed as a precondition of membership.  
 
Of course the fact that 50% of companies consulted do not have any equality policies 
suggests that recognition of the need for such measures is by no means universal 
across the sector as yet. Whilst a small number of companies (14%) amongst these 
indicated that they do not see any positive benefits, or have not thought about 
equality and diversity issues, the majority pointed to a range of other factors and 
challenges that inhibit active implementation of diversity policies and practices. 
These are outlined further on in Section 4 of the report.  
 
It is encouraging however that half of all the companies surveyed are proactive in 
promoting equality and diversity friendly organisational practices in line with the 
changing realities of the labour markets across Europe, as well as developing 
working environments that foster mutual respect across individual and group 
difference, and which discourage discrimination on all grounds.  
 
 
2. Range of areas covered by policies and initiatives 
 
Since the 1970s more and more companies developed and implemented policies to 
promote equal treatment between men and women and combat sex discrimination in 
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the workplace. The survey sought to ascertain whether there has been a shift 
towards the adoption of broader areas of diversity – in particular those covered by 
the EU anti-discrimination Directives relating to ethnic / racial origin, disability, 
religion or belief, age and sexual orientation - within corporate equal opportunities 
programmes in recent years. Companies with anti-discrimination policies and 
practices in place vary a great deal in terms of their approach and areas of coverage. 
Some address all diversity grounds simultaneously, others focus on three to four 
particular equality strands, and others concentrate on a single issue such as gender, 
age, disability or nationality. These latter are in a minority however, with most 
companies tackling a range of equality issues at the same time through their diversity 
approaches. 
 
As many businesses taking part in the survey had approaches that simultaneously 
address a number of areas, companies were asked to indicate all the different 
equality strands or grounds of discrimination their policies and procedures address.  
The following table shows the range and extent to which different equality and 
diversity areas are covered by diversity policies and initiatives. 
 
Table 6 – Diversity areas covered by current policies 

 
 
 
Given the context touched upon earlier, it is not surprising that policies and practices 
to tackle gender discrimination continue to be the focus of the largest number of 
diversity approaches. This is true for nearly all the countries represented in the 
survey, though there are a few exceptions where there is more emphasis on age or 
disability. 
 
The fact that age related policies and practices are also a high priority for businesses 
raises some interesting questions about the reasons why companies are concerned 
with this particular issue. This focus may reflect either a high level of anxiety among 
employers about the changing labour force demographics, or a willingness to 
respond to new and reinforced legislative requirements as a result of the 
transposition and implementation of the Employment Framework Directive (Directive 
2000/78/EC) and its age discrimination provisions across the EU Member States. 
 

17%

16%

13%13%
13%

10%

8% 8% 2%

Gender
Age
Nationality
Disability
Racial or ethnic origin
Religion or belief
Language
Sexual orientation
Other
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The survey indicates that there is a very broad range of equality issues covered by 
company policies and procedures. Very few companies concentrate on a single 
issue, but it is not feasible to identify any marked variations or trends on a 
geographical basis. Given limitations – length and completion time - for EBTP 
consultations, the questionnaire did not ask companies why particular equality or 
anti-discrimination grounds have been selected or prioritised for action. However it is 
reasonable to infer that companies based in particular countries most probably 
prioritise those areas or concerns that have more resonance or relevance to their 
specific local contexts and environments.  
 
For instance, businesses in countries in Western Europe that have larger and settled 
migrant communities impacting significantly on local labour and product markets, 
cover areas such as race or ethnic origin to a much greater extent than respondents 
from the new Member States. The latter focus more on implementing policy and 
practice on age, gender and disability. In Germany, The Netherlands and Denmark 
there is a very high focus on age, whereas age related policies and initiatives are 
quite scarce in the UK. Companies in the UK, however, are the most likely to have 
policies covering all the diversity areas covered by current equality legislation. 
 
Whilst there are many exceptions to this rule, there is some correlation between the 
duration that policies have been in place, and the areas of diversity practice they 
address. Companies with well embedded policies and practices established over a 
longer period of time tend by and large, though not always, to cover a broader 
spectrum of areas and anti-discrimination grounds. It is possible that they may have 
started out focussing on gender equality, and have incorporated other areas as a 
response to more recent legislation and social and economic needs in view of 
societal changes. It may also be the case that current debates and practice 
concerning anti-discrimination in the workplace have themselves evolved to 
incorporate a more holistic approach towards issues of equality and diversity, 
regardless of specific grounds for discrimination. 
 
