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Towards a National Action Plan Against Racism for Ireland 
Congress Submission to Public Consultation 2021 

 
 
 

Introduction 
Congress welcomes the work of the Anti-Racism Committee, including the Interim Report, and this 
opportunity to feed in views in relation to the development of a new National Action Plan Against 
Racism (NAPAR). We believe that a NAPAR is urgently needed, as there has been little coordinated 
State action to address structural racism and discrimination in Ireland since the end of the previous 
plan over a decade ago. 
 
We welcome the understanding of racism, the key principles adopted to guide your work and the 
interim recommendations put forward by the committee, namely that: 
 
1. Ireland should withdraw the reservation/interpretative declaration made to Article 4 of CERD. 

(important indicator of a strengthened approach to tackling racism, and ensuring the protections 
the Article offers to victims of hate crime are applicable here).  

2. Ireland takes steps to put in place ethnic equality monitoring across all public services 
3. Ireland remove all barriers that exist to migrant women experiencing gender-based violence in 

accessing supports. 
 

We endorse all three of these recommendations. We would add that it is also important to look at 
‘intersectionality’ (when people are part of multiple minority groups), to make sure that the most 
vulnerable are not neglected. 
 
As your report outlines, employment is a key area of economic and social life where measures are 
required to support full inclusion and participation by groups experiencing racism in society and the 
economy. Tackling racism in the labour market needs to address labour market segregation; bias in 
recruitment; and racism in the workplace. Some specific barriers to full inclusion in the labour 
market may represent structural or institutional racism and also need to be considered. This 
submission will concentrate on racism in the employment sphere.  
 
Fundamental Right at Work  
It is worth noting from the outset that the right to be free from discrimination (including racism) is 
recognised as a fundamental right at work. Increasing concerns about the social impact of 
globalisation led the members of the ILO - representatives of government, employers and workers at 
the international level - to recognise in 1995 that there were four categories of labour standards, 
expressed in eight conventions (the so-called “core conventions”), that should be considered as 
fundamental because they protect basic workers' rights. These categories are:  
 

a) Freedom of association and the effective recognition of the right to collective bargaining;  
b) The elimination of all forms of forced or compulsory labour;  
c) The effective abolition of child labour; and  
d) The elimination of discrimination in respect of employment and occupation.  

 
The process culminated in 1998 with the adoption of the ILO Declaration on Fundamental Principles 
and Rights at Work. This Declaration affirms that all ILO Members States, even if they have not 
ratified the Conventions in question, have an obligation arising from the very fact of membership in 
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the Organisation to respect, to promote and to realise the principles concerning the fundamental 
rights which are the subject of those Conventions. 
 
Direct and indirect discrimination at work denies opportunities to individuals and deprives society of 
what those people can contribute. Eliminating discrimination starts with dismantling barriers and 
ensuring equality in access to training and education, as well as the ability to own and use resources.  
 
ILO Convention No. 111 affirms that discrimination constitutes a violation of rights enunciated by the 
Universal Declaration of Human Rights. It upholds the fact that all people, irrespective of race, 
colour, sex, religion, political opinion, national extraction or social origin have the right to pursue 
both their material well-being and their spiritual development in conditions of freedom and dignity, 
economic security and equal opportunity. Convention No. 111 is one of the eight Conventions 
identified by the Governing Body of the International Labour Office as fundamental to the rights of 
human beings at work, irrespective of the level of development of individual member States. It has 
influenced the content of equality legislation in the EU and across the world.  
 
Context 
Covid 19 has triggered an extraordinary impact on the world of work. However, we know that the 
labour market entered the crisis with a sustainability deficit and it is no surprise therefore that those 
who were most vulnerable were even more exposed to the impact of the crises, including women, 
youth, low skilled workers, migrant workers and black and minority ethnic people.  
 
From indigenous peoples and those of African descent in the Americas, to Black and South Asians in 
Europe and minority racial and ethnic groups in Asia; marginalised communities have lost income 
and livelihoods and have seen disproportionate numbers claimed by the pandemic. 
 
Even before the pandemic, racialised people were less likely to have adequate access to social 
protection and quality public health and care services and were disproportionally represented in 
low-paying and precarious jobs, including in those sectors that were deemed ‘essential’, such as 
health and care, cleaning, transport, and food-retail.  
 
