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Foreword

Thisis apaper of the ILO's Migration Branch. The objectives of the Branch are to contribute to
(i) the formulation, application and evaluation of international migration policies suited to the
economicand social ams of governments, employers and workers' organizations, (ii) theincrease
of equality of opportunity and treatment of migrants and the protection of their rights and dignity.
Its means of actioninclude research, technical advisory services and co-operation, meetings and
work concerned with international labour standards. The Branch also collects, analyses and
disseminates relevant information and acts as the information source for ILO congtituents, ILO
units and other interested parties.

The ILO has a congtitutional obligation to protect the 'interests of workers when employed in
countries other than their own'. This has traditionally been effected through the elaboration,
adoption and supervision on international labour standards, in particular the Migration for
Employment Convention (Revised), 1949 (No. 97); the Discrimination (Employment and
Occupation) Convention, 1958 (No. 111); the Migrant Workers (Supplementary Provisions)
Convention, 1975 (No. 143); and the non-binding Recommendations supplementing them.
International legal instruments of this kind are designed to influence national legislation and
regulations in each country which has ratified these Conventions; and in this way they aim at
changing not only legislation but actual practices as well.

The key concern of ILO standards for migrant workers is non-discrimination or equality of
opportunity and treatment. Many countries broadly adhere to this objective in the economic and
social spheres. Some countries ratify ILO Conventions! and to their level best to fulfil the
obligations deriving from them. One might expect, therefore, that discrimination would no longer
be part of the legidation or practices of these countries. Unfortunately, a great deal of
circumstantial evidence exists that thisassumptiondoesnot holdincertai nrespects and especially
not at the workplace in private or public enterprises; and such evidence also exists for countries
not having ratified ILO Conventions.

Therefore, the ILO has launched a global programme to combat discrimination against migrant
workers and ethnic minorities in the world of work. This programme, which focuses on
industrialized migrant receiving countries, ams at tackling discrimination by informing policy
makers, employers, workersand trainersengaged i n anti-discrimination training on how legidative
measures and training activities can be rendered more effective, based on an internationa
comparison of the efficacy of such measures and activities. The programme covers four main
components: (i) empirical documentation of the occurrence of discrimination; (ii) research to
assess the scope and efficacy of legislative measures designed to combat discrimination; (iii)
research to document and to evaluate training and education in anti-discrimination or equal
treatment; and (iv) seminars to disseminate and draw conclusions from the research findings.

This paper presents the results of the programme's third component as carried out in Finland.
Although anti-discrimination training is still embryonic, the Government has in recent policy
documents repeatedly stressed theimportance of introducing anti-discrimination training activities.
On the side of the social partners, notably the trade unions appear to be positively inclined to

Forty one in the case of Convention No. 97, one hundred and twenty inthe case of ConventionNo. 111, and
eighteen in the case of Convention No. 143.



Vi

actively support the wider introduction of such training. However, the research found that a
fundamental prerequisite for further training to be developed is araising of the awareness of the
occurrence of discrimination against migrant and ethnic minority workers - an awarenesswhich
is still lacking among many of the labour market gatekeepersinterviewed for this research - as
well as of the positive effects that such training can have onthe behaviour of personsinvolved in
hiring and firing decisions. It is hoped that the research presented in this paper will contribute to
thisawareness and the subsequent devel opment of anti-discrimination training activities suitable
for the specific Finnish situation.

Thefinancial supportfromthe Ministry of Labour and the Ministry of Education, Helsinki, towards
the carrying out of this study is gratefully acknowledged.

September 1997 M.l. Abella
Chief, ali.
Migration Branch



1. Introduction

Thisreport is part of the ILO programme 'Combatting discrimination' against (im)migrant workers and ethnic
minorities? in theworldof work' andit coversthe third component of the programme carried out inFinland a the
turn of the year 1996-1997. The third component looks at anti-discrimination or equal treatment training
according to the methodology proposed by Wrenchand Taylor and adapted by the ILOfor internationa use. Anti-
discriminationtrainingtargetedat |abour market gatekeepers- peoplehavingafunctiona control over recruitment,
workplacetraining, promotionand other aspectsof employment and careers - is one possible voluntary measure
to be employed in an attempt to eradicatediscrimination. Especialy training for higher management and human
resources managers, i.e. for those who are responsible for business policies and recruitment planning, can play
an important part in the stimulationof equa opportunitiesfor migrants. Insome countriesthistype of training is
dready widely provided. For example, in the Netherlands and in the UnitedKingdomthereisavariety of training
offered by alarge and growing number of different organizations (Wrench and Taylor, 1993).

In this paper the present Situation in the field of anti-discrimination training in Finland is studied. The research
focuses primarily on traning related to access to employment opportunities, i.e. on training targeted at the
aforementioned gatekeepers. To get apicture of the state of anti-discrimination training, 28 representatives of
different quarters of the Finnish labour market were interviewed for this research. Questions were asked asto
their awareness and knowledge of anti-discrimination training, aswell as on their opinions on the need for such
training.

Thisreport isstructuredasfollows. The second chapter presentsashort overviewof the recent migrationhistory,
of attitudesamong the majority populationandof migrants positioninthe labour market andrelated social policy
measures. Thisbackgroundisgivento locate thefindings on anti-discriminationtraining abroader social context.
Chapter three lays down the methodological assumptions of this survey and describes the research process. In
chapter four the existing training activities and related literature are summarized. The fifth chapter presentsthe
results of the interviews carried out summarizing the answers of the respondents from various sectors of the
Finnish [abour market to questions of their awareness and knowledge of anti-discriminationtraining and of their
opinionsrelated to it. Chapter six concludes the report.

2. Recent migration history, attitudes among
the majority population and migrants labour market position
and related social policies

4n this report the term “discrimination” refers to discrimination on grounds of race, ethnic origin, reigion, language and/or
nationality. In Finland, discrimination on these grounds is generally referred to as “ethnic discrimination”.

2With respect to the terminology, it is important to note that there are many different terms and definitions for the issue under
discusson. No common language exists, even within Western Europe, for discussing the topic at issue. Thus, “immigrants’,
“foreigners’ and “ethnic minorities” canrefer to Smilar populations in some countries and to completely different groups in others.
Inthispaper the term (im)migrant is usedin the broadest sense of the word referring not only to migrant workers but al sotorefugees
and asylum seekers, i.e. to dl non-nationds that might belong to a given country's labour force. The question of preventing
discrimination in the world of work is of relevance in relation to the Stuation of some national minorities as wdl. In the specific
Finnish context, the term “nationa minority” refers to minority groups whose members are Finnish citizens and which compose a
digtinct and long-established group on the territory (Mynitti, 1992, pp. 1-2). The Finnishnational minorities are the Swedish-speaking
population, the Sami, the Roma, the Jews and the Tartars. The Roma are a national minority often encountering discrimination in
business activities and sometimes on the part of the authorities. (Kortteinen, 1996, pp. 104-105) Thereis no specific researchon the
possible work-related discrimination against the Roma, but it can be assumed that the Roma are the most likdy among national
minorities to face discrimination in the field of work.



2.1. Recent migration history

Finlandhasalongtraditionasacountry of emigrationandit was not until the 1980swhenachange inthemigration
flux took place, turning Finland rapidly into an immigration country. Immigration controls for non-Nordic
nationals have dways beenstrict and foreign labour has never been actively recruited. Today labour migration s,
inpractice, mainly alowed for subjects of the EU countries. The other possibility isadmittance on humanitarian
grounds. During the 1980s and early 1990s a considerable number of foreigners entered under the refugee or
humanitarian status or through family reunification.

In March 1997, there were 75,133 foreign citizens permanently residing in Finland, of whichsome 13,000 were
refugees. In1987 there were only some 17,000 foreignersinthe country, but by the end of 1994 the total number
of foreignershadmorethantripled. Finlandi sthe Europeancountrywiththe highest increaseinforeign population
in such ashort period of time (Pitkénen and Ekholm, 1995, pp. 6-7, V destorekisterikeskus, 1997).

In the mid-1990s some two thirds of the migrant population residing in Finland was of European origin. Yet,
dready from 1989 onwards there have been changesin the social and ethnic composition of migrants.Numbers
of Eastern European migrants have been increasing and the proportion of Asan and African origin migrantsis
higger than ever before. At the turnof the year 1996-97 the biggest groups of foreign citizensresidinginFinland
were Russians (12,329) and Estonians (9,178) (Jaakkola, 1994, p. 52; V destorekisterikeskus, 1997).

Evenafter the phase of extremely rapidgrowthinimmigration, the share of foreigncitizensinthe total population
remains among the lowest in the EU being 1,4 per cent. Immigration seems to be, however, a growing trend.
According to arecent estimation, by 2021 the share of migrantsin the total population would be approximately
5 per cent, i.e. some 250,000 foreignersresiding in Finland (ETLA, 1996). Animportant factor for the future
developmentsin Finnishmigration trends is the progress in the integration process between the EU and Russian
and Baltic states.

2.2. General attitudes

In 1993, asurvey of attitudes of Swedesand Finns towards foreigners showed that during asix year period their
atitudes had become more negative. The attitudes towards |etting in migrant workers were especially negetive
among the youngest and ol dest age groups. Inthose groups, 65% and 71% agreed withthe statement “if unemplo-
yment increases, a part of the migrants should be sent away from Finland”. Also, the attitudes towards the
linguistic and political rights of migrants were looked upon negatively. The most negative attitudes were found
among the unemployed, farmers and entrepreneurs. Those who had more positive attitudes were found among
respondents with higher education. In addition to the correlation between more positive attitudes and higher
education, another explanationfor pogitive attitudeswas personal contacts- bothvoluntary, |eisuretime contacts
and “forced” contacts such asaco-worker or aneighbour - with foreigners (Jaakkola (a), 1994, pp. 56, 66-69).

The changeinattitudesinboth countries can beexplainedby therapidly deteriorating employment situationwhich
coincided with the increasing number of refugees and asylum seekers. The results of the research indicate that
when a bleak employment situation prevails the maority is easily influenced by threatening images of
uncontrollable streams of refugees, massmigrationfromthe former Soviet Unionput forward inthe media, even
though the proportion of migrants in reality remains low and has no impact on the development of the overall
employment possihilities. Inthe survey aconclusionwas drawn that irrespective of economic developmentsanti-
racism campaigns are indispensable, if ethnic conflicts are to be avoided (Jaakkola (a), 1994, pp. 78-79).

Accordingtotheresearchundertaken, the Finnishmediahasremainedone-sided and conflict-oriented, inthesame
way asinother European countries, intreating news mattersrel atedtomigrationandmigrants. Nationa minorities
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aremostly excludedor forgotteninpublic debates and frommassmedia. Asthere have not beenlarge scaleethnic
conflicts attracting attention in the press, it has been easy tobe lulled into the idea that racism does not exist in
Finland. Journalists tend to present racism as acharacteristic of alimited group of individuasand not asa socia
phenomenon (Pietikéinen and Luostarinen, 1996, pp. 178, 186).

At the beginning of 1996 the Finnish government appointed aGroup of Ministers Againg Racismwithamandate
to promote goodethnic relations, to take astand onraci st phenomenaand to prepare a plan of action with theaim
of strengthening the atmosphere of tolerance within society. The plan of action by the Group of Ministers
reiterates the recommendations of the Council of Europe to promote recruitment of membersof ethnic minori-
ties. The plan of action states that by estimation one third of migrants hold a higher degree or have a good
vocational training from their country of origin, and, so far, the Finnish employers have utilized the resources
provided by migration only toaverylimitedextent. According to the plan of action, thereis both intentional and
unintentional discriminationagainst migrantsand some national minority groups. Discriminationmanifestsitself
in the high unemployment rates anong migrantsandinthe vocational downgrading. Theplan of action states that
negative attitudes of employers or resistance of other employeesform amajor obstacle for the employment of
migrants (Rasismin ehk&sy ministeriryhmé, 1996).

These general observations are supported by some empirica evidence. The Office of the Ombudsman for
Foreigners has set up atelephone and questionnaire service with the aim to get more information about alleged
discriminatory Situations. During the period 1 Juneto 30 September 1996, this service was contacted 84 times,
nearly 10 per cent of which concerned complaints of alleged work related discrimination (Taka o, 1996).

A Working Group of an Integration Project in the Lahti Region pointed out in its report that an insufficient
knowledge of Finnishisoften put forward as an explanation for the low and dowintegrationof migrantsintothe
labour market. According to the working group the unnecessarily high language skill requirementsin application
procedures are acommon mechanism of indirect discrimination. Another indirect discriminatory practiceisthe
mereuseof informd recruiting channels. Migrantsare not often part of such networks andthey arethus excluded
from employment possihilities. It was aso brought up that employers not only have prejudices against migrant
applicants but, onthe whole, tend to questionqudifications and training gained abroad. In relation to recruitment
practices, the situation in Lahti was perceived as being smilar to other Finnish cities; the employers do not
percaive migrants as competent workers and do not venture to hire them. Positive experiences with migrant
employeeswas seenas away to increasecompanies willingnessto hirethemand special internship programmes
for migrants were suggested as a mean to provide these experiences (Hameen |1&8ninhallitus, 1996).

Research on the economical impacts of migration, in which 29 enterprises were consulted, concludesthat the
enterprises contacted had afairly positive image of refugee employees. According to the survey, employerswho
hadexperienceswithrefugeeoriginworkers had more postive estimations ontheir productivity thanthe oneswho
hed never hadarefugeeempl oyee.” Oversteppingthefirst contact threshold” seemsto be an effective way to break
prejudices. Thedifferent ethnic groups got, however, very different gppraisas by the employers. The employers
emphasizedtheir suppositions about differencesinstrengths and weaknesses of various ethnic groupsinrelation
to the Finnish working life. The author pointed out that the authoritiestend to have a more positive picture about
the employability of ethnic groups than the employers. According to the author these discrepanciesarenot likely
to disappear without active awvareness raising measures (Hakaa, 1992, pp. 123).

2.3. Migrants labour market position and related social policies

Studies fromthe 1980s onthe developmentsof the socio-economic position of migrants point out that existing
practices in the socid welfare system and the existing labour market policies were not able to secure equal

opportunitiesfor al ethnic groups.In 1985 aswell asin 1988 the unemployment rate was higher anong migrants
than among Finns. The data collected showed an emerging ethnic hierarchy and segmentation. The studiesaso
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confirm that in tightening education and employment markets the competitive position of ethnic minorities has
remainedlower thanaverage. Highunemployment, | owdegreeof |abour forceparticipation, occupational downgra:
ding and location in the peripheral areasof the economy have also characterized the position of migrantsinthe
Finnish labour market in the beginning of the 1990s (Ekholm and Pitk&nen, 1995, pp. 16-17, 19; Matinheikki-
Kokko, 1994, p. 102; Jaakkola, 1994b, pp. 133, 160).