Companies that have recently adopted diversity and equality practices (i.e. in the 
past five years) also appear to be more holistic in their approach. This latter group of 
companies may well have been influenced by the impact of EC anti-discrimination 
legislation adopted in 2000, but it is not possible to deduce that as a fact from this 
survey. The data does suggest however that in recent years a more multi-
dimensional approach in addressing issues of diversity and anti-discrimination is 
certainly evident across the business sector as a whole.  
 
Size of company, and again there are many exceptions, also appears to be a 
significant factor in whether or not diversity policies are adopted and embedded 
within organisational practice. Whilst there are many smaller companies (less than 50 
employees) that have well embedded diversity policies and practices, it is the larger 
companies that are more likely to lead in this respect.  The following table shows the 
percentage of companies from the top ten responding countries with well-embedded 
policies and practices according to size.  
 
Table 7:  Percentage of companies with well-embedded policies and practices 
by company size 
 
 500+ 

employees 
250-499 
employees 

50-249 
employees 

Under 50 
employees 

Germany 39% 30% 29% 27% 
Denmark 37% 29% 11% 14% 
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Netherlands 37% 6% 30% 12% 
Poland 31% 11% 30% 12% 
Hungary 20% 0% 0% 8% 
United Kingdom 41% 33% 20% 23% 
Ireland 0% 50% 26% 5% 
Belgium 23% 0% 12% 15% 
Czech Republic 11% 33% 0% 20% 
Norway 37% 25% 25% 8% 
 
Note: Where there is zero percent under a particular company size column, this does not indicate that no company in 
that size bracket has well established diversity policies in the corresponding country, but that there were no 
companies of that particular size represented in this survey sample.  
 
Whilst it would be wrong to assume that the majority of large companies have good 
policies and practices in place, as many still have none, one third of the companies in 
the sample saying they have well established approaches were companies with 500+ 
employees. This may be the result of greater exposure to workforce diversity related 
issues and concerns in larger companies operating within more diverse social 
contexts. Or it could be that they are more likely to have the capacity and resources 
needed for developing policies and practices related to diversity and anti-
discrimination. It is also more likely that such companies have well established 
generic human resources policies and practices that embed issues of equality and 
diversity on the basis of enhancing quality and best practice in human resources 
management.  
 
It must be noted that very few companies involved in the survey actually dedicated 
any specific resources towards promoting equality and diversity. However, those few 
that have specific budgets allocated to promoting diversity do tend to be the larger 
companies.  
 
The consultation also confirms that the thrust of much policy and practice in the anti-
discrimination field is still directed mainly towards matters relating to employment and 
human resources management functions.  54% of companies indicated that their 
diversity initiatives primarily cover human resources issues such as recruitment, 
selection, retention, progression, training, networks and work-life balance.  
 
The second most common area that company diversity polices and practices address 
is organisational culture, with 36% of companies indicating that their policies are 
aimed towards this area of improvement. Community engagement and outreach 
were felt also to be key areas for a policy and practice focus by about 20% of 
companies in the survey.  
 
From the available data there does not appear to be any marked difference in the 
willingness and scale of adoption of diversity polices and practices, although there 
are some differences in priorities and diversity areas chosen as a focus across 
different countries represented in the survey. Whilst companies from the new 
Member States do not appear to have policies that are as well embedded as in 
companies from the old Member States, a higher proportion of companies in these 
countries are in the process of implementing policies and diversity approaches. This 
may have been stimulated by need for compliance and strengthened EU anti-
discrimination Directives in recent years, compared to countries with longer 
established national equalities legislation as in the UK, Ireland and the Netherlands 
for example. 
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3. Evaluation and measuring the impact of diversity policies 
 
One of the key challenges identified by companies in relation to addressing 
workplace diversity is the difficulty of measuring the results of diversity policies. The 
survey clearly shows that the majority of companies with diversity policies do not 
have effective evaluation and review processes in place. It is not clear therefore 
whether it is difficulties with measuring the impact of the policies which are the 
reason for the lack of monitoring or evaluation systems, or whether the lack of these 
makes it impossible for companies to measure any impact. As the length of the 
survey did not allow for asking companies details about the specific types of targets 
they are setting and measuring, it is difficult to assess what specific equality and 
diversity goals are being set, and how well companies are performing against these. 
 
 
Tables 8 – Diversity targets and resources  

 

 
 
According to the survey returns, more companies are likely to undertake evaluation 
of their policies than set targets or allocate resources. Some 20% of companies 
indicated that they conduct regular monitoring and evaluation of their equality and 
diversity initiatives in order to measure their results and impact. 46% of companies 

Does the company set any specific diversity targets for 
the recruitment and promotion of staff from given under 

represented groups?

