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Preamble 
In accordance with its terms of reference and as a subordinate body to the Steering Committee on 

Anti-Discrimination, Diversity and Inclusion (CDADI), the Committee of Experts on the Intercultural 

Integration of Migrants (ADI-INT) is instructed to design – among others - a capacity-building 

programme and tools for migrant integration supporting the implementation of Recommendation 

CM/Rec(2022)10 on multilevel policies and governance for intercultural integration (adopted by the 

Council of Europe Committee of Ministers on 6 April 2022). In paragraph 29 of the Appendix, the 

Recommendation states that “[…] institutions and organisations should develop intercultural 

competences and attitudes among their staff, encouraging them to acquire the skills to enable 

constructive exchanges, dialogue and co-design based on shared values and goals […]” (Appendix, 

paragraph 29).  

The need for capacity building on intercultural competence is also addressed in the “Model 

Framework for an intercultural integration strategy for the national level” (adopted by the CDADI in 

December 2021) which states “Encouraging participation also implies providing instruments and 

competence training to public officers who are in more direct contact with a diverse population.”1.  

While providing training on intercultural competence to staff and officials at all levels of government 

helps member states to efficiently implement the Council of Europe intercultural integration model, 

having an interculturally competent staff becomes even more relevant in the current geopolitical, 

sanitary and climate contexts which highlight the importance of strong and sustainable diversity 

management policies to be able to respond to critical situations and emergencies. 

After extensively discussing the features of intercultural competence at its first meeting and noting 

that the process of designing trainings in this field would benefit from specific technical expertise and 

guidance, the ADI-INT decided to produce a “Manual for the design of a training course on intercultural 

competence” (hereafter the Manual) as part of the set of tools that it has been tasked to prepare. 

The training course to be designed based on this Manual should target mainly civil servants of public 

authorities at the national, regional and local levels. The course can be addressed either exclusively at 

those officers working in fields closely related to intercultural integration, or potentially also at those 

working in non-strictly related areas, thus allowing the intercultural principles to be mainstreamed 

into the general policymaking2. In addition, member states are further encouraged to also develop a 

specific shorter training course for directors and high-level officials, so to train those who have a 

decisive role in how the policies and organisational culture of their areas are shaped. 

The structure of the Manual 

The Manual takes inspiration from the work and experience gathered through the Intercultural Cities 

programme in fulfilment of Recommendation CM/Rec(2015)1 on intercultural integration (adopted 

by the Council of Europe Committee of Ministers on 21 January 2015) which states that “ […] measures 

such as those outlined […] foster cohesive and inclusive diverse local communities. Such measures 

                                                           
1 See page 39 of the Model Framework for an intercultural integration strategy for the national level. 
2 Paragraph 12 of the Appendix to CM/Rec(2022)10 states that   Member States should adopt a holistic approach to 

integration by ensuring that public policies in all fields and at all levels, as well as civil society stakeholders, contribute to the 
goal of building inclusive societies. This approach would foster real equality and allow States to benefit from the positive 
potential of the diversity of their populations. Similarly, paragraph 14 states that Intercultural integration policies should not 
be limited to a specific policy sector, but they should transcend all policy areas. All public policies should contribute to the 
integration of people of different socio-cultural backgrounds. 

https://search.coe.int/cm/pages/result_details.aspx?objectid=0900001680a6170e
https://search.coe.int/cm/pages/result_details.aspx?objectid=0900001680a6170e
https://rm.coe.int/prems-093421-gbr-2555-intercultural-integration-strategies-cdadi-web-a/1680a476bd
https://rm.coe.int/prems-093421-gbr-2555-intercultural-integration-strategies-cdadi-web-a/1680a476bd
https://search.coe.int/cm/Pages/result_details.aspx?ObjectID=09000016805c471f
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include […] intercultural competence of local officials and actors […]“. It further adapts the extensive 

set of guidance and materials originally produced for the local level to other levels of governments, 

thus allowing all public authorities to design their own tailor-made training courses with the view to 

acquire the skills and competence necessary to implement the Council of Europe intercultural 

integration model in a coherent and multilevel manner. 

The Manual contains a description of the main features of intercultural competence and of its utility, 

followed by seven concepts that are key for the successful implementation of intercultural integration 

strategies by public authorities. It has two sections for facilitated access: 1) the core principles of the 

Council of Europe intercultural integration model, including information on real equality, valuing 

diversity, meaningful intercultural interaction and active citizenship and participation as well as 2) 

related concepts to the intercultural integration model, with information on prejudice, discrimination 

and inclusive communication.  

Each topic of the Manual includes the following elements, which can be used as such or as inspirational 

sources when designing the training course: 

- Definition: a brief definition of the principle/concept. 

- Longer context: a more in-depth presentation of the topic and context, including references for 

those who wish to learn more about the topic. 

- Examples of model exercises (Appendix 2): model exercises which can be used directly or inspire 

adapted exercises to support the learning. The exercises are designed to be especially useful in 

group settings where the participants can discuss their reflections. 

- Examples of model quizzes (Appendix 3): model quizzes which can be used directly or inspire locally 

adapted quizzes which allow the participants to test their knowledge. The quizzes and feedbacks 

provided are based on the content to be found under the “Definition” and the “Longer context” 

sessions of each concept. 

- References (Appendix 4): each longer definition has a number of references directly referenced in 

the text as well as other inspirational resources which may be interesting. 

In addition, the Manual includes an intercultural glossary for practitioners (Appendix 1) which brings 

together all relevant definitions from across the Manual.  

 

 

NB: This Manual will be professionally formatted for publication after endorsement by the CDADI. The 

Layout will include a clear split of modules and sections, as well as images to support the learning 

content.  It could be also possible to publish it in the form of 2 “brochures”, one containing the four 

core concepts and one for remaining three relevant concepts. This note will be deleted in the endorsed 

version. 
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GETTING STARTED 

1. What is intercultural competence? 

In increasingly diverse societies, intercultural competence is key for public officials and the general 

public alike. The ability to understand each other across all types of barriers and in diverse situations 

is a fundamental prerequisite for making our diverse societies work. Effective intercultural 

competence needs to combine theoretical skills with action, and includes a level of curiosity, interest 

in life-long learning and an ability to cultivate a spirit of openness. 

Intercultural competence refers to the set of knowledge, skills, understanding and attitudes which 

enable both individuals and organisations to act in an interculturally competent manner. Intercultural 

competence is not a single concept, but a wide range of competences, which when put together allow 

for proactive action to ensure an intercultural environment, as well as for interculturally competent 

reactions in the diverse situations we all face daily. It further entails actively seeking meaningful 

intercultural interaction and taking action to fight prejudice, stereotypes, and discrimination. While 

the competence is developed on an individual basis, organising intercultural competence training for 

all the staff within an organisation can lead to an intercultural lens being applied to all activities and 

decision-making, creating interculturally competent organisations and a more inclusive organisational 

culture. 

Intercultural competence encompasses knowledge of intercultural principles and concepts and is 

linked with various fields ranging from anti-discrimination to communication or service design. To be 

effective, the set of competences also include a range of soft skills such as empathy, critical thinking, 

the ability to listen and interact, respect, understanding of one’s own background, influence and 

biases, and many more. Intercultural competence further entails an understanding of the difference 

between individuals and actions, and an ability to react appropriately to actions which do not respect 

the fundamental principles of human rights, without alienating the individual. Intercultural 

competence is therefore a growing skill set and not a one-off event – it is strengthened through daily 

practice and continuous life-long learning.1 

Training courses and tools in intercultural competence ultimately pursue a change of attitudes and 

behaviours, encouraging participants to critically review their basic assumptions, worldviews, cultures 

and knowledge, and to raise awareness about situations other than their own. The objective is 

increased openness through contact with others from different backgrounds. Being interculturally 

competent has been widely recognised as essential for peaceful coexistence in a diverse society. 

Numerous recent policy papers and recommendations of the Council of Europe, such as the White 

Paper on Intercultural Dialogue, the Model Framework for an Intercultural Integration Strategy for the 

National Level , and Recommendation CM/Rec(2022)10 on multilevel policies and governance for 

intercultural integration have underlined its importance.   