According to estimates by the Ministry of Labour, the unemployment rate among migrantswas 47 per cent & the
beginning of 1996. For certain groups the figures were as high as 80 per cent or more. The unemployment rate
for the wholeworkforcewasaround 17 per cent. Inthelight of thefiguresof the 1996 estimation, the employment
Situation of migrants hasimproved. In 1994, according to the Statistics Finland, the unemployment rate was 53
per cent. The best employment situationwas among the Western Europeans, the citizens of the United Statesand
the Chinese. The biggest unemployment rateswereamong the Iragis 93 per cent, the Somalis86 per cent and the
Iranians 83 per cent. According to the fina report of the Committee on Migration and Refugee Policies, the
special measuresof the authorities, whicharemoreclosely looked at inthe following sectors, have had apositive
impact on the employment situation of migrant groups. The decrease in the unemployment rate can be partly
explainedby specia labour policy measures, suchasstate-fundedtrainingschemes. Theselabour policy measures
will be described morein detail in below (Maahanmuutto- ja pakolaispoliittinen toimikunta, 1997, p. 187).

Foreign citizens holding apermanent resi dencepermit, whichgivesaright to work without aseparate work permit,
are entitled to the general welfare services and general measures aimed at decreasing unemployment. Migrants
permanentlyresiding in Finland qualify for unemployment alowance onthe same ground asFinns. Genera |abour
market policy measuresinclude labour exchange services, retraining schemes, vocational training coursesfor the
unempl oyedand state subsidisedwork schemesthrough whichempl oyerscan hirethe long-termunemployedfor
asix month period. Inthe regions of more dense migrant settlement, suchas Helsinki, Turku and Tampere labour
exchange offices have specia departments for migrant clienteleandinrecent yearsmore attentionhasbeenpaid
to the specia needs of migrant clientele in labour exchange activities (Maahanmuutto- ja pakolaispoliittinen
toimikunta, 1997, p. 188).

Apart from the general measures various special measures also exist, such as free language and civics courses,
amed at facilitating the integration of migrants. In principle, onlyindividuasentering under refugee or humani-
tarian Status are entitledto these courses. During the coursesthe refugees get amunicipa subsistenceallowance.
After asix-monthperiodof the above mentioned preparatory instruction, refugees attend pre-vocationa training
courses. Preparatory instruction courses have been arranged for other migrant groups, but as the number of
migrants increased in the early 1990s, only afew of the newcomers had the opportunity to take part in these
COUrSes.

Inanattempt to decrease the high unemployment rates, the supply of state-subsidisedretrainingandwork schemes
hasincreased. Migrants have al so beenableto benefit from these schemes. In 1995 some 8,300 migrantsstarted
vocaiond training and 3,000 were employed through state-subsidised work schemes. Demand for language
instruction and vocationa retraining for migrants remains, however, bigger than supply. State-subsidised work
schemes have provided employment opportunities for migrants, but inmost casesthese six month work periods
do not |ead to more permanent contracts. One example of pilot projects initiated to help migrantsto enter the
labour market isMigrants Employment and Training Project inthe Greater Helsinki area, whichstartedin1994.
Theproject includes vocationd testing, language and vocationa training and drawing up study and job seek plans
for participants. The project also offers special employment services withthe aimof presenting migrants' skills
to employers, for example, in the export and import sector (STM, 1996, p. 79; Mashanmuutto- ja
pakolaispaliittinen toimikunta, 1997, p. 187).

The Committee onMigrationand Refugee Policies, whichwas appointedin 1995, submitteditsfina report & the
beginning of 1997. The find report is meant to serve as a basis for the government's first comprehensive



5

migrationandintegration policy. Decisions onthe proposalsput forwardin the final report are to be takenby the
Government by the autumn of 1997. Thefinal report lays down a set of three-level integration measures. These
levelsarethe following: 1) comprehensive nationd integrationpolicy, 2) municipa migrationpolicyanddetailed
integration plan and 3) individua or family level integration plans. The municipa integration plan or migration
policy programme shouldspecify aims, measures, resources and responsibilitiesinrespect of the integration of
migrants. Theproposa emphasizestheimportanceof participationof migrant'srepresentativestodecision-making
process in respect to municipal integrationplans. Migrantsare expectedto commit themselves to the individua
integrationplan, whichis madeinco-operationwithcivil servantsof the municipalities. Theindividua integration
plan would map out, for example, language and vocationa training needs and measures to be taken in order to
facilitate the integration process and to increase the employability of the individuals (Slmimies, 1997, p. 22;
Maahanmuutto- ja pakolaispoliittinen toimikunta, 1997, p. 175).

The Committee brought up a need to strengthen professiona competence needed to intervene in racist or
discriminatory occurrencesor practices. It was deemed necessary to provide information and training in how to
recognize discriminatory practices, howto handle such occurrences andhowto support victims of discrimination
and racism. In the report it was suggested that, for example, in vocational training the aforementioned contents
should be covered. In addition, al Ministries wereencouragedto drawaplanfor promoting tolerance and ethnic
equalityintheir adminigtrative branches(Maahanmuutto- ja pakolaispoliittinen toimikunta, 1997, pp. 207-208).

Inthe report of the Committee of Migration and Refugee Policiesit was also proposed that the Advisory Board
for Refugee and Migration Affairs should set up aworking group for defining measures needed in Finland for
implementing the ILO'sproposals for preventing raci smand discriminationand the Florence Declaration, signed
up by the socid partnersin 1996. The Committee invited the socid partners to actively promote tolerance and
provide anti-discriminationtraining for their members (Maahanmuutto- ja pakolaispoliittinen toimikunta, 1997,
pp. 206-208).

With respect to labour exchange services the Committee of Migration and Refugee Policies suggested that the
employment authorities should, in co-operation with employers associations, representatives of business and
commerceand migrantssnon-governmental organizations, devel opsystems whichwouldtake into consideration
boththe needs and the resources of migrants. A network of entrepreneursand public sector employers providing
internship and apprenticeshippossibilitiesfor migrantsshould be created (Maahanmuutto- ja pakolaispoliittinen
toimikunta, 1997, pp. 187-89).

Inastudy looking & the Finnishrefugee policy and administrative practices, Matinheikki-K okko pointed out that
until now the number of migrants in Finland has been small, which has rendered it possible to design specid
servicesfor limitedgroups.Asopposedto countrieswhichhave along traditionof receiving relatively permanent
migrant groups, the attentionof policy makers and administration has not been directed towards the structures of
the society which maintain inequalities, but it has concentrated on short-termreceiving servicesfor newcomers.
Structura defects have not gained enough attention and, until the beginning of 1990s, pogitive action policies
remained absent (Matinheikki-Kokko, 1994, p. 120).

Inthe light of the policy documents presented above, ashiftinthe approachin relaion to integration questions
canbe detected. Inadditionto short-termreceiving services, more comprehensive policieslooking for solutions
for structural defects are emerging.



3. Methodological remarks: scope and limitations
of thework donein Finland

3.1. Theresearch method followed

Theresearchfollows themethodset out inthe Wrenchand Tayl or researchmanud for documentationand eval uati-
on of anti-discrimination training (Wrench and Taylor, 1993, pp. 8-18). The manual gives an identification of a
number of activities which, although related to equa opportunitiestraining, will be excluded from the focus of
the study. The training types excluded from a closer examination are 1) training directed at migrants/ethnic
minoritiesthemselves, 2) training for service delivery to migrants/ethnic minorities and 3) broader educationa

campaigns on fair trestment for migrants which fall outside the workplace. The research focuses on anti-
discriminationtraining “whichhas the assumptionbehindit that the most important way to facilitatethe fair treat-
ment and labour market integrationof migrantsand minoritiesisto tacklethe discrimination- direct andindirect,
formal and informal - which is operated knowingly or unknowingly by gatekeepers and organizations’. In other
words, the term “anti-discrimination training” inthiscontext refersto training activitiestargetedat gatekeepers.

individualswho have aroleto play inthe access of minoritiesto employment, and who may al so have oninfluence
on employment careers within an organization.

In the manual, atraining typology in which anti-discrimination training approaches are categorized accordingto
training strategy and content, islaid out. Four training strategies are described. Firstly, the strategy canbe one of
straightforward information provision, with the underlying assumption that the problem to be tackled islargely
one of ignorance, andthat the provisionof newinformationwill itself produce changesinattitudes and behaviour.
A second strategy might be more active and direct, using specific mechanisms to produce attitude changein the
trainees. Thethirdapproachis one of aming to producebehaviourd changerather thansmplyrestrictingthefocus
to the attitude change of those trainees who attend the course. The fourth strategy aims at wider organizational
change.

The second dimensionof the training typology was that of the content of training. Firstly, the mainemphasiscan
be multi-cultural - focusing on the characteristics of migrants and ethnic minorities themselves. Secondly, the
content can concentrate on racism and discrimination, with attention focused on the actions of the maority
population and the structures of society. Or, thirdly, the emphasis can be on broader issueswhichmay include a
multi-cultural and anti-racism content but locate these in amuch broader social context.

When these dimensions are cross-classified, twelve different types of training can be identified.

Inredity it is unlikely that all these twelve will exist and for the purpose of this study, six main types can be
crystalised. The six main training approaches identified can be categorised as follows: 1) Information Training
(Alor ALA2), 2) Culturd Awareness Training (B1 or BLA1), 3) Racism Awareness Training (B2 or B2.A2 or
B2.A2.B1),5) EquditiesTraning (C2 or C2.C3),4) Anti-RacisnTraining (D2 including elementsof C2, B2 and
A?2), 6) Diversity Training (D3 including e ements of most types).

Anti-discrimination training typology

Content Multi-cultural Anti-discrimination/ Broader issues
Anti-racist
Strategy 1 2 3
Al A2 A3

Information provision
A Information Training | Information Training




Bl B2 B3
Attitude change
B Cultural Awareness Racism Awareness
Training Training
C1 Cc2 C3
Behaviour change
C Equalities Training Equalities Training
D1 D2 D3
Organizational change
D Anti-Racism Training Diversity Training

Information Training is based on an underlying assumption that provision of correct information on migrant
communities demographic factsandtheir employment patterns, factua informationonprejudice, the processes
of discrimination and the legal context of discriminatory acts is enough to produce a behavioura change. The
training methods used in Information Training are straightforward | ectures, videos or written material.

Culturd Awareness Training not only provides cultural information, but engagestraineesin exercisesto change
their attitudes. Cultural Awareness Trainingremains similar to Information Traininginseeing behavioura change
as relatively unproblematic, i.e. raising awareness and changing prejudiced attitudes will automatically reduce
discriminatory behaviour.

Racism Awareness Training focuses narrowly on racismitself and amsa producing arelatively rapid changein
attitudes. The methods used are generaly to induce self-awareness in a group setting and confrontationd
techniques, such asrole plays, are applied.

Equalities Training is designed primarily to affect behaviour and aims to instruct the trainees in legally or
professiondly appropriate behaviour. In many countries the starting point of Equaities Training will be that the
law proscribes discrimination and that agencies and professionals must make sure that discrimination, whether
deliberate or unintentional, does not occur.

Anti-Racism Traning retains a strong commitment to combat racism directly, but is amed a changing
organizational practicesrather thanindividua self-awareness. The training seeks to integrate both normative and
behavioura aspects a the individud and organizationa level. A characteristic of this training approach is thet
racism and discrimination are seen to constitute a problem within the organization and the existence of
discrimination is the main reason for introducing the programme.

Diversity Training is the most recent development in the field of anti-discrimination training. It is seen asa
strategy of fully tapping the resourceswithinthe organizationandis mainly directed a managers. Inthisapproach
fairnessisnot described astreating people equally but treating people appropriately. The objective of thetraining
isto assistindevel oping an heterogenous organizational culture and discovering what is blocking the progress of
“non-traditiona” employees.

For countriesin which thereisrelatively little activity going on which canbe categorisedas anti-discrimination
training specifically targeted at |abour market gatekeepers, aresearch method named as the Reserve Strategy is
prescribed. The Reserve Strategy entailsinterviewing a selection of employers, government officials, and other
|abour market actors. Their opinions are to be sought as to why anti-discriminationtrainingisrareinthe country
concerned. Theinitial research into the Finnish training scene, including going through training programmes of
potential training providersand entering into discussions withthe key informantsfromthe central administration
and the socia partners, showed that there is scant implementation of anti-discrimination training programmes
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designed for “gatekeepers’. Hence, from the outset, research was mainly carried out according to the Reserve
Strategy* (Wrench and Taylor, 1993, p. 65).

Themethod used is at the quditative end of the research spectrum and the aimisto formareasoned overviewof
the current situationonanti-discriminationtrainingandof opinionsrel atedtothe needs and usefulness of thistype
of training. The data collected is not statistically representative and no statistica generalizations can be drawvn
based on it. The data provides, however, a varied selection of the views the Finnish labour market actors and
gatekeepers hold in relation to anti-discrimination training and illustrates the reasoning behind their opinions.

3.2. Theresearch stages

As afirst step of the research process the Ministry of Labour, the Ministry of Education and informants from
Continuing Education Centres wereconsultedinorder to discover the most relevant actorsin the Finnish labour
market before respondentsfromdifferent categorieswerechosen. Thelist of respondents basedonthe informati-
on gathered from the initial discussions was revised during the course of the interview process according to
supplementary information provided by therespondents. All inall, 28 respondentsfrom different categorieswere
interviewed. Inaddition, thisreport contains summaries describing some existingtraining activities. With respect
to these training activities, training co-ordinators and trainees were consulted.

Four different regions were chosen for carrying out the interviews: Helsinki, Turku, Hame and Jyvéskyla Most
interviewstook placein Helsinki, as roughly half of the foreign populationlivesinthe region around the capital.
The three other towns and the surrounding regions have relatively large migrant settlements. Furthermore, the
chosen locations offer an appropriate range of diverse levels of government (municipal, provincia and central)
and relevant training institutions, such as atraining centre for employment authorities and faculties providing
business and management studies.