It is imperative therefore to focus on a human centred recovery and one of the five global trade 
union demands for a new social contract includes upholding equality and fighting vulnerability.   
 
Progress has been stalled and, in some cases, set back by the pandemic and workers are demanding 
equality of incomes and equality of gender and race.  The development of a new Action plan against 
racism can form an important pillar of such a new social contract.  
 
While some have cynically exploited the pandemic to further racist and discriminatory rhetoric, 
trade unions have remained synonymous with democracy and know that if unchallenged, the far 
right will divide and weaken working people and run counter to our core values of social justice, 
equality and freedom. Throughout our history, we have been at the forefront of the struggle against 
the far right and its attempts to divide working people.  From the long battle for equality, tackling 
racism, sectarianism, and the rights of migrant workers and refugees, to the struggle against 
apartheid, trade unions have a distinguished history of fighting the politics of hate. And with the far 
right growing in strength and influence globally, we are now writing a new chapter in that story. 
 
Ultimately, the best way to defeat the far right is by delivering decent work, wages, rights, public 
services and homes for all. In order to do that we are building solidarity and workers’ power. As well 
as raising awareness of the far-right threat, we must show that our fortunes as working people rise 
and fall as one. Black and white, women and men, young and old, workers are always stronger 
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together. By sticking to our values of unity, equality and solidarity, our movement is determined to 
win this defining battle. 
 
The far right have used the current pandemic to position themselves as representing working 
people’s interests and to spread dangerous myths about the virus and the need for restrictions. 
Given the economic impact on our members’ jobs and lives, it is a key moment for the union 
movement to outline an inspiring vision for recovery. Congress has done this in our ‘No Going Back 
- A New Deal for a Safe and Secure Future for All ’ document, which outlines in detail our vision to 
revive the economy based on social justice and equality to ensure that workers’ rights are protected 
as the country gradually emerges from the pandemic.  
 
While the influence and strength of the Far Right in Ireland is perhaps less than in other countries, it 
is not a time for complacency.  There are groups here who share far right values and are organising 
to sew their hate and division amongst our communities and workplaces. Congress will continue to 
inform our membership about the phenomenon of the rise of the far right and to equip them with 
knowledge and campaigning tools to challenge far right ideology and to stand in solidarity with the 
groups they target. 
 
Experience in the Irish Labour Market 
The Irish Census 2016 shows that 17.3 percent of the population in Ireland were born outside 
Ireland1. Central Statistics Office (CSO) figures also show that 14.9 percent of the workforce are non-
Irish nationals, with almost half employed in Food Services, Manufacturing Industries and Human 
Health and Social Work. Nearly half (46.9 percent) are classified as non-manual, manual skilled, 
semi-skilled or unskilled workers, compared to 39.2 percent of Irish nationals.  
 
New research sets out how Travellers and East European migrants are at much higher risk of 
disadvantage around employment and have less access to decent work. The report 
entitled “Monitoring Decent Work in Ireland”2 sets out how these groups have seen consistent 
inequalities in access to employment, job security and seniority. The EU Agency for Fundamental 
Rights, in its 2020 survey, found that, in comparison to the five other EU countries surveyed, Irish 
Travellers had the highest level of reported discrimination in seeking employment in the previous 
year and pervious five years (38% and 70% of respondents respectively).3 
 
Research has also shown that Black non-Irish people are five times more likely to experience 
discrimination when seeking employment in Ireland when compared to White Irish people. People 
from the Black Irish group are twice as likely to experience discrimination seeking work and just 
under three and a half times (3.4 times) as likely to experience discrimination in the workplace as 
White Irish. Black non-Irish people are over two and a half times more likely to experience 
discrimination when in employment compared to White Irish people4. 
 
Race cases also make up 15 percent of employment equality referrals at the Workplace Relations 
Committee, with close to 200 cases per year for 2019 and 2020. 5 