Intercultural competence is a way to address the root causes of some of the challenges in societies 

such as misunderstandings across cultural, socio-cultural, ethnic and other lines, including 

discrimination, racism and hate speech. Intercultural competence should be understood as a holistic 

approach combining values, understanding, attitudes and skills, based on the four principles of 

intercultural integration: ensuring equality, valuing diversity, fostering meaningful intercultural 

interaction and promoting active citizenship and participation, as well as the Council of Europe human 

rights framework. 

https://www.coe.int/en/web/portal/home
https://www.coe.int/t/dg4/intercultural/source/white%20paper_final_revised_en.pdf
https://www.coe.int/t/dg4/intercultural/source/white%20paper_final_revised_en.pdf
https://rm.coe.int/prems-093421-gbr-2555-intercultural-integration-strategies-cdadi-web-a/1680a476bd
https://rm.coe.int/prems-093421-gbr-2555-intercultural-integration-strategies-cdadi-web-a/1680a476bd
https://search.coe.int/cm/pages/result_details.aspx?objectid=0900001680a6170e
https://search.coe.int/cm/pages/result_details.aspx?objectid=0900001680a6170e
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Values:  

- Human rights 

- Human dignity 

Understanding of: 

- Oneself and self-reflection 

- Languages and communication 

- The world: culture, cultures, religions 

Attitudes: 

- Openness to cultural otherness and 

other beliefs, views and practices 

- Respect 

- Self-efficacy 

- Tolerance of ambiguity 

Skills: 

- Critical and analytical thinking 

- Listening and observation 

- Linguistics, paralinguistics and 

communicability 

- Empathy 

- Flexibility and adaptability 

Figure 1: The areas of intercultural competence 

2. Why do we need intercultural competence training? 
Our societies are constantly changing and adapting, and it is increasingly important that communities 

and also public authorities and management structures at all levels of government welcome diversity 

and adapt to it.  

A study carried out by the Migration Policy Group on How the intercultural integration approach leads 

to a better quality of life in diverse cities underlines that cities which adopt inclusive integration 

policies show better results on residents' perception of cohesion, confidence in the administration, 

security, quality of services, well-being, good governance and economic growth. Indeed, research has 

also found that inclusive integration policies at the national, regional and institutional levels contribute 

to reduced anti-immigration prejudice among the native population in areas with high levels of 

immigration. 2 

Intercultural integration is both an approach and a process. It implies a way of doing and developing 

public policies that seek to guarantee equality and equity, value diversity, foster meaningful 

intercultural interaction, and promote active citizenship and participation; it involves all areas of the 

administrations and a multilevel governance approach. This logic of internal action requires 

'structural' or institutional elements such as political commitment or the promotion of transversality, 

as well as the development of intercultural competence.  

More particularly, the acquisition and development of intercultural competences is essential for all 

individuals working in public administration, including elected officials, to ensure they can respond to 

the challenges of an increasingly diverse population and are equipped to address relationships and 

communication with people from diverse backgrounds and contexts. To some extent, intercultural 

competence is the precondition for the design and implementation of intercultural strategies and 

policies at the local, regional and national levels, and a critical dimension of the mindset which makes 

the intercultural policy shift possible. It involves skills that allow to promote structural change in 

institutions and address the causes of inequality, discrimination, exclusion, the lack of recognition and 

respect for diversity and the lack of spaces for meaningful intercultural interaction.  

In this sense, intercultural competence helps officials and other stakeholders to: 

https://rm.coe.int/intercultural-to-the-core-how-the-intercultural-cities-index-can-be-be/168076631b
https://rm.coe.int/intercultural-to-the-core-how-the-intercultural-cities-index-can-be-be/168076631b
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- Interact and communicate in a more inclusive way:  

- with the public, in which unequal relationships are recognised and potential conflicts and 

divergences could be better understood and managed; and 

- with colleagues, by managing relations in diverse work environments.  

 

- Build a new, more inclusive narrative about society, by transforming both the internal and external 

discourse of the administration. 

 

- Design, implement and evaluate more inclusive policies to: 

- provide better services adapted to the socio-cultural reality of each territory;  

- foster the potential of diversity; and  

- empower the population to participate in public life.  

These competences will be necessary for each and every phase of the public policy cycle: the diagnosis 

of the context; the design of the policy, its implementation and its subsequent evaluation. 

Advancing in the learning and improvement of intercultural competences also implies knowing which 

limitations and barriers to learning and development exist. Administrators may not always be 

prepared to meet the demands and needs generated by a diverse population and there may be a lack 

of technical and, above all, political training. This may also be impacted by a lack of knowledge about 

the socio-cultural diversity, and, in some instances, also resistance to change at a staff level. This may 

be linked to the notion that topics not directly related to their specific field of work are perceived as 

unnecessary, thus contradicting the cross-cutting nature of the intercultural integration model.  

This phenomenon could be related to a weak political will and a lack of consensus on the 

implementation of integration policies. If the government endorses intercultural integration in the 

development of public policies, it may be easier to demand this responsibility from all public officials. 

At the same time, the lack of socio-cultural heterogeneity in the public administration’s staff affects 

the design of policies and programmes, as heterogeneous teams favour distinct visions of diversity 

and get closer to the reality of the territory. Thus, the homogeneity of some teams may also explain 

why in some instances, there is perception that improving intercultural competence, is not relevant. 

3. How to organise (large-scale) intercultural competence training? 
There is very little research on the development of intercultural competence in public administrations. 

This means that the design of training programmes must take inspiration from other fields such as 

education, leadership theory and psychology while ensuring the intercultural competence training 

responds to the specific needs of policymakers and professionals. 

When organising intercultural competence training, it is therefore important to ensure that it includes 

a rationale as to why such training is important across the organisation and ensuring there is sufficient 

political support to implement it effectively. Before launching the training programme, the organisers 

must further verify that the programme is inclusive, enabling all participants to fully take part in the 

training and maximising the learning outcomes.  

Trainers may therefore wish to address the following: 

- Is the training organised in a manner that allows everyone to take part and fully access 

all content? 
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- Is the trainer prepared to deliver this type of training? 

- Have special conditions or needs of participants been taken into account during the 

preparation? 

It is also important that the training environment contributes to building trust through meaningful 

intercultural interaction. Fostering an environment of mutual trust and sharing, will ideally create a 

culture of openness and a setting for meaningful exchanges. Ensuring that the training course is 

participatory and that all participants are treated as equals, will allow them to have more ownership 

of the learning process, which increases the opportunity for sustained learning. Trainers may 

therefore wish to consider the following: 

 Creating a judgment-free environment: all opinions are valid and important. 

 Validating feelings and experiences, not stereotypes, prejudice, judgments, or opinions. 

 Engaging the participants in interactive and immersive exercises and debates: let the 

participants discover and feel rather than explain what inclusion or exclusion are. 

 Promoting dialogue and mutual listening, ensuring everyone has room to speak if they wish 

to do so. 

 Provoking reflection and self-questioning with open questions and generosity. 

 Using and stimulating the sharing of examples and short stories and avoiding sharing the 

trainer’s opinion or devaluing the participants’ opinions. 

 Avoiding one-on-one debates, ensuring to engage the whole group during discussions. 

Ensuring that the programme corresponds to the real needs of the organisation and of the officials 

engaged in the training process is important to increase the buy-in from the participants. To further 

create sustained action within the organisation, it is important to have the support of the political 

level and leadership, extending the training to these target groups can be beneficial, to encourage 

learning throughout the whole organisation. Training the decision-makers can help reduce negative 

attitudes towards training within the organisation. It is therefore important to clearly state the goals 

of the training and to set out a clear methodology. It may be useful to address the following areas: 

 Survey in advance of the training course: conduct a survey to understand the participants’ 

needs, attitudes and previous knowledge. This survey can also work as an “ex-ante” 

assessment to be compared with a “post-ante” survey to evaluate the impact of the training 

after three to six months. 

 

 Evaluate the impact of the training: impact evaluation is crucial to ensure buy-in from 

leadership and make the business case for continued training development. It can also help 

restructure the training course as needed to ensure maximum impact.  

 

 Optional training may have advantages at the first stage: keep in mind optional training 

courses will attract mostly participants already sensitive to the issue. To reach those who are 

less interested in the topic, it may be useful to adopt a mandatory strategy. If well 

communicated, such a strategy can reduce potential resistance within the organisation. This 

is one of the reasons to invest in a judgment-free environment. 
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 Prepare internal trainers: a train-the-trainer approach will ensure knowledge stays in-house 

and that the training can reproduced later on if needed. With more trainers, it is also possible 

to train more staff in less time. The trainers can also work as internal champions for 

intercultural integration, a mutual support group, or an advisory group to help create and 

develop intercultural plans or even internal diversity and inclusion plans. This can be done for 

internal staff but also for strategic partners. A facilitation guide can also be developed to 

describe best practice and recommendations for delivering intercultural competence training. 

