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4.2 Employment

4.2.1 Introduction

Discrimination in the labour market is bad for individuals, harmful to families, is poor for business and can do lasting damage to society.

Few things are more important in the 21st century than having a job.  Jobs matter because of income.  They matter to a person’s sense of worth and self-esteem.  Jobs matter, not just to the individual, but also to the individual’s family.  Jobs help give the individual a stake in society.  Unemployment, particularly long-tern unemployment, often has a damaging effect on a person’s health and sense of well being.  It can lead to a sense of dislocation from wider society. The link between unemployment, especially long-term unemployment, and a tendency to alienation from wider society is well established. 

Unemployment is a matter of serious concern, therefore, to society at large not just the individual.  Society pays a price for unemployment.  This can be expressed in financial terms.  There is the cost of unemployment to the state in terms of social benefits that have to be paid to the unemployed person.  And an unemployed person will not be able to contribute through taxes to the costs of the state.  Harder to calculate, and more serious, are the hidden costs to some individuals and families of increased dislocation – the health costs, the costs in increased petty crime, the costs of damage to the children and to the sense of alienation from the wider society.

In the UK we have become increasingly aware of the costs of discrimination to business. If the most important ingredients of a successful economy are the skills of the workforce, wilful neglect of the potential of a proportion of that workforce is an expensive luxury few can afford. 

It is because of the crucial importance of employment that discrimination in the labour market is so damaging, not just to the victim of discrimination, but also to society in general. All long-term unemployed feel a sense of alienation from wider society. If the reason for that unemployment is linked to a person’s ethnic and cultural identity that sense of alienation will be enhanced.  Allowing a subset of citizens to be denied their legitimate rights risks creating an underclass with no stake in society, no allegiance to the values and norms of that society with all the potential that suggests for long-term serious unrest. 

4.2.2 Comparing UK and the Czech Republic

4.2.2.1
UK 

Discrimination in the labour market on the grounds of race or ethnic group is a problem that has concerned the UK for many years.   In the UK the main victims of such discrimination are the visible ethnic minority groups who started to come to live in the UK in large numbers in the 1950s.  They came mainly from former British colonies and often came at the request of the British government because of the significant labour shortages after the 2nd world war. 

The main groups in the UK come originally from India, Pakistan, the Caribbean, Africa and Bangladesh.  There are also significant numbers of Chinese.   Over half of these people are British born and that proportion is growing; many now prefer to be called Black British or British Asian. Of the ‘non-visible’ ethnic minorities, the Irish are the most significant in terms of number.

British attempts to tackle race discrimination go back to the 1960s. British legislation against discrimination was developed early by European standards and current UK legislation offers protection from racial discrimination that is amongst the most comprehensive in the world.  

However, there is no doubt that such discrimination still occurs and that in some areas racial tension is an everyday reality. Nevertheless, legislation and other means have undoubtedly helped to improve the position of ethnic minorities both in the labour market and elsewhere.   Tackling direct and overt discrimination is not difficult.  Indirect and structural discrimination, often by means of behaviour that is not intentional, is much more difficult to eradicate.  

Some thought that the introduction of the right kind of legislation would resolve the problem.  It helped but race discrimination is not easily eradicated.  One of the messages from the UK is that tackling discrimination is an ongoing process; it takes time and there are likely to be setbacks as well as successes.  

4.2.2.2
Czech Republic

4.2.2.2.1 Different History

As one might expect, the situation in the Czech Republic is different to the UK in many respects with a different set of problems.  

Here, as we provide a general survey of the situation as regards race discrimination in employment in the Czech Republic, it is necessary to enter a caveat.  Our account in this chapter cannot pretend to be comprehensive or all-inclusive.  It reflects limited experience gained from reading and meeting and discussing these issues over a limited period as part of the Twinning project.  What we offer is a sympathetic external account that draws on detailed experience of UK anti-discrimination experience.  An outsider’s view can often help illuminate the issues for those grappling with the problem.  We hope that this is the case here. 

4.2.2.2.2 The Roma

In terms of visible ethnic minorities in the Czech Republic the most significant by far are the Roma.  There are also significant numbers of Vietnamese and Chinese.   We do not propose in this report to focus on other, non-visible minorities such as those of Polish, German or Hungarian origin.