                                                             
1https://www.cso.ie/en/media/csoie/releasespublications/documents/population/2017/Chapter_5_Diversity.
pdf  
2 https://www.ihrec.ie/documents/monitoring-decent-work-in-ireland/  
3 https://fra.europa.eu/sites/default/files/fra_uploads/fra-2020-roma-and-travellers-survey-country-sheet-
ireland_en.pdf  
4 https://www.esri.ie/publications/ethnicity-and-nationality-in-the-irish-labour-market  
5https://www.workplacerelations.ie/en/publications_forms/corporate_matters/annual_reports_reviews/annu
al-report-2020.pdf (Page 23) 

https://www.cso.ie/en/media/csoie/releasespublications/documents/population/2017/Chapter_5_Diversity.pdf
https://www.cso.ie/en/media/csoie/releasespublications/documents/population/2017/Chapter_5_Diversity.pdf
https://www.ihrec.ie/documents/monitoring-decent-work-in-ireland/
https://fra.europa.eu/sites/default/files/fra_uploads/fra-2020-roma-and-travellers-survey-country-sheet-ireland_en.pdf
https://fra.europa.eu/sites/default/files/fra_uploads/fra-2020-roma-and-travellers-survey-country-sheet-ireland_en.pdf
https://www.esri.ie/publications/ethnicity-and-nationality-in-the-irish-labour-market
https://www.workplacerelations.ie/en/publications_forms/corporate_matters/annual_reports_reviews/annual-report-2020.pdf
https://www.workplacerelations.ie/en/publications_forms/corporate_matters/annual_reports_reviews/annual-report-2020.pdf
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International protection applicants must apply to the Immigration Service Delivery unit of the 
Department of Justice for permission to work, and if successful they are granted a permit in the form 
of a letter for a fixed period. This was extended from six to 12 months at the start of 2021. They also 
face other significant administrative barriers when it comes to getting work. These include difficulty 
opening bank accounts, and not being allowed to apply for driving licenses6. 
 
The Irish labour market is also characterised by low pay, underemployment and precarious work7, 
which disproportionately affect migrant workers. For example, the meat processing industry have 
pursued an unsustainable ‘low-road’ approach over recent years based on low investment, low pay, 
and poor working conditions. The migrant workforce accounts for 58 percent of this sector, and are 
over-represented in positions on the factory floor. 
 
According to reports published by the Economic and Social Research Institute (ESRI) between 2013 
and 20188, immigrants experienced multiple disadvantages in the Irish labour market, with lower 
employment and lower wages than Irish nationals. It is the view of Congress that while employment 
is clearly crucial, the quality of the employment itself is also crucial. This is as true for Irish nationals 
as it is for migrants.    
 
However, it is still the case that migrants have a higher incidence of low skilled, low pay or minimum 
wage employment9. This may become especially worrying if certain sectors become reliant on 
migrant labour paid at or about the minimum wage; this runs the risk of downgrading the pay and 
employment conditions across the whole sector. A study conducted by the Nevin Economic Research 
Institute (NERI) in 201510 estimates that minimum wage earners are concentrated in sectors such as 
hotels, catering or the mushroom industry, where migrant workers are disproportionately 
represented. These workers are more likely to be on temporary contracts, work less than 20 hours 
per week or work part-time.  Research on workers earning the minimum wage conducted by the 
ESRI on behalf of the Low Pay Commission also found twice the incidence of minimum wage among 
non-Irish nationals than among Irish nationals11. 
 
Many undocumented migrants, including families and children, live in Ireland. According to a 
Migrant Right’s Centre Ireland survey, the vast majority have been here for over five years and are 
working to support themselves and their families. Key economic sectors (elder care in private home, 
childcare, construction, hospitality, cleaning and retail) have benefitted from the hard work of 
undocumented workers. They face many challenges and exploitation including long hours – 46 
percent working more than 40 hours per week, and, low pay with 26 percent not even receiving the 
minimum wage due to their irregular residence status12. 
 
The International Labour Organisation (2020) has also carried out important research into pay gaps 
faced by migrant workers across 49 countries. It found that in the last five years the migrant pay gap 
has widened in Ireland to 21 percent from 19 per cent in 2015. 13 
                                                             