 

 Teams of two trainers are recommended: this enables trainers to better deal with any 

confrontations and sensitive issues. If trainers are delivering online or blended trainings, this 

is also useful to manage the different platforms which may be used to interact with the 

participants during and in between sessions. During in-person sessions, one trainer can 

prepare activities or take notes while the other is talking, etc. Two trainers also have better 

capacity to give each other feedback, reflect together on the training sessions and 

continuously improve their performance. 

 

 Gather suggestions during the sessions: training sessions are excellent opportunities to hear 

and note concerns, suggestions and ideas. These, together with listening to the public, will 

provide useful input for the development of intercultural plans and strategies. 

 

 Choose the most convenient training format for the participants. A mixed option combining 

online and in person training, or independent and in group training (blended learning) can be 

a solution as it gathers the best of two options. 

To ensure the training course is effective and efficient, it is important to consider the various options 

available in terms of training format and spaces, and to mitigate any potential risks and challenges 

which may arise due to the chosen format. 

 

Format Advantages Risks Mitigation 

Fully online 

(independent 

learning or 

group 

sessions) 

Useful for dispersed or busy 
groups. 

Cheaper and less time-
consuming: more 
participants trained in less 
time with less resources. 

More inclusive for 
individuals with certain 
disabilities – adjustment 
also possible depending on 
learning preferences. 

Less inclusive for 
individuals with no or bad 
internet access or no 
access to technology / with 
less IT-skills. 

More distractions. 

Lack of contact with other 
participants, minimising 
meaningful intercultural 
interaction and 
opportunities to meet and 
learn from each other. 

Combine synchronous (online 
interactive sessions with the trainer 
and participants present at the same 
time) and asynchronous (videos to 
watch, tasks to complete, etc.) training 
as a way to provide a full online 
blended learning. 

Promote collaborative group tasks. 

More inclusive for 
individuals with chronic 
illnesses, caregivers, 
individuals living in remote 
areas. 

Feelings of isolation, lack 
comfort expressing 
questions/ doubts. 

 

 

Create online open forums in real-time 
and “how to guides”. 

Offer optional extra synchronous 
sessions or one-on-one meetings for 
questions. 

Allows for autonomy and 
easier adjustments to each 
individual learning rhythm. 

Problems in internet 
connection – participants 

Develop IT-skills in extra lessons. 
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Use of diversified learning 
tools. 

may not be able to fully 
participate. 

Make IT rooms with good internet 
access and local IT staff available to 
support or offer computers or tablets. 

Format Advantages Risks Mitigation 

In-person Better for groups living in 
the same area or groups 
which are easy to bring 
together. 

Time-consuming – may 
lead to more dropout. 

Combine in-person sessions with 
asynchronous sessions (videos to 
watch, tasks to complete, etc.) 
moments – transform it into blended 
learning. 

Plan sessions together with the target 
groups to ensure they are meaningful 
and useful. 

Increased impact on 
meaningful interaction. 

Fewer distractions. 

More expenses for 
organisers and/or 
participants: traveling to 
and from the training: 
food, etc. 

Offer support for travel and meals. 

Possibility to organise visits, 
group activities, etc. 

Can be less inclusive for 
individuals with certain 
disabilities, chronic 
illnesses, caregivers, 
individuals living in remote 
areas, etc. 

Provide sign language or audio 
descriptions; adjust games and 
materials to all participants. 

Ensure the meeting spaces are 
accessible and welcoming for all 
participants. 

More inclusive for groups 
with no internet access, 
computer or IT-skills or 
with lower literacy levels. 

 

 



 

 
 

CORE PRINCIPLES OF THE COUNCIL OF EUROPE INTERCULTURAL 

INTEGRATION MODEL 
Intercultural integration is a policy model based on the ideas and practice of interculturalism as 

outlined in the Council of Europe Committee of Ministers Recommendation CM/Rec(2015)1 on 

intercultural integration and CM/Rec(2022)10 on multilevel policies and governance for intercultural 

integration. The policy model is guided by four main principles: ensuring equality, valuing diversity, 

fostering meaningful intercultural interaction, and promoting active citizenship and participation.  

Thorough theoretical and practical knowledge of these principles form an essential and integral part 

of the intercultural competence toolkit for all policymakers and public officials, and lay the foundation 

for applying the intercultural lens to policymaking. In the following chapters of this Manual these four 

principles will be defined and discussed in detail with accompanying exercises, quizzes and additional 

resources. 

Ensuring equality 

1. Definition 

Equality (in this context) refers to the state of being treated equally, whether before the law, in 
policy or in practice. This includes equal enjoyment of human dignity and fundamental human 

Intercultural

integration 

model

Ensuring equality

• Enjoyment of 
fundamental 
rights, anti-

discrimination 
and equal 
treatment

Valuing diversity

• Recognition of 
value of diversity 
and reciprocity

• Acknowledgment 
of the potential of 

diversity

Fostering meaningful 
interaction

• Mixing and sharing, 
fighting segregation

• Building trust and 
countering 
predjudice

Promoting active 
citizenship and 

paricipation

• Rights and 
responsibilities

• Sense of belonging 
and ownership

• Power sharing

https://search.coe.int/cm/pages/result_details.aspx?objectid=0900001680a6170e
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rights, and equal access to services and opportunities. More broadly, equality of life chances (or 
‘access’) can be distinguished from equality of outcomes, with different political and economic 
philosophies putting differing emphases on each end of this spectrum. Within interculturalism, 
equality is most closely linked to the principles of non-discrimination and inclusion, and there is 
particular attention paid to equity: that is, allocating resources and opportunities to each person, 
according to their circumstances and needs, in order to obtain a more equal outcome.   

2. Longer context 

Equality has a long and venerable basis in human rights law and constitutional law on every continent 

and is referenced in the recent UN Sustainable Development Goals, which urge states to ‘Ensure equal 

opportunity and reduce inequalities of outcome, including by eliminating discriminatory laws, policies 

and practices and promoting appropriate legislation, policies and action in this regard’ (SDG 10.3). 

The Committee of Ministers Recommendation CM/Rec(2022)10 on multilevel policies and governance 

for intercultural integration refers to equality as one of the four core principles of intercultural 

integration. It states that integration policies should result in the equality of treatment and of 

opportunity for all members of society, including through an approach taking into account all forms of 

direct and indirect discrimination3. 

Equality does not mean all individuals are the same. It is instead a way to ensure all actions follow the 

principle of shared humanity. Equality therefore points to a form of similarity that does not exclude 

differences3. Accordingly, recognising the individuality of human beings does not mean treating 

everyone uniformly in every aspect or context but rather doing so where there is a clear moral claim 

to be treated alike4.  

Today there is a widespread belief in expressive individualism or the ideal of authenticity5. At the same 

time, the interdependence of people and their dependence on the community is accepted. In this 

sense, interculturalism recognises the balance or interplay between individuals (to express and realise 

their potential) and groups (to empower and support). Society must therefore not only guarantee 

legal equality, meaning that laws are the same for all (whether to protect or punish), sharing the same 

obligations, and enjoying the same rights6, but also guarantee political equality, meaning all citizens 

(and, in some instances, residents) regardless of characteristics such as ethnicity, class or background, 

can participate in public life and elected positions, and contribute to the making of laws.  

Nevertheless, equality does not necessarily result in equity. For example, a measure that might seem 

fair, like all students having the same amount of time to complete an exam, could also be experienced 

as unequal by a person who needs extra time to compensate for the effects of a health condition.  

The question of how to guarantee equality of treatment (of law, of opportunities, but also of 

recognition) and equal access to resources therefore remains important. A constant and contextual 

evaluation of situations is necessary to guarantee equitable treatment, and decision-makers must 

modulate rights according to people’s situations and needs, with the help of mechanisms which 

concretely allow everyone to exercise their rights7. This is close to John Rawls’ conception of ‘social 

justice’ as ‘the way in which the major social institutions distribute fundamental rights and duties and 

determine the division of advantages from social cooperation’8.  

