Survey on diversity, inclusion
and respect at the workplace

Report of the results - results by ground of discrimination




Gender

9,787 respondents
Women : 5,473 / Men : 4,281 / Other gender : 33




Methodology

* In this section, the results are only presented when they vary significantly
from the average overall response. If the results or responses from a
certain group of respondents (e.g. women) are in line with the average for all
respondents, they are not provided here.

* For gender, 33 respondents declared themselves as ‘other’. Respondents
from this group have not been included in gender-specific breakdowns of
Issues in this section as the number of responses is too low to be statistically
significant. However the anonymised free text comments from these
respondents will be considered in guiding future policies.

 Large amounts of data disaggregated by gender are collected regularly
across the organisation (employment status, grade, career, training, work‘
arrangements...). This data could complement the findings from this survey.



Gender - intersectionality

Intersectional groups

OBSERVATIONS

0.0% 5.0% 10.0% 15.0% 20.0% 25.0% 30.0% 35.0% 40.0% 45.0%

When taking into account respondents belonging
csne T to several groups studied (intersectionality), there
is a clear gender gap within the declared LGBTIQ
group of respondents: women who participated
in the survey are considerably less present than
men in this category.

Ethnic minority

Affiliated to a
religion/belief

There is also a gender difference in age
categories, with a larger proportion of women
among the respondents aged 30 or less, and a
larger proportion of men among the oldest aged
cohort of respondents.

Disability

30-

60+

For the other intersectional categories, there is a
Women B All respondents Men broad gender balance
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Gender — atmosphere at work

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100% OBSERVATIONS

(WOMEN) At work, | feel that | AM PERSONALLY respected,

va(lued a;nd thatkl h?velthhe same opposr(t)unities as othersc,i... —
MEN) At work, | feel that | AM PERSONALLY respected, .
valued and that | have the same opportunities as others,... - M ale reSpondentS tend tO perCelve the
atmosphere at work more positively than female

(WOMEN) At work, | feel that EVERYBODY are respected, S — . . .

N At v o ok ECCRBODY e roopenied” respondents across a series of diversity and

valued and have the same opportunities irrespective of... — |nC| usion tOpICS ]
(WOMEN) At work, inappropriate attitudes and jokes =
related to age, gender, sexual orientation, disability, ... .

(MEN) At work, inappropriate attitudes and jokes related L - Male respondents also tend to recommend their

to age, gender, sexual orientation, disability, religion or... . . .

employer as an employer of choice on diversity
(WOMEN) My management is committed to an inclusive 1
: [ D
(and e)qualtreatment of all staff merr:jbers,andlﬂghts ang... o Sllghtly more than female respondents’ although
MEN) My management is committed to an inclusive an H H
: L D
equal treatment of all staff members, and fights any... - for bOth the Score IS h Ig h -
mAgree W Slightly agree Neutral Slightly disagree W Disagree M Prefer not to say
Would you recommend your organisation as an employer of
choice in terms of diversity?
0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Women

Men
> X %
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H Yes, totally  ® Yes, for some aspects only Notreally HENotatall B Prefer notto say



Gender — impact on career

In the last 5 years, have you observed behaviours, remarks or
decisions in your workplace which made someone (including
yourself) feel discriminated or unequally treated?
60.0%
50.0%
40.0%
30.0%

20.0%
10.0% .
0.0% - [ |

Yes Yes and | generally Yes but | generally No, but | know of No Prefer not to say

speak out do not react precise cases

B Women Men

If yes, please specify on which ground(s)

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%

B Gender H Age M Racial or ethnic origin m Sexual Orientation

M Religion or belief H Disability H Other H Prefer not to say

OBSERVATIONS

Female respondents observed some form of
discrimination or unequal treatment more often
than male respondents: 47% of female compared
to 37% of male respondents replied ‘yes'.

From an analysis of the free text responses,
observations of gender discrimination from male
respondents are largely linked to a perception that
targets for gender balance in management deter
some male colleagues from applying for
management positions.