6 http://doras.org/wp-content/uploads/2020/03/Doras-Getting-Right-to-Work-e-copy.pdf  
7 Evidence of persistent precariousness in the Irish Labour Market | NERI (nerinstitute.net)  
8 “Ethnicity and Nationality in the Irish Labour Market” ESRI 2013; “Discrimination in the Labour Market: 
Nationality, Ethnicity and the Recession” ESRI 2015, “Monitoring report on integration 2016” ESRI 2017 
9 Maître, B. et al (2017) A study of minimum wage employment in Ireland: the role of worker, household and 
job characteristics Dublin: ESRI  
10 Collins, M. (2015) “Low Pay: Some Insights” NERI 
11 Maître, B. et al (2017) A study of minimum wage employment in Ireland: the role of worker, household and 
job characteristics Dublin: ESRI   
12 https://www.mrci.ie/2020/10/14/live-here-work-here-belong-here-survey-findings/  
13 https://www.ilo.org/global/topics/labour-migration/publications/WCMS_763796/lang--en/index.htm  

http://doras.org/wp-content/uploads/2020/03/Doras-Getting-Right-to-Work-e-copy.pdf
https://www.nerinstitute.net/blog/evidence-persistent-precariousness-irish-labour-market
https://www.mrci.ie/2020/10/14/live-here-work-here-belong-here-survey-findings/
https://www.ilo.org/global/topics/labour-migration/publications/WCMS_763796/lang--en/index.htm
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Given this context and labour market experience, we note the questions posed in the consultation 
document: 
 
• What initiatives and actions would you like to see undertaken to combat racism in access to 

employment? 
• Are there particular sectors of the labour force where action needs to be prioritised to combat 

racism? 
• What training and additional supports could help to combat racism in the workplace?  
• What measures could be introduced to promote employment and labour market inclusion, as 

well as addressing the underlying causes of discrimination? 
 
Our submission makes suggestions on all of these questions.  
 
Access to Employment 
 
Increased Representation in the Public Sector 
Increased inclusion of Black and minority ethnic groups within the public sector workforce would 
make a significant contribution towards the promotion of tolerance and diversity within public 
services. Underpinning all of this work in the public sector should be the more effective 
implementation of the public sector equality and human rights duty.   
 
Currently there are no effective dedicated quotas set for such groups in the public appointments 
system and we believe it is time for the Government to set such an example. There is an aim to 
increase level of employment in Civil Service up to 1 percent (action 44, 45 of the Integration 
Strategy), but no data to measure any progress on this.  Further actions could include:  
 
• Adopt special measures to train and employ BME people in public bodies by including 

dedicated quotas in recruitment policies. 
• The State consider opening civil service employment to migrants from outside the European 

Economic Area. 
• The State more effectively target the recruitment of minority ethnic groups in the public 

sector. 
• We also agree that a systemic work experience programme across the public sector that would 

have internships specifically targeting groups that are very distanced from the labour market 
such as Travellers is important. 

 
Recognising foreign education qualifications may account for some difficulties faced by non-Irish 
nationals.  
 
• It is important that more effective awareness of recognition of skills and qualifications 

attained abroad is promoted among both immigrants and employers to prevent skills being 
recognised in the recruitment process.  

• The State should introduce a formal recognition process for the systematic assessment and 
recording of education, skills, and work experience gained abroad, facilitating the transfer of 
qualifications into domestic equivalents as appropriate.  

• The State disseminate accessible information and educational materials to people who 
migrated to Ireland on the employment system and the administrative requirements in place.  
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Tackling Discrimination in Recruitment 
 
• Raising awareness and the provision of information about employment equality legislation to 

immigrant and other black and minority ethnic groups and the supports available could be an 
important mechanism in tackling discrimination. 

• Ensure equality of opportunity in recruitment by tackling discrimination and unconscious bias, 
setting up diverse selection teams and interview panels, and strengthening recourse 
mechanisms for potential victims of discrimination. 

 
The much higher rates of labour market discrimination experienced by some ethnic groups highlights 
the need for employers to proactively work to ensure diversity in the workplace and to avoid 
incidences of discrimination in recruitment. Different ethnic groups have different outcomes in the 
Irish labour market, even if they are Irish citizens. This suggests that consideration of ethnicity more 
explicitly when designing policies to overcome differences in labour market outcomes across 
different groups is needed.  

 
Examine Algorithmic Decision Making 
The use of algorithmic decision making has become popular of late as it can reduce time for HR 
professionals and hiring managers in screening large numbers of applicants, improve selection 
processes, and provide the potential for predictive analysis. As awareness grows of the problem of 
racist attitudes in recruitment it is often assumed that such automated decision making is more 
effective at reducing bias than human hiring managers. However, it is increasingly clear that AI is 
now recognised to reproduce and amplify human biases, and the particular capacity for this to 
exaggerate bias in HR processes is widely acknowledged as deserving of attention. Algorithms can 
reinforce discrimination if they focus on qualities or markers associated only with particular (already 
dominant) groups. While some of these markers are easily recognised (e.g. career gaps and gender), 
the current lack of racial diversity in workplaces across Europe makes markers of racial bias less well 
recognised. 
 