Initial contactswithpotential respondentswere made by telephone, briefly explaining the purpose of the research
andeliciting participation. Inaffirmative casesatime for aninterviewwas set duringtheinitial call. Insome cases
it provedto bedifficult tolocate asuitable and willing personwithinan organization. For some of therespondents
thethemesof theinterviewwerenewandtheir initia reactionwasone of hesitation. They expressedconcernabout
their lack of expertiseinthisfield. Some authorities in charge of personnel training or human resources units
wantedto gear the interviews to people speciaizedindedingwithminority clientele or ininternational activities.
Inthis research it was, however, the gatekeepers and people in charge of training activities, as possible anti-
discriminationtraininginitiatorsand subsequently training purchasers, andtraining providers, whoseopinionswere
sought.

Two training ingtitutions approached were unwilling to participate. Reasons given were lack of time and the fact
that they didnot provide any kindof anti-discriminationtraining, andwerenot awareof any other training providers
whose programmesincluded such contents. Al so, three privatesector employers contactedrefusedto participate
in this research, without specifying their reasons.

In most cases, afax or aletter covering the main themes of the interview was sent to the respondent before the
interviewtook place. Theinterviews coveredthe following themes: the respondent’s awareness and knowledge of
anti-discriminationtraining, opinions as to why suchtraining is necessary/unnecessary intheir organizationor in

ISince there are no established anti-ciscrimination traini ng providers, it is possible that, despite the vigorous attempt to find out
about dl the possible anti-discrimination training activities, some exigting training activities might have escaped the researcher's
attention. It must be noted as wdl that not dl activities related to migrants employment patterns etc., such as one-off lectures
targeted at one of the gatekeepers groups are described in this report.
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Finland asawhole, why their organizationhas not beenablein practiceto devel op, purchase or participateinsuch
training and what the respondent perceives as being barriersto the wider adoption of such training. The average
duration of the interviews was about an hour.

A semi-gtructured interview was usedas the research method. While carrying out the interviews, the am wasto
adopt an openmanner during the interviews to encourage the respondents to develop their answers without being
led. Qualitative research is characterized by itscommitment to viewing events, values, etc. from the perspective
of the people who are being studied (Bryman, 1988, p.61).

Asmentioned above, some intervieweeswereunfamiliar withthetopics,andtermsrel atedto the topic & the issue.
Due to this unfamiliarity, the researcher was sometimes asked to explain concepts and ideas related to the
questions. Clarifications deemed necessary were provided. Lengthy explanations can, however, lead the respon-
dents towards certain types of answers and the researcher tried to avoid being too discursive during the formal
interviewandto keepthe communication channel openwithout givingtoo ready-madedefinitionsinorder toallow
the informants to express and to develop their own views.

The report contains relaively detailed summaries of theinterviews. Theaimisto present asillustrative apicture
of the data gathered as possible. The reason for providing detailed summaries is twofold. First, as gaining an
“indght into some of the mainargumentsagaing and/or barriers to anti-discriminationtraining whichare current
intha particular country” (Wrench and Taylor, 1993, p. 65), is the mainaim of this exercise, an extensive
presentationof different viewsand opinions of the informantsiscalledfor. Secondly, no previous surveysonanti-
discrimination training for gatekeepers have been compiled and, thus, the data collected through the interviews
might serve as a starting point for future research activities as well as the development of specific anti-
discrimination training.

4. Overview of relevant training activities
4.1. General training activitiesand review of theliterature

In this section a brief review of the existing training activities in the field of anti-discrimination and related
literatureisgiven. As stated previoudy, the focus of thisreport isontraining directed a thosewho hire personnel
or have some roleinthe alocation of employment opportunities within the labour market, suchas personnel and
line managersin private and public sectors, labour exchanges officials, trade union officials and shop stewards
(Wrench and Taylor, 1993, p. 8).

Some of the training activitieswhich fall outside the scope of this research are, nevertheless, briefly presented
in this section. For example, afew training activitiesfallinginto the category of “Training for service delivery”,
aimeda enhancing sensitivity or fairnessin the delivery of servicesto ethnic minority clientsand assisting staff
to take account of the particular needs of different ethnic groups, is summarized but isto be excluded from the
more detailed examination. These summaries are given so that amore comprehensive overview of the present
stuationinthefield of training could be presented. Detailed descriptions of al training activities that could be
detected which do qualify as anti-discrimination training are provided in subsection 4.1. of thisreport.

It must be noted that not all activities, such as one-off lectureson migrants employment patterns etc. targeted a
anaudience, whichincludes gatekeepers, aredescribedinthisreport. Firstly, it woul dhave been animpossibl e task
totrackdownall such separate occasions and secondly, occasional one or two hour lecturesdo not qualify as anti-
discrimination training activities as defined in this report.
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Several generd anti-racism campaigns aimed a awide public have been launched by nationd authorities. One
exampleisanactionplan“TowardsaTolerant Finland” initiated by the Advisory Boardfor Refugeeand Migration
Affars. Theaim of the project is, inter alia, to raise the awvareness of authorities responsible for culture and
leisure activities on ethnic relations and multicultural issues and to ensure that those aspects are taken into
considerationwhenauthoritiescarry out their duties. Under the auspicesof “TowardsaTolerant Finland”,of which
the project co-ordinator is situated into the Ministry of Socia Affairs and Health, different projects promoting
tolerance, suchas preparing tel evisionand video materia andarranging seminars, have beencarriedout. Also, the
National Education Board produces genera training materid for television and videos on raising awareness on
Issues such as anti-discrimination. In addition it produces special materia for schools.

TheEU membershipandtheinternationalizationof Finnishtrade andcompanieshave intensified“internationality”
training, language and European culturd traditiontraining aimedat improving thelanguageskills, cultura abilities
and communication skills of Finns in the context of trade and EU- co-operation. University courses, such as
Cross-Culturd Businessand Inter-Cultural Studiesare offeredto assist professionalsworkinginamulti-cultural
context.

TheHelsinki School of Economicsand Business Administration providesacoursecal led Cross-Cultura Business
which sets it objectives as follows. “On completion of this course, students should be able to understand the
phenomenonof “culture”; understandthe dynamicsof cross-cultural interaction; understand the impact of culture
in communication; management andintracompany integration; master confronting different culturesand manage
the effects of culture shock in aprofessiona environment”. The Helsinki School of Economics and Business
Administration also offersacourse on international strategy of human resources management. The context in
which effects of different culture are observed isthe one of international business operations. In these courses
the notionof anti-discriminationisimplicitinthe ideatha employeesfromdifferent ethnic backgrounds will be
treatedmorefairly andmanagedmoreeffectively asaresult of theseprogrammes, but anti-di scrimination contents
assuch are not covered (The Helsinki School of Economics and Business Administration, 1997).

Astudy onFinnishexpatriatesassignedto the USA examineswhat isinvolvedinanadjustment processtoaforeign
assgnment situation, what factors are connected to adjustment and why. Inthe study pre-departure cross-cultural

training courses provided by some enterprises are mentioned. Thesecoursesareaimeda facilitating expatriates
adjustment when leaving for a foreign assgnment. Also, in these training activities the notion of anti-
discrimination might be implicit in the idea that cross-cultural competence as such is likely to prevent

discrimination. Asthetarget group of thesecourseswill not act asgatekeepersto the Finnishlabour market, these
courses are not relevant for the present study (Kauppinen, 1994, pp. 63-66).

Inastudy completed in 1994, Matinheikki-K okko stated that the competence of the authorities dealing with
migrantsisinadequate and that thereisnot enough training specidizedinservicedeliveryfor anethnicaly diverse
clientele. During 1996 the Advisory Board for Refugee and Migration Affairs carried out a survey among the
authoritiesof different sectors on the existing training activities and training needs in dedingwithmigrationand
foreigners issues. Target groups in public sector training have mostly been socia workers, socia security and
other authorities from units dealing with migrant clientele. The results of the survey showed that the training
supply so far gppears to be rather haphazard. Some public workplaces have organized one-off occasions, but
training on migration topics, cultural awareness etc. were not systematic. Training needs were identified as
follows: improving language skills, cultural information, cultura awarenesstraining bothat the level of attitudes
and behaviour and information with respect to relevant legidative provisions. The emphasis of both existing
training and identified training needs was mainly on the service delivery. The conclusion was that public sector
training on ethnic issues should be better co-ordinated and new approaches developed in order to meet training
needs (Matinheikki-K okko, 1994, p. 102; PAKSI, 1996).
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The Nationd Board for Education has been promoting the idea of acourse on multiculturd education to be
included in the curriculaof al primary and secondary school teacher training. The effort has not beensuccessful,
because there are lot of new topics to be introduced into teacher training, and multi-cultural issues have to
competewiththese. Theteacher training collegesal solack expertise onthistopic. Thereare some supplementary
programmesin multi-cultural education for teachers, for example, the Continuing Education Centre of Vantaa
offersastudy unit of 35 credits and the Continuing Education Centre of the University of Jyvéaskylda study unit
of 15 credits. These courses, however, are not obligatory (Jyvaskylan tdydennyskoul utuskeskus, 1997; Vantaan
téydennyskoulutuskeskus, 1997).

TheHelsinki School of Economicsand BusinessAdministrationprovidesanoptional course ongender discrimi-
nation. Inthe Continuing Education Centre of the Universityof JyvéaskylathereexistsaProfessional Devel opment
programme for “gender equality”. The programme provides information, inter alia, on equa opportunities
policies, legidation and on women's positionin society. It builds up competence in equal opportunities policy
planning, carrying out development projectsinorganizations andin negotiationand communicationskills. There
are plansto introduce modul es on ethnic discriminationand postive actionpoliciesfor migrantsinto the second
programme starting inthe spring of 1997. The aim of the programmeisto train “equality consultants’ qualified
to plan and implement equality projects in organizations. The first Professional Development programme for
“gender equaity” wasinitiatedinthe context of the amendmentstothe Equality Act(1995),inwhichanobligation
for bigemployerstodrawupagender equaity planwasintroduced (Jyvéskylan Téydennyskoul utuskeskus, 1996).

Theplanof action by the Group of Ministers Against Racism contains recommendations onthe needsfor training
in order to facilitate the integration of minority groups and to improve ethnic relations in general. It states that
Finland is currently in aprocess of becoming a multi-cultural society. According to the plan of action, this
development places demands onauthoritiesand political decision-makersintheir attitudesandskillsto encounter
andtoded withdifferent cultures. Theplanof actionrefersto the recommendation made by the Council of Europe
whenemphasizingtheimportanceof trainingonethnicissuesfor authoritiesthat ded with (im)migrantsandethnic
minorities. The different authoritiesmentionedare police, border guards, military personnel, permit authorities,
social, employment, education, housing and justice authorities (Rasisimin ehkéisy - ministeriryhma, 1996).

Theplan of actionof the Group of Ministers Againgt Racismset asitsaimthat authoritiesa al levels,e.g. central
administration, regiona and municipa shouldreceive traininginethnicrel ations and discriminationissues. “ Each
Ministry should secure that in their personnel training ethnic issues have an adequate treatment and that the
atitudesof civil servants are humane and respect the principle of equality”. The planof action proposesthat the
authoritiesdevel opspecia measureswithrespect tothe positionandcompetenceof migrantsinthe Finnishlabour
market. Also, the Committee of Migration and Refugee Policies sets forth proposals for anti-discrimination
training. The employers are called upon to include ethnic and multicultural content in their personnel training.
Trade union training provided for shop stewards and other members should treat questions relatedto working in
amulticultura context. At the workplacelevel the employer and shop stewards should, in co-operation, draw up
integrationprogrammesai medét facilitating theintake of migrant empl oyees(Rasisminehkai sy- ministeriryhmg,
1996, Maahanmuutto- ja pakolaispaliittinen toimikunta, 188-89, 1997, pp. 188-89).

Inthe following paragraphs, some examplesof public sector training activitiesinthe employment administration
aregiven. Theinternational unit of the Turku labour exchange office, serving both migrant clientele and Finnish
clientelelooking for work outside Finland, have had weekly meetings, inwhichcultura informationwas provided
for the staff by lecturers from different ethnic backgrounds. TyGvoimaopisto (a training ingtitute for the
employment sector) has organizedoccasional | ectureswithcontents suchasthe history of migrationwithrespect
to Finland and Finnish valuesin relation to value systemsin other cultures. Thelectures have beengiven by civil
servants from the Ministry of Labour and have been apart of supplementary training seminarsfor civil servants
in the employment administration. Ty6voimaopisto has also organized employment policy sessions covering
topics related to gender equality, but ethnic discrimination has not been covered in those sessions.
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Theseactivitiestargetedat civil servantsworking inthe labour exchange coul d be described asprovidingprimarily
cultura informationonmigrant andethnicminority communities. Anunderlying rationa efor thistype of approach
isthat aninsight into cultura differences form acondition to good intercultural communication. Inthistraining
approach increasing cultural sensitivity and improving intercultural skills are perceived as adequate means for
preventing discrimination. Discrimination as such is not addressed in the above-mentioned training activities.

The regiona government of Uusimaa and municipalities of Epoo, Helsinki and Vantaa implemented an anti-
discriminationtraining projectin1996. Thisprojectisgeneraly referredto asthe Against Racisminthe Capital
City Ared’ project (CARP). Participants were mainly employees working with migrant clientele in service
delivery, such asrefugee units, day care and youth work. One employee from the human resources unit of the
regional government participated in the training. The training falls into the category of Training for Service
Delivery on whichthis study does not focus. This type of training isaimed at enhancing cultura sensitivity or
fairnessin the delivery service to migrants. The project is, however, included in the ones, of which adetailed
descriptionis provided. A justification for thisis that the project is probably one of the most comprehensive
programmes in the public sector, concentrating not solely on disseminating cultura information but explicitly
covering discrimination as an issue.

The project's workshop sessions covered topics such asintercultural communication, problems encountered by
migrantsand problems of aworkplace deding withamigrant clientele. Theaimwasto improve employees ahility
tobecome awareof and recognize discrimination onthe groundsof ethnicoriginanddi scusshowproblemsrel ated
to discrimination have beenand shoul dbe dealt withinthe office. Thetraining providedinformationonlegislation
relatedto the status and rights of migrants and on discrimination. The emphasisof the legislationtrainingwason
preventingdiscriminationinserviceddivery. Trainersfrommigrant groupswere used as expertsoncultural issues
and alawyer from the Human Rights League acted asalegal expert.