17%

83%

Yes
No

Are financial resources/ a specific budget allocated to workplace diversity and 
anti-discrimination?

9%

91%

Yes
No
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said they did not undertake any monitoring or review in this respect. Amongst those 
companies (20%), which conduct and have established a monitoring and evaluation 
system for their diversity strategy and policies, a very large part (79%) indicated that 
monitoring and evaluation include the collection and use of data on their workforce 
composition (compared to 21% who indicated they do not use such data). 
 
Companies were also asked whether or not they set any specific targets for the 
recruitment and promotion of staff from particular under-represented groups in their 
areas of operation. A minority of companies, around 11%, said that they have such 
specific targets, spread as follows across specific target groups for the recruitment 
and promotion of staff. 
 

Gender 25 % 
Age 19.4 % 
Disability 14.3 % 
Race or Ethnic origin 12.2 % 
Nationality 11.2 % 
Language 7.7 % 
Religion or belief 6.1 % 
Sexual orientation 2.5 % 
Other 1 % 

  
In any discussion about the use of data and targets, it has to be remembered that 
these are sensitive issues that can be open to misinterpretations and controversy in 
different national contexts. Some are more comfortable with monitoring workforce 
diversity and setting targets, whilst other may equate such practices as discriminatory 
and a form of positive discrimination. Open debate and awareness raising within the 
business sector on this issue is essential if more companies are to see the value of 
defining equality and diversity goals and targets 
 
Similarly, only a small number (6%) have allocated any financial resources or specific 
budgets to address workplace diversity and anti-discrimination. Of those few that do, 
approximately 40% are the larger 500+ companies. These are also twice more likely 
to set and use targets than the smaller companies. 
 
Targets and monitoring are vital in assessing progress in most areas of business 
practice, and demonstrate a commitment to achieving and measuring tangible 
improvements.  Hence the lack of similar evaluation of equality policies and practices 
may indicate that businesses see developments in this area as far less important. It 
also suggests that many companies may have equality and diversity policies, but still 
place little emphasis on their implementation.  
 
 
 
4. Perceived and actual business benefits of diversity 
 
The survey posed the question to all companies as to what they perceived the actual 
or expected benefits of diversity polices/initiatives to be for their businesses. The 
intention was to ascertain whether they believed that diversity has a positive impact, 
to highlight the areas where the benefits might be derived, and in so doing draw out 
some of the drivers for implementing effective policies and initiatives. 
 
To the question of whether diversity initiatives undertaken by companies have had a 
positive impact on their business, 52% answered positively, compared with 10% that 
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felt that they do not. Companies that have recently adopted diversity policies and 
approaches are more likely to indicate that there is no clear positive impact. This may 
be related to the fact that it is too soon for them to see and measure a difference and 
impact, or policies have been developed and implemented without setting up the 
necessary evaluation systems, targets and resources for embedding and measuring 
their impact. 
 
Of course all these views must be taken as considered judgements rather than based 
on solid evidence, which we have seen earlier is hard to come by as companies, by 
and large, do not measure the impact of diversity in any comprehensive fashion. 
Respondents are hence providing a more qualitative view of why they think diversity 
is beneficial. 
 
The survey results indicate that companies believe that access to a new labour pool 
and the likelihood of attracting high quality employees is the most beneficial aspect of 
a diversity approach. Half of all companies taking part in the survey gave this as the 
primary benefit. The second key benefit is to be derived in relation to a company’s 
reputation, corporate image and good community relations.  
 
It is of course difficult to place a financial value to such benefits of diversity in the 
short term, but clearly these are gains that businesses place a high importance on, 
and rate at least as high as some of the more immediate economic benefits such as 
an increased customer base. 
 
A small but significant proportion of businesses appreciate the increased potential for 
innovation and creativity, as well as increased motivation that a diverse workforce 
can bring. Another key benefit highlighted by the survey is the increasing desire by 
businesses to incorporate equality and diversity principles as core elements of their 
company values and organisational culture. The impact of this will necessarily be a 
long term one, but a crucial one for companies seeking to position themselves 
effectively in an increasingly diverse economic and social context.  
 