Algorithms which reinforce these biases will further reduce diversity across our labour market so it is 
important to consider how AI can reduce risks for firms in respect of discrimination and recruitment.  
It would be useful therefore to introduce training for employers who use off the shelf and custom AI 
solutions for Human Resource Management in order to develop clear guidance to challenges, 
solutions and good practice, in a format which supports conversations with Programmers providing 
solutions. The European Network against racism has developed a toolkit14 designed for Human 
Resources and Diversity & Inclusion Managers, as well as Programmers. It explores the role of 
human bias and structural discrimination in discriminatory or unethical AI programmes, and provides 
clear and practical steps to ensure companies have the necessary cultural and technological tools to 
responsibly digitalise HR systems with the help of intelligent systems. 
 
Importantly, it will support HR teams in effectively transferring existing knowledge of discriminatory 
hiring practices and building diverse workplaces to the responsible deployment of intelligent 
systems to aid in those objectives. 
 
 
 
 

                                                             
14 http://lucymichael.ie/algorithmic-bias-in-human-resources/  
 

http://lucymichael.ie/algorithmic-bias-in-human-resources/
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National conversation and training needed in relation to algorithmic decision making in 
recruitment. 
 
International Protection Applicants 
Congress believes that measures for access to the labour market for asylum seekers must be 
effective in practice, sufficient in their scope to provide meaningful access to employment and 
safeguard against potential exploitation and discrimination. We endorse the Doras Luimni 
recommendations15 therefore: 
 
• Removal of the administrative and legislative barriers that restrict international protection 

applicant’s real and effective access to work. (Monitor the recent commitment that all of 
Ireland’s High Street banks will now accept State-issued documents for asylum seekers and 
refugees to be able to open a bank account “without undue difficulty.”) 

• Provision of early access to dedicated and targeted employment supports and training for 
international application applicants.  

• Ensuring equal access to mainstream employment supports, training and further education for 
all protection applicants and refugees.  

• Putting adequate measures in place to ensure protection applicants and refugees are not 
forced into work that is precarious or does not respect their fundamental rights or their rights 
as workers. 

 
Travellers 
The inclusion of Travellers and Roma in the new Pathways to Work strategy, and the commitment to 
develop a dedicated strategy to address the significant levels of racism and discrimination in 
employment and unemployment faced by Travellers and Roma is a welcome development. This 
needs to lead to effective measures with adequate resources to improve employment among 
Travellers and Roma. It is vital to also incorporate these measures into Ireland’s post-COVID 
resilience and recovery plans.  
 
• Develop a comprehensive Traveller and Roma training, employment and enterprise strategy 

with a robust implementation and monitoring plan, and ensure Travellers and Roma are 
included in key mainstream policy initiatives related to employment. 

 
 
Are there particular sectors of the labour force where action needs to be prioritised to 
combat racism? 
 
We have discussed how workers belonging to national, ethnic, linguistic or religious minorities are 
overrepresented in precarious, poorly paid, difficult, dangerous and/or degrading work. Congress 
recently produced a report on the Meat Pocessing Sector above and believe our recommendations 
provide a template to tackle such sectors. The recommendations include calling for the 
establishment of a Meat Processing Sector Taskforce bringing together all the main stakeholders in 
this sector to plot out a roadmap towards a sustainable future. The international evidence - from the 
OECD, the EU, and others - is clear: engaging with trade unions and collective agreements not only 
improve pay and working conditions for all workers but also raise productivity. 
 
Such an approach is entirely consistent with the commitment in the Government’s 2020 programme 
for government (p.122) to create new models of sectoral engagement and we believe such an 
approach can lead to decent work for all working in the sector, including migrant workers.  

                                                             
15 http://doras.org/wp-content/uploads/2020/03/Doras-Getting-Right-to-Work-e-copy.pdf  

http://doras.org/wp-content/uploads/2020/03/Doras-Getting-Right-to-Work-e-copy.pdf
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• Introduce sectoral taskforce groups bringing together all of the main stakeholders in order to 

develop a more sustainable future. 
The European Commission has published draft legislation16 on ‘fair minimum wages for workers in 
the EU’. This is a positive step that requires member states to take action to promote collective 
bargaining, and have national action plans to increase coverage if less than 70 percent of workers 
are covered by a collective agreement. The Directive also requires member states to promote 
minimum wages that are adequate. Congress believes the proposal could have a positive impact on 
sectors characterised by low pay and lift living standards for all workers in these employments. 
 
