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In order for your company to be successful, sustain business advantage and be a great place to work, 
you must be able to leverage and focus on maximising the different attributes of your employees and 
potential employees irrespective of their similarities and differences.   
 
You must embrace the 9 grounds of equality under the Employment Equality Acts, 1998 and 2004, 
which prohibit discrimination in the pay and non-pay areas on age, race, religion, disability, gender, 
marital status, family status, sexual orientation and membership of the traveller community.   

Small businesses have become more cognisant that diverse workforces enable our businesses to 
understand and better respond to the needs of our equally diverse customer base.  Changing family 
needs, an older Irish working population, migration patterns and the more multicultural nature of 
society means that small businesses have had to/have to continually re-think its culture of work and 
recruitment strategies.  At the offset you need to embrace the following 3 core areas:  

1. Management commitment supporting legislative compliance with strong internal 
communication.   

2. Understand your diverse customers’ needs (internal staff and external customers and 
suppliers).  By doing so leads to greater creative and competitive advantage, a more resilient and 
responsive workforce who are adaptive to change, more satisfied customers and a more 
profitable business.   

3. Create conditions for inclusion and interaction, equality of opportunity, understanding and 
respect for differences.  

 
Recruitment and Selection 
By modifying your recruitment and selection practices your business can accommodate diversity by:  
 Access to a wider talent pool 
 Comply with legislation and avoid legal action  
 Select the right people for jobs and minimise turnover and training costs 
 Reap the benefits of a more satisfied workforce   
 Enjoy a better public image. 
 
Advertising 
 

 How you advertise is as important as what you advertise. No group should be disadvantaged by 
the medium you use. Advertising should be both internal and external. Word of mouth can be 
discriminatory by excluding certain groups. Target job centres, local press and community 
groups. Review which methods attract a broad range of applicants. 

 

 Have a clear job title and job description, be specific, instead of writing ‘good English needed’ 
write ‘required to communicate clearly with customers’. 

 

 Positive action is allowed under the Act in relation to gender, and towards the integration into 
employment of those with disabilities, members of the travelling community or those over 50 
years. This means that you can target certain groups in order to reverse discriminate that may 
have previously occurred.  

 



 Always clarify that you are an equal opportunities employer and if a role is traditionally held by a 
certain group, e.g., males, state explicitly that members of other groups are welcome to apply. 

 
Northbrook Technology, a northern Irish IT company, specifically targeted female candidates in 
response to a skills shortage. Their workforce is 34% female compared to the industry average of 
25%. Northbrook recognise the importance of challenging gender stereotypes people may have 
about the IT industry.  

 

 Your company’s website is an excellent place to start recruiting and promoting diversity which 
could include: 
- a statement outlining commitment to diversity and equality 
- manager and employee testimonials focusing on diversity 
- details of work/life balance programs 
- links for minority groups e.g., translated information for polish workers. 

 

 You need to be able to justify your job criteria. The person specification must include skills, 
knowledge and ability, not personality traits. Some of these could discriminate indirectly on one 
or more of the 9 grounds such as advertising for someone ‘mature’.  

 
The Equality Tribunal –v- Ryanair (DEC-E2000-14): Ryanair was ordered to pay €8,000 
compensation to the Equality Tribunal for placing an advert for a ‘young and dynamic 
professional’.  
 
Tom O’Connor –v- Lidl (DEC-E2005/12): Lidl was ordered to pay €5,000 compensation to the 
complainant when they advertised for a graduate with no more than 2/3 years’ experience. 

 

 If medicals are necessary for the job, make sure the doctor is informed of the skills needed for 
the specific job or you could be seen to discriminate against those with disabilities. 

 

 If using photographs in the advertisement, make sure not to use photos that may discriminate 
against groups who are underrepresented in the image. 

 
Application forms 
 

 Acknowledge all applications. 
 

 Assess application forms to ensure they do not discriminate on any of the 9 grounds.  
 

 The main point to keep in mind is that information requested should be strictly job-related and 
all applicants should be asked for the same information. 

