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Introduction 

The Employment Equality Act, 1998 will come into operation on October 1999. 

The Act repeals the Anti-Discrimination (Pay) Act, 1974 and the Employment Equality 

Act, 1977. It applies to both public and private sector employments. 

This document attempts to set out the salient provisions of the Act as it relates to health 

service employment. It is intended as a guide in this context only, and does notpurport 

to be a complete or a definitive interpretation of the legislation. 

Purpose of the Act 

The purpose of the Employment Equality Act, 1998 is to promote equality between 

employed persons by making discrimination in employment unlawful on grounds of 

gender, marital status, family status, sexual orientation, religion, age, disability, race and 

membership of the travelling community. It also prohibits harassment based on these 

discriminatory grounds. 

The Act covers the following employment conditions: 

remuneration; 

access to employment; 

conditions of employment; 

training or experience for or in relation to employment; 

promotion or re-grading 

classification of posts. 

These employment conditions are identical to the conditions previously covered in the 

Anti-Discrimination (Pay) Act, 1974 and the Employment Equality Act, 1977. 



It is important to note that the Act does not oblige an employer to recruit or promote an 

individual to a position, to retain an individual in a position, or to provide training or 

experience to an individual in relation to a position, if the person is unwilling, unsuitable 

or unable to perform the duties attached to that position. 

The Act also contains a number of exclusions &om its provisions. The following 

exclusions are of particular relevance to health service employers: 

Requirements for educational, technical or professional qualifications which are 

generally accepted in the State for the post in question will not be deemed to be 

discriminatory; 

Heath Boards may impose certain requirements in respect of residency, citizenship 

and proficiency in the Irish language; 

Exclusions dealing with family status, age and disability. 

The other key provisions of the Act are as follows: 

to allow for positive action measures to promote equal opportunity for men and 

women, in particular to promote the employment of women in categorieslgrades in 

which they have been previously underrepresented; 

to permit positive action for persons over 50, persons with disabilities and members 

of the travelling community; 

to make employers liable for sexual harassment and harassment of employees, not 

just by fellow employees, but also by customers or clients; 

the establishment of a new Employment Equality Authority, in place of the 

Employment Equality Agency, and a new office of Director of Equality 

Investigations; 

the establishment of procedures for the investigation and remedying of various 

matters arising under the Act. 



SUMMARY OF KEY DEFINITIONS 

Discrimination 

Discrimination will be taken to occur where, on any of the grounds covered by the Act, 

one person is treated less favourably than another is, has been or would be treated. The 

discriminatory grounds for the purposes of the Act are as follows: 

(i) that one is a woman and the other is a man (the gender ground) 

(ii) that they are of a different marital status (the marital status ground) 

(iii) that one has family status and the other does not (the family status ground) 

(iv) that they are of different sexual orientation (the sexual orientation ground) 

(v) that one has a different religious belief from the other, or that one has a religious 

belief and the other has not (the religion ground) 

(vi) that they are of different ages (the age ground)* 

(vii) that one is a person with a disability and the other either is not or is a person with a 

different disability (the disability ground) 

(viii) that they are of different race, colour, nationality or ethnic or national origins (the 

ground of race) 

(ix) that one is a member of the travelling community and the other is not (the travelling 

community ground). 

*In relation to the age ground, where a person is under 18 years or has reached 65 

years, then treating that person more favourably or less favourably than another 

(whatever that other person 's age) will not be regarded as discrimination on the age 

ground. 

Marital status 

Marital status means single, married, separated, divorced or widowed. 



Family Status 

Family status means responsibility - 

(a) as a parent or as a person in loco parentis in relation to a person who has not attained 

the age of 18 years, or 

(b) as a parent or the resident primary carer in relation to a person of or over that age with 

a disability which is of such a nature as to give rise to the need for care or support on a . 

continuing, regular or fiequent basis. 

Note: Theprimary carer resides with theperson with the disability. 

Sexual orientation 

Sexual orientation means heterosexual. homosexual or bisexual orientation. 

Religious belief 

Religious belief includes religious background or outlook. 

Disability 

Disability means: 

the total or partial absence of mental or bodily functions, including the absence of a 

part of a person's body, 

the presence in the body of organisms causing, or likely to cause, chronic disease or 

illness, 

the malfunction, malformation or disfigurement of part of a person's body, 

a condition or malfunction which results in a person learning differently fiom a 

person without the condition or malfunction, or 

a condition, illness or disease which affects a person's thought processes, perception 

of reality, emotions or judgment or which results in disturbed behaviour. 