4.2.2.2.3 Discrimination in the Czech labour market

The unemployment rate amongst Roma is estimated as somewhere between 70% and 80%.  The general rate of unemployment in the Czech Republic is around 8%. It is widely and freely acknowledged that the Roma suffer significant discrimination in the labour market.  

In the UK, the average unemployment rate for ethnic minority groups stands at 12.7% (compared with a UK average of 5.8%).   The highest rate of unemployment of any ethnic minority group in the UK is 24.6% amongst people of Bangladeshi origin.  

4.2.2.2.4 Supply side issues
Several of the people we spoke to, whilst accepting that the Roma are the victims of prejudice and discrimination, pointed out that they do not always behave in ways that create the kind of climate in which they might be more successful.  And there clearly are difficulties that arise from the behaviour, culture and life style of many of the Roma.  The main problems have been cited as the failure of the Roma to value education hence their poor level of qualifications and skills; their reluctance to work and preference for living on benefit; their anti-social behaviour and the tendency of some to crime and prostitution.

4.2.2.2.5 Vicious circle / Catch 22
From our observation the Roma in the Czech Republic find themselves the victims of a particularly vicious circle.  Often subject to abuse and sometimes violence, they agree to the education of their children in special schools at least in part because they perceive safety in numbers.  Between half and three-quarters of Roma children are educated in special schools.  But it is not possible in such schools to acquire qualifications that are marketable in a labour market that is increasingly demanding high level qualifications and skills.   If, against the odds, individual Roma do acquire qualifications, their chances of acquiring a good job are significantly impaired by the reluctance of many Czech employers to employ Roma.  Thus sometimes the only way for a well-qualified Roma to get a good job is to deny his or her culture and assimilate fully into mainstream Czech society.  Without qualifications Roma are faced with the dwindling number of unskilled jobs.  The situation has not been helped by a large influx of unskilled labour from European countries further south and east, some legally, much not.  Neither has it been helped by the abrupt restructuring of many traditional industries.  More jobs were lost overnight in the Czech Republic in 1990 than anywhere in western Europe ever, and the only reason that mass unemployment has not been the result is that many people were absorbed by the emerging (and as yet unsaturated) public sector.  In many cases the wages on offer for these jobs amount to less than unemployment benefit.   Shut out by the majority of society, it is inevitable (though not excusable) that some have recourse to illegal activity, including accepting benefit whilst working for cash.  

4.2.2.2.6 Ethnic penalty

UK research has found a high correlation between levels of unemployment and a whole series of factors unrelated to ethnicity.  Poor housing, living in a deprived area, low social class, poor schooling, poor language skills, bad diet, social isolation.  All of these factors apply to many Roma in the Czech republic.  

Research in the UK has attempted to quantify the ‘ethnic penalty’ by using regression analysis to factor out those non-ethnic factors that are susceptible to such analytic tools.  Put simply, if you can calculate the effect of such factors as social class and poor qualifications on the employment prospects of a member of the majority population, what remains can be regarded as the penalty in terms of job prospects attached to belong to a ethnic minority group.  That research suggests that in the UK an additional and significant ‘ethnic penalty’ remains for visible ethnic minorities in the job market. Very recent research has discovered that in recent years there has been a reduction of that ethnic penalty for those members of ethnic minorities with a high level qualification.  However, the ethnic penalty for those without such qualifications is widening. 

The link between success in the labour market and educational achievement has always been clear.  UK research suggests that today it is more important than ever.  The implications for the Roma in the Czech Republic are that their best chance of improving their position in the job market is by acquiring higher level qualifications.

4.2.2.2.7 Law
In terms of legislation, there are relevant Czech laws in place, but they have little practical impact and are rarely invoked.  Given that they require a high degree of understanding of legal process and financial resource to invoke, they are of little practical use to an individual suffering discrimination in the labour market.  It is clear that the present legal situation would not satisfy the requirements that will stem from the EU Directive 2000/43/EC implementing the principle of equal treatment between persons irrespective of racial or ethnic origin. 

4.2.2.2.8 Public awareness
It is also the case that there is widespread prejudice against Roma amongst the general public, based largely on stereotypes, folklore and ignorance. Most of the Czech officials we met spoke of this as a major difficulty.  Such a situation is not unique to the Czech Republic but there is no doubt that it presents an additional and serious problem as the backdrop to serious efforts to improve the situation.