Discrimination on grounds of gender, age or ‘other’
are more often declared by female respondents.
Discrimination on grounds of ethnic origin, sexual
orientation or religion are more often declared by
male respondents.
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50.0%
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Gender — diversity awareness

Have you followed D&I training?

[ |
No, | have never  No, but | would be Yes, training
followed trainings interested to focusing on the

on

INTERNAL diversity EXTERNAL aspects inclusion/diversity

inclusion/diversity and inclusion poli

0%

Yes, training Yes, | have attended Prefer not to say

focusing on the training on

cy ofdiversity and
inclusion
opportunity

W Women Men

Have you requested special arrangements linked to your gender?

10%

20% 30% 40%

H Yes, and there was no problem
H Yes, but | was refused

m No

50% 60% 70% 80%

Yes, and | had to convince my hierarchy
H No, | would not dare to ask

M Prefer not to say

90%

100%

OBSERVATIONS

Female respondents have followed slightly more
training on the matter and are more interested in
following training in the future (+8 percentage
points).

Female respondents are twice as likely to request
special arrangements as male respondents.
From the free text responses, this is largely due
to requests linked to children and caring
responsibilities. When requested, these
arrangements are largely accepted by the
organisation.

A small proportion of respondents would ‘not dare
to ask’ for these kind of work arrangements. This
is more marked among female respondents.



Age

30- years old : 523 respondents
60+ years old : 711 respondents




Methodology

« All age groups were analysed and compared. On average, the feedback
from respondents is balanced across the age groups, and aligned with the
average responses from all respondents.

 However the responses of two age groups tended to diverge most from the
average: these are the groups of respondents aged either under 30 or over

60. This section therefore focuses on these two groups.

* As for gender, the findings of this survey could be complemented with data
disaggregated by age that are already collected at all levels across the

organisations.

* |n this section, the results are only presented when they vary significantly from
3¢ the average overall response. o




Age groups

| am valued and recognised at work

0 10% 20% 30% 40% 50% 60% 70% 80%

X

All Respondents

30- respondents

Aged 30 to 39

Aged 40 to 49

Aged 50 to 59

Aged 60+

B Agree mSlightly agree Neutral

Would you recommend your organisation as an employer of
choice in terms of diversity?

0% 10% 20% 30% 40% 50% 60% 70% 80%

All Respondents
30- respondents
Aged 30 to 39
Aged 40 to 49

Aged 50 to 59

Aged 60+

H Yes, totally  m Yes, for some aspects only

90% 100%

Slightly disagree W Disagree M Prefer not to say

90% 100%

Notreally M Notatall B Prefernotto say

OBSERVATIONS

At least 70% of respondents, in all age groups
feel that they are valued and recognised at work.
Respondents in the youngest age category are
particularly satisfied (+ 9.2 pp).

In all age groups, a large proportion of
respondents would recommend their
organisation as an employer of choice. However
there is a correlation between age and those
respondents who would totally recommend their
employer: although they feel more valued
and recognised, respondents in younger age
groups are less likely to totally "recommend
their organisation as an employer of choice in
terms of diversity”.



Age — demographics and intersectionality

Gender
80.0% .20 OBSERVATIONS
70.0% = All respondents
60.0% 0t There is a demographic gap between the
50.0% youngest and oldest groups of respondents to
0o the survey: respondents who are under 30 are
o more likely to identify as either woman, LGBTIQ
. I or from an ethnic minority background.
0.0% —
Women Men Other Prefer not to say In contrast, respondents over 60 are more likely
Intersectional groups to identify as either man, affiliated to a religion or
40.0% . belief or having a disability.
35.0% = All respondents
30.0% 60+ While the link between age and disability is well

25.0%

documented in the population, the significant

differences between these two age groups on

other aspects of diversity and inclusion could be

a source of differences in perception regarding
- diversity and inclusion issues at work.

20.0%

15.0%

10.0%

5.0%

LGBTIQ Racial/ethnic origin Religion Disability
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Age — Perception of diversity

My organisation is diverse in terms of...
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OBSERVATIONS

Respondents aged over 60 are more positive about
their organisation’s diversity than the overall average
and those aged under 30 are less positive. Of all
groups analysed, respondents under 30 assess
current levels of diversity least favourably.