                                                           
3 See paragraph 17 of the Appendix to CM/Rec(2022)10. 

https://search.coe.int/cm/pages/result_details.aspx?objectid=0900001680a6170e
https://search.coe.int/cm/pages/result_details.aspx?objectid=0900001680a6170e
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2.1 Systemic barriers to equality 

Institutions can create systemic barriers that have serious and long-lasting impacts on the lives of 

those affected. Equality laws will not resolve everything on their own, especially those which are not 

fully enforced because their remedies are difficult for everyone to access. Many laws are also framed 

in terms of victim/perpetrator, which individualises fault and downplays structural causes9. In 

countries like Canada, laws promote the adoption of equity, diversity and inclusion (‘EDI’) 

considerations in order to tackle, among other things, indirect and direct discrimination: for example, 

refusing to offer a job because of the religious beliefs of the candidate (direct discrimination) or the 

absence of affordable childcare services which prevents many women from advancing their careers 

(indirect discrimination). This does not, of course, always prevent discrimination from arising, but it 

provides a framework for assessing the nature of equal treatment. 

It can be difficult for everyone to access different support methods offered by a public administration 

due to unequal levels of knowledge about the programmes themselves as well as of the eligibility 

requirements set by the administration10. This may suggest that information distribution channels are 

often neither clear nor well resourced, or that those who have framed the process have not given 

sufficient thought, at an early enough stage, to accessibility and non-discrimination considerations.  

Similarly, access to civil servant jobs is difficult for some community members because of the cultural 

codes implicit in the job requirements and recruitment processes. Implicit and unconscious bias 

among hiring committee members can also form a barrier. Mandatory intercultural training, and 

equality auditing of recruitment processes, are likely good first steps in these situations. 

2.2 Partnering with other levels of government: the role of regional and local authorities in 

promoting equality 

There has been quantifiable progress toward greater political and social egalitarianism, if not 

economic equality, since at least the end of the eighteenth century. Many elements have played a role 

in this progress, including political struggles, power dynamics, institutions, as well as ideas and 

ideologies. Through their policies and practices, and thanks to greater proximity with the residents, 

regions and cities are important to help guarantee formal equality as well as greater social and 

economic equality (fair distribution of resources) within their jurisdictions. Guaranteeing all 

individuals access to services, but also facilitating the fair distribution of these services, permits those 

who are disadvantaged for various reasons to contribute more fully to society and better enjoy their 

lives. Interculturalism therefore insists on the importance of achieving real equality as one of its pillars, 

in order to prevent discrimination, to adapt services to the local needs of populations, and to realise 

the diversity advantage11. The intercultural integration model also notes that equality ‘enables 

relationships of reciprocity, respect and solidarity between individuals of diverse backgrounds’. It 

suggests that equality principles should be applied to every administration’s own workforce, partners, 

suppliers and consumers/beneficiaries. Such fairness, which takes account of individual strengths, 

needs and circumstances, makes it harder for harmful political narratives which scapegoat particular 

groups, to find fuel. 

Practical learning 

Intercultural competence is a combination of knowledge, skills, attitudes and behaviours. To build 
knowledge and enhance skills, it is important to combine theoretical training with practical 
exercises to ensure the learnings can be effectively applied in real life situations. This practical 
approach to training helps enforce behavioural change and a change in attitudes within the 

https://rm.coe.int/prems-093421-gbr-2555-intercultural-integration-strategies-cdadi-web-a/1680a476bd
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organisation and impacts how the intercultural lens is reflected in the policymaking and service 
provision. It is therefore strongly suggested to combine the theoretical approach in this brief with 
practical exercises to challenge attitudes and reflect on behaviours.  

Model quizzes and exercises for inspiration can be found in Annex 2 and 3 of this Manual.  
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Valuing diversity 

1. Definition 

Diversity (in this context) is a range of human features which make individuals differ from one 
another in various ways, some but not all of which are characteristics protected by human rights 
law. Aspects of identity such as age, sex, gender identity, ethnicity, nationality, sexual orientation, 
mental and physical abilities, social class, education, economic background, religion, work 
experience, language, geographic location, political opinion, or family status, are among the sources 
of diversity. 

Valuing diversity is the idea that diversity can bring benefits for organisations, communities and 
businesses, making societies more resilient and successful, when managed with competence and in 
the spirit of inclusion. This can happen when diversity is considered an asset, to be promoted and 
included in all decision-making processes. Promotion of diversity is not a singular action but 
represents a vision and a philosophy of governance. Further, potential drawbacks and 
disadvantages of mismanaged migration and ineffective integration policies should be noted so to 
underline the need of a proactive approach to diversity management12. 

 

2. Longer context 

Valuing diversity is one of the four core principles of the Council of Europe’s intercultural integration 

model. The Committee of Ministers Recommendation CM/Rec(2022)10 on multilevel policies and 

governance for intercultural integration  states that public policies at all levels should take into account 

the potential of diversity and inclusion in institutions, organisations, living environments and the public 

space (…) and that they should focus on maximising the value of diversity for society as a whole (…). 

The same Recommendation speaks of valorising the diversity of migrant languages as an asset to 

society4 . 

Diversity is indeed an intrinsic feature of human communities, and, if managed in a respectful and 

competent way, it can become a source of resilience, vitality, and innovation. 

Under the individualised approach that is central to the intercultural integration model, the concept 

of diversity is wide, encompassing the full range of identities, such as gender identity, sexual 

orientation, age, disability status, socio-economic status and more. This means that there are as many 

sources of diversity as there are individuals. International law, however, speaks mostly about ‘cultural 

diversity’ rather than other varieties. The notion of cultural diversity is supported by the International 

Covenant on Economic, Social and Cultural Rights and by the Universal Declaration of Human Rights, 

which in Article 27 states that ‘everyone has the right to freely participate in the cultural life of the 

community, to enjoy the arts and to share in scientific advancement and its benefits’.  

The Universal Declaration on Cultural Diversity states that the term ‘cultural diversity’ refers to the 

diverse forms of culture across time and space, and that diversity is represented in the ‘uniqueness 

and plurality of the identities of groups and societies’. The Declaration’s introduction also states that 

cultural diversity should be considered ‘as necessary for humankind as biodiversity is for nature’. This 

Declaration promotes the positive value of cultural diversity, encouraging linguistic diversity, creativity 

and dialogue among cultures, and the possibility for all cultures to have access to the means of self-

expression, including artistic creation and dissemination.  

                                                           
4 See paragraphs 20, 21 and 31 of the Appendix to CM/Rec(2022)10. 

https://search.coe.int/cm/pages/result_details.aspx?objectid=0900001680a6170e
https://search.coe.int/cm/pages/result_details.aspx?objectid=0900001680a6170e
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The successful promotion of diversity in our societies facilitates the process of integration and 

inclusion of migrants and minorities in general, through their active and positive participation in social, 

cultural, economic, and political life.   

The intercultural integration model also recognises the value of diversity for increasing societies’ 

resilience to crises, their dynamism and capacity for progress, and includes actions and resources for 

the preservation of cultural diversity in all its forms.   

2.1 Diversity’s evolution  

Historically in Europe, diversity was first discussed in relation to longstanding communities such as 

Jews or Roma and Travellers, who are protected under Council of Europe and United Nations 

conventions as ‘persons belonging to’ distinct communities. This was overlaid by post-war cross-

border migration and, thanks to the exponential growth of globalisation and global urbanisation, by 

more recent ‘superdiversity’13 or ‘hyperdiversity’, where communities are not so distinct or easy to 

define. In this context, the strength of the intercultural integration model is that it focuses more on 

the individual level than the group. 

According to the International Organisation for Migration14, the number of international migrants 

increased from 153 million in 1990 to 281 million in 2020, bringing major changes to the ethnic 

composition of many societies around the world and impacts on several sectors, including the labour 

market and workplace, educational systems, and urban development. However, migration is not the 

only source of cultural diversity: 7,139 languages, for instance, are currently spoken worldwide15. 

Today, support for diversity focuses on inclusion and meaningful intercultural interaction, with 

solutions adapted to specific cultural contexts and covering a wide range of ‘diversities’. The 

intercultural integration model aims at recognising diversity (of individuals and groups) as an asset for 

personal, social and economic development, and at developing positive actions to preserve and 

promote it. Unlike the ‘multicultural’ approach, which tends to emphasise the peaceful coexistence of 

separate groups, the intercultural integration model focuses on building bridges between diverse 

communities and individuals in order to create the conditions for meaningful intercultural interaction, 

mutual enrichment and inclusivity.  

The UNESCO Global Alliance for Cultural Diversity, the Convention for the Protection and Promotion 

of the Diversity of Cultural Expressions (2005), the EU Platform of Diversity Charters (2017), and 

European Diversity Month (launched on 4 May 2021) are other important initiatives providing policy 

frameworks and concrete actions to promote management of diversity.  