It includes a disability which exists at present, or which previously existed but no longer 

exists, or which may exist in the future or which is imputed to a person. 



(This definition encompasses perceived disability, as well as discrimination against those 

with asymptomatic HIV status. This is because the legislature's intention is to protect as 

wide a group as possible, subject to the important caveat that the disabledperson is fully 

competent and capable to do the job). 

Race 

Race means colour, nationality and ethnic or national origins. 

Sexual Harassment 

Sexual harassment means acts of physical intimacy, requests for sexual favours, or 

conduct including spoken words or gestures or the production, display or circulation of 

written words, pictures or other materials, which the recipient might reasonably regard as 

offensive or humiliating and which are unwelcome. 

Harassment 

Harassment means conduct, based on one of the discriminatory grounds, which is 

unwelcome and offensive or intimidating and which may be in the form of words, 

gestures or the production and display of written words, pictures and/or other materials. 

Vicarious Liability 

Vicarious liability means that an employer is liable for acts of employees done in the 

course of employment, whether or not the acts are done with the employer's knowledge 

or approval. An employer is also liable for acts done by agents (i.e. customers or clients) 

where such acts are done with the authority of the employer. An employer can avoid 

liability for acts of its employees by proving that it took reasonable steps to prevent the 

particular act of discrimination or that type of act generally. 



Remuneration 

Remuneration includes any consideration, whether in cash or in kind, which the 

employee receives, directly or indirectly, from the employer in respect of the employment 

(does not include pension rights). 



The Act does not oblige an employer to recruit or promote an individual to a position, 

to retain an individual in a position, or to provide training or experience to an 

individual in relation to a position, if the person is unwilling, unsuitable or unable to 

perform the duties attached to that position. 

An employer is not obliged to recruit, retain in employment or promote an individual 

if the employer is aware, on the basis of a criminal conviction against the person or 

other reliable information, that the person engages, or has a propensity to engage, in 

any form of sexual behaviour which is unlawll. This provision applies in particular 

where the employment concerned involves access to minors or to other persons who 

are vulnerable. 

A person who has a disability shoud be regarded as fully competent and capable to 

perform a job if s h e  could carry out the job with the assistance of special training or 

facilities. An employer is obliged to do all that is reasonable to accommodate the 

needs of a person who has a disability by providing whatever special treatment or 

facilities which are deemed necessary to enable h i d e r  to undertake the job. 

Employers may avail of state grants or other forms of assistance to provide such 

special treatment or facilities. 

While employers are required to accommodate the needs of persons with disabilities, they 

are not obliged to incur costs, other than a nominal cost'. 

' The term "other than a nominal cost" will probably need to be clarified by case law or other definitive 
interpretations which issue in the future. 
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Exclusions from the gender ground 

0 It is not unlawll for an employer to confine a post to a man or woman where sex is a 

bonafide occupational qualification. This would include where the duties of the post 

involve personal services and it is necessary to have persons of both sexes engaged in 

such duties (e.g. the care of an elderly or incapacitated person in that person's home). 

It is not unlawful to arrange for or provide special beneficial treatment for women in 

connection with pregnancy and maternity (including breastfeeding) or adoption. 

This exclusion means that special benefits conferred on women under maternity leave 

and adoptive leave schemes do not discriminate against male employees. 

Exclusions from non-gender grounds 

General 

The following will not be deemed to be discriminatoly: 

Health Boards may impose certain requirements in respect of residency, citizenship 

and proficiency in the Irish language. 

Requirements for educational, technical or professional qualifications which are 

generally accepted in the State for the post in question. 

Educational and medical institutions run by religious bodies, or by bodies whose 

objectives include the provision of services in an environment which promotes certain 

religious values are allowed to: 

(a) give more favourable treatment on the religion ground to an employee or 

prospective employee over another person in order to maintain the religious ethos 

of the institution; and 

(b) take action to prevent an employee or prospective employee from undermining 

the religious ethos of the institution. 



0 Where the presence or absence of a particular characteristic related to a 

discriminatory ground is an occupational qualification. 

Note: This section does notpermit discrimination on the gender ground 

Family Status 

The following will not be deemed to be discriminatory: 

0 Benefits to an employee in respect of events related to members of the employee's 

family, e.g. time off to attend weddings or funerals. 

Benefits to or in respect of a person as a member of the employee's family, e.g. health 

insurance paid for by the employer for a spouse. Note: This exclusion does not apply 

to the partner of an unmarried employee. 