In comparison to these benefits and drivers, legislative compliance is perceived as 
relatively less important in promoting the case for diversity. Interestingly, only 17% of 
companies chose a contribution to competitive advantage or economic effectiveness 
and profitability as a key benefit of diversity practices. Enhanced marketing 
opportunities to a wider customer base, or increased customer satisfaction, were also 
rated as important by only 16% of the responding companies. The companies in the 
survey also appear on the whole to place relatively little emphasis on enhanced 
customer satisfaction and service delivery as possible benefits of adopting equality 
and diversity practices. Just 15% of companies felt that this was an important benefit 
for their business. 
 
It appears from these survey responses that the main benefits valued or experienced 
by companies are not necessarily those related to direct financial gain, but are those 
concerned with achieving improvements in their employee bases and organisational 
cultures in the face of changes within their traditional labour pools and forthcoming 
population trends.  
 
Clearly, the drivers for companies to adopt equality and anti-discrimination values 
and approaches are complex. It is rarely just the legal imperative, or the economic 
advantage diversity brings, or indeed the moral case for equity and anti-
discrimination alone, that encourages organisations to respond to the challenges of 
diversity. The changing nature of societies and the market place are strong catalysts 
for change, and companies can be seen to be responding to these markets in the 
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same way that they are adjusting their practices in other areas of their operations to 
suit the realities of the global marketplace.  
 
The changing age profile across Europe for instance has been referred to earlier as a 
critical demographic change facing the business sector. Businesses are quite aware 
that there is a need for them to plan for the impact this will have on their workforce, 
and in some cases, their products and customer bases. We have also seen that 
companies in Western Europe with more diverse and well established ethnic minority 
communities are more likely to have policies on race and ethnic origin. Poland, the 
Czech Republic and other East European countries may be less diverse in this 
respect as compared to countries such as The Netherlands or UK, and on this basis 
may feel the need to prioritise other areas for action.  
 
Many companies with staff and operations across a range of countries do have 
policies and initiatives relating to the nationality of their staff, but it is unlikely that 
many of these currently address the issue of discrimination on the basis of race or 
ethnicity. However, very few countries and companies can stay immune to the issue 
of racial and ethnic diversity when operating in an international context either in terms 
of how such diversity is reflected in their workforces, or in terms of the available 
customer and labour pools in the local contexts they function within.   
 
 
 
5. Key challenges in implementing equality and diversity approaches 
 
One of the main purposes of the consultation was to identify the barriers and 
obstacles to implementing equality and anti-discrimination policies and practices as 
perceived by companies. The questionnaire hence asked companies to indicate what 
they felt to be the most difficult challenges and barriers to implementing adequate 
equality and diversity practices in the workplace.  
 
Foremost amongst the barriers suggested by companies is the lack of information 
and awareness, followed by a lack of understanding and expertise in developing and 
implementing an equality and diversity approach.  Various other reasons also prevent 
companies from doing this. These range from not being able to see any particular 
competitive advantage, to following recruitment policies and practices that are solely 
qualifications based, and hence assumed to ensure everyone has an equal chance.  
The following table details a range of challenges highlighted by the survey.  
 
 
 
Table 7 – Challenges in addressing workplace diversity 
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These findings indicate that there are clear areas for further action to promote more 
widespread adoption of policies and anti-discrimination legislation. Addressing the 
information and awareness needs of companies is an important first step forward, as 
is better guidance and support to companies on processes for monitoring and 
measuring the results of diversity policies and practices.  
 
The survey has highlighted that companies are further behind in addressing issues of 
religion and faith, and sexual orientation than other areas of diversity. This may be 
because some relevant legal provisions have not yet become subject to legislative 
compliance, or it may be the case that there is a considerable lack of awareness 
about how businesses should respond to these issues compared with others that 
have been raised for some time. Information, guidance and awareness-raising about 
these ‘new’ equality strands requires concerted effort if businesses are to begin to 
address these grounds of workforce diversity effectively. 
 
Sexual orientation, religion, race and ethnicity are all highly controversial subjects, 
with many cultural sensitivities and negative attitudes determining how far, and in 
what way these are addressed. The survey indicates that discriminatory attitudes and 
behaviours represent a significant barrier towards valuing and promoting diversity, 
and hence are crucial issues to address in the process of policy implementation 
through staff development programmes.  
 