2.2 Valuing diversity through realising the diversity advantage 

The concept of diversity advantage starts from the thesis that diversity is not a threat and, when well-

managed, it can bring enrichment to all sides and in the widest sense. In this sense the benefits of 

diversity are very much intertwined with those of inclusion.   

Realising the diversity advantage is however not automatic. It requires that diversity be accompanied 

by specific inclusion policies and strategies that enable diverse contributions to shape the cultural, 

economic and social fabric, making society truly inclusive and managing conflicts that may threaten 

group and community cohesion.   

Individuals, organisations, businesses, and communities must develop the capacity to listen to diverse 

voices and integrate the perspective of others in the processes of policy development and when 

designing new initiatives, services, and products. Doing so will allow them to unlock potential benefits 



18 
 

and identify potential pitfalls that people of only one background might not have identified. More 

obviously, aspects of diversity such as multilingualism can be valuable socio-economic resources. 

2.3 Some examples of the benefits of diversity  

Several studies have found that ethnic and religious diversity are in fact associated with increased 

economic and social well-being. One study demonstrated that groups with a high level of homogeneity 

are more vulnerable to negative external crises than more diverse groups, since the latter are better 

able to access a wide range of solutions to problems and challenges16.  

Many other studies have analysed the relationship between diversity and business productivity or 

financial performance, showing that there is a direct, positive correlation between them. In one 

study17, it was demonstrated that companies with diverse teams have better results, including an 

operating profit margin up to 12.6% higher than companies with less diverse teams. In another18, 

which focused on venture capital firms, researchers found that diversity significantly improved 

financial performance at the individual portfolio and company level, as well as overall fund returns.  

Findings from such research could be generalised and applied to many other sectors and human 

interactions. The diversity advantage is also visible at the national level, with a consistent positive 

correlation, on balance, between immigration and economic growth. A recent analysis of highly skilled 

occupations in fields such as law, medicine, science, academia, and management19 shows a positive 

relationship between diversity and the value of goods and services produced in the United States since 

1960. There is similar evidence of a ‘diversity dividend’ in Europe20, and also in relation to non-

economic factors such as general well-being21 and safer local neighbourhoods22. 

Researchers similarly find that cities featuring more diverse urban workforces have higher levels of 

wages and productivity, suggesting positive spillovers from urban immigrant diversity. Specifically, a 

large number of immigrant source countries tends to improve the economic well-being of both firms 

and workers.23 

In conclusion, diversity acts as a public good that makes workers more productive and communities 

more resilient by enlarging the pool of knowledge available to them, as well as by fostering 

opportunities for them to cross-pollinate ideas and generate innovations. Similarly, members of the 

Intercultural Cities programme have found that vocal promotion of the concept of diversity 

advantage has contributed to an improvement in social cohesion, particularly with regard to 

neighbourhood relations and openness towards migrants and minorities24. 

2.4 Diversity management 

The concept of ‘diversity management’ is based on the belief that managing diversity is more effective 

(and more cost-effective) than simply ignoring its challenges. Since the 1990s, the concept has been 

used in the field of the labour market and organisational management25. However, it is crucial to 

extend the topic of ‘diversity management’, and its benefits, to other fields, promoting policies and 

actions that value diversity as a resource in public institutions, urban spaces, social and cultural 

activities, as well as political life. For instance, the effective management of diversity in the education 

sector will improve social cohesion and will, in turn, create more competent young citizens equipped 

to contribute to more inclusive societies. 

In addition, effective management of the tensions that may arise from a rapid or unprecedented 

increase in localised diversity is key to avoiding conflict escalation. 

http://klenow.com/HHJK.pdf
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For this reason, this concept should be considered and applied as a comprehensive approach in public 

and private governance and decision-making, including affirmative actions to facilitate group 

participation in numerous sectors. 

Recommendations for managers in every field, to increase representation of diverse characteristics 

within groups in a well-managed way, include: 

- Start early. It is important to encode diversity in an organisation’s or company’s ‘DNA’ at the 

earliest stages; it is far easier to build a diverse organisation from the ground up than to diversify 

a large, complex but homogeneous bureaucracy. 

 

- Recognise that subtle, intentional shifts can create ripple effects. Public procurement can privilege 

companies which are clearly committed to diversity, giving them a competitive boost, for example. 

 

- It is not necessary to explicitly favour a particular group when hiring. Often simple adjustments in 

the selection process can increase diversity. One example is using blind evaluations of prospective 

hires; auditioning musicians behind screens has dramatically increased the percentage of women 

who make the cut for symphony orchestras. 

 

- Diversify beyond the workplace. ‘Homophily’ is the tendency – often a harmless and legitimate 

desire – to interact with people like ourselves. But social interaction across difference tends to 

reduce prejudice and will help increase intercultural competence in the professional and other 

spheres. 

In summary, it is important to be willing to openly recognise and tackle bias: when people choose to 

ignore bias or deny that it exists, they keep seeking out business partners, team members, and 

employees who share their traits, and they miss out on the many quantifiable benefits of diversity. 

Practical learning 

Intercultural competence is a combination of knowledge, skills, attitudes and behaviours. To build 
knowledge and enhance skills, it is important to combine theoretical training with practical 
exercises to ensure the learnings can be effectively applied in real life situations. This practical 
approach to training helps enforce behavioural change and a change in attitudes within the 
organisation and impacts how the intercultural lens is reflected in the policymaking and service 
provision. It is therefore strongly suggested to combine the theoretical approach in this brief with 
practical exercises to challenge attitudes and reflect on behaviours.  

Model quizzes and exercises for inspiration can be found in Annex 2 and 3 of this Manual.  
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Fostering meaningful intercultural interaction 

1. Definition 

Meaningful intercultural interaction is any constructive encounter in a social setting between 
individuals or groups from different cultures and lifestyles in an atmosphere of mutual respect, 
understanding and cooperation. Intercultural policy speaks of ‘meaningful interactions’ between 
different cultural or ethnic groups, which recognise both the differences and similarities between 
such groups/individuals, promote the atmosphere of mutual respect, understanding and 
cooperation, and counter the tendency towards self-segregation. Meaningful intercultural 
interactions are those that take place on equal terms, be they challenging or positive, and which 
should ultimately be fulfilling for all involved, advancing common goals.  

2. Longer context 

The Committee of Ministers Recommendation CM/Rec(2022)10 on multilevel policies and governance 

for intercultural integration contains a whole section devoted to fostering meaningful interaction and 

states that public policies at all levels should seek to create spaces and opportunities for meaningful 

and positive interaction between members of society from a wide range of backgrounds as a 

precondition for building trust and living together, as well as for realising the advantages diversity 

brings. It further encourages public authorities and other organisations to support intercultural 

activities and projects that bring individuals of diverse origins together, build social networks and foster 

reciprocal understanding 5 .  

Based in ‘contact theory’26, the methodology of meaningful intercultural interaction is about creating 

conditions for constructive everyday encounters across not only cultural divides but also other types 

of difference (gender, age, socio-economic, status, etc.). Many studies have provided evidence that 

contact with members of a group considered ‘other’ reduces tendencies to negatively stereotype that 

group. For example, one study27 demonstrated that making friendships with individuals who are part 

of the LGBTI community reduces prejudice relating to sexual orientation or gender identity, while 

another study found that white participants’ friendships with individuals with a Latino or African 

American background reduced their implicit biases toward those groups28.  

Meaningful intercultural interaction, as a form of active intervention by public authorities to 

demarginalise communities (or to prevent marginalisation), is a cornerstone of the intercultural 

integration model. This model advises that sustained and effective effort should be made to bring a 

diversity of residents into contact with one another on a regular basis. Especially when it comes to 

housing, schools, employment, businesses, social services and urban planning, it is ‘critical to promote 

mixing and meaningful intercultural interaction in the public space rather than let segregation happen 

unwittingly through a laissez-faire approach’. Concretely, this means, for example, equal opportunity 

for all children to attend a good local public school, with teachers recruited from diverse groups29, or 

social housing that is not concentrated in stigmatised neighbourhoods30. It also means supporting 

sport, arts and cultural initiatives that consciously aim to maximise meaningful intercultural 

interaction, and processes of co-creation that will unlock the diversity advantage wherever possible. 