Trainingwasintroducedto improve intercultural communicationbetweenemployeesand clients, to give handles
on how to tackle possible future problems related to service delivery for migrant clientele and to prevent
discriminationfromoccurring. Inthefina report of this CARP project the following proposalsare put forward:
the training of interpreters should be improved and the use of interpretersshould be made more frequent; more
personnel for dealing with migrant clientele as a specific group; documents and brochures should be trandlated
into the languages of the clientele; expanding the duration of Finnish and mother tongue courses for migrants;
development of psychologi cal research methodsandimproved sel ectionandinterviewing methodsintheeducation
sector; dissemination of cultura information and training for different occupational groups; increasing the
recruitment of migrants into the public sector (Iduozee, Laaksonen, Liinasuo, 1996, p. 13).

Theevaluationof the CARP project concludedthat “racismisadifficult topicto tackleanddiscretionisneeded”.
Thetraining method used, aworkshopinwhich group discussons were led by alegd or cultura expert, provided
an opportunity for bringing up practical problems. This element ismissing in lecture-type training which often
leaves practices and behaviour unchanged. Mixedgroups - having traineesfromdifferent units- improvedthe co-
operation between authorities deding with migrant clientele. The trainees gave positive feedback of the use of
trainers from migrant groups (Iduozee, Laaksonen, Liinasuo, 1996, pp. 17-18).

Inthe evauationreport it is stressed that if ways of introducing the training and the training methods usedare not
well thought out, resistancefromthe part of trainees can hinder the success of the training. The co-ordinatorsof
the CARP-project also emphasized the importance of commitment of the upper management, if the long-term
godls, i.e. creating changes in organizationa practices and increasing the recruitment of migrants, are to be
reached. Anti-discriminationtrainingisnot likely to have concrete and sustainable results; if it is not enbedded
in the organizationa policy (Iduozee, Laaksonen, Liinasuo, 1996, pp. 18-19).
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Workshops were perceived as a good method of organizing training, but according to the co-ordinators of the
CARP-project, alack of time provedto be anobstaclefor reaching the more ambitious aims set for training. The
training co-ordinators assessed the workshops which were held asavaluable first step, but emphasized that the
half-day workshops were not enough to provide skillsand competencefor training “ discriminationexperts’ who
could serve as consultants or support persons a workplaces. According to the training co-ordinators, there have
been plans to introduce this type of anti-discrimination workshop into general personnel training. This project
served asatest ground for the teaching model applied and workshops were proved to be a suitable method for
personnel training (Iduozee, Laaksonen, Liinasuo, 1996, pp. 30-31).

No Finnish academic literature exists on anti-discrimination training in the field of work. Policy-makers have
noticedthe lack of researchandof trainingactivities. TheAdvisoryBoardfor Refugee and Migration|ssuesstated
that wide research activities in the field of ethnic relations are necessary for providing inputs into policy
development processes and for international co-operation. The Board alsocallsfor researchonthe reactions of
the mgjority to the existence of different ethnic groups andto cultural changes. The Ministry of Educationstates
initsreport that increasing immigration raises the need for researchamong authorities, the mgjority population
andmigrant groups on their reactions to social and cultural change and the appearance of new groupsinsociety.
AccordingtoLiebkindthereisnoinstitutional framework for genera researchon ethnic relations andtheongoing
research activities are not sufficiently co-ordinated (Liebkind, 1994, pp. 15-16; OPM, 1991; PAKSI, 1994).

Allinall, little research has been carried out studying the experiences of multi-ethnic Finnish workplaces. One
existing case study examineda Finnish company as an arenafor cross-cultural encounters. The study isbasedon
interviews made inasmall Finnishfirmtha manufacturesneontransformersemploying Finnish, Vietnameseand
French employees. The research concluded that there had been difficulties and misunderstandings between the
different cultures. Ambiguous and problematic Situations have taken place because of the lack of knowledge of
the other culture's patterns of thought and communication. According to the author, the ability to manage
efficiently adiverse staff will become increasingly important in the future when more and more people from
different cultures work together in the same company (Lindberg, 1992, pp. 51-52).

4.2. Specific anti-discrimination training

In this section the two specific anti-discrimination training activities investigated are described and typified
according to the Wrenchand Taylor methodology. Semi-structuredinterviews were carriedwithtrainers/training
co-ordinators within the client organizations to gather information with regard to the realisation of the aims of
training, effectsof training andidentification of problems and barriersto effectiveness. Inthe case of the second
training also the trainees were available for interviews.

Thefirgt anti-discrimination training course, which was targeted a shop stewards and other trade unionofficials,
Is described according to the information gained by interviewing the co-ordinator of the training, who had both
initiatedthe courseto be takeninto the organization'straining provisionand sel ected the lecturersfor the course.
Interviews with the trainees could not be arranged.

A regiond office of anindustrial sector trade union, Metalliliitto, organized a one day “tolerance course” in
autumn 1996 and another one is planned to be held during spring 1997. These activities were funded by the
“Towards a Tolerant Finland” campaign under the auspice of the Ministry of Social Affairs. The course was
targeted & shop stewards and occupationa health and safety officers. It covered topics such as migration and
integration policy and socid welfare and employment services for migrants and the lecturers were officiasin
charge of the aforementioned topics. For the 1997 course, one of the trainers/lecturersisplannedto befroman
ethnic minority. A follow-up to thistraining was anassgnment to draft aplan of action for recelving anemployee
from a different ethnic group in the participant's own workplace. Three participants of the first course had
completed the plan of action assgnment. Intotal, thefirst course had some 20 trainees.
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The co-ordinator named providing correct informationabout the Situation and rights of migrantsasthemainaim
of the training. The point of departure for the training was that correct information will produce changesin
attitudes of the trainees. The course was voluntary and the trainer regretted that “there was not as much interest
aswewished”. Thelack of interest was explained by thesmall number of migrantsat theworkplaces intheregion.
Getting the “tolerancecourse” intothe training programme had met resi stance inthe decision-making committee
composed of local trade uniongroups representatives. Argumentssuchas “the money should be used for impro-
ving the situation of unemployed Finnishmembers’ wereput forwardduringthe discussions. Thetraining proposal

was, however, adopted “ because people do not want to be labelled asracists’.

The soletraining session organized by the time of writing thisreport waswell received by the trainees. According
to the evaluation carried out by the training provider, even participants who had opposed the training in the
decision-making committee had been satisfiedwiththe training. “Welearnt alot. Thetrainingopenedmy eyesand
widened my perspectives. My former opinions of migrants and refugees were unfounded”, were among the
comments givenin thetraining evaluation. All in al, the tolerance training got a better assessment than average
for trainingorganizedby thisregional trade unionoffice. Theco-ordinator pointedout, however, that most trainees
were “people who aready had arelatively positive attitude on these issues, since thiswas voluntary training”.

The training presented above falls into the type ALA2 training, which provides cultural information and
informationonthe positionof migrantsinsociety. The training included an assgnment of drafting anintegration
plan. This component points to the category of Equalities Training, type C2.C3, which seeks directly to affect
behaviour. Also, according to the co-ordinator, the assgnment was aimed at ensuring thet the training wouldhave
concrete, behaviourd effects. The training did not, however, provide specific guidance on drawing up the
integration plan, but the assignment was used as asomewhat separatemeasureto engagethetraineesmore actively
inthe topics. Asonly three participants completed the assignment, the effectivenessof  thistraining component
can be questioned.

Liikedanliitto, atrade unioninthe servicesector, hadintroducedan“Internationaity” coursein1996. According
to the respondent, from the training section of the trade union, the course was planned to be repeated in future
years. Withrespect to ethnicissues, Liikedanliittoamsa “mainstreaming”,i.e. racismand anti-discrimination
should be touched uponin al relevant training activities. Whendrawing up the training programme negotiations
were held with the employer*s association, in order to decide for which training activities employers would be
obligedto give paidleave for shop stewards participating in the training. The stand of the employer”sassociation
has beenthat anti-discriminationtraining does not quaify astraining for which paid leave should be granted, i.e.
employersarefreeto decide themselves,if they are willing to grant paid leave for shop stewards participatingin
the course or not.

The course organized by Liikeaan liitto is described in the light of interviews with both the trainers and the
trainees. Thecoursehadtwo trainerswho wereresponsible of planning and co-ordinating the courseandled most
of the activitiesand afew guest | ecturers. Thetwo trainers, of whichanother wasanofficial fromLiikedanliitto's
training section, were interviewed. From the 20 participants 10 were willing to give an appraisa of the course.

The course held was a three-day course covering a wide range of topics such as structures of world trade,
multinationals, trade union co-operation and the EU, the EU and group co-operation, the Roma culture and
traditions, racism and its origins, migrant workersin the service sector and cultural awareness and information.
L ectures, role plays and group discussions werethe teaching methods used. Thetraineeswere shop sewards who
attended the course voluntarily. For most of the trainees this was afirst course including equality or cultural
awareness issues.

Accordingto the trainersthe aimof thistraining wasto provide information, and to change attitudeswiththe final
aimof changing behaviour. Thetrainers stated that the goa wasto change behaviour, but that tackling attitudeswas
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anecessary preconditionfor pursuing thisaim. “Themost difficult thing to tackle by training ighidden] behaviour
whichincludesracist, pgjorative jokes, stereotyping etc. If trainees have had negative experienceswithmigrants
or foreignersit isvery difficult to change their views. The easiest training task would be to plan and implement
concrete anti-discriminatory practices with a person who aready had positive attitudes and clear anti-racist and
anti-discriminatory values.”

Thetrainersof the course had astrong mora stand onequality andfair trade issuesand wereal so actively involved
in NGO activities in those fields. According to their experiences, introducing anti-discrimination training
activities to the trade union training programme has been slow, because it is not very high up on the list of
employers priorities. “Ethnic discrimination isanew topic in Finland, because of the homogenous population
we have had so far. Preventing gender and age discrimination is considered important, but ethnic discrimination
is probably more difficult to recognize.”

Thetraineeshad some influence onthe contents of the course and had hopedfor informationonthe effects of EU
regulations. Oneof thetrainers stated that thistraining would have not been carried out without the EU contents.
“Internationalizationtends to be seenonly inrelationto the EU, inavery eurocentric way. Thisiswhy, inFinland,
training ismainly provided on EU legidation and language skills.”

During the training session some topics and teaching methods, such as child Iabour, racism and role-playing
exercises, hadmetwithresistance. Despitethesereactionsthetrainersfelt that experimental learning, discussions
andlearning-by-doingwerethe most effective trainingmethods. Thepresenceof atraineefroman ethnic minority
background was perceived asbeing very effective aswell. “Itisimportant for Finnishtraineesto encounter people
from different ethnic groups. The prejudices can be dispelled through positive intercultural experiences.”

Expectations of the trainees had to do both with EU legislation and discrimination. Some expected practical
instruction, “l wantedto get adviceonhow shop stewards can improve equaity and enforce equa opportunities’.
However, most participants did not expect to learn skills or competence directly linked with work.

Many of the traineeswere of the opinionthat the training provided useful information for personal development,
but didnot perceive it as having direct effects on their abilitiesto deal with possiblediscriminatory Situations &
theworkplace. Somefelt that the training had an effect ontheir attitudesand behaviour. “ After thiscourse| have
startedto recognize discriminationand have a better understanding of the racismasaphenomenon.” “Now | have
the courage to take astand, if somebody passes degrading remarks on refugees and migrants.” One trainee stated
that hisattitudes had changed, but did not think these changesin attitudeswoul d have any practical consequences.

The use of the role-playing exercise as a teaching method encountered conflicting appraisals. While most
respondents saw it asthe most effective part of the training, some described it as being “too emotiona and itis
impossibleto put itsresultsinto apractical use”. In general, however, the participatory teaching methods were
percelvedasthe most useful ones. The presence of atraineefrom an ethnic minority was mentioned asavauable
component of the learning experience. “Thistype of trainingisefficient, especialy, if there are participantsfrom
other ethnic groups.”

All inall, eight of the trainee respondents perceived this type of training as an effective means of preventing
discriminationat the workplace. One respondent rai sedthe questionthat, if trainingisvoluntary “ only peoplewho
aready have anti-racist attitudes will participate”. A few trainees wererather sceptic about the practical effects
of thistype of training.

Taking into account the trainers' approaches and the contents of the course, this training can be labelled as a
broader form of Racism Awareness Training, type B3, which focuses on personal attitudes and provides
information both on migrant communities and racism. Thetraining was aimedat raising the awareness of racism
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andprejudicesbothwithinthe traineesand a structura level. Besidesprovidinginformation, therole-playingand
the presence of migrant trainee were used to bring about awareness.

Thetrainers saw the training asafirst step aimed at raising the awareness of both structural discrimination and
persond prejudices, but noimmediateresultsinthe behaviour inpractica workplace situationwere expected. Not
many of the trainees expressed expectations or goalsinrelationto the part of the training, which didnot dedl with
the EU. According to the trainees the training raised their awareness of racism and sensitized them to the
existence of prejudices. It seems, however, that practical skills and effects on the behaviour a the workplace,
obtainedthroughthe training remain modest. Considering the very short durationof the training course, creating
behavioura changes might be too ambitious an aim, irrespective of the point of departure, contents or methods
of thetraining.

5. Summaries of theinterviews

As set out in section 3.1, the research process involved interviews with key informants in 11 categories. The
categories included are private and public sector employers, central administration, official training board,
regiond administration, employers associations, trade unions, training organizations, the Ombudsman for
Foreigners, private employment agencies, NGOsandacademics. Informantsfromthesecategoriesarewell placed
to provide aninformed overviewabout the current Situation. In this chapter the results of these consultations are
Set out under each category heading (Wrench and Taylor, 1993, pp. 22, 65).

5.1. Private and public sector employers

In the category of privateand public sector employers, five employerswere consulted. Threewere private sector
employers (one established with national capital, one multinationa franchising company and one multinational)
and the remaining two were public sector employers from Helsinki and Turku. The interviewees were human
resources or training managers.

In the nationa private sector company, there was neither a specific racial equality policy nor a broader equal
opportunities policy. The respondent aso pointed out thet there had not been many job-seekers from ethnic
minorities and assumed this was the case because of the insufficient command of Finnish among the ethnic
minorities.

Astowhether anti-discriminationtraining activitieswere deemed necessary withinthe organizationor inFinland
as awhole, the respondent did not adopt a categorical position, dismissing such training as unnecessary. The
respondent did not perceive an acute need for thistype of in-house training but held an opinion that, in genera,
discrimination and prejudices are a problem in the Finnish [abour market. “In minimizing risks in the hiring
process, recruiters tend to take a prejudiced attitude towards everything unfamiliar.”

Asfor possible training needs, the respondent identified“generd trainingaimeda internationalization” targeted
a human resources managers and people in charge of recruitment. It was believed that training should change
attitudes and organizational practices through providing information on preventing discrimination, codes of
practices and different cultures and that, in training activities, practical skills should be underlinedin order to
facilitate the implementation of the principle of unbiased recruitment.