This division in views applies to all grounds except
gender. Nearly two thirds of the respondents under 30
disagree that their organisation is diverse in terms of
age; in contrast, an equivalent proportion of those over
60 feel that the organisation is diverse. Similarly,
whereas 67% of respondents under 30 feel their
organisation is not diverse in terms of ethnic
background, 36% of those over 60 feel that it is.

Respondents under 30 years old are also more critical
of the work done by the organisation to promote
diversity, except in relation to gender and disability.



70.0%
60.0%
50.0%
40.0%
30.0%
20.0%
10.0%

0.0%

60.0%

50.0%

40.0%

30.0%

20.0%

10.0%

0.0%

Age — diversity awareness

I I 60+

Have you followed D&I training?

No, | have never No, but | would be Yes, training
followed trainings interested to focusing on the
on

inclusion/diversity

= 30-

m All respondents

Yes, training  Yes, | have attended Prefer not to say

focusing on the training on

INTERNAL diversity EXTERNAL aspects inclusion/diversity
and inclusion policy  of diversity and

inclusion
opportunity

Are you aware of the D&l strategy of your organisation?

m 30-

m All respondents
60+

| am aware of the diversity
strategy and | am familiar
with the content

| have heard of the diversity
strategy but | don’t know
what it entails

| have never heard of the
diversity strategy

Prefer not to say

OBSERVATIONS

The age gap is also visible on diversity
awareness. Respondents under 30 show a high
level of interest in diversity and inclusion training
with more than half interested (57%) compared to
all respondents (34%) and compared to
respondents over 60 (19%).

Awareness of existing actions is limited among
respondents under 30 with less than 10% knowing
the details of their organisation’s diversity
strategy. This could be tackled with increased
training, awareness raising and/or improved
onboarding.
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Religion and belief

3,775 respondents



Methodology

« This category was defined by self-identification, and there was no precise
definition of the religions or belief. Respondents were given the option to
specify which religion or belief they feel affiliated to through a free text field.

* |In this section, the results are only presented when they vary significantly from
the average overall response.

 In order to facilitate analysis and because of the relatively small numbers of
respondents Iin each group, respondents who declared themselves as
evangelic, lutheran or anglican have been grouped together as protestant.

* For the analysis of this category, all groups of respondents were considered
together. Respondents from the least represented religions or beliefs have not
been included in specific breakdowns of issues in this section as the number
of responses is too low to be statistically significant. However the anonymised |
free text comments will be used to guide future policies.



Religion and belief — self identification

= No (57,3%)
= Prefer not to say (4,9%) \
= Catholic (13,7%)

Christian (not specified) (4,7%) 13.7%

= Protestant (2,1%)

= Orthodox (3,1%) 4.7%

I 2.1%

I 5.1%

0.7%

Have you observed or experienced discrimination at work in the
last 5 years?

0,
= Muslim (0,7%) 37.7%

= Jewish (0,5%)

= Other (0,5%)
m Oecumenism - Spirituality (0,3%)
m Atheist - Agnostic (0,2%)

y

= Buddhist (0,2%)
= Not specified (11,7%)

60.0% Religion affiliated respondents B All respondents
50.0%
40.0%

30.0%

20.0%
10.0% .
0.0% . [ | e
Yes Yes and | generally Yes but | generally No, but | know of No
speak out do not react precise cases

Prefer not to say

OBSERVATIONS

More than a third of respondents identified as
affiliated to a religion or belief.

The religions declared by respondents are
mostly denominations of Christianity, with other
religions representing only a small share of the
total. Some 12% of respondents who declared a
religious affiliation chose not to specify it.

Answers from respondents with a religious
affiliation are broadly aligned with the average
responses, across all questions. In other words,
having a religious affiliation does not seem to
have a significant impact on feelings of
inclusion at work.
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LGBTIQ

870 respondents



Methodology

» This category was defined by self-identification. Respondents were asked first
if they identified as LGBTIQ and were then given the option to specify
through a free text field.