Every policy, programme and project can be examined with an eye to whether or not they will foster 

such mixing and trust-building, while wider public (media) communications can amplify local stories 

                                                           
5 See paragraphs 27 and 30 of the Appendix to CM/Rec(2022)10. 

https://search.coe.int/cm/pages/result_details.aspx?objectid=0900001680a6170e
https://search.coe.int/cm/pages/result_details.aspx?objectid=0900001680a6170e
https://rm.coe.int/prems-093421-gbr-2555-intercultural-integration-strategies-cdadi-web-a/1680a476bd
https://rm.coe.int/prems-093421-gbr-2555-intercultural-integration-strategies-cdadi-web-a/1680a476bd
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of constructive interaction. Such an approach builds, as the Model Framework for an Intercultural 

Integration Strategy for the National Level puts it, a ‘shared, not segregated, public sphere’.  

Meaningful intercultural interaction mainly happens at the local level. However regional and national 

policies can play a crucial role in encouraging local policies able to create a healthy environment for 

meaningful intercultural contacts. Cultural events and centres play an especially important role in 

building the common public space, where most intercultural interactions will occur, by encouraging 

people to explore the plurality of identities through the diversity of their heritage, as well as through 

contemporary cultural expressions.  

2.1 Meaningful interaction in practice at the individual or group level  

While meaningful intercultural interaction is about creating conditions for fruitful everyday 

encounters across cultural and other differences, achieving such interaction in diverse societies, mixed 

neighbourhoods, schools, public spaces, organisations, or communities is a challenging task. Without 

conscious and focused measures to build a sense of equality, mutual understanding and collaboration, 

both at the individual and communal level, meaningful intercultural interaction is rarely achievable31.  

Accepted patterns of social behaviour and communication are often referred to as ‘social codes’ or 

‘cultural norms’32. These are ‘rules and standards that are understood by members of a group that 

guide or constrain social behaviours without the force of law’33. They often relate to a perceived social 

pressure to engage or not engage in specific behaviours34 and, while often unspoken or subconscious, 

these norms are highly influential upon interactions with others. 

Intercultural competence entails knowledge of accepted patterns of social behaviour and 

communication of a given individual or group, and a certain mastery in dealing with new, diverse, non-

routine situations, and the mobilisation of people’s attitudes, skills and sentiments in order to achieve 

a meaningful outcome35. All environments have their own accepted patterns of behaviour. 

Intercultural environments and interactions are often complex as they are usually semi-spontaneous, 

characterised by a greater diversity of participants, and the rules of such interactions are often implicit 

or ambiguous. Nevertheless, the better everyone (administrators, residents, newcomers, migrants, 

minorities) understands the environment or the context in which the meaningful intercultural 

interaction occurs, the greater the chances of adapting to achieve a meaningful outcome. Subtle 

elements that play a key role in determining the nature – and often the outcome – of a social interaction 

include: 

 Communication/speech - Explicit or implicit communication, the language/words used, the 

volume of voices, the ways in which messages are conveyed in the context of a given 

situation. 

 Non-verbal behaviour – Use or occupation of space, gestures, facial expressions.  

 Appearance (dress code) – This is a main vector of non-verbal communication. It 

immediately communicates a person's image to others in ways that are culturally 

determined, particularly in relation to social status and gender; and 

 rules of etiquette – What may be polite in one culture may be considered offensive in 

another. 

The mirroring or partial mirroring of an interaction partner’s social codes may convey several and very 

diverse messages, depending on the situation in which they are expressed. They may for instance 

announce openness: ‘I am part of your group’, ‘I am ready to communicate with you according to your 

rules’, ‘I am ready to share something with you’, or ‘I would like to be part of your group’.  

https://rm.coe.int/prems-093421-gbr-2555-intercultural-integration-strategies-cdadi-web-a/1680a476bd
https://rm.coe.int/prems-093421-gbr-2555-intercultural-integration-strategies-cdadi-web-a/1680a476bd
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Inversely, when they are not adapted to a group or environment, they may be perceived as 

‘rejectionist behaviour’, which can be interpreted as: 

 Willingness to impose our own style (‘I do not want to adapt’, ‘I dress the way I want without 

conforming to any dress code’, ‘I do not want to be like you’, etc.). 

 Disrespecting the cultural norms of the interlocutor(s) or believing that it is entirely one 

parties job to adapt to the norms of the other. 

 Seeking to subdue someone through social difference. 

 Imposing judgement without seeking to understand another’s perspective or culture. 

The consequences of such behaviour will manifest socially (victimisation, alienation and isolation, 

exploitation and oppression), or psychologically (emotional suffering, low self-esteem, guilt, fear of 

others, mistrust, suspicion). Interculturally competent individuals, organisations and institutions, shall 

therefore be aware of the dangers of behaviour that may be perceived as rejectionist and seek out 

patterns of conduct to avoid it. 

Adapting to behaviour patterns accepted in a different group from your own does not mean forfeiting 

your identity. It means searching for ways to communicate more meaningfully and more effectively; to 

establish a positive connection with your interlocutor. It involves: 

 Being conscious of your own culturally determined behaviour patterns and social codes as 

much as knowing those of the people with whom you may be interacting. 

 Paying respect to your interlocutor regardless of their social status. 

 Adapting your behaviour in a way that facilitates communication. 

 Considering adjustments (e.g., of dress) with which you feel comfortable, but which also 

signal respect towards your interlocutor’s culture. 

The goal is to share information, identify common ground, exchange signs of mutual understanding and 

find ways to obtain a meaningful outcome for all involved.  

Accommodation is a two-way street. To meaningfully interact, effort has to be made by everyone 

involved. In the local environment, this means that all actors involved in an intercultural interaction – 

administrators, public servants, minority and majority population representatives, migrants, 

newcomers – have to make this effort in order to create an inclusive and cohesive community. At the 

same time, individuals coming into a group, may have to make a greater effort to understand certain 

norms and values of the group. The role of the group, meanwhile, is to help the newcomer integrate 

and feel at ease. Therefore, it is natural for newcomers to be accompanied in this process, perhaps 

receiving relevant advice, guidance, explanations, clarifications of the norms and appropriate 

assistance. A good example of such accompanying is the ‘Welcome Policy’ that the member cities of 

the Council of Europe's Intercultural Cities programme implement in pursuing their intercultural 

model to immigrant and refugee integration.  

Practical learning 

Intercultural competence is a combination of knowledge, skills, attitudes and behaviours. To build 
knowledge and enhance skills, it is important to combine theoretical training with practical 
exercises to ensure the learnings can be effectively applied in real life situations. This practical 
approach to training helps enforce behavioural change and a change in attitudes within the 
organisation and impacts how the intercultural lens is reflected in the policymaking and service 
provision. It is therefore strongly suggested to combine the theoretical approach in this brief with 
practical exercises to challenge attitudes and reflect on behaviours.  

https://rm.coe.int/-facilitators-guide-eng/1680a1b533
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Model quizzes and exercises for inspiration can be found in Annex 2 and 3 of this Manual.



   
 

 
 

Promoting active citizenship and participation 

1. Definition 

Active citizenship and participation occur when stakeholders (all individuals, including foreign 
residents where appropriate) have the right, the means, the space, the opportunity and the support 
to freely express their opinions and influence decision-making on matters that affect them. In some 
situations, participation may mean those who are directly affected taking the lead and driving the 
process. Intercultural participation requires an equal and respectful basis, in which everyone feels 
heard, and involves tackling obstacles that may hinder certain stakeholders’ active participation. 

2. Longer context  

The intercultural model places great importance on promoting spaces and opportunities for 

meaningful intercultural interaction, participation and intercultural dialogue.  

Recommendation CM/Rec(2022)10 on multilevel policies and governance for intercultural integration 

which reaffirms that meaningful economic, social, cultural and, where appropriate, political 

participation by all members of society, including migrants and persons with a migrant background, 

should be encouraged and supported, with special efforts made to empower marginalised, socially 

excluded and vulnerable people6. 

Participation is understood not only as the exercise of the right to vote, but also as actions of advocacy, 

deliberation, co-production and monitoring of policies by the citizenry. The Model Framework for an 

Intercultural Integration Strategy for the National Level indeed specifies that voting rights alone do 

not guarantee active citizenship and participation for foreign residents, and that alternative forms of 

participation to enable them to at least contribute to local level policies should be explored.  

Participation implies power-sharing. It means 

involving people of diverse origins and 

characteristics in the decision-making in 

institutions, be they political, educational, 

social, economic or cultural. As Sherry Arnstein's 

‘ladder of participation’ (image on the left) 

indicates, participatory policies allow for varying 

degrees of participation: from mere information 

or even manipulation, to a real ceding of power 

to residents. The degree of participation that is 

allowed is not only decisive for the relevance of 

a participatory process, but also for its potential 

to foster meaningful intercultural interaction 

within the citizenry; if participants can only 

answer ‘yes’ or ‘no’ in a questionnaire, there is 

no room for sharing arguments and 

perspectives, getting to know the ‘other’ and 

breaking down stereotypes and prejudices. 