Benefits to an employee with responsibility as a parent or person in locoparentis to a 

person under 18, or as a carer of a person over that age who is suffering from a 

disability, to assist in the provision of care for that person during working hours, e.g. 

child creche facilities and benefits to employees with eldercare responsibilities. 

Benefits to an employee following a change in hisker marital status. 

Age 

Discrimination on the age ground as between people in the age range 18 to 65 is 

outlawed, with the following exceptions: 

An employer may set an upper age limit for recruitment, which takes account of the 

cost or period of time involved in training for the job and the need for a reasonable 

period of employment in the job prior to retirement. 

An employer may set different retirement ages for different categories of employees. 

Age-related pay scales should be phased out over a three-year period commencing on 

the day the Act comes into operation, i.e. October 1 6 ~ .  

An employer may provide different rates of pay andlor different terms and conditions 

of employment based on relative seniority (or length of service) in a particular post or 

employment. 



Disabilily 

An employer may provide persons with a disability with special treatment or facilities 

to assist or enable them to carry out their duties or to take part in training. 

An employer may pay a person with a disability a lower rate of remuneration if, by 

reason of the disability, the employee is restricted in hisiher capacity to do the same 

amount of work (or to work the same hours) as a person without that disability. 



-- 

Introduction 

Part I11 of the Act deals with gender discrimination (i.e. between men and women) and 

sets out specific provisions as to equality between men and women. Discrimination on 

the gender ground occurs where aperson of one sex is treated less favourably than a 

person of the oppostive sex is, has been or would be treated. The Act prohibits 

discrimination in relation to remuneration and conditions of employment. It also outlaws 

sexual harassment and allows for positive action measures to promote equal opportunity 

for men and women. 

1. Remuneration 

The Act provides that where aperson is employed by the same or an associated 

employer on like work with that of aperson of the opposite sex she  is entitled to the 

same rate of remuneration2. An employer can, however, pay different rates of 

remuneration provided the differences are not based on the sex of the employees or on 

criteria which are indirectly discriminatory. 

The comparator must be employed at the same time as the claimant or during the 

previous or following three years. 

Note: Remuneration includes any consideration, whether in cash or in kind, which the 

employee receives, directly or indirectly, from the employer in respect of the employment 

(does not include pension rights). This mean that remuneration is more than simply the 

basic wage and may include qualification allowances, travel allowances, luncheon 

vouchers, overtimepayments, etc. 

' The wording of this provision is almost identical to the wording contained in the Anti-Discrimination 
(Pay) Act, 1974 except that the comparator need no longer be employed in the "same place" as the 
complainant. 
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(a) Direct Discrimination - Remuneration 

Direct discrimination in relation to remuneration arises where different rates of 

remuneration are paid to male and female employees. 

Discrimination would not normally arise where different rates of remuneration between 

male and female employees are due to one of the following: 

points on an incremental salary scale; 

0 allowances for certain qualifications or location-based allowances (e.g. allowance for 

nurses working in theatre); 

performance-related pay. 

@) Indirect discrimination - Remuneration 

Indirect discrimination in relation to remuneration occurs where a term of a contract or a 

criterion is applied equally to all employees but a substantially higher proportion of 

employees of one sex are disadvantaged by its application compared with those of the 

opposite sex, and the term or criterion cannot be justified by objective factors unrelated 

to the sex of the employees. 

Many claims of indirect discrimination on gender grounds have been based on the 

contention that the requirement to work I11-time in order to qualify for certain 

remunerative benefits indirectly discriminate against women, given that the vast majority 

of those who work part-time or job-share are female due to their domestic and child- 

rearing commitments. 

An example of an equal pay claim which succeeded on these grounds is Hill and 

Stapleton v Revenue Commissions. In this case, the European Court of Justice ruled that 

the practice in the civil service of awarding incremental credit to job-sharers on the basis 

of actual time worked rather than calendar years constituted indirect discrimination 

against female employees, given that the vast majority of job-sharers in the Irish civil 

service are female. Practice with regard to awarding incremental credit to job-sharers in 



the health service has since been reviewed to ensure compliance with the European 

Court's judgment. 

2. Conditions of Employment 

Conditions of employment refer to: 

access to employment; 

conditions of employment; 

training or experience for or in relation to employment; 

promotion or regrading or classification of posts. 

(a) Direct Discrimination - Conditions of Employment 

Direct discrimination in relation to conditions of employment arises where there is a 

different set of rules for employees of one sex than for employees of the opposite sex. 