 We would have preferred to distinguish between different groups under the
LGBTIQ heading, as the LGBTIQ group of respondents is diverse and the
experiences of discrimination and inclusion faced by individuals within this

group differ greatly.

* However, in order to reach a significant number for the analysis, we decided
to group the responses of all the LGBTIQ respondents together.

* In this section, the results are only presented when they vary S|gn|f|cantly from
“7the average overall response.




LGBTIQ — self-identification

// - .

8.7% 1.0%
I 0.5%

\- -

= No (88,4%)
= Queer (0,2%)

= Prefer not to say (2,9%) = Gay (3,8%) Bisexual (1%)
= Non Binary (0,1%) = Transsexual (0%) = Other (0,1%)

m Lesbian (0,5%)
= Not specified (2,8%)

Intersectional groups

0.0% 10.0% 20.0% 30.0% 40.0%

Ethnic minority

Affiliated to a
religion/belief

Disability

30-

60+

50.0% 60.0%

LGBTIQ respondents

H All respondents

OBSERVATIONS

8.7% of respondents identified themselves as
LGBTIQ. Of these the largest share are gay
men, followed by bisexual people and lesbians.
The numbers of respondents in other
categories are extremely low. A significant
proportion of the respondents who self-identified
as LGBTIQ chose not to specify.

LGBTIQ respondents are younger than average,
more likely to be male (only 25% of
LGBTIQ respondents are female) and
indicated a lower level of religious affiliation than
the average.
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Employment status

= Official
= Contract Agent

= Temporary Agent

in Delegation

intra-muros)

\|
“zt“

= Seconded National Expert

= Prefer not to say

Grade / Category

= AD and equivalent, CA
function group IV

= AST and equivalent, CA
function group IlI

= AST-SC and equivalent, CA
function group Il

= CA function group |

m Other

. = Prefer not to sa
Outer circles : All responde Y

Inner circles : LGBTIQ responde

LGBTIQ — demographics

= Trainee or Junior Professional

m External staff (eg intérimaire,

OBSERVATIONS

A higher proportion of LGBTIQ respondents
were non-statutory staff, compared with all
respondents. There could be a correlation with
the younger-than-average age of LGBTIQ
respondents.

Among officials and contract agents, LGBTIQ
respondents tend to have a slightly higher grade
than average with 68% of them in the AD-FGIV
group compared to 61% for all respondents.
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(LGBTIQ respondents) At work, | feel that | AM PERSONALLY
respected, valued and that | have the same opportunities...

(all

respected, valued and that | have the same opportunities...

(LGBTIQ respondents) At work, | feel that EVERYBODY are
respected, valued and have the same opportunities...

(LGBTIQ respondents) At work, inappropriate attitudes and

jokes related to age, gender, sexual orientation, disability,...
(all respondents) At work, inappropriate attitudes and jokes

related to age, gender, sexual orientation, disability, ...

(LGBTI

inclusive and equal treatment of all staff members, and...
(all respondents) My management is committed to an

inclusive and equal treatment of all staff members, and...

60.0%

40.0%

20.0%

0.0%

LGBTIQ - feeling of inclusion

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

respondents) At work, | feel that | AM PERSONALLY

(all respondents) At work, | feel that EVERYBODY are
respected, valued and have the same opportunities...

Q respondents) My management is committed to an

W Agree Slightly agree Neutral Slightly disagree B Disagree M Prefer not to say

Did you consider the equality and inclusion practices of the
organisation before applying?

LGBTIQ respondents

B All respondents

No, | did not think
about it

No, | did not know
about it

Yes, and it played in  Yes, but it did not play
favour of my decision in favour of my
decision

Prefer not to say

OBSERVATIONS

Overall, the perceptions of LGBTIQ respondents
are largely in line with the average. Belonging to
the LGBTIQ group of respondents does not
seem to have a significant statistical impact on
the feeling of inclusion at work.