• Support the process of aligning the National Minimum Wage with the Living Wage, in 

anticipation of EU Fair Minimum Wages legislation. 
 
Workplace Relations Commission  
• Active programme of information and inspection by the Workplace Relations Commission 

compliance section into low wage, precarious sectors.  
• Clear access of undocumented migrants to seek redress through the Workplace Relations 

Commission.  
 
Undocumented Workers 
It is a very welcome development that Ireland now plans to introduce a regularisation scheme in line 
with the clear commitments made in the programme for government to “create new pathways for 
long-term undocumented people and their dependents…”. Sectors such as elder care in private 
home, childcare, construction, hospitality, cleaning and retail have benefitted from the hard work of 
these workers and it is time to address this issue. Undocumented and undeclared workers must be 
able to claim their employment rights. Limitations to the enforceability of labour rights, based on 
whether a worker has a work permit, rather than the factual existence of an employment 
relationship, and laws that criminalise workers, are incompatible with labour rights. Most 
importantly however, undocumented workers should be provided with possibilities to regularise 
their status and be protected against unlawful or irregular forms of employment.  
 
• Introduce a broad and inclusive rights-based regularisation scheme allowing undeclared and 

undocumented workers to transition to declared employment and regularisation. 
 
Effective complaint mechanisms must be available for all workers regardless of status. Firewalls 
between labour inspectorates and migration authorities must ensure undocumented migrant 
workers do not run the risk of detention or deportation due to interactions with labour inspectors or 
pursing judicial remedy. The effect of any scheme of course is that workers regularised would then 
be able to safely report exploitation in the workplace without fear. 
 
• Introduce strict firewalls between labour inspectorates and migration authorities. 
 
 
What training and additional supports could help to combat racism in the workplace?  
 
There are training suggestions peppered throughout this document but in general we believe that 
training in equality and non-discrimination to ensure people are equipped to recognise and respond 
effectively to prejudicial and discriminatory practices is key to tackling racism.  
 

                                                             
16 https://ec.europa.eu/commission/presscorner/detail/en/ip_20_1968  

https://ec.europa.eu/commission/presscorner/detail/en/ip_20_1968
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There is also a need for guidance and supports for employers and trade unions, an acknowledgment 
of our key role in respect of developing workplaces that are free from discrimination and actively 
promoting inclusion.  
Provision of training of relevant people to be well equipped to deal with the intersectional nature of 
the experience of racism is also important.  
 
Strengthening human rights and equality training, particularly relating to racial discrimination issues, 
for public servants, including the implementation of the public sector duty.  
 
Ensure that the consideration of intersectionality is part of any diversity management training. This 
recognises that people have multiple identities that are necessarily more complex than the 
simplified categorisations often used for practical purposes. For example, disadvantages experienced 
by ethnic minority women differ from those of white women or ethnic minority men. 
 
 
What measures could be introduced to promote employment and labour market 
inclusion, as well as addressing the underlying causes of discrimination? 
 
Congress believes that tackling racism is not just a question of rights but also of economic sense: 
racism in the workplace affects workers’ confidence, morale, motivation and productivity.  
 
Integrated Workplace 
Congress furthermore believes that investment in workplace integration can help to make our 
workplaces effective role models for wider society.  Back in 2006, in the context of the previous 
National Action Plan on Racism, we worked with the Equality Authority, Ibec and other partners to 
develop the concept of the integrated workplace.   
 
Integrated workplaces are: 
• free from discrimination and harassment; 
• welcoming to all migrant workers and other Black and minority ethnic groups including Traveller 

employees and customers or service users; 
• acknowledge and provide for cultural and linguistic diversity among employees and customers 

as well as making adjustments for diversity among all migrant workers and other Black and 
minority ethnic employees; 

• take practical steps (including workplace anti-racism training) in order to achieve full equality in 
practice for all migrant workers and other Black and minority ethnic employees; 

• communicate a message promoting greater equality within the wider culturally diverse 
community served by the business. 
 