The following are examples of rules or practices in relation to conditions of employment 

which could be found to constitute direct discrimination on grounds of gender: 

0 a rule prohibiting male employees only &om wearing earrings; 

a practice whereby male employees are given first option on overtime. 

asking female candidates at an interview about their childminding arrangements but 

not asking the same question of male candidates. 

(b) Indirect Discrimination - Conditions of Employment 

Indirect discrimination in relation to conditions of employment occurs where a provision 

is applied equally to all employees or prospective employees but a substantially higher 

proportion of persons of one sex are disadvantaged by its application compared with 

those of the opposite sex, and the provision cannot be justifid by objective factors 

unrelated to sex. 

For example, a decision not to employ a woman because of her pregnancy would 

constitute indirect discrimination on grounds of gender. 



The indirect discrimination provision in respect of conditions of employment also applies 

to marital status and family status, i.e.: 

0 Indirect discrimination occurs where a provision is applied equally to all employees 

or prospective employees but a substantially higher proportion of persons of a 

particular marital status are disadvantaged by its application compared with those of 

a different marital status, and the provision cannot be objectively justified. 

Indirect discrimination occurs where a provision is applied equally to all employees 

or prospective employees but a substantially higher proportion of persons with a 

family status are disadvantaged by its application compared with those without a 

family status (or vice versa), and the provision cannot be objectively justified. 

3. Sexual Harassment 

The Act defines sexual harassment and provides that such harassment constitutes 

discrimination on grounds of gender. Sexual harassment is any sexually offensive, 

humiliating or intimidating action involving physical intimacy, spoken words, gestures or 

the production, display or circulation of written material or pictures, or requests for 

sexual favours. 

The Act also provides that an employer may be held vicariously liable for sexual 

harassment perpetrated by its employees in the course of their employment, whether or 

not the acts are done with the employer's knowledge or approval. An employer is also 

liable for acts of sexual harassment carried out by agents (i.e. customers or clients) where 

such acts are done with the authority of the employer. 

Where proceedings are brought against an employer in respect of an act of sexual 

harassment allegedly carried out by an employee, it is a defence for the employer to 

prove that it took reasonable steps to prevent the employee f?om doing that particular act 

or fiom doing in the course of hidher employment acts of that description. 



Note: This provision reinforces the importance of devising a sexual harassment policy 

and actively promulgating it throughout the organisation to ensure that all staff are 

aware of its contents. Line managers should also be trained in dealing with complaints 

of sexual harassment promptly and fairly. 

4. Positive Action 
The Act allows for positive action measures to promote equal opportunity for men and 

women, in particular by removing existing inequalities which affect women's 

opportunities in the areas of access to employment, vocational training and promotion, 

and working conditions. This provision extends the scope for positive action, in that the 

Employment Equality Act, 1977 only allowed positive action in respect of training and 

encouraging applications from underrepresented groups. This provision is intended to 

allow all forms of positive action, such as targeting and actively encouraging women to 

apply for particular promotional posts. 

Note: Health agencies should develop equal opportunity policies and action plans in 

order to redress any imbalance in those grades or categories where women are 

underrepresented. 



ISCRlMLNATlO OUNDS 

Introduction 

Part IV of the Act deals with discrimination on non-gender grounds and applies to 

persons who are defined by reference to the following characteristics -marital status, 

family status, sexual orientation, religion, age, disability, race and membership of the 

travelling community. 

Discrimination occurs where oneperson is treated less favourably than anotherperson 

is, has been or would be treated, by reason of one of the following: 

they are of a different marital status (the marital status ground) 

one has family status and the other does not (the family status ground) 

they are of different sexual orientation (the sexual orientation ground) 

one has a different religious belief from the other, or that one has a religious belief 

and the other has not (the religion ground) 

they are of different ages (the age ground) 

one is a person with a disability and the other either is not or is a person with a 

different disability (the disability ground) 

they are of different race, colour, nationality or ethnic or national origins (the ground 

of race) 

one is a member of the travelling community and the other is not (the travelling 

communify ground). 

The Act prohibits discrimination in relation to remuneration and conditions of 

employment on any of the above grounds. It also outlaws harassment on any of these 

grounds and allows for positive action measures in respect of persons over 50, persons 

with a disability and members of the travelling community. 