Experience from UK and elsewhere suggests that public attitudes to such matters are not fixed and immutable but there needs to be mobilisation of effort to change the general perception.  That is important because it is difficult to introduce measures aimed at improvement without the support of the majority population. Instituting rules, which outlaw discriminatory practices, is about fairness, but it can be misrepresented as favourable treatment (“reverse discrimination”) and cause resentment.  Positive action programmes which encourage the participation of under-represented groups in the labour market can foster an even more hostile reaction. This suggests that a major effort needs to be put into raising of level of knowledge, awareness and understanding of the true situation.

4.2.2.2.9 Data

Throughout our work we have been struck by the difficulty of discussing and thinking about the position of the Roma in Czech Republic without access to hard data. Developing policy in such circumstances is difficult. Moreover the absence of reliable official figures can lead to misinformation and ‘guestimates’ that vary widely.  For example, at various times we were informed that no more than 40% of Roma children were educated in special schools, others claimed 80% or higher.  And there are very different views about the number of Roma in the country – figures quoted in documents from Czech and international sources include 11,000, 195,000, 250,000, 300,000, or even 400,000.   In such circumstances there must be a temptation for various parties to take whichever statistic best suits their own purposes. What proportion of the prison population is Roma?  What proportion of Roma achieve a university degree? How many Roma work in the police force?  Are lawyers?  Are in the civil service?  

Whilst we appreciate the reasons for the absence of data are real and significant, it seems to us essential that data are collected that are sufficiently robust to be relied upon for policy formulation and evaluation.  In the UK such data are not only a significant asset: we would find it almost impossible to draft and implement sound policies without them.  In their absence there can be no effective monitoring of the situation and significant problems can be missed. Difficult though it is clearly is, there is a pressing need for a series of projects designed to gather such data.  There is also a need to persuade the Roma that the absence of such information works to their detriment and to commission research into other aspects of the Roma community to improve understanding of other factors that may be inhibiting progress.

4.2.3 Summary of recommendations

4.2.3.1 Data

As indicated above, the absence of reliable data is a significant and abiding handicap in the fight against discrimination. In the UK we rely on such information at national level as we formulate policy.   

We fully acknowledge that differences in our histories have lead to a difference in attitude to collection of personal data by the state, and that the Charter of Fundamental Rights and Freedoms outlaws certain data collection and retention here. What happened in the Czech Republic under fifty years of totalitarian regimes – first the Nazis and then the Communists – cannot easily be wiped from peoples’ minds.  But there are ways around this.  In the UK, employers have for many years been conducting surveys of their employees where the respondents identify themselves by age, gender, race, disability and so on – but not by name or any other personal identifier.  Similar monitoring of job applicants is carried out, with separate forms being sent in separate envelopes by applicants: one with the job application – which of course has his personal details – to the department handling the recruitment process, and other – which monitors age, race, etc but has no personal identifier – to a separate monitoring department.  Both these types of surveys and monitoring mechanisms have extremely high rates of return. This issue is discussed further in section 5.

It is also extremely useful at the level of the local authority or the individual institution. In the UK most public bodies monitor the ethnic background of their workforce – applications for jobs; applicants for promotion; by rank or grade in the Civil Service; disciplinary measures; annual assessments of effectiveness – all these can be analysed by reference to gender, ethnicity, disability and age. Under the recently amended UK race legislation (see below) all public bodies are now required to monitor their workforce by ethnic group in this way.  

With such monitoring we can, for example, tell whether the discrimination traditionally suffered by women is getting better or worse. We can also see a given organisation is doing as compared with similar organisations in terms of offering opportunities to minorities. We can tell when things appear to be going well and when they are going badly and we can then act on that knowledge. UK experience suggests that it is often possible to be unaware that something is going wrong without such information. We recommend that the Czech authorities take all possible steps to secure such information and seek to persuade the Roma of the benefits of reliable data in the fight against discrimination. 

4.2.3.2
Education

Although there is a separate section on education in section 4.1 above, we simply emphasise here how crucial it is to get the education provision for Roma children right.  It is essential as a prerequisite for improving the employment situation.  Without it, things will get worse not better.

4.2.3.3
Public sector employment

As already mentioned it is widely accepted in the UK that bodies in receipt of public funding have a particular responsibility to become exemplary employers in equality matters.   At its simplest this is no more than an acknowledgement that public bodies must always act fully in accordance with the law, but it goes much further than that.  