 

 Have a clear, written job description and person specification. Candidates should be assessed 
against these criteria. The interview questions should reflect these criteria.  

 
Shortlisting  

 

 Have a clear rating criteria in place and assess candidates based on this alone. 
 

 Keep records of the reasons for rejection and acceptance. 
 
Interviews  



 

 When arranging interviews you should be mindful by accommodating diversity: 
 Find out the correct pronunciation of candidates’ names 
 Ask disabled candidates if they require special assistance getting to the interview 
 Accommodate those with caring responsibilities by being flexible with scheduling times. 
Small considerations such as these will show candidates that a culture valuing diversity is 
cultivated in your company.  

 

 During interviews discrimination can easily occur so bear the following in mind: 
 Ensure interviewers are familiar with current legislation and are mindful of what not to ask 
 Use structured interviews. While specific questions may differ, cover the same topics/issues 

with each candidate 
 Use two or more interviewers to ensure a fairer decision-making process 
 Decisions are made after not during the interview 
 Take notes during the interview 
 Keep interview records for 12-18 months.   

 
Dr. Ronaldo Munck – v- National University of Ireland, Maynooth (DEC-E2005-030): the 
respondent was ordered to pay €10,000 to the candidate for discriminating against him on the 
race ground by rejecting him for the post of Professor of Sociology. The reasons were: the overall 
tone of the interview was negative, he did not understand ‘the Irish way’, there was very little 
discussion of his CV or his proposed plan for the department as was requested in the job 
advertisement, and there was no marking system or interview notes. 
 
This case highlights the importance of questioning, assessment against objective criteria and 
record-keeping. 

 
Interview questions: to ask or not to ask?   
The following highlights some discriminatory questions that can/cannot be asked:  
 
Your name sounds foreign, are you an Irish citizen? 
Potentially discriminatory on race ground 
 
How would your spouse feel if you took this job? 
Potentially discriminatory marital status ground 
 
How do you deal with conflict? 
Non-discriminatory 
 
Are you renting your home at the moment? How will you juggle work and family? 
Potentially discriminatory on family status ground 
 
Does your religion prevent you from working on certain days?  
Potentially discriminatory religion ground 
 
If offered the job, will you be able to verify your legal entitlement to work in Ireland? 
Non-discriminatory  
 
Would you find it difficult to work for a boss who was younger than you? Are you planning to retire in 
the next few years? 
Potentially discriminatory on age ground 



 
Would you find it difficult to take orders from a woman? You would be working mainly with men, 
would this make you uncomfortable? 
Potentially discriminatory on gender ground 
 
How do you feel about the amount of travel required for the job? 
Non-discriminatory 
 
The job involves a lot of heavy lifting do you think you are able for this? 
Potentially discriminatory on disability ground 
 
How do you deal with stress? 
Non-discriminatory 
 
References, qualifications and testing assessment 
 

 References remain protected under the Act and no disclosure is required.   
 

 Be careful to avoid discrimination when looking for references and only use to gain factual 
information.  

 
Czerski -v- Ice Group (Sligo) (DEC-E2006-027): the complainant was awarded €7,000 when the 
company was found to have discriminated against her on grounds of race by refusing her access 
to employment for her failure to furnish them with a second employment related reference. The 
complainant had only had one Irish employer, as she had been a homemaker in Ireland apart 
from this and prior to that had been employed in Poland.   

 
This case should encourage employers to be more flexible in their recruitment procedures if 
strict adherence to such procedures could discriminate against applicants on one of the 9 
grounds. 

 

 When assessing qualifications, take account of equivalent qualifications such as those obtained 
outside Ireland and make sure you verify these. 

 

 If using assessment tests, questionnaires or exercises make sure they are relevant to the job. 
Inform candidates beforehand. Only use professionally produced tests administered by qualified 
persons. 

 

 Give feedback to every candidate who applies. 
 
According to a CIPD survey in 2006, the average cost of filling a technical, sales or administrative 
vacancy is €3,000 per employee.  On top of this to get your recruitment wrong from an equality 
perspective, as exampled above, can cost your company dearly in terms of financial and public 
image.   
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