However, less intensive participatory processes 

such as consultations can also be useful to 

                                                           
6 See paragraph 32 of the Appendix to CM/Rec(2022)10. 

https://search.coe.int/cm/pages/result_details.aspx?objectid=0900001680a6170e
https://rm.coe.int/prems-093421-gbr-2555-intercultural-integration-strategies-cdadi-web-a/1680a476bd
https://rm.coe.int/prems-093421-gbr-2555-intercultural-integration-strategies-cdadi-web-a/1680a476bd
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gradually start engaging and empowering groups that may not think public policy decision-making is 

a space for them. While digital technology’s newer forms of consultation and participation (e.g., social 

networks, online community forums, petitioning and crowdsourcing) certainly expand the quantity of 

participation, they sometimes risk reducing the quality of civic engagement. The key point is that any 

level of participation should be consequential; if people do not feel that their contribution has the 

potential to really influence the process then they will become demotivated and cynical about 

participation.  

From a human rights perspective, there is a need to pro-actively facilitate the participation of 

individuals or groups who have been traditionally excluded or whose voices do not have sufficient 

space in the public sphere. Intercultural participation means that all stakeholders have the right to 

participate, even if they decide not to exercise this right. Consequently, being a migrant or belonging 

to a minority should not in itself imply any barrier to participation, and the whole process must be 

non-discriminatory.  

Participation should not be limited to one part of the policy cycle (such as policy formulation) but 

should ideally be applied throughout the different phases of policy development, implementation and 

evaluation. Moreover, a truly intercultural society works to apply intercultural participation in all the 

areas of public intervention, from urban planning to culture, education to policing. 

The Council of Europe has long been concerned with promoting participation as an element of building 

higher quality democracy. Addressing the state level, the Committee of Ministers adopted a set of 

Guidelines for civil participation in political decision-making pointing out that collaboration in a 

decision-making process reinforces the strength of the institution and leads to a better quality of 

decision. In 2018, they adopted a far-reaching Recommendation CM/Rec(2018)4 to member states on 

the participation of citizens in local public life which includes principles of local democratic 

participation policy (Appendix A) as well as steps and measures to encourage and reinforce the 

participation of citizens in local public life (Appendix B). The Recommendation explicitly includes 

foreign residents within the definition of citizen, where this is appropriate.  

Other international bodies have likewise expressed the importance of full, diverse and meaningful 

participation at the local level – see, for example, The European Charter for the Safeguarding of 

Human Rights in the City and the Global Charter-Agenda for Human Rights in the City of United Cities 

and Local Governments with more than 400 signatory cities. In Article 4 of the Charter, cities commit 

to adopt active policies to support the population in vulnerable situations, guaranteeing each person 

the right to citizenship and participation. Through Article 8, on the right to political participation, the 

Charter recognises that cities must promote the extension of the right to vote and to stand for election 

at the municipal level to all non-national citizens of legal age after a period of two years of residence 

in the city. 

The New Urban Agenda of the United Nations Habitat III Programme calls on cities to encourage 

participation, generate a sense of belonging and ownership among all their inhabitants, as well as to 

create public spaces that contribute to improving political participation. In line with the intercultural 

model, the agenda commits to the promotion of respect for diversity and equality as key elements of 

the humanisation of cities as well as the establishment of institutional, political, legal and financial 

mechanisms to broaden inclusive platforms for meaningful participation in decision-making, planning 

and universal monitoring processes. 

https://www.coe.int/en/web/civil-society/guidelines
https://search.coe.int/cm/pages/result_details.aspx?objectid=09000016807954c3
https://search.coe.int/cm/pages/result_details.aspx?objectid=09000016807954c3
https://uclg-cisdp.org/en/news/european-charter-safeguarding-human-rights-city
https://uclg-cisdp.org/en/news/european-charter-safeguarding-human-rights-city
https://www.uclg-cisdp.org/sites/default/files/UCLG_Global_Charter_Agenda_HR_City_0.pdf
https://www.uclg-cisdp.org/sites/default/files/UCLG_Global_Charter_Agenda_HR_City_0.pdf
https://habitat3.org/the-new-urban-agenda/
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2.1 Why we need active citizenship and participation? 

Commitment to an intercultural mode of participation is necessary to ensure that everyone has the 

knowledge, confidence and opportunity to participate. Consider the following arguments when 

making the case for an inclusive and diverse participation: 

- Representativeness: Participation (from elections to less formalised processes) is a mechanism to 

guarantee representation. However, if certain groups are systematically under-represented, so-

called participation can become an additional instrument of exclusion and a threat to democracy.  

 

- Accommodating diversity: The concept of ‘superdiversity’36 teaches us that we should no longer 

think about how to ‘integrate’ migrants, but rather how to organise participation in a society to 

reflect its diversity. Socio-cultural diversity goes well beyond migration (elderly people, religious 

minorities, people with disabilities, people belonging to a minority ethnic group, people with non-

normative sexual orientations, etc). 

 

- Improving effectiveness: Considering the needs of the population will make public services more 

effective and cost efficient. When organising a participatory process, if the results do not consider 

the needs of an important part of the population, resources would be allocated to partial solutions. 

By increasing the support behind public policies, their credibility and sustainability increase as well.  

 

- Fostering meaningful intercultural interaction: A participatory process that manages to involve all 

types of people in problem identification and decision-making will not only produce more inclusive 

results, creating spaces and services for all, but will also encourage meaningful intercultural 

interaction and show people they can work together in meaningful, constructive ways. An ideal 

participatory process resembles a deliberative process – that is, a thought-provoking dialogue about 

preferences, values, and interests in a non-coercive way between different groups and individuals37. 

Within a deliberative model, a decision is made based on the best arguments rather than power, 

and the exchange of arguments also leads to a better understanding of the other's perspective. 

Furthermore, this effect is reinforced by the ‘contact hypothesis’, according to which interaction 

between people from different backgrounds helps to combat stereotypes and foster a common 

identity, as long as the participants are on equal footing and are solving a common problem38.  

 

- Empowerment: Participatory processes are a laboratory of democracy where we learn to express 

opinions and ideas, accept other people's opinions, and reach compromises, adhering to 

communicative and democratic ‘rules of the game’. They can become a tool for the empowerment 

of people who are under-represented or without any direct political spokesperson in institutions.  

 

- Building trust: Participation can establish or strengthen the links between the public administration 

and different groups that feel neither represented nor heard, building bonds of trust and mutual 

understanding that are then useful in future, especially during crises. 

2.2 Partnering with other levels of government: the role of regional and local authorities in 

fostering active citizenship and participation 

The objective of policies promoting active citizenship and participation should be that of creating 

societies where a diverse range of people have the rights, skills, knowledge, confidence and 

opportunities to participate, but also where public authorities are open and welcoming of diverse 

participation. It is the duty of governments at all levels to provide the means needed to make channels 
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open, transparent and accessible, in order to favour participation and maximise the diversity of 

participants. 

However, when national policies do not, or cannot, offer effective tools to address civic inclusion of 

foreign citizens, there is much that a regional or local authority can do to influence the way in which 

diverse groups interact and co-operate around the allocation of power and resources. Most cities have 

established consultative bodies of foreign residents where these councils or committees have an 

advisory role. Practice shows that such committees are impactful when those involved believe the 

process will actually affect their everyday lives, and when they can take the initiative to actively 

express opinions, rather than waiting to be consulted on pre-determined issues. Ideally, an 

appropriate budget as well as logistical support should be provided by the relevant public authority.   

When it comes to newcomers, nationality and voting rights clearly do not guarantee their participation 

in political life. Further, not all have the same opportunity or wish to obtain the nationality of their 

country of residence. Therefore, states and governments at all levels need to test alternative and 

innovative forms of participation that can enable non-citizens to be involved in shaping their 

communities, such as deliberative forums, roundtables for co-creation, co-implementation and co-

evaluation of local policies, and participatory budgeting, arts and education. Such participation by 

individuals, and via non-governmental organisations, is essential to match the complexity of 

superdiversity. 