The new UK duty on public bodies to promote race equality applies to their function as an employer but also to their other functions.  For a Government Department it will extend to their formulation of policy and their design of Government programmes.  For a school it will apply to its general pedagogic approach.  

The public sector employs a lot of people.  If public bodies in the Czech Republic were to adopt such an approach in relation to their employment practice, a significant improvement in the employment situation of the Roma might be achieved in the short to medium term. 

This is not to advocate the introduction of a system of employment quotas.  Such practice probably amounts to so-called positive discrimination and would therefore contravene the provisions of the EC Race Directive – although it will be for the European Court of Justice to rule on such measures on a case by case basis.  Nor is it to suggest giving jobs to people who are not able to do them.  Recital 18 of the EC Race Directive states “This directive does not require the recruitment, promotion, maintenance in employment or training of an individual who is not competent, capable and available to perform the essential functions of the post concerned…” Rather, it implies adopting a welcoming and positive strategy towards taking on Roma workers where they are able to do the work, and not setting criteria which are unnecessary to do the job: a doorman does not need to have graduated from secondary school, for example.  

We recommend that the Czech authorities consider the merits of a duty on public bodies akin to that in the UK.  Regardless of the perceived merits of the full-blown duty, that they do require bodies in receipt of public funding to demonstrate that their employment practices are consistent with best practice in relation to race equality. 

4.2.3.4
Public sector contract compliance

For a number of years the model contract for use by UK Government departments in their procurement of works or services from private contractors has included a condition that the contractor should not discriminate contrary to the provisions of the Race Relations Act 1976.  The contractor is also expected to take reasonable steps to ensure that their employees and subcontractors do not discriminate unlawfully.

We recommend that after the new Czech anti-discrimination law in compliance with the EC Race Directive is in force, the Czech Government could consider introducing a similar condition into government contracts. 

4.2.3.5
Employers

For obvious reasons, employers are key to the improvement of the situation in the labour market.  They are more likely to do so if they perceive it to be in their interest to do so. Employers can perceive it to be in their interest to acquire a reputation for being good equality employers for a variety of reasons.   There are, for example, significant advantages to becoming ‘an employer of choice’.  In the UK many of the larger companies are anxious to acquire such status in order to attract and recruit the brightest and best.  But having a poor reputation in the area of equality is a sure-fire way of turning away the best young graduates. There are other well-documented business benefits (see DfEE research report (RR177) ‘Business Benefits of Race Equality at Work’ by Hilary Metcalf and John Forth). For some employers there are overwhelming ethical reasons which take precedence above all others.  Finally, there are the legal disincentives to discrimination.  Then there are the penalties and sanctions.  With the advent of effective anti-discrimination legislation, Czech employers will have an added incentive to ensure that they comply with the law.  Failure to do will lead to adverse publicity, fines and appearances before a tribunal or court.

In the UK we have found that the most effective way to approach and persuade companies of the case for fair employment practice is through other businesses.  Government preaching does not carry much weight.  Harnessing the influence and experience of best practice employers is an effective way to influence other employers.

Government backing for a business led campaign may be option that the Czech authorities would wish to consider.

4.2.3.6
Equality advisory service

Although effective legal remedies are essential, by themselves they are not enough.  The reasons for this are many, but an important one is that few people actually know what the law is.  Our experience in the UK suggests that this applies as much to employers and employees as to anyone else.  Moreover, we know that many employers who would like to do the right thing do not know where to start.  

This is why we set up the UK Race Relations Employment Advisory Service (RREAS).  As its title suggests, the focus of this service is on spreading knowledge of the law relating to race in employment and helping employers set up the systems necessary to do so.  In practice the service advises employers on the whole of the equality agenda, not just race.  Reasonably enough, employers do not want to have to talk to six or seven different experts on the various equality issues.  They need a one-stop shop service.  

In the UK this service consists of about 15 advisers with a small administrative support team.  They are regionally based, mostly work from home and are charged with approaching employers and offering a free advisory service.  They work almost exclusively with private sector employers with a workforce of at least 200.  They are concentrated in areas with significant ethnic minority populations and they have no inspection function.  They offer complete confidentiality so that no employer is put off by the possibility that they will be taken to task for existing non-compliance.  A recent assessment of the work of the service found it a cost-effective instrument for spreading understanding of the legal requirements and best practice.   

We recommend that the Czech authorities set up such a service with a remit that covers all the main strand of equality.