The public sector employers had a gender equality plan in accordance with The Equality Act. One respondent
mentionedthat even though their plan originates from the Equaity Act, it referredto equalityingeneral andonly
insome specia cases specifically mentions equality between menandwomen. Both public sector employershed
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attemptedto organizetrainingongender equalityissues, but thistraining had beenunsuccessful. Training suffered
from alack of interest among potentia participants. “ People were not eager to participate in training perceived
as 'fussing of feminists.” Public sector employers provided courses related to EU activities, including
introductions to different cultures and customs and intercultural communication. These courses were not
specificaly targeted at the gatekeepers or human resources personnel of the organization.

One of the two informants from the public sector saw a need for training of gatekeepers on ethnic and anti-
discrimination topics. In her view, the training should provide cultura information and genera interaction and
communication skills. Public sector employers have an adequate knowledge of existing anti-discrimination
legidation and administrative practices and no additiona training on those themes were considered necessary.

The other respondent fromthe public sector statedthat, since the probability of getting co-workersfromminority
groupsisvery smdl, providing anti-discriminationtraining wouldbe afar-fetched initiative. Also, the informant
did not see discrimination as being a problem at the workplace. The resources allocated for personnel training
werelimited and anti-discriminationtraining was not high on thelist of priorities. Thisrespondent could not see
what possi ble contentsanti-discriminationtraining coul dhave.” Peoplearea ready familiar withthe fact that there
are different cultures and, al in al, providing information is not very effective in changing organizationa
practices.” If anti-discrimination training should be provided, learning-by-doing and commitment of upper
management were seen as crucial factors for sustained change processes by the informant.

Both respondents expressed doubts about the willingness of gatekeepers to participate in anti-discrimination
training. They considered that in order to overcome unresponsive attitudes and attract a wider audience, anti-
discrimination training themes could be brought up in the context of awider development or quality-enhancing
project, if the topic emerged naturally during the process. One respondent emphasized that “ overreacting could
harmequa opportunitiesof newemployeesand producecounterproductive attitudesamongmajorityemployees’.

Both multinationals consulted had explicit equality policies. One of the two had a policy establishing the
categoriesof individuasor groupsto be protected against discrimination. Their guidelines, which aredistributed
to all employeesread, “we have a policy and philosophy to treat employees and applicantsfor employment fairly
andwithout regardto race, colour, sex, age, religion, national origin or disability. We will aso make reasonable
accommodationsasnecessaryfor peoplewithdisabilities. Discriminationagainst any empl oyeeor goplicant based
on any of these categoriesisillegal and will not be alowed or tolerated. The policy appliesto all employment
practices including recruiting, hiring, pay rates, training and development, promotion and other terms and
conditions of employment including terminations, and also prohibits any form of harassment, joking remarks or
other abusive conduct directed at employees’.

Also, in the other multinational company, guidelines on gender equality and impartial treatment have been
distributed to al employees. The company's headquarters had recruitment targets for ethnic minorities, but in
Finland these were not seen as relevant, due to the small number of migrants and other ethnic groups. “At the
moment the problem s only theoretical”. The Finnish unit has, however, specific recruitment and manageriad
positiontargetsfor women. Inattempting to reach the targets, specia measures, such asjob advertisnginwhich
applicationsfromfemal ecandidatesareespeciallywelcomed, areused. In1995 anequality survey, covering topics
suchas career development, work aimosphere and combining family and work, was carried out. Theresults of the
survey did not give cause for changesin the implementation of the personnel policy.

Neither of the multinationals has implemented anti-discrimination training, nor do they have plansto introduce
suchtraininginthe future. One of the two company's training packagefor managersand licenceholders, fromthe
US-based head unit, includes modules on preventing discrimination, but each country is free to choose the
moduleswhicharethought to be relevant to the country inquestion. Therespondent added that if the need should
arise, the anti-discrimination modules could be introduced into the in-house training with two weeks notice.
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Both informants of multinationals held the opinion that their organizationa vaues and “ multinationdity” make
for atolerant working environment which respects differences. “ The equality and impartiality principlesare so
strong that | do not think ethnic diversity would create any problems’. Consequently, no anti-discrimination
training needs were perceivedinsidethe organi zations. Asfor the Finnishlabour marketingeneral , one respondent
saidthat theremight be needs for anti-discriminationtraining. “ Theseissueswill become morerdevantinFinland
in the future, when the second generation of migrants and other foreign origin groups will start to participate in
the Finnish labour market.”

In summary, al respondents agreed that there is no magjor problem related to ethnic discrimination in the
workplace. The enterprises consulted agreed that this line of training is not known in Finland. Some felt that
training would be needed, but were worried about its counterproductive effects. In multinationals which do have
anexplicitequalitypolicy, thedisseminationof these contents comesthrough rulesandprovisions,but nospecific
anti-discrimination training in the sense of thisresearch is provided.

5.2. Central administration

At the level of the central administration, the unit of the Ministry of Labour dealing with the |abour market and
migrant or foreign labour andthe Council for Romal ssueswere consulted. The AdvisoryBoardfor Migrationand
Refugee Issues carried out a survey among the authorities on the training needs in dealing with migration and
foreigners issues. Thisstudy is presented in the section 4 of thisreport.

Therespondent fromthe Ministry of Labour was not surprisedthat the existing anti-discriminationtraining supply
is scarce. “ The whole phenomenon, discrimination on grounds of ethnic factors, has not yet been recognized in
Finland. Since people do not know what discrimination is, they tend to think it does not exit.”

Theinformant'soutlook on the training was that anti-discrimination training should be part of genera personnel
training within the employment administration. Anti-discrimination contents should be included also in training
activities targeted a& the managerid level. This “mainstreaming” approach encounters resistance within
adminigrative structures. “ Ethnic rel ationsandthe preventionof ethnicdiscriminationarestill seenas concerning
only the authorities specifically dealing with migration or migrant clientele.”

The following training needs were identified by the respondent: training on anti-discrimination legislation,
information about the minority groupsin Finland and intercultural communication. It was believed that training
should be aimed at changing attitudes, which would lead to changesin behaviour.

Bothrespondents from the central administrationemphasizedthe role andresponsibility of the socia partnersin
preventing discrimination. The support of the socia partners was seen as being necessary for possible training
activities. A publicly expressed joint commitment on behalf of mgor employees and employers federations
would give asigna which would facilitate the launching of anti-discrimination training programmes. As one
respondent formulated: “Initiative onthe part of the socia partnerswouldrai sethe awarenessof the [abour market
actors of the existence of thiskind of problem and, thus, create ademand for thetraining”.

The respondents assumed that in the private sector thereisno demand or supplyintraining onethnic relations or
anti-discriminationa the workplace, because employers recognize neither migrants potentia nor the existence
of ethnic discrimination. A changeinemployers attitudesin the future was perceived as possible, because EU co-
operation puts ethnic discrimination in the labour market on the agenda.
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The informant for the Council for Roma Issues stated that discrimination is a problem for the Roma, but that
tackling discrimination had not had aprominent roleinthe activitiesof the Council . According to the respondent,
research on the discrimination faced by the Roma could be a first step towards anti-discrimination training.
Debatesonthe position of ethnic minoritieswere seenas concentrated onmigrants, and national minoritieswere
often forgotten from the policy-making agenda.

Anti-discrimination training for |abour market actors would be needed, but a the same time the informant was
concerned about possible counterproductive effects. “ Ethnic minority groups arerelatively small inFinland and
it might be difficult to justify training activities on alarge sca e becauseinmany regions the possibility of even
having ajob gpplicant from an ethnic minority groupisunlikely. Employersmight find thistype of training futile
andawasteof resources.” This respondent suggestedthat, if anti-discriminationtraining targetedat gatekeepers
isorganized it should be comprehensive in nature, one hour of racismawarenesstraining wouldnot be adequate.
The informant also brought up training needs of the Roma on labour market issues, inter alia rights and
responsibilities of employees and named trade unions as a possible providers of such atraining.

5.3. Official training boards

In this category the National Board for Education was contacted. The National Board of Education's sphere of
responsibility iseducationa policies, covering al levelsand types of officia education. Itisacentral planning
body for curriculaand supervises the contents of teacher training.

According to the respondent from the National Board for Education, teachers were interested in topics such as
multi-culturalism, but if tolerance and racismwere mentionedtheir attitudes became more cautious. “In general,
internationality isseen in an attractive light, but if training involvesissues such as discrimination, attitudes are
fairly unresponsive. When aiming at more tolerance and prevention of discrimination a all levels of the
educational system, theapproachhastobe gentleinorder to avoidconflictsand resistance. Internationalityisseen
as something that is outside Finland - Finns going abroad or acting a the international level, not as everyday
interaction between different ethnic groupsin Finland.”

At the moment, teachers frommigrant groups arerare, they are mainly teaching migrant pupils or students, with
the exception of language teachersin adult education. Consequently, it was thought thet it would be difficult to
market anti-discrimination training to gatekeepers of schools and training institutions.

Therespondent fromthe National Board for Education saw needs for training activitiesaimedat creatingamore
tolerant atmosphere in education sector, but working towards tolerance and elimination of discrimination was
thought to beasl owprocess.“ Discriminationwil | never becompl etely abolished and preventionof discrimination
isaprocessin which abalance between the interests of the mgjority population and minoritiesis sought.”

5.4. Regional administration

In this category the provincid governments of Uusimaa and Hame, the labour district of Uusimaa and the
employment exchange office of Turku were consulted.

Inthe provincia government of Hamethereisno anti-discriminationtraining for gatekeepers, but there have been
severd municipal and regional level projects related to the prevention of racism and the integration of migrant
groups. For example,aproject existsinwhichpolice of ficersweretrained as civicinformationtrainersintraining
activitiestargeted at migrant groups.

Both respondentsfromthelabour exchangesemphasizedthat thel egidlationand regul ations lay down thet equality
and impartiality are the principles according to which the employment authorities should carry out their duties.



20

In adminigtrative regulations and induction training programmes for newly employed civil servants no specia
emphasisis put on ethnic equality.

One of the respondents stated that Finland's bleak employment situation can, however, lead to partiaity in the
activities of the employment exchange. “Thecivil servantsfollowrequests made by employers. The emphasisin
the employment servicesa the moment isonthe long-term unemployed and providing good quality servicesfor
employers.” The other respondent from the labour districts stated that “there have been clients accusing
employers of discriminatory practices, but according to my judgement these were casesin which the personin
question was Smply unsuitable for the given job”.

One of the informants from the provincia governments put emphasis on the activities of the employment
authoritiesinfindingjob opportunitiesfor migrants.“Migrantsare more dependent on employment servicesthan
the majority, because they lack the contacts and networks through which most recruitment takes place at the
moment. Building links and contacts between employers and job seekers from minority groupsis an essential
component of effective employment exchanges. In regions where such activities have been carried out, the
immediate results have been seen in the improvement of employment rates of migrants.”

As for future training needs al respondents listed continuous dissemination of cultural information and
development of intercultural communicationskills. Theimportanceof havingtrainersfromdifferent ethnicgroups
was emphasi zed by some respondents. According to two respondents, civil servantsinthe employment sector are
familiar with the legidation and administrative regulations. Two respondents saw aneed for training in relevant
legislationandinrecognizing discriminationaswell. Therespondentsfromthe regiona government of Uusimaa,
who were also the co-ordinators of the CARP project (see section 4.1 of this report), were of the opinion that
participatory training methods, such as socio-dramaandrole plays, could be the most effective training methods
to be used in anti-discrimination training activities.

According to the respondents training is neededin order toincreasethe efficiency of recruitment fromminority
groups, but all informants agreed that methods of “marketing” and disseminating anti-discrimination training
should be carefully thought out. Otherwisetraining andinformation provided couldbe dismissed or rejected. For
example, anti-discrimination training could be a part of training programmesincluded in quality projects aimed
at improving the effectiveness of service delivery.

One respondent proposed anti-discrimination training targeted & the gatekeepers of the public sector to be
organized by the Ministry of Labour. She thought that training groups should consist of officials from different
sectors, the employment and socia sector and personnel managersof different units. “Thecommitment of upper
management isalsocrucial for getting sustainableresultsand changesin organizational practicesthrough training.
Without a strong and visible commitment of the topmanagement it isimpossibleto reachlong-term goals, such
asalarger influx and flow-through of migrants.”

One respondent mentioned shop stewards and occupationa health and safety official sasimportant target groups
for anti-discriminationtraining. “Inmany instancestheemployer refrainsfrom hiringamigrant applicant because
of the real or perceived resistance onthe part of the personnel. The shop stewards can have animpact on negative
attitudes at workfloor level.”

One barrier mentioned for introducing this type of training was tha organizations do not seek information on
discrimination and issues related to multiethnic clientele or staff before problems arise. Anti-discrimination
issuesare not high on thelist of priorities and dealing with migrant clientele is perceived asaconcernfor afew
“specialists’ not asan issue concerning all employees.
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One respondent held the opinion that discrimination in the world of work is not recognizedin Finland. “Indirect
discrimination, especially, passes unnoticed and discriminative structural practices are not identified. The
awareness of discrimination among civil servants can be raised through wider co-operation between different
authorities. Better defined and wider co-operation also brings dong changesin practicesin the public sector.”

One respondent brought up the view that employers would not be interested in any kind of anti-discrimination
training and doubted that anti-discrimination training provision for the private sector would have any effectsin
practice. “Thereis neither aneed, nor a demand for training on these issues on the employers side. For them
productivity and cost-effectiveness are the decisive factors.” This respondent pointed out that in most cases
migrants have to go along way before they can be productive participants in a Finnish labour market. They need
to become familiar with the Finnishwork culture, [earn the language and computer and office technology skills.

5.5. Employers associations

From this category representativesof two employers associations wereinterviewed. Neither association had an
officia position on ethnic discrimination, because members have not raised thisissue asa problem. One of the
associations had run acampaign some years ago withthe dogan” ImmigrantsasFinnsamong Finns”, stressing that
everybody legally residing in Finland should have equa rightsandresponsibilities. Neither of theinformantswere
aware of any training activities amed at building competence in managing ethnically diverse staff or designing
equa opportunities personnel policiesamong personnel managers. One of the associations provides training for
its members on recruitment processes. This training aims at securing the effectiveness of the recruitment, i.e.
“how to ensure that the best personisfound for aposition”.