1 Remuneration 

The Act provides that aperson is entitled to the same rate of remuneration as aperson 

with a diflerent characteristic, as defined in the Act, where both are employed on like 

work by the same or an associated employer. An employer may, however, pay different 

rates of remuneration provided the differences are not based on any of the discriminatory 

grounds and are not based on criteria which are indirectly discriminatory. 

The comparator must be employed at the same time as the claimant or during the 

previous or following three years. 

Note: Remuneration includes any consideration, whether in cash or in kind, which the 

employee receives, directly or indirectly, from the employer in respect of the employment 

(does not include pension rights). This mean that remuneration is more than simply the 

basic wage and may include qualification allowances, travel allowances, luncheon 

vouchers, overtimepayments, etc. 

a) Direct Discrimination - Remuneration 

Direct discrimination in relation to remuneration occurs where one person is paid a 

different rate of remuneration than a person with a different characteristic. Examples 

would include: 

Giving non-national employees a lower rate of pay than Irish employees. 

Age-related pay scales. (There is a lead-in period of three years during which such 

age-related scales must bephased-out). 

b) Indirect Discrimination - Remuneration 

Indirect discrimination in relation to remuneration occurs where a term of a contract or a 

criterion is applied equally to all employees but the proportion of employees who can 

fulfil the term or criterion is substantially smaller in the case of those of one category and 

cannot be justified as being a reasonable requirement of the employer's business! 

The standard of justification is whether the requirement can be justified as being "a reasonable 
requirement of the employer's business", rather than the more stringent justification by "objective factors" 
which applies in cases of ind ic t  discrimination on gender grounds. 
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Examples would include: 

The payment of an allowance for a qualification which might be more difficult for 

persons with a particular characteristic (as defined by the Act) to obtain, unless the 

employer can prove that it is reasonable to pay an allowance for this qualification. 

2 Conditions of Employment 

Conditions of employment refer to the following: 

access to employment; 

conditions of employment; 

training or experience for or in relation to employment; 

promotion or re-grading or classification of posts. 

a) Direct Discrimination - Conditions of Employment 

Direct discrimination in relation to conditions of employment occurs where different 

rules or practices apply to persons with a particular characteristic as defined by the Act 

than a person with a different characteristic. Examples of direct discrimination in relation 

to conditions of employment would include: 

a blanket policy of not recruiting persons members of the travelling community to 

certain posts; 

rejecting a person's application for employment on the basis that he is known to be a 

homosexual. 

b) Indirect Discrimination - Conditions of Employment 

Indirect discrimination in relation to conditions of employment occurs where a provision 

is applied equally to all employees or prospective employees but the proportion of 

persons able to comply with the provision is substantially smaller in the case of those 

with one characteristic compared with those without that characteristic and cannot be 

justified as being reasonable in all the circumstances of the c a d .  

The standard of justification is whether the requirement can be justified as being "reasonable in all the 
circumstances of the case", rather than the more stringent justification by "objective facto~~'' which applies 
in cases of indirect discrimination on gender grounds. 



Examples: 

A requirement to have several years' experience in order to be eligible to compete for 

a job could be found to indirectly discriminate against younger people, unless the 

employer can demonstrate that the responsibilities of the job are such that it requires a 

person who has considerable practical experience in the area. 

A requirement to be available to work weekends as part of the normal roster could 

indirectly discriminate against persons of a particular religion. However, this 

requirement would be regarded as being reasonable for most categories of hospital 

staff due to the nature of the service. 

A requirement that candidates for a job must be mobile could indirectly discriminate 

against certain categories of persons with a disability, unless the employer can 

demonstrate that this is a necessary requirement for the job. 

3. Harassment 

In addition to outlawing sexual harassment, the Act provides that harassment on any of 

the non-gender grounds covered by the Act constitutes discrimination. This means that 

an employee who is subjected to harassment because of hisher sexual orientation, 

religion, ethnic background, etc. can seek redress under the Act. 

Harassment is defined as any act or conduct which is offensive, humiliating or 

intimidating on a discriminatory ground, including acts of physical intimacy, spoken 

words, gestures, or the production, display or circulation of written material or pictures. 

The Act also provides that an employer may be held vicariously liable for harassment 

perpetrated by its employees in the course of their employment, whether or not the acts 

are done with the employer's knowledge or approval. An employer is also liable for acts 

of harassment carried out by agents (i.e. customers or clients) where such acts are done 

with the authority of the employer. 

Where proceedings are brought against an employer in respect of an act of harassment 

allegedly carried out by an employee, it is a defence for the employer to prove that it took 



reasonable steps to prevent the employee from doing that particular act or from doing in 

the course of hisher employment acts of that description. 