LGBTIQ respondents were more likely than the
average across all respondents to take the
organisation’s diversity and inclusion policy into
account before they applied for a position. 27%
did so, compared to an average of 16%.
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LGBTIQ — perception of diversity

My organisation is diverse in terms of...

racial or ethnic origin (all respondents)
racial or ethnic origin (LGBTIQ respondents)

religion or belief (all respondents)
religion or belief (LGBTIQ respondents)

disability (all respondents)
disability (LGBTIQ respondents)

sexual orientation (all respondents)
sexual orientation (LGBTIQ respondents)

gender (all respondents)
gender (LGBTIQ respondents)

age (all respondents)
age (LGBTIQ respondents)

0

X

6 10% 20% 30% 40%

60% 70% 80% 90% 100%

My organisation makes efforts to promote diversity of...

racial or ethnic origin (all respondents)
racial or ethnic origin (LGBTIQ respondents)

religion or belief (all respondents)
religion or belief (LGBTIQ respondents)

disability (all respondents)
disability (LGBTIQ respondents)

sexual orientation (all respondents)
sexual orientation (LGBTIQ respondents)

gender (all respondents)
gender (LGBTIQ respondents)

age (all respondents)
age (LGBTIQ respondents)

0% 10% 20% 30% 40%

B Agree Slightly agree

60% 70% 80% 90% 100%

Neutral Slightly disagree B Disagree M Prefer not to say

OBSERVATIONS

Even if in general they feel themselves as
included as the average for all respondents,
LGBTIQ respondents are less likely to agree
that the organisation is diverse, and less likely
to agree that the organisation promotes
diversity.

Respondents who identified as LGBTIQ are
particularly critical of levels of support for
diversity of racial and ethnic origin, disability and
sexual orientation. On average, they are the
second most critical group of all groups studied,
behind the respondents aged 30 or under.
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Persons with disabilities

441 respondents



Methodology

* This category was defined by self identification. Respondents who indicated
that they had a disability answered a number of specific questions not
available to other respondents.

» Given the small number of respondents, this analysis groups together those
who declared a permanent disability with those who declared a
temporary impairment.

* Even so, the absolute number of respondents who declared a disability or a
temporary impairment is still low: the statistical analysis of this group should
therefore be treated with care.

* In this section, the results are only presented when they vary significantly from
ss the average overall response.




93.6%

-

1.6%

0.6%
4.4%

0.6%

I 0.3%
0.5%

WA

= No (93.6%)
= Physical disability (1.6%)
m Hearing impairment (0.6%)

m Not specified (0.2%)

m |ntellectual or sensory impairment (0.3%)

= Prefer not to say (2%)

= Visual impairment (0.6%)

= Psychosocial disability (0.6%)
m Other (0.5%)

Outer circles : All respondents
Inner circles : Disability respondents

e

Age
= Less than 30
= 30to 39
= 40 to 49
= 50to 59
= 60 and above

= Prefer not to say

Disability — self-identification

OBSERVATIONS

4.4% of respondents identified themselves as
having a disability or impairment: approximately
two thirds declared a permanent disability,
and one third a temporary impairment.

Respondents could declare several types of
disability, and physical disability and impairments
were the most frequently declared (more than a
third of all respondents in this group).

Respondents who declared a disability or
impairment are more likely to be older
than the average of respondents (age
being a known factor increasing the
prevalence of disabilities or impairments).
Gender is overall balanced.



Employment status

\l
oY

= Official

= Contract Agent

= Temporary Agent

= Trainee or Junior
Professional in

Delegation
m External staff (eg

intérimaire, intra-

muros)
= Seconded National

Expert

= Prefer not to say

Grade / Category

%

|
|

Do you have a management role ?

manager

Outer circles : All respondents
Inner circles : Disability respondents

= No team management

= Yes, as senior or middle

= Yes, as deputy head of
unit, head of sector,
team leader or
equivalent

= Prefer not to say

Disability — demographics

= AD and equivalent, CA
function group IV

= AST and equivalent, CA
function group Il

= AST-SC and equivalent,
CA function group Il
= CA function group |

m Other

= Prefer not to say

OBSERVATIONS

On average, respondents with a disability
are more likely to be officials than the
average for all respondents.