The issue of lack of skills and expertise in promoting diversity and anti-discrimination 
approaches is perhaps linked to the already identified need for more information and 
understanding concerning the concepts and practice of diversity, and also their 
application  
 
In the survey, companies do not rate the lack of financial resources very high as a 
barrier to implementation of equality and diversity approaches. True there are many 
actions companies can take to promote equality and anti-discrimination that do not 
require significantly large budgets and other resource allocations. However, other 
elements involved in embedding diversity policies and practices, such as staff 
training for instance, do require financial and staff time commitment. The costs of 
these may deter many, particularly smaller companies, from developing diversity 
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policies and practices. On the other hand, the fact that allocating financial resources 
is not felt to be important may explain why few companies actually do so, or 
respondents may rate it low as a barrier because they do not in practice have 
budgets and resources dedicated for this purpose.  
 
Companies were asked to indicate what their existing and/or preferred sources of 
information and help on these issues is. Approximately half of the responding 
companies pointed to employer’s organisations and networks, followed by other 
businesses and companies as their main information sources.  25% felt that national 
governments are an important source, and 13% thought the EC has an important role 
in this respect. The majority of responding companies would prefer to receive more 
information through employer networks and organisations in preference to all other 
sources.  
 
 

 
 
These findings suggest that employer networks/organisations have a vital role to play 
in championing the equality and diversity agenda, as well as in providing information 
and effective guidance for their member companies.  
 
 
V. Conclusions 
 
Some general conclusions from the results and feedback from the EBTP consultation 
on workplace diversity and anti-discrimination can be drawn as follows: 
 

 There is a significant level of activity in the promotion of diversity policies and 
practices across the sector. However, with 50% of companies in the business 
sector still not engaging in the broad range of strands covered by the current 

What are your main information sources on the subject of diversity in the workplace?

0

50

100

150

200

250

300

350

400

Employers'
organisations
or networks

Other
businesses

and
companies

National
government

Chambers of
commerce

European
Commission

Works
councils or

trade unions

Other  



EBTP Consultation on Workplace Diversity and Anti-discrimination - Summary Report (August 2005) 

 18

legislative requirements on equality and anti-discrimination, there is an urgent 
need for all relevant stakeholders to increase their efforts in developing 
awareness and expertise to spread implementation across the remaining half 
of the sector. 

 
 Businesses place a high level of importance on their public image and 

reputation, and are increasingly mindful of the need to build and maintain 
good relations with local communities and other external stakeholders. The 
value of adopting equality and diversity principles as core values is seen by 
many companies as a key element in promoting the kind of public image and 
reputation customers and communities expect and demand. Furthermore, the 
benefits of adopting equality and diversity policies and practices for this 
purpose outweigh for many companies any pure economic benefits that may 
accrue from pursuing them. 

 
 It is larger companies that are more likely to have longer established, and 

better embedded policies and procedures for equality and diversity. Few 
however have adequate evaluation, resourcing and review mechanisms in 
place to measure the impact of their approaches. Smaller companies are 
further behind in adopting diversity policies, and one of perhaps several 
reasons for this may be the lack of time and resources they are able to devote 
to this in comparison with larger companies. Further guidance and information 
on good practice is also necessary with regards to setting diversity goals and 
targets, and in relation to monitoring and evaluating the impact of diversity 
policies on company culture and performance. 

 
 Lack of information and awareness is the key barrier refraining or preventing 

companies from addressing workplace diversity and anti-discrimination. 
Implementation of the newer areas of compliance, particularly sexual 
orientation and religion and faith, would particularly benefit from increased 
understanding and awareness of ways in which these impact on their 
employment practices and business success.  

 
 It is also important for companies to implement awareness raising and 

development programmes for employees aimed at tackling discriminatory 
attitudes and behaviours, and at fostering greater understanding of the 
benefits and practices of diversity in the workplace and beyond. 

 
 The equal opportunities agenda has undoubtedly broadened over recent 

years to incorporate and address a wide range of inequality and 
discrimination grounds. The focus of most policy and practice however still 
remains primarily on human resources issues. 

 
 Employer organisations and networks have the potential to promote 

widespread change because they are seen as, and preferred by companies, 
as their main source of information and guidance. There is also a need for 
greater exchange of experience and expertise in this field between 
companies in order to disseminate and extend good practice more widely. 

 
 Further, and more specific qualitative research would be necessary to assess 

the real impact of current EC Equality and Anti-discrimination Directives in 
encouraging businesses to adopt equality policies and practices. However, it 
is clear from this consultation that legal compliance is often not the most 
important reason for companies being proactive in implementing such 
approaches. It is perceived changes in the workforce and society that appear 
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to be driving more employers to address issues of diversity and anti-
discrimination rather than the need for legal compliance. In other words, 
increasingly, diversity policies and practices are a business driven response 
to changes in national and global markets for labour and customers. 
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