4.2.3.7
Advice Centre

In addition to the regionally based advisory service the UK Government has set up a complementary advice centre for employers which operates through a telephone advice service and associated web site (address www.equalitydirect@gov.uk - check this out?).   This centre – called ‘Equality Direct’ – was set up about 18 months ago and so has yet to be fully evaluated, but provisional assessments have been very positive.   As with the advisory service, access is free and consultations are confidential.  

We recommend that the Czech authorities investigate the UK Equality Direct helpline and consider, in the light of their findings and the forthcoming UK evaluation of the project, whether there is a case for setting up a similar project in the Czech republic.

4.2.3.8
Social dialogue

In addition to adoption of an appropriate anti-discrimination law, compliance with the EC Race Directive (Article 11) will require the Czech Government to promote the social dialogue between both sides of industry with a view to fostering equal treatment, including through the monitoring of workplace practices, collective agreements, codes of conduct, research, or exchange of experiences and good practice.

We recommend that consideration could be given to the ways in which such dialogue could be initiated.

4.2.3.9
Process

The process of formulating policy and deciding on specific actions is an area to which we have paid increasing attention in the UK.  We are all, to a greater or lesser extent, ‘ethnocentric’. We are the products of our upbringing, education and experience. Even the most well meaning person will be unable to make a considered and balance judgement of the likely impact of a given policy or course of action on minority groups without advice and support from others. 

Recently UK Government Departments and others have therefore adopted a policy of ‘mainstreaming’ all major policies.  Mainstreaming is the practice of building consideration of equality issues into the preparation of a policy or programme, into its implementation, and of subsequently making adjustments in the light of evaluation.   It is common practice, for example, for the Government to seek the views of the UK Commission for Racial Equality on proposals in draft form.   Some programmes (‘New Deal’ is one example) have established a separate ethnic minority advisory panel to help design and monitor the differential impact of the programme on people from ethnic minority groups and to suggest remedial action if and when things do not appear to be running to plan.

Crucially, mainstreaming is not a process that applies solely to measures specifically designed to counter discrimination.   If it is to be an effective tool it must be used for all major policies – for example reform of further education or organisation of the police force.

We recommend that the Czech authorities develop a similar approach.

4.2.3.10
Awareness raising

We have already referred to the crucial role of employers in any strategy designed to tackle discrimination and the potential value of an employer led campaign.   But the role of mangers of middle rank and co-workers is equally important in creating the right climate at work.  In certain sectors the customers’ attitudes are just as important.  This argues for a push to develop a better understanding of the issues more widely.

One of the approaches that has met with success in the UK is a campaign to use celebrities or leaders of society to lend their weight to denounce discrimination.  Trade unions, religious organisations, well-known sports personalities and political leaders have all been recruited to make known their strong opposition to discrimination.  There is a strong case for those in positions of power and influence in society to demonstrate leadership in this matter.  

We recommend that the Czech authorities seek to establish a coalition of such people across the usual boundaries of the arts, sport, education, politics and religion to give their support to a campaign to make acts and expressions of race discrimination a matter of shame.

4.2.4 Conclusion

The problem of discrimination in the workplace is inextricably linked to the wider problem in society. Tackling discrimination requires many virtues: determination, intelligence, perseverance and honesty all spring to mind.  It also requires patience. One of the major difficulties can often be getting people to talk honestly about the issues, to confront their own, often confused, feelings. Honest discussion can be inhibited by strident polemic and careless accusations of racism. Ethnocentric attitudes are understandable and probably the norm throughout the world.  This is not to defend prejudice or discrimination.  But attempts to counter discrimination need to appeal to people’s innate sense of fairness and to beware of the dangers of provoking a backlash.

After all, bad housing, poor education, limited qualifications are not restricted to ethnic minority groups. UK experience suggest that action to tackle the root causes of social exclusion needs to have regard to this fact to avoid causing resentment which can result in making matters worse not better.  

Finally, in this area, the process is often as important as the action taken. It is imperative that, in deciding on new initiatives to tackle discrimination in the labour market representatives of the Roma and other minorities are involved in a meaningful way from the outset.  It is axiomatic that Roma representatives have a crucial role to play in securing support in the Roma community, in preventing misunderstandings and in avoiding the trap of adopting a patronising or condescending attitude.  In the UK we have made this mistake in the past. We hope we have learnt our lesson and that the Czech Republic can learn from our experience and avoid such mistakes.