It is therefore timely that we are now (along with Ibec and the IHREC) seeking to revive this work in 
the hope of contributing towards securing better employment outcomes for excluded groups, 
including Travellers. 
 
• National campaign on the benefits of an integrated workplace. 
• Supports and training be provided to workplaces seeking to become integrated workplaces. 
 
 
Tackling the Pay Gap – Pay Transparency 
 
Congress believes that the introduction of mandatory pay reporting on ethnicity has the potential to 
transform our understanding of race inequality at work and most importantly, drive action to tackle 
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it where we find it. It would enable employers to identify, consider and address the particular 
barriers facing ethnic minorities in their workplace, and complement and enhance the work that 
some already do to address gender pay gaps under and of course that all large employments will 
have to do under the new gender pay gap information act existing regulations.  
 
Making it mandatory for employers to report on their ethnicity pay gaps could provide a real 
foundation to better understand and address the factors contributing to pay disparities. Also, any 
pay gap data should be supported by a narrative – comprised of key data, relevant findings and 
actions plans to address race inequalities.  
 
Some employers are already voluntarily reporting on their ethnicity data and taking action to 
address race inequality in their workplaces. While this is welcome and should continue to be 
supported in the interim, introducing mandatory ethnicity pay reporting will put greater focus on 
race at work, contribute to a greater number of employers reporting their ethnicity pay gap figures, 
and achieve the change across the labour market that is required.  
 
• Consideration be given to the introduction of mandatory ethnic pay gap reporting. 
• Development of tools and resources required to ensure that employers are supported, and 

that workers are confident in disclosing data in advance of making reporting mandatory.  
 
In so doing, we firmly believe that this will help ethnic minorities reach their full potential in the 
workplace, make business more inclusive, and ensure Government has a rich source of robust 
evidence to inform future labour market and industrial strategies. The work could be informed by 
the joint work of the TUC, the CBI and the Equality and Human Rights Commission in the UK17.  
 
National Action Plan Against Racism (NAPAR) 
Congress regrets the failure to renew the National Action Plan Against Racism 2005–2008 following 
its conclusion, and welcomes this process towards a much needed new NAPAR. Such a plan 
illustrates that Ireland expressly acknowledges and addresses racism and racial discrimination and 
can outline specific measures needed to ensure that the necessary infrastructure to tackle racial 
discrimination is in place. 
 
It is crucial to ensure the effective participation of minority ethnic communities in the process of 
developing, monitoring and reviewing the new NAPAR.  
 
A NAPAR also needs to target and address the experiences of discrimination against women, 
disabled people, LGBTQ people and other groups and to incorporate intersectional dimensions 
across all areas. 
 
Different forms of racism arise in different contexts, in Ireland this includes Travellers, Roma, Jews, 
Muslims, Black people, asylum seekers, refugees, people from an immigrant background, second, 
third generation, and undocumented people. While such groups may have many similar experiences 
of racism, it is important also to recognise that each form of racism has its specificities which must 
also be recognised, defined and targeted in the Plan.   
 
Congress has been part of monitoring groups across a range of Government strategies and believes 
that in order to be effective, the NAPAR requires the development of process-based indicators, 
clarifying the processes the State and individual Government Departments should take to support 
the implementation of the NAPAR. This will include data collection, ongoing consultation with civil 

                                                             
17 https://www.tuc.org.uk/news/tuc-cbi-and-ehrc-issue-joint-call-mandatory-ethnicity-pay-gap-reporting 

https://www.tuc.org.uk/news/tuc-cbi-and-ehrc-issue-joint-call-mandatory-ethnicity-pay-gap-reporting
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society, links with other government agendas and a system of accountability based on specific and 
determinable goals, outcomes and impacts. 
 
 
 
Conclusion 
Congress welcomes the opportunity to participate in this important consultation.  
 
We regret the recent rise in ill-informed, divisive and hugely damaging language regarding minority 
communities in Ireland, including Travellers, refugees, asylum seekers and migrants.  
 
We will continue to fight for decent wages, fair treatment and an end to exploitation for all working 
people – knowing this will disproportionately benefit workers from black and minority ethnic origin.  
 
We will stand firm in identifying and opposing direct and indirect racism at work and look forward to 
playing our role in the continuing development and implementation of a new national action plan 
against racism. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Irish Congress of Trade Unions 
31/32 Parnell Square 
Dublin 1 
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