However, even if they are more often
officials, they are more likely than the
average to be at lower grades (mostly
AST-FGIII).

Regarding management roles, there are
twice as many respondents who replied
‘prefer not to say’ compared to the
average.
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Disablility — reasonable accommodation

Is your disability visible?
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No,
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Yes, but my request for
official recognition was
not accepted

Yes, because my disability
appeared at work (e.g.:
accident) and the Medical
Service assessed it
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who knows me and my
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but its status has to be
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environment is
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eed reasonable
modation

dare to request

know | could ask
asonable
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uld have asked

y obtained some
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ined everything |
uested

Have you asked to benefit or an entitlement due Have you asked for reasonable accommodation?

to your disability?

mYes mNo mPrefernotto say

OBSERVATIONS

Approximately 22% of respondents with a
disability declare a visible disability. This is
in line with wider society where between
20% to 25% of declared disabilities are
visible.

Approximately the same proportion asked
for reasonable accommodation, while a
slightly smaller proportion (18%) asked for
a benefit of an entittement due to their
disability.

For the majority of respondents who
declared a disability, their disability is
largely invisible to others, including their
managers.



Disabllity — interactions with services

Rating of the interactions with and services of...

0% 20% 40% 60% 80% 100%
Medical Service (Commission) ] |
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IT Helpdesk I — L
Intranet of your organisation | I N T — L

EUROPA website | I — .
Online training sessions I — .

M Very satisfied  ® Satisfied ™ Neutral Not so satisfied

B Not satisfied M Prefer not to say

OBSERVATIONS

On average, respondents with a disability
are not very satisfied with the services on
offer: none of the services reaches 50%
satisfaction.

This finding should come with the caveat
that for some services, the numbers of
respondents who answered the question,
was particularly small.

The accessibility of the various corporate
IT tools is better perceived overall but
there is more marked dissatisfaction with
the Staff Matters Portal.
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Disablility — atmosphere at work

In the last 5 years, have you observed behaviours, remarks or

decisions in your workplace which made someone (including yourself)

Yes

feel discriminated or unequally treated?

Yes and | generally Yes but | generally

speak out

Disability respondents

do not react

H All respondents

No, but | know of
precise cases

No

Prefer not to say

OBSERVATIONS

Overall, respondents with a disability are
the group which most often observes or
experiences discriminatory attitudes: 60%
compared to an average of 43% for all
respondents.
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Disability — impact on career

Have you refrained from a job opportunity?

90.0% Disability respondents B All respondents

OBSERVATIONS

80.0%

70.0%

More than twice the proportion of
colleagues with a disability refrain from
applying for job opportunities compared
to the average of all respondents (40%
against 16%). Persons with a disability
are the group of respondents who most
often answer ‘yes’ to this question.

60.0%

50.0%

40.0%

30.0%

20.0%

10.0%

Yes No Prefer not to say

0.0%
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Carers

642 respondents



Methodology

* This category was defined by self identification.

« Carers are colleagues who have a family member (e.g. child, parent or
partner) with a disability or a delay in development hindering their activities.

* There were 50% more respondents in this category compared to respondents
who declared that they themselves have a disability orimpairment.

* In this section, the results are only presented when they vary significantly from
the average overall response.

62




Outer circles : All respondents
Inner circles : Carers respondents

Carers — demographics

O

Age

= Less than 30
= 30to 39

= 40to 49

= 50to 59

= 60 and above

= Prefer not to say

Do you have a management role ?

= No team management

= Yes, as senior or middle
manager

= Yes, as deputy head of
unit, head of sector,
team leader or
equivalent

= Prefer not to say

Employment status

= Official
= Contract Agent
= Temporary Agent

= Trainee or Junior
Professional in

Delegation
m External staff (eg

intérimaire, intra-muros)

= Seconded National
Expert

= Prefer not to say

OBSERVATIONS

Respondents who identified as
carers are predominantly in the age
brackets between 40 and 60.