One of the respondents noted that “the principle of equality is taken as ameatter of course and there are no
problemsrelated to ethnic discriminationin sight. Admittedly, there are prejudices againgt certain groups, such
astheRoma, andrisksareconsidered higher inrelationto certaingroups. In some casestheintentionto minimize
risksin recruitment might look like discrimination if judged from the outside.”

Therespondentsal so expressedmisgivings about the usefulnessof migrant workersfor Finnishenterprises.” Small
and medium size enterprisesoperatei naFinnish culture. Adeguatelanguage skillsand an ability to assimilateinto
the Finnish work culture are needed, andthus, cultural differencesandinsufficient language skillscan justifiably
hinder therecruitment of aforeign-bornapplicant”. Onthe other hand, onerespondent pointedout that enterprises
needed employees competent in various cultures and that the potentia of foreign-born workers and ethnic
minoritieswererecognised by the Finnish employers. “Hiring personnel from those groups can also be positive
for theimage of the enterprise and employeesfromdifferent ethnicbackgroundsinternationaizethewholestaff.”

Neither one of the respondents saw anacutetraining needintheir reference group withrespect to discrimination.
Onesawaneventud needinthe futurefor training in howto manage amulti-cultura workforcesothat differences
create an additionad strength factor instead of forcefully homogenizing differences. “It might be possible to
include anti-discrimination contentsinto general training on management skills, but it shouldnot be force-fed to
avoid counterproductive effects.”

One of the respondents put forward a suggestion that vocational training centres could introduce anti-
discriminationtraining into their curricula. “This could be an effective way of providing trainingwithout having
to wait until ademand for thistype of training arises.”

5.6. Trade unions

This section presents the summary of the interviews carried out with the representatives of one trade union and
two trade unionconfederations. During the research process, two anti-di scriminationtraining activitiesorganized
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by trade unions wereinvestigated. These anti-discrimination training activitiesare describedinsubsection4.1 of
thisreport. In addition to the aforementioned training activities, some confederations have provided occasiona
lecturesintheir training centres ontopicsrel atedto migrationandmigrant communitiesasapart of other training.

Asurvey charting problems related to ethnic discriminationinthe workplace co-ordinated by the European Trade
Union Confederationwas carried out i n Finland during the autumn of 1996. The aim of the survey wasto map out
what trade unions have done to prevent or solve possible problems and to gather information on good practices
in personnel policy, especialy in recruitment. Finnish confederations had consulted their member trade unions,
but only afew replied. One of the respondents said that his confederation had sent out the questionnaire to its
member unions and that none of them had answered. One respondent referred to the Joint Declaration on the
Preventionof Racid Discriminationand X enophobiaandPromotionof Equa Treatment a the Workpl ace, adopted
by the European Social PartnersinFlorencein October 1995, and stated that up until nowfollow-up activitiesto
the Declaration have not takenplaceinFinland. Therespondent presumedthat there might be joint efforts by the
socia partners during the year 1997 because 1997 is aso the European Y ear Against Racism.

One of the confederations has prepared an equality plan and puts emphasis on the gender perspective in dl
activities. The equaity plan underlines the importance of researchinthe field of gender equaity, onissues such
asremuneration and the hierarchica positions of women and men within the organizations. The plan aso urges
employers to provide resources for preparing equality plans as part of personnel and training policies. The
confederation providesequality training asapart of general trade union training. The main aim of thistraining is
to increase women’ s skills to participate in decision making. The confederation has organizedagender equdity
seminar for the trade union management and the respondent emphasized that promoting gender equaity lends
support to anti-discrimination issuesin general.

Organizinganti-discriminationtraining at theworkplacewaspercel vedby one of the respondentsas beingdifficult
because of the indifference of employers. “Maybe the need for training will be recognizedwhenmore migrants
start to participateinthelabour market. Finnishemployersarelaw-abidingand treat employeesimpartidly, if they
happen to hire amigrant worker. They are not, however, willing to invest in making the integration process
smoother or recruitment moreimpartial.” Inorder to integrate migrant workersinto theworkplace both mgjority
and minority employees need training, according to this respondent.

Another barrier for introducing anti-discriminationtraining activities put forward was that ethnic minorities and
discrimination issues are not prioritized within trade unions and that the limited resources are directedto other
typesof training. Therespondentswereof theopinionthat trade unions cannot organize wide training ontheir own.
Both of the socia partners should be involved, otherwise participation rates would be low.

One of the respondents emphasized that trade unions cannot advocate each special groups interest and another
informant al so confirmedthe counterproductive effects of special campaigns and training, whichmight heighten
thejuxtapositionof different groups. According to one informant, anti-discriminationtraining couldbeincluded
inthe shop stewardtraining, but the needwas not consideredto be urgent, because “our shop stewards tend to get
aong with al kinds of peoplein any case’.

One respondent referredto gender equality, inwhich, despitecomprehensive |egislation, raising awarenessof the
nature of discrimination remained difficult. Discriminatory practices passed easily unnoticed and changing
attitudes were seen to be crucia in preventing discrimination, but this was thought to be difficult to achieve
through training.

According to one of theinformants,“racist or discriminatory attitudesarecausedby misinformationand providing
correct information would improve the attitude climate. Information is needed on ethnic groups residing in
Finland, their rightsand benefitsandonexistinganti-discriminationlegislation”. Therespondent felt that training
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activities should also address the recognition of both direct and indirect discrimination. Anti-discrimination
training should provide shop stewards with skills in how to intervene if discrimination should occur at the
workplace. Therespondent emphasi zedthat training should provide practical skillsanddisseminategoodpractices
on,inter alia, recruitment. “Both managersand employeesshoul d understand themeaning of equal opportunities
andknowhowto put thisprincipleinto practice. Equal treatment should be a permanent part of the organizationa
culture”

Another respondent brought upthe viewthat, since Finland isanewcomer as amigrant receiving country, it might
be desirableto tackle problems before they areblown up. “The bleak employment Situation exacerbates attitudes,
and during the recession, recruitment decisions tend to be more conservative. Employers hire gpplicants which
are felt to be the safest and the most familiar. Migrants skills and qudifications obtained abroad are not
necessarily recognized in Finland.” According to one respondent, in workplaces with ethnically diverse staff,
considerable tension between migrant and nationa employeesis caused by the cultura differences. Employers
would need guidance on how to train personnel insuchaway that problems stemming from cultura differences
could be prevented.

A propositionwas put forward that moretrainingonbasi cfactsabout Finnishsoci ety and the |abour market should
betargeteda migrants. “Migrantswould complainlessabout discrimination if they were better awareof therules
of the Finnishlabour market. Whenuninformed, migrantssuspect discriminationwhereinreality theyweretreated
asanyone else. On the other hand, this kind of training would provide migrants with knowledge how to handle
discrimination, in case they were to encounter it.”

5.7. Training organizations

Under this category the representativesof TyGvoimaopisto (agenerd traininginstitutefor the public sector) and
Kuntakoulutus (a training centre for municipalities) were consulted. Two private management and business
adminigtration training providers were aso approached, but they were not willing to participate. Reasons given
werelack of time andthe fact thet they didnot provide any kind of anti-discriminationtraining, and werenot aware
of any other training providers whose programme included such contents.

Ty6voimaopisto providestraining for civil servantsin the employment administration and labour exchange. The
exigting training activities of Tyévoimaopisto related to the migrant clientele are described in chapter 4.1.
Kuntakoulutus providestraining for municipa civil servantsandel ectedofficials,inter aliainhumanresources
management, in forms and procedures of meetings and in negotiation skills. 1t hed also organized seminars on
gender equality.

According to the informant from TyGvoimaopisto, anti-discrimination and multicultural contents have been left
asdein the exigting training activities, because other topics, suchas structural changesinthe labour market, long
termunemployment, cost-effectiveness, etc., have dominatedthe training scene. “ Equality and other 'soft’ values
have lost their status at the workplaces and organizations during the recession and there is no demand for anti-
discrimination training.” The respondent saw, however, a need for anti-discrimination training. Joint training
targeted a civil servants from different sectors and levels of the administration could be helpful, but it was
difficult to say if civil servantswouldparticipate in voluntary training. In the respondent'sview, there might be an
interest for training inwhichintercultural communicationskillswerethe maincontent. The respondent suggested
that anti-discriminationtraining should be established as a part of the contentsof the inductiontraining givenfor
newrecruitsto the employment services. Training shoul d be providedboth on anti-discriminationlegislationand
intercultural communication skills.

The other respondent perceived needs for anti-discriminationtrainingamedat changingattitudes. Therespondent
held the opinion that anti-discrimination training contents should be a part of wider training programmes and, in
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order to bring about changesin organizational practices, it should be suggested by the upper management. The
repondent also thought that the training should provide examples of concrete discrimination cases. “Training
might have more chance of succeeding, if there would be more discrimination cases brought before the courts.
Thiswould shed light on the extent and concrete nature of the problem and would aso serve to publicize the
issue.”

Asfor the possible barriers for introduci ng anti-discriminationtraining, the respondent from the training centre
for municipalities gave an example in relation to gender equality training. Recently, scheduled gender equality
seminarshad been cancelled, because of the lack of participants. Accordingtothe respondent anti-discrimination
training would incite even less interest and demand. “At the moment, ethnic discrimination is not an issue in
Finland due to the small number of migrants.”

5.8. Equal rights agenciesand Ombudsmen

Under this category the representative from the Office of the Ombudsman for Foreigners wasinterviewed. The
Office of the Ombudsman for Foreignerswasinstitutedin1991. It islinkedto the Ministry of Socia Affairsand
Health and the mandate of the Ombudsman covers monitoring the status of foreigners, safeguardingtheir rights
andpromoting collaboration betweenfore gners, authoritiesand non-governmental organizations. Initsfinal report
the Committee on Migration and Refugee Policies put forward a proposal that ethnic discrimination should
explicitly be included in the mandate of the Ombudsman for Foreigners (Maahanmuutto- ja pakolaispoliittinen
toimikunta, 1997, p. 207).

TheOfficeof the Ombudsmanfor Foreignersprovidestraining for other authoritiesonissuesrel atedtoresidence
and work permits and adminigtrative practices in dealings with foreigners and migrants, on the role of the
Ombudsman and on the legal status of foreignersand migrantsresidinginFinland. According to the informant's
knowledge, some training activities related to the migrants position already existed in the public sector, but so
far, the training supply has concentrated on delivering facts about the practices of the administrative process
relatedto the issuance of permitsor service delivery training targeted at the police andthe healthcareand socia
Sector.

The informant pointed out that the high unemployment rates of ethnic minorities indicated the existence of
structura discrimination. “The problemisthat migrantsdo not recognize discriminationandarenot awareof their
legdl rights.” The Ombudsman's Office dealsmainly with complaints about residence permit and asylum seeking
processes and has not been concentrating onissues relatedto theemployment. Someclients' descriptions of thelr
jobseeking experiences, didimply the existence of discriminatory attitudes and practices. None of the casesof
the aleged work-related discrimination have thus far led to further action by the Ombudsman.

The respondent saw anti-discrimination training needs both in the public sector and on the trade unions' side.
According to the respondent, a problem with providing voluntary anti-discriminationtraining for authoritieswes
that only people dready holding postive attitudes would participate. The informant suggested that anti-
discrimination training should be part of wider training programmes, otherwise people would not be interested.
In the respondent's view, anti-discrimination training was especialy difficult to market to the private sector,
because it is hard to find convincing arguments for why an effective prevention of discrimination would be
beneficia for their activities. “The private sector hasnot yet been exposed to thefact theforeign born population
isincreasing, and that soon there will be morejob seekersfromethnic minorities. Private sector employersare
probably completely unfamiliar with the idea of anti-discrimination training.” Accordingto the respondent, the
potential among the highly educated migrants for the Finnish labour market is not recognized. Thus, anti-
discriminationtraining shoul dpresent encouraging examplesof workpl acesrecruiting fromethnicminority groups
and the concrete benefits gained from this endeavour.
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Basedonthe Office's experienceswithmigrant employersrecruitedthroughthe special scheme for unemployed,
the informant stated that the employment service's efficacy in placing migrant job-seekers leaves alot to be
desired. According to the respondent's experiences, migrant job-seekerswere not aware of existing schemesfor
unemployed, despitethe fact that al unemployedonbenefits have to contact the employment exchange regularly.
Therespondent | eft it an open question as to whether these shortcomings are caused by discriminatory practices
or pureignorance. “ Thespecialized unitsknow how to serveethnic minority clients, but normal unitsseemtolack
knowledge and skills.” According to the respondent, affirmative action on the part of employment authorities
would be needed, i.e. the employment services should actively propose unemployed migrantsto private sector
employers who are seeking people entitled to work scheme benefits. Only then employers and their recruiters
would be effectively exposed to job applicants from ethnic minorities.

The respondent held the opinion that introducing anti-discrimination training targeted at gatekeepers would be
timely, because larger groups of migrants who have been residing in Finland for severa yearswould by now be
ready to participate in the labour market. “The future of the second generation should also be taken into the
consideration. The second generation will not suffer from language, cultura or other handicgpsinthe way their
parents did and employers and employment agencies shouldbe preparedto provide equal opportunities for these

groups.”

5.9. Private employment agencies

One private employment agency, which hasits head office Turku and regional officesin Helsinki, Tampere and
Jyvéskyla was consulted. It recruits short-term and temporary personnel, such as stock clerks, cleaners and
builders. Clients are notably from the construction and the light industry sectors.

Accordingtotherespondent, the agency has no guidelines or regul ationsinrel ationto equa recruitment practices.
“Each office is more or |ess independently responsible for their own recruitment criteria. The head office has
advised neither for nor againgt hiring peoplefrom different ethnic groups. For our part, | cansay that we have had
job-seekers from different ethnic groups, but have not recruitedthem. Thereare various reasonsfor this, oneis
the preferences of the clients, another inadequate language skills of job-seekersand difficultiesinchecking their
qualifications and recommendations.”

Asregards anti-discriminationtraining, the respondent felt that training and attitude campaigns wouldbe needed,
but could not identify any specific training needs. The respondent brought upthe difficulty of creating changesin
atitudes and behaviour in relation to ethnic minorities. “It might be possible to train the younger generation to
be more tolerant, but changing the attitudes of the older generations might be an impossible task.”

5.10. Non-gover nmental organizations

The three non-governmental organizations consulted were the Helsinki Branchof the Finnish Support Group of
the European Union Migrants Forum, a co-operation body in the EU serving asacommon forum for different
nationa migrants associ ations; Ulkomaalaisyhdistys (the Associationfor Foreigners), one of the ol dest nationa
associ ations, and | hmisoikeudliitto (the HumanRightsL eague), whichhasbeenactivelyinvolvedin public debates
on migrants rightsand racism.