Note: This provision reinforces the importance of developing an anti- harassment policy 

and actively promulgating it throughout the organisation to ensure that all staff are 

aware of its contents. Line managers should also be trained in dealing with complaints 

of harassment promptly and fairly. 

4. Positive Action 

The Act allows for special measures to facilitate the integration of the following 

categories into employment, by reducing or eliminating the effects of discrimination: 

persons over the age of 50 

persons with a disability 

members of the travelling community 



REMEDIES AND ENFORCEMENT 

A new statutory office of Director of Equality Investigations has been established. The 

Director, together with the equality officers and equality mediation officers assigned to 

histher staff, will operate as the main locus for redress under the Act. 

General 

All claims under the Act (other than those involving dismissal and gender discrimination) 

must be referred in the first instance to the Director of Equality Investigations. The 

Director will investigate each case (except those resolved at mediation) and issue a 

decision. The decision of the Director is binding and enforceable through the Circuit 

Court. There is a right of appeal fiom a decision of the Director to the Labour Court. 

Where a complaint of discrimination has been upheld, the Director may order - 
in an equalpay case: equal pay and arrears in respect of a period not exceeding three 

years preceding the reference of the case; 

in other cases: equal treatment and compensation of up to a maximum of two years' pay 

(or £10,000 where the person was not an employee, e.g. a job applicant). 

In addition, the Director may order an employer to take a specified course of action to 

avoid future discrimination. 

Mediation 

The Director, or an equality officer assigned to the case, may refer the case for mediation, 

if it appears possible to resolve it in that way. A case will not be sent for mediation if 

either party to the claim objects to the case being dealt with in that way. If a claim is sent 

for mediation and is not resolved, the complainant may re-lodge the claim with the 

Director. 



Gender cases 

As an alternative to the redress procedures described above, a person who considers that 

s h e  has been discriminated against on the gender ground may apply directly to the 

Circuit Court for redress. In proceedings of this nature, the Circuit Court may require the 

Director of Equality Investigations to have a report prepared for the Court by an equality 

officer. In such a case, the normal ceiling on awards of the Circuit Court will not apply 

(normally awards may not exceed £30,000) and it may order whatever it deems to be the 

appropriate level of compensation. 

Dismissal cases 

A dismissal case may be referred in the first instance to the Labour Court for a 

determination. The Labour Court may attempt to resolve a case by mediation or refer it 

to the Director of Equality Investigations for mediation by an equality mediation officer. 

A case will not be dealt with by mediation if either party to the claim objects. If the case 

is not resolved by mediation, the equality mediation officer or the Court will issue a 

notice to that effect and the complainant may re-lodge the claim with the Labour Court. 

Following an investigation, the Labour Court will issue its determination. Where 

discrimination is found to have taken place, the Labour Court may order re-instatement or 

re-engagement, with or without compensation, subject to a maximum of two years' pay. 

There is a right of appeal from the Labour Court's determination to the Circuit Court 

The Labour Court may require the Director of Equality Investigations to investigate, 

further investigate or re-investigate any aspect of a case before it. The Court may also 

refer a case back to the Director for a new investigation. 

Right to information 

A person who considers that sthe may have been discriminated against is entitled to 

approach the employer for information. The employer is obliged to give sufficient 

information (other than confidential information) so as to allow the person seeking the 

information to formulate and present a case in an effective manner. If an employer fails 



to give the information sought, the redress authorities may draw inferences as seem 

appropriate. 



The Equality Authority replaces the Employment Equality Agency. The Authority is 

charged with a statutory duty to work towards the elimination of discrimination and the 

promotion of equality of opportunity in employment on the nine discriminatory grounds . 

covered by the Act. 

The Authority is also empowered to develop codes of practice, which will be given 

statutory effect by the Minister for Equality and Law Reform. The new codes of practice 

will be admissible in evidence and taken into account in determining any relevant case. 

The Authority has been assigned new powers in relation to equality reviews and action 

plans. An equality review is an audit of the level of equality of opportunity in 

employment and an examination of the facts relevant to the employment to establish 

whether they support the promotion of equality of opportunity. An equality action plan is 

a programme of actions to be undertaken in employment to further the promotion of 

equality of opportunity. The Authority may invite a particular organisation or sector to 

carry out an equality review and prepare and implement an equality action plan. The 

Authority, if it considers it appropriate, may carry out its own equality review and 

prepare an equality action plan in relation to a particular employment. 