They are more likely than the
average to be  officials, and
managers. However, they are
usually intermediate = managers
(team leader, head of sector...)
rather than middle or senior
managers.

European
Commission




Carers — impact on career and proposals

Have you refrained from a job opportunity?

0.0% 10.0% 20.0% 30.0% 40.0% 50.0% 60.0% 70.0% 80.0%

Yes Carers respondents B All respondents

No

Prefer not to say =

What could your organisation do to support you more?

=

awareness Other (10,4%)

raising/training (1,9%)

recognition of needs
(2,4%) _\
psychological support
(2,7%) |
telework from abroad »

(4,1%)
remove age limit (4,6%)7
simplify procedures and
easier access to info financial
(7,5%) support
(9,7%)

support is already
good (7,5%)

OBSERVATIONS

Almost one in four carers declare that they have
refrained from applying for a career opportunity. This
is 8.9 percentage points higher than the average,
and it makes carers the second largest group of
respondents to answer ‘yes’ to this question, behind
respondents who themselves have a disability.

When asked what support they would like to receive,
carers responding to the survey raised several
points. The European Schools are often considered
not to be adapted to children with special needs.

Another recurring request is to simplify the
procedures to register needs or specific requests.
This concern is shared with respondents with a
disability.



Ethnic and racial origin

727 respondents



Methodology

* This category was defined by self-identification. No precise definition of an
ethnic minority was given. Respondents were first asked if they identified as
belonging to an ethnic minority in their Member State and then given the
option to specify through a free text field.

* In order to facilitate analysis and because of the relatively small numbers of
respondents in each group, respondents who declared themselves as Black,
or of African or Afro-Caribbean descent have been grouped together as
Black. Similarly, respondents who declared themselves as Arab, North African
or from the Magreb have been grouped together as Arab.

« Some of the respondents are grouped as European minorities and
represent those who declared a regional identity or as belonging to a national
minority within another Member State.



Ethnic minorities — self-identification

I 0.8%
0.6%
0.5%

B:3%

\ OBSERVATIONS

Some 7.3% of respondents identified as having

" No (90,7%) " Prefernot tosay (2%) " Black (0.8%) an ethnic minority background. Approximately
Mixed (0,6%) m Arab (0,5%) = European ethnic minority (0,4%) h |f fth h t t f th . .
m Jewish (0,3%) = N/A (0,3%) m South Asian (Indian/Pakistan) (0,2% a O ese C Ose no O SpeCI y ell’ Orlgln
= East Asian (0,2%) = Middle East (0,1%) = |atino (0,1%)
= language minority (0,1%) = Roma (0,1%) Russian (0,1%) ReS pondents from an ethn|C m|nor|ty
oer/notspeclied 527 background are younger than the average of
Intersectional groups respondents. They are more Iikely to identify as
0.0% 10.0% 20.0% 30.0% 40.0% 50.0% 60.0% having a religious affiliation than the average.

LGBTIQ

Disability

30- Ethnic minority respondents European

Commission

—
Affiliated T0 2. |—————————————————
—
—
B All respondents
E——

60+



Employment status = Official

“‘ = Contract Agent
‘\“‘ = Temporary Agent
~\ = Trainee or Junior
Professional in
Delegation
= External staff (eg
intérimaire, intra-
muros)
= Seconded National
Expert
= Prefer not to say

Grade / Category

%

Outer circles : All respondents
Inner circles : Ethnic minority respondents

Place of work

= AD and equivalent, CA
function group IV

= AST and equivalent, CA
function group Il

m AST-SC and equivalent,
CA function group Il
= CA function group |

m Other

m Prefer not to say

= |[n the Commission
(DGs, Services,

Offices)
= |[n the Commission

representation in a

Member State
= |n a delegation

(Commission)

= In the EEAS in
Brussels

(Headquarters)
= |n a delegation

(EEAS)

= |n an executive
agency

= Prefer not to say

Ethnic minorities — demographics

OBSERVATIONS

On average, respondents from an ethnic
minority background are less likely than
the overall average to work in the
Commission (75% against 80% for all
respondents) and more likely to work in
delegations.