I hmisoikeudliitto providestrainingonanti-discriminationlegislationandlegislationrel atedto the status and rights
of foreigners and migrants for courses organized by public sector or other NGOs, for example, the ICRC. The
Red Cross has used trainers from Ihmisoikeudliitto in their induction courses for volunteers working with
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refugees. Their training activities have been ad hoc consultations on request, because at the moment they have
no resources for devel oping amore permanent training supply.

All respondents agreedthat thereisaneedfor anti-discriminationtraining inFinland, becausethe different actors
in the labour market have not yet become aware of the reality that Finland has become ethnically more diverse.
All pointed out thet thereisnot enough awarenessof the existence of discrimination and, particularly, structural
discrimination is not recognized.

One respondent underlined that training provision is one way of promoting anti-discrimination and equality
principles in general. “If training is organized on acertain topic, it raises the status of the topic. Issues can be
brought onto the genera agenda through training activities.” In the respondent's view, target groups for anti-
discrimination training should be 1) authorities supervising employment legisation 2) trade union activists 3)
employers associations 4) people likely tofacediscrimination. Training sessions, inwhichparticipantsfromall
these groups would be present, would be the most effective. “Trade unions and employers associations have
massive training schemesandit should not be too difficult to include anti-discrimination modulesin those. The
most effective way would be to train shop stewards and employers representativesin the same sessons.” The
repondent al so emphasizedthet training should have practical goalsandaimat changing organizationa practices.

According to another informant, the training provided on intercultural communication, for examplein business
schools, isnot linked with the anti-discrimination perspective. In hisview, one reason for thisisthat thereisno
research on work-related discrimination, these themes are not part of the academic curricula and there is no
training material. Theinformant stressedthat it wouldbe necessary to launchpilot training projects, evenif target
groups and various organizations would not explicitly express demand for suchatraining. “Trainingisa process,
andcontentsandmethods can only be devel oped by experimenting. Pil ot projectswouldprovide aspringboardfor
testing and improving different training approaches.”

One respondent suggested that anti-discrimination training should be a part of normal curriculaand syllabi, for
exampleinvocationa andtrade union training and human resources management training. This“mainstreamed”
training supply could be supplemented with more specific courses addressing different practical problems. The
respondent emphasized that a crucid aspect for creating more training supplyistotrainpossibletrainers.“Anti-
discriminationtrainingisacomplexfieldandinFinland thereare no ready conceptsfor thistype of training. The
risk involved is that training concentrates on the negaive examples instead of enforcing good practices.”
According to this respondent, in order to reach asituation of anti-discrimination and equal treatment, a wider
training strategy would be required and ams of the training should be agreed at the policy-making level.

According to al respondents, the mgjor barrier for introducing anti-discrimination was alack of demand in the
private sector. “Personnel managers and recruitment officersare unaware of the existence of discrimination and
even if the problem isrecognized, it is not considered an issue worth allocating resourcesfor.” Inthiscontext,
one respondent singled out the role of effective anti-discrimination legislation. “Good legidiation forces
employers to be careful in recruiting and management, an effective equality act punishes negligence during the
recruitment process, i.e. forces the employer to make sure that nobody is intentionally or unintentionally
discriminated against. Whensomebody is racist and expresses it openly, stronger measures are needed, training
isnot aways enough.”

5.11. Academics and experts

Inthis last category, four respondents were consulted, two of whom were specialists in business and human
resources management and two researchersin the field of ethnic relations.
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Thehighunemployment ratesandlowhierarchical positions of migrantswere seenasindicatorsof aneedfor anti-
discrimination training for labour market gatekeepers by one respondent. “In Finland thereis not yet sufficient
sengitivity for issues related to ethnic discrimination, but gender equality policies and change processes set an
example for other types of equal opportunity policies. Inthefield of gender equality awhole range of positive
actionmeasures, suchas special legidation, awarenessraisingandtrainingefforts,exist.” Onerespondent pointed
out that discriminationand other terms and conceptsrelatedto it are not known and the phenomenon itself isnot
recogized among the gatekeepers of the Finnish labour market.

Both informants from the field of ethnic relations research emphasized that anti-discrimination or equal
opportunitiestraining shouldnot remainsolely aimed at attitude changes, but should have concrete contentsand
goals, suchaswha kind of practical implications theimplementationof anequality planhas. “Thetraining should
betiedinpractical situations and problems and provide toolsfor tacklingthose, not only disseminateinformation
on an abstract level. Trainees should be able to have an influence on the contents and aims of the training. If
training isintroduced from above, and trainees cannot participate in shaping the course, the training islikely to
provoke resistance.”

The provision of adequate training material was seen as important. At the moment thereis no ready-made anti-
discrimination training material suitable for different target groups. According to the respondents, the training
material should be motivating and provide the basis for experimental learning processes. “Anti-discrimination
training should be participatory, learning by doing. Arousing trainee’s own thought processesisthe core of this
typeof traning.” Theuseof trainersfrom migrant groupswas seen asimportant. “ Training sessionsbenefit from
the presenceof amigrant trai ner, but he must possessgood|anguage and communication skills. Cregting positive
interaction iscrucia for the success of the anti-discrimination training.”

One of the respondents held the viewthat anti-discriminationtraining should be introduced into the curricula of
primary education, but especialy into vocational training, as in thisway future gatekeepers could be addressed.
Foremenandhumanresourcesmanagerswereal somentionedby the respondent as needing training inrecognizing
and managing conflict situations stemming from cultural differences. One respondent emphasized that when the
labour force becomesmorediverseit wouldbeimportant to provide orientationtraining bothfor “old” employees
and newcomers, i.e. for employees from minority groups and majority groups. Also, the continuity of training
activities was percelved to be important. “If some sort of anti-discrimination training isheld in an organization
every fifth year, no noticeable changes in practices can be expected. So far, training activitiesrel atedto migrant
minoritiesand preventionof discriminationhave beenseparateides.” Thedemandfor anti-discriminationtraining
is created by committed individuals within organizations and ingtitutions but it is not built in the organizational
context.

Accordingtoanother respondent,inorder to arouse demand for anti-discriminationtraining, theempl oyersshould
be providedwiththe economicjustifications for the efficient integration of migrantsinto the labour market. “The
socio-economic grounds are the best way to motivate people to hire migrants and to seek anti-discrimination
traininginorder to facilitatethe integrationprocess. Another factor creating interest of intercultural topicsand
building cultura sengitivityisinternationalizationof businesspartners. For exampl e, whenthe Finnishshipbuilding
industry started to do business with the Middle East, a the shipyards more attention was paid to the culturally
sengitive treatment of both the employees and the clients.”

One respondent stressed the importance of evaluation of anti-discrimination activities. “More research on the
effects and effectiveness of anti-discrimination training and attitude campaigns is necessary for developing
methods and approaches of the activities. Without a careful analysis of the effectiveness, the impact of the anti-
discrimination training can remain very small, or in the worst case negative.”
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One respondent posed questions about the adequacy of existing support systems for victims of discrimination or
racism. “Itisatopic on which psychology has kept silent until recently. Quite often the victim is ashamed and
blames his/herself for the degrading experience. The Finnish legd or administrative system does not provide
enough support for victims of discrimination. Better support and compensation systems shoul d be devel oped. At
the moment, victims of discrimination are silent and invisible.”

According to one informant, politicians and decision-makers should be more active in inviting minorities to
participate inthe decision-making processes andintroducing equa opportunitiesmeasures. “ Thereisatendency
to see internationalization as something taking place outside Finland. The minority groups residing in Finland
should be seen as part of the internationalization of the Finnish society.” One respondent saw elected officials
inpolitica organizations asanimportant target groupfor trainingrelatedtoethnic relations. “Important decisions
are made in those organizations before the topics go to the agenda of the official municipa decision-making
procedures.”

Both respondents from the field of business and management studies saw training needs in intercultural
communication because more Finnsareworkingin amulti-cultural or international context. Thiswas perceived
asraising needs for knowledge and skillsinhandlingimpacts of cultures both at the persond and organizationa
level. Skillsmentionedwere, for example, knowledge of theimplications of culture shock for the productivity of
the organization and effective human resources management strategiesin amulti-cultural context.

According to one of the respondents, cross-cultural issues could be introduced to basic level studies so that all
business management students would get basic knowledge on these issues. The respondent felt, however, that
because of the complexity of the topic, basiclevel coursesmight “only provide a superficia glance at theimpact
of cultural aspects on management, which might enforce stereotyping”.

The other respondent from the field of businessand management studies emphasizedthe importance of attitudes
in preventing discrimination and underlined the role of primary and secondary education inthis. In the field of
human resources management the respondent saw training needs in intercultural communication and cultural
sensitivity, but mainlyinrel ationto students or managers specializing or workingintheexport sector or otherwise
inamulticultural context. “These topics could also be touched upon in general management studies. One reason
that they are not part of our study programme is thet there is hardly any Finnish research on human resources
management in amulticultural context.”

One of the respondents from the field of business and management studies was of an opinion that ethnic
discriminationas suchisnot aprobleminthe Finnishlabour market. “Finland doesnot haveahistory asacolonid
power and, thus, we do not have as deep prejudices as some other European countries. For example, export
busi nessesoperating inthe Asan markets have beenrecruiting Asian-originempl oyees. |f somebody hastheright
qualifications and capabilities, higher ethnic origin does not hamper job opportunities.”

6. Analysis of resear ch findings and conclusions

Inthisresearchasel ectionof employers,government officials, representativesof socia partners, NGOs, training
providersand academics were interviewed to get insightsasto why anti-discriminationtrainingisrarein Finland.
Questions were asked as to their avarenessand knowledge of anti-discriminationtraining, andany opinionsthey
had asto why suchtrainingisnecessary or unnecessary in their organization or in the Finnish labour market asa
whole. Respondents were also asked to specify the training needs they perceivedinrelationto preventing ethnic
discrimination.
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Basedonthe findings both of the overview of the existing literature and the interviews carried out, it seems that
& themoment thereisno systematic supply of anti-discriminationtraining. Theanti-discriminationtraining scene
seems to be, however, evolving. The policy documents cited in this report bring up the importance of anti-
discrimination training activities, some trade unions are developing anti-discrimination training and, a present,
thereis sometraining for service delivery to minority clientelein the public sector.

At the moment, however, thereis only a scant implementation of anti-discrimination training. The respondents
provided two main reasons for this situation. Firstly, the small number of migrants was seen as a natural
explanationfor the lack of anti-discriminationtraining supply and, thus, demand. Secondly, some respondents put
forwardthe assumptionthat discriminationonthe grounds of race, nationality, ethnic origin or religiondoes not
occur inthe Finnish labour market and, consequently, no training aimeda preventing discriminationwas needed.

Irrespective of their opinions as regards possible anti-discrimination training needs, most respondents did not
perceive awidedemandfor anti-discriminationtrainingamonglabour market actors. Somerespondentsanticipated
that the situation might change in the future when more migrantswill be entering the Finnish labour market. It
seems, however, that among many quarters of the labour market there is relatively little awareness about anti-
discriminationtraining andthe possible resul ts obtained by suchtraining activities. It must be notedthat there was
agreat divergence of opinion and level of awareness among the respondents.

Thelack of demandfor anti-discriminationtrainingisrelatedto the lack of awarenessof existing discrimination.
Inthe light of information gained from the interviews it seems that especially indirect discrimination processes
pass unrecognized. Indirect discrimination occurs in gpparently neutral Situations when the same condition,
treatment or criterionis goplied to al job-applicants or employees, but which, in their effects, disadvantage
persons belonging to a specific group. Examples of indirect discrimination are the use of culturally-biased
psychological tests, the choice of recruitment channel swhicharesel dom used by migrantsas asearching channel
andexcessive language criterianot rel atedto the requirements of agivenjob. Thereare other factorswhichmight
restrict migrants and minorities access to jobs, such as verbd and non-verba miscommunication or negative
stereotypes. 'Statistical discrimination’ occurs when the recruiters in uncertain circumstances tend to ascribe
characteristicsof some membersof agroup, suchaslower level of education or language, toall membersof tha
group. The recruiters argue that the 'statistical discrimination’ reduces the selectors' insecurities because they
exclude everyone belonging to a group with supposed | ess favourable characteristics (Ben-lsragl, 1993, p. 230;
Abell, Havelaar and Dankoor, 1997, pp. 7-8).

Inthe prevailing situationin Finland, more labour market actors should be made aware of the existence of ethnic
discrimination and especially about the processes and practices through which indirect discrimination occurs,
before awider demand for specific anti-discrimination training can be expected to develop.

Asstated before, the authorities have recognized discriminationas one of the factors hampering the possibilities
of migrantsentering the labour market. Approaches emphasizing the importanceof tolerance bothonthe side of
the majority and minority groups has prevailed in policy papers and administrative guidelines in which the
maintenance of good ethnic relations were addressed during the late 1980s and early 1990s. The authorities have
expressed a belief that regular, informative articles and discussionsin the nationa and local mediaand contacts
andinteraction between different groups are the best ways to promotetol erance. Possible conflicts betweenthe
majority and minority groups have been perceived as slemming from lack of information on both sides and the
disseminationof correct and objective informationisseenasabest strategy for changing attitudes (Matinheikki-
Kokko, 1994, pp. 107-108).

Some of the problems migrants and national minorities face in the labour market are connected with objective,
factual handicaps such asinadequate language skills or training, and the special labour market measures takenin
Finland, suchaslanguage courses and vocationa trainingfor migrants, have beenaimeda tacklingthese problems.
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In recent years, job-related discrimination has gained more explicit attention a the policy-making level and
specific anti-discriminationtraining is put forwardas a part of comprehensive integration policy and goodethnic
relaions. Both the proposal for migrationand integration policies by the Committee on Migration and Refugee
Policies (1997) and the plan of action of the Ministerid Group Againgt Racism (1996) include initiatives and
suggestions for introducing anti-discriminationtraining for various labour market gatekeepers. Theseproposals
provide a springboard for the development of specific anti-discrimination training activities targeted at labour
market gatekeepers.

Therespondentswerealso askedif they saw any needfor anti-discriminationtraining. Therewerebigdifferences
inthe responses as regards thesetraining needs. Some of the respondentswho saw training as necessary were not
able to specify the needs due to the novelty of the topic for them. Some respondents illustrated the prevailing
situation in Finland as regards anti-discrimination training from various points and put forward many-sided
suggestions for training contents, methods and wider training strategies. Notably, representatives of the
adminigtration and NGOs and academics had fruitful ideas for introducing anti-discrimination training.

Most training needs identified by the respondents would fall into the categories of Information Training,
ALTALA.2, and Culturd Awareness Training, B1/B1.A1. Many respondents held the opinion that more cultural
informationonmigrant andethnicminority communitiescultural backgroundwoul dbeuseful andexpressedaview
that the provision of correct and accurate information on ethnic minorities would be enough to ensure equal
treatment for migrant job applicants and employees. Some respondents emphasized the need to target negative
attitudes through training and were advocating active training methods and the use of representatives of migrant
and minority communities as trainees. A few respondents emphasized a need for training activities providing
concrete exercises based on workfloor-related situations and concrete handles for tackling possible
discriminatory practices and occurrences.

Takinginto account that, until recent years, Finlandhasbeenarel atively homogenous soci ety and that it hasashort
history as an immigration country, disseminating informationonmigrant minorities providesastarting point for
promoting the equal opportunities for workers from ethnic minoritiestrying to enter the Finnish |abour market.
But,inthelight of other countries experiences, information provision aone seems not to be an adequate method
for combatting job-related discrimination.

Preliminaryresultsof the thirdresearchcomponent of the ILO programme in other countries! point tothelimited
utility of training approacheswhichaimto provide informationonthe backgrounds to international migrationand
migrants culture in creating changes in recruitment and other workplace practices. In the light of training
eva uation, the assumption behind the Information and Cultural Awareness Training approaches that correct and
balanced information will automatically lead to non-discriminatory behaviour, can also be questioned. Anti-
discrimination training concentrating on changing trainees attitudes through raising awareness of cultural
differences doesnot appear to be effective inchanging actual behaviour. Attitudes of the gatekeepers might need
to be altered, but concentrating on the attitude change does not seem to be a sufficient ground for preventing
discrimination a the workplace. Similarly, Wrench concludes thet training which simply concentrates on
information provision on aspects of “culture”, or whichrestrictsitsfocus to attitudes, isinadequate. According
to Wrench, effective anti-discrimination training should cover behaviour modification and tangible anti-
discrimination practices (Wrench, 1995, p. 134).

According to Zegersde Beijl, training whichcombinesinformationprovision, focussing on statutory obligations
with respect to equa treatment and wider governmental and company policies as opposed to stressing cultural

! See Colectivo IOE, 1996, on Spain; Abell, Havel aar and Dankoor, 1997, on the Netherlands. Research on training activities
in the United Kingdom and Belgium has been finalised and the resulting reports will be published shortly. Research is currently
underway in the United States.
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differences seems to be moreeffective. Anti-discriminationtraining withconcrete exercises based on real-life,
workfloor-related situationsinorder to achieve achange intrainees behaviour inday to day contact with migrant
workers appears to be successful iningtilling an awareness among individual trainees of discriminatory aspects
intheir behaviour andinproviding themwith sufficiently concrete advice onhowto change this (Zegersde Beijl,
1997, p. 11).

Inastudy carried out on the effectiveness and quality of existing training in the Netherlands, the researchers
questionedto what extent training activities concentrating on change of attitudesare useful if they do not provide
enoughguidanceto put thingsinto practice. Many traineesinterviewedfor theresearchcomplainedthat intheanti-
discriminationtraininginwhichthey hed participated, too little attention was given to practical skills. Resultsof
the evaluations did give some indications of what kind of training approach would be the most effective, leading
the researchersto statethat Equalities Training, types C2/C2,C3 and Diversity Training, type D3, are potentialy
effective (Abell, Havelaar and Dankoor, 1997, pp. 52-54).

Equdlities Training is designed primarily to affect behaviour. This approachseeks to sidestep attitudes and ams
to instruct the trainees in legally or professionally appropriate behaviour and provides the required skills for
implementing appropriatenorms to workplace practices. Diversity Trainingisthe most recent developmentinthe
field of anti-discrimination training. It can be described as a strategy of fully tapping the resources within an
organization. Thistrainingismainly directed a managersandit emphasises the importance of vauing difference.
InDiversity Traning, fairnessisnot seenastreating peopleequal ly but treating peopl eappropriately. Theobjective
of the training is not to assimilate minorities (and women) into the dominant white (and male) organizationd
culture but to create a dominant heterogenous culture (Wrench and Taylor, 1993, pp. 17-18).

According to the researchfindingsinthe Netherlands, there was a shift from Cultural Awareness Trainingtypes,
which mainly emphasise a shiftinattitudes, to Diversity Training types. The researchers percelved thisasastep
intheright direction, but stressedthat the existence of avariedworkforceisapreconditionfor Diversity Traning
and that Divergity Training activities cannot replace positive action. As a varied workforce is till more of an
exceptionthan aruleinmost organizations, postive actionwas still seenneededinthe future (Abell, Havelaar and
Dankoor, 1997, pp. 52-54).

In this research many respondents expressed a concern about a possible backlash or negative reactions from
trainees, if anti-discrimination training would be introduced in Finland. The respondents suggested that anti-
discriminationtraining should bevoluntary, andthetraining approachshoul dbe cautious and careful ly thought out,
inorder to avoid counterproductive effects. Support and commitment from top management wasperceived to be
crucial, if sustainable organizational and behavioura changes were to be reached by training activities. Some
respondentsrai sedthe questionof how to attract participantsin avoluntary anti-discriminationtraining and gave
examples of training activities related to gender equality, which were unsuccessful due to the lack of interest
among target groups. Strategies suggested for overcoming this problem were to include anti-discrimination
contentsintraining givenin positively viewedtopics, suchas international co-operation and EU-related subjects
or, to present ananti-discrimination perspective asapart of awider organizationa change project. Inother words,
they suggested bringing inissues related to non-discrimination “through the back door”.

Inrelationto counterproductive reactionsandthe effectivenessof training activities, Luthraand Oakley notethat
evaudive studies strongly emphasize the need for practical relevance of the training. Negative responses are
most likely to arise where training activities are a non-recurring event to which there is no sequel and with no
apparent relation to the wider training curriculum or workplace concerns. Organizational commitment is also
crucia for the effectivenessof training. Without organizational commitment, training islikely to beineffective
and the possible impacts remain short-lived. Luthraand Oakley also draw attention to the fact that training
activitiesshouldbe carefully namedin order to avoid negative connotations and unwanted expectations onthe part
of prospective trainees (Luthraand Oakley, 1991, pp. 34-39). The importance of the strong support by upper
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management isalso emphasized in the Dutch research report. In that report the conclusionisreachedthet short-
term, incidenta training, which lack support from the top management, cannot reach long-term goals such as
creatingabasisfor alarger influx and flow-through of migrants (Abell, Havelaar and Dankoor, 1997, pp. 52-54).

Few respondents stressedthe necessity of evauating theimpactsof anti-discrimination training. This aspect has
a so risenincountrieswithalonger traditioninanti-discriminationtraining. As regards the United Kingdom and
the Netherlands, the researchers saw evaluation of anti-discriminationtraining activitiesas necessary inorder to
provide a clearer picture about the effectiveness of given training for both training providers and client
organizations. At present, avallable training evaluation techniques are limited and should be developed so tha
trainers could link conclusions of the evaluations to both the organizational process and a professional body of
knowledge (Abell, Havelaar and Dankoor, 1997, pp. 52-54; Luthraand Oakley, 1991, pp. 39-40).

In Finland, the awareness of job-related discriminationencountered by migrantsand ethnic minorities appearsto
be rising and some anti-discrimination training activitiesare evolving. Onthe other hand, based on the results of
this research, it can be concluded that, among many quarters of the labour market, consciousnessthat Finland is
turning into a multi-ethnic society and of the challenges this process puts on the Iabour market is very limited.
When anti-discrimination traning activities suitable for the Finnish situation are developed, insights and
suggestions of the respondentsof thisresearch could be beneficial. Training providers and client organizations
in Finland have aso apossihbility to learn from the experiences of countries with a longer tradition in anti-
discrimination training and avoidallocating li mited anti-di scriminationtraining resources to training approaches
whichhave not producedthe expected results. In doing so, they would avoid dlocating limitedresourcesto anti-
discrimination training approaches which are unlikely to produce the expected results.
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List of interviewees

Private and public sector employers

In this category three representatives of private sector employers, two personnel managers and one training
manager were consulted. Theserespondentsfromthe private sector objectedto having their names and those of
their companiesincluded in thislist.

Ms. EijaHartikainen

Consultant in Human Resources Devel opment
City of Helsinki

llinjal

00530 Helsinki

tel:+358-9-7321

fax:+358-9-732 4012

Ms. Marja Salmi-Tuominen
Personnel Manager

City of Turku

Linnankatu 16

20100 Helsinki
tel:+358-2-262 7111
fax:+358-2-262 7307

Central administration

Mr. Risto Laakkonen,

Specia Adviser and Secretary-Generd

Advisory Board for Refugee and Migration Affairs
Ministry of Labour

P.O. Box 30

00101 Helsinki

tel:+358-9-185 61

fax:+358-9-185 69202

Mr. Paavo Lounela

Secretary-General of the Council of Roma

Council of Roma/Ministry of Health and Social Affairs
P.O. Box 267

00171 Helsinki

tel:+358-9-1601

fax:+358-9-160 9773

Official training boar ds

Mr. Lasse Hoffman
Councellor of Education
National Board for Education
P.O. Box 380

00531 Helsinki
tel:+358-9-774 775
fax:+358-9-774 77865



Regional administration

Ms. Sinikka Keskinen

Planning Specialist

Provincia Government of Hame
P.O. Box 150

13101 Hameenlinna
tel:+358-3-622 2579
fax:+358-3-622 2587

Ms. Pirjo Laaksonen

Provincial School Psychologist
Provincial Government of Uusimaa
Ratapihantie 9

00520 Helsinki

tel:+358-9-173 51
fax:+358-9-173 52791

Ms. UllaLaiho

District Inspector

Labour District of Uusimaa
Haapaniemenkatu 4

00530 Helsinki
tel:+358-9-702 2400
fax:+358-9-702 2482

Ms. Christina Tuominen

Senior Employment Consultant
Labour Exhange Office of Turku
P.O. Box 235

20101 Turku

tel:+358-2-210 0400
fax:+358-2-231 0090

Employers' associations

Mr. Martti Huttunen

Palvelutynantgjat (Employers Association in the Service Sector)
Eteléranta 10

00130 Helsinki

tel:+358-9-172 831

fax:+358-9-655 588

Mr. Tauno Jalonen

Director

Suomen Yrittdjé (Entrepreneurs Association)
P.O. Box 999

00101 Helsinki

tel:+358-9-229 221

fax:+358-9-229 22980
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Trade unions

Ms. Heli Ahokas-Kelotie

STTK (Confederation of Clerical or Managerial Employees Trade Unions)
P.O. Box 248

00171 Helsinki

tel:+358-9-131 521

fax:+358-9-652 367

Mr. Erkki Laukkanen

Economist

SAK (Confederation of Industrial Workers' Sector)
Siltasaarenkatu 3 A

00530 Helsinki

tel:+358-9-772 11

fax:+358-9-772 1447

Ms. Irmeli Maenpaa

Trustee

HRHL (Trade Union in the Service Sector)
P.O. Box 327

00531 Helsinki

tel:+358-9-775 61

fax:+358-9-775 6223

Training organizations

Ms. Kirsti Ritvala

Training Manager

Kuntakoulutus (Training Centre for Municipalities)
2linja14

00530 Helsinki

tel:+358-9-7711

fax:+358-9-771 2408

Mr. Raimo Laitinen

Deputy for Principal

Tydvoimopisto (Training Institute for the Public Sector)
Salmirannantie 8

40520 Jyvaskyla

tel:+358-14-641 824

fax:+358-14-645 024

Equal rights agencies and ombudsmen

Ms. Pirjo Takalo

Senior Adviser

Ulkomaal aisvaltuutettu (Ombudsman for Foreigners)
Aleksanterinkatu 48 B

00100 Helsinki

tel:+358-9-160 4432

fax.+358-9-160 4375

Private employment agencies

In this category one private employment agency was consulted. The respondent did not want his name, nor that
of hisemployer, to appear in thislist.



Non-gover nmental organizations

Mr. Juhani Kortteinen

Ihmisoikeudliitto (Human Rights League)
P.O. Box 245

00171 Helsinki

tel:+358-9-135 1470

fax:+358-9-135 1101

Mr. Daryl Taylor

President

Suomen ulkomaal ai syhdistys (Association for Foreigners)
2, Linja3

00530 Helsinki

tel:+358-50-559 9519

fax:+358-9-387 456

Mr. Helge Vdama

President of the Finnish Support Group
European Union Migrants Forum

P.O. Box 722

00100 Helsinki

tel:+358-9-449 175

fax:+358-9-449 169

Academicsand experts

Mr. Jussi V. Koivisto

Director

National Network University for East and Southeast Asian Studies
c/o Helsinki School of Economics and Business Administration
Runeberginkatu 14-16

00100 Helsinki

tel:+358-9-431 31

fax:+358-9-431 38659

Ms. Kaija Matinheikki-K okko
Researcher

Department of Psychology
University of Jyvaskyla
40351 Jyvaskyla
tel:+358-14-602 797
fax:+358-14-602 841

Ms. Taina Savolainen

Senior Assistant

Department of Economi cs/Organi zations and Management
University of Jyvaskyla

P.O. Box 35

40351 Jyvaskyla

tel:+358-14-602 954

fax:+358-14-603 31

Mr. Ismo Soderling

Director

V destontutkimuslaitos (Institute for Demographic Research)
P.O. Box 849
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00101 Helsinki
tel:+358-9-228 050
fax:+358-9-612 1211

Training co-ordinators

Mr. Martti Havin

Metalliliitto/aluetoimisto (Regional Officein the Industrial Sector Trade Union)
Humalistonkatu 6

20100 Turku

tel:+358-2-461 2491

Ms.MarjaLiinasuo andMr. Vincent Iduozee (CARP Project employeesinthe Regiona Government of Uusimaa)
Ratapihantie 9

00520 Helsinki

tel:+358-9-173 52706

fax:+358-9-173 52791

Ms. Sirkka-LiisaPihlaste, Trainer and Ms. Anita Mauno, Department Manager
Liikealan ammattiliitto (Trade Union in the Service Sector)

Torikatu 4

45100 Kouvola

tel:+358-5-311 7626

fax:+358-5-311 8785
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