They are less likely to be officials than
the average (less than half compared to
63% for all respondents).

NB: staff in delegations employed under
a local contract were not consulted for
this survey, and staff with an external
contract are  significantly  under-
represented among respondents.



Ethnic minorities — perception of diversity

My organisation is diverse in terms of... OBSERVATIONS

racial or ethnic origin (all respondents)
racial or ethnic origin (Ethnic minority respondents)

Respondents from an ethnic  minority
background assess the existing diversity within
their organisation negatively.

religion or belief (all respondents)
religion or belief (Ethnic minority respondents)

disability (all respondents)
disability (Ethnic minority respondents)

sexual orientation (all respondents)
sexual orientation (Ethnic minority respondents)

They are particularly harsh regarding the racial
or ethnic diversity within their organisation: 64%
disagree that their organisation is diverse
compared to 49% for all respondents.

gender (all respondents)
gender (Ethnic minority respondents)

age (all respondents)
age (Ethnic minority respondents)

0

X

10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

My organisation makes efforts to promote diversity of...

Work done by the organisation to promote the
diversity of ethnic and racial origin of staff is
considered insufficient, with 55% of ethnic
minority respondents expressing dissatisfaction
compared to 36% for all respondents.

racial or ethnic origin (all respondents)
racial or ethnic origin (Ethnic minority respondents)

religion or belief (all respondents)
religion or belief (Ethnic minority respondents)

disability (all respondents)
disability (Ethnic minority respondents)

sexual orientation (all respondents)
sexual orientation (Ethnic minority respondents)

gender (all respondents)
gender (Ethnic minority respondents)

age (all respondents)
age (Ethnic minority respondents) E
uropean

Commission

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

H Agree Slightly agree Neutral Slightly disagree B Disagree M Prefer not to say



60.0%

40.0%

20.0%

0.0%

80.0%

60.0%

40.0%

20.0%

0.0%

Ethnic minorities — impact on work

Have you observed or experienced discrimination at work in the
last 5 years?

Ethnic minority respondents B All respondents

Yes Yes and | generally Yes but | generally No, but | know of No Prefer not to say

speak out do not react precise cases

Have you refrained from applying to a job opportunity?

Ethnic minority respondents

H All respondents

No Yes Prefer not to say

OBSERVATIONS

On average, respondents from an ethnic
minority background observe or experience
discrimination more often than the overall
average for respondents (almost 60%,
compared to 43% for all respondents). It is
the second largest group for this question,
just behind persons with disability.

From the free text, this seems partly driven
by perceived discrimination by expatriate
staff towards local staff in delegations.

Almost a quarter of respondents from an
ethnic minority background have refrained
from applying for a career opportunity
(second largest group, behind persons with
disabilities).



Ethnic minorities — impact on image

OBSERVATIONS

Would you recommend your organisation as an employer of choice in

terms of diversity? )
As for most of the other questions,

respondents from an ethnic minority
- background were less positive than the

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Ethnic minority respondents

average in terms of their image of the
organisation: while the outcome remains
generally  positive, 7.0% of these

respondents would not recommend their

M Yes, totally Yes, for some aspects only Notreally M Notatall M Prefernottosay employer at a” (Second hlgheSt grOUp)

Did you consider the equality and inclusion practices of the

organisation before applying? A significant number of respondents did not

o0 o know about the diversity and inclusion
Do Ethnic minority respondents B All respondents . . . .

60.0% practices of their organisation before they

50.0% applied. For those who did know, it played

40.0% in favour of their decision.

30.0%

20.0%
o ] I
0.0% - I

Yes, and it played in  Yes, but it did not play in No, | did not think about No, | did not know about Prefer not to say
favour of my decision  favour of my decision it it
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For any question, comments or remarks on this report, please contact EC-DIVERSITY-AND-INCLUSION-SURVEY@ec.europa.eu
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