Crucial questions include how an authority can plan for more comprehensive and meaningful 

participation? And what does it take to increase foreign citizens’ political and social participation? One 

answer is further exploring the range of alternative participatory mechanisms – for instance, by 

establishing standards on the representation of people from diverse socio-cultural backgrounds (i.e. 

ruling bodies of trade unions, school boards, joint ventures with the private sector and non-

governmental sector, etc.) or by involving people from diverse socio-cultural backgrounds in the 

participation spaces (sectoral or thematic councils, district and neighbourhood districts, citizens’ 

juries, etc.). Moreover, authorities can facilitate the intercultural model in more informal spaces for 

participation, particularly local facilities such as civic or neighbourhood centres that are meeting 

points and places for dialogue between residents. To do this, cities must identify and work with leading 

figures from different groups.  

One of the challenges that authorities encounter is the difficulty of monitoring the participation of 

residents with diverse socio-cultural backgrounds in the decision-making process. The collection of 

data is costly and not always allowed by legislation. Other barriers relate to the institution itself: for 

example, it is essential to build the capacity for intercultural participation and co-creation not only in 

the departments that work with diversity or participation issues, but within the whole public staff, 

including its highest decision-makers.  

2.3 Designing an intercultural participatory process 

Key elements that need to be taken into account when designing a participatory process from an 

intercultural perspective include: 

 

 



28 
 

  

 

 

 

 

 

 

 

Launch: All policy innovation needs an internal or external motivation in the form of a challenge or 

need that arises or is identified by the population, organisations or the authority itself. Public 

authorities must be encouraged to listen to and understand new challenges raised by the general 

population. 

Does the authority collect and analyse data that enables it to identify emerging 

challenges faced by the public in a participatory way? 

Does the authority have links with organisations representing migrants, minorities, 

religious groups, etc. in order to identify needs or challenges as soon as they arise? 

Is local civil society able to identify and communicate its participation challenges? 

Does the authority regularly conduct ‘participatory assessments’ of its processes? 

Leadership and commitment: These are important in linking the momentum of a participation process 

with the design and implementation of the process. This commitment has to be reflected in the 

allocation of resources and the implementation of concrete measures. 

Is there a formal commitment from the authority to promote greater participation? 

Does the authority mainstream the gender perspective? 

Is there recognition that people from diverse socio-cultural backgrounds have a 

right to participate, in some cases regardless of whether they are citizens or 

permanent residents? 

Have politicians expressed willingness to make a specific effort to ensure that 

everyone can participate? 

Have resources (staff, budget) been identified to increase participation in an 

inclusive manner? 

Launch
Leadership & 
commitment

Identify & 
understand 

target groups

Participatory 
tools

Communication 
channels

Objectives Evaluation
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Has there been a formal commitment to back feedback with full transparency? 

Identify and understand target groups: To encourage the participation of particular groups, we must 

first gather information about the circumstances and analyse the obstacles (linguistic, informational, 

cultural, economic, etc.) that hinder participation. Authorities need a proactive attitude, seeking 

contact with each specific group through facilitators or representatives and going to the 

neighbourhoods or specific places where the target groups meet, for example. 

Although very challenging to carry out, quantification of diversification can be useful as an indicator 

of success; however, the lack of quantifiable data is no excuse for failing to seek gender balance and 

more balanced representation of profiles, inclusive of those who are affected but not normally 

involved in the processes. A concern expressed by many authorities is avoiding a situation where a 

few voices from a particular group fail to represent the whole group. That is why an approach based 

on intersectionality and target diversity should be followed even within each identity group. Instead 

of searching for ‘representatives’ of minority communities when in reality these communities are very 

diverse, it is more useful to go for wide participation and consider the diversity of views that may be 

put forward than to look for a unified response. Authorities should ask themselves:   

Have we identified who does not usually participate and should? 

Why do they not participate? What evidence do we have of this? 

What sources of information exist about those who do not participate? 

Where and how can initial contact be made in a positive way? 

Are there already established links with representatives of these groups and do 

these links help or hinder intersectional diversity? 

Objectives: Defining objectives is a crucial step in shaping the commitment to participation. It is about 

defining the interest and relevance (but also the limits) of a participatory process in a specific, 

achievable, measurable, relevant, and time-bound (that is, ‘SMART’) way. 

Large-scale and representative participation cannot be expected to succeed unless there is something 

relevant to those invited at stake. Deciding on interventions in the immediate space that affect the 

living environment of residents, such as neighbourhood services or schools, are examples of objectives 

where relevance is easily understood. 

The power transferred to the public may be a good indicator of the relevance of a participatory 

process, but not always. If one objective is to achieve inclusive and diverse participation, or to create 

spaces for meaningful intercultural interaction, it may be necessary to lower expectations about the 

intensity of participation because not everyone has the same resources to get involved. What is 

important is that objectives are clearly and transparently defined. In addition, it is important that the 
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decision-making spaces (where the objectives of participation are defined) are also representative of 

diversity. 

Is the purpose of the participatory process clearly defined? 

Are the objectives relevant to the whole population or at least relevant to the target groups? 

Is there a mechanism for individuals to define their own objectives or question the official 

objective? 

Is significant decision-making power transferred to make participation worthwhile? 

Has expectation management been considered? 

Communication channels: The main idea is to use several channels simultaneously to reach a more 

diverse population. Incorporating media from communities of diverse origins and backgrounds, and 

communicating in minority languages, can be crucial. Face-to-face communication is a conventional 

but often successful ‘channel’. Being present in places related to the objective of the participatory 

process (at the school exit when trying to reach parents; in public transport when planning its 

improvement, etc.) can be helpful for certain methodologies. Finally, the level of transparency and the 

quality of communication throughout the process will significantly impact people’s willingness to 

contribute. 

Are the objectives and their relevance communicated clearly and briefly, in ordinary words that 

are not too abstract? 

Has the message been adapted to different audiences? 

Are diverse channels of communication beings utilised? 

Are there any non-traditional methods of outreach by which to engage people? 

Are other languages needed to reach all the people you want to involve? 

Participatory tools: It is important to find an open, accessible, and unintimidating design for the 

process, and to plan the support (including linguistic) offered to different profiles of people. For all 

levels of participation, it is important to consider where and when the process will take place. It is also 

important to plan realistically for different levels of willingness to engage, and to provide 

opportunities for those who wish to participate but who do not dare to enter public discussions. 
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The design of participation processes makes us aware of the fact that we are confronted with 

conflicting objectives: to enable people to make complex and meaningful decisions, and, at the same 

time, to involve as many people as possible. It is not a question of gathering the diversity of the 

citizenry just for the sake of it, but to seek out the variety of voices and perspectives that exist in the 

territory and that need to be heard. Designing a participation process in such a way as to achieve a 

good balance between these two objectives is a significant challenge. Officials assuming roles as 

facilitators rather than coordinators can often be helpful in creating a basis of greater equality and 

helping participants feel that they own the process. 

The logistics also need to be considered with intercultural sensitivity. This may mean holding events 

at times which are convenient for the participants rather than the officials, the choice of a venue in 

the community or in a public authority building, the availability of culturally appropriate refreshments 

and places/times for prayer, and recognition of specific needs such as free childcare arrangements. 

Do the tools, spaces and methods of participation reflect, suit, and welcome all? 

Are the venues chosen for participatory processes inviting? 

Are there welcoming processes with information and training for new participants? 

Does the team of people who are facilitating the participatory process include people whose 

profile corresponds to those we want to attract to participate? 

Are there barriers (language, location, time, transport, childcare, food, incentives, power 

dynamics, etc.) that need to be considered throughout the process? 

Are the support systems related to the process advertised and accessible to all, or are they 

over-complicated to access? 

Are there multiple ways to contribute with feedback and opinions? 

Are there different levels of involvement on offer? 

Is a real deliberative process and exchange of positions going to be possible? 

Evaluation: Evaluation and feedback processes should be as inclusive as the participation in decision-

making itself. For this purpose, diverse channels of communication and the network of actors that has 

been created during the process have to be re-utilised. At the same time, it is the beginning of a new 

cycle of participation, as conclusions are drawn about the extent to which participation objectives 

have been met, what has worked and what has not, and how participation can be improved in future. 

To what extent have the objectives of the participatory process been achieved?  



32 
 

To what extent have the objectives regarding diversity of participation been achieved? 

What conclusions can we draw from the strengths and weaknesses of the participatory process, 

to improve it next time? 

Have events and communication channels been planned to feed back the results of the 

participatory process and ensure that they reach everyone? 

Finally, in The Intercultural City Step by Step a number of principles that guide effective approaches 

are offered to the public authorities at the local level. The following recommendations from the 

manual may be useful for all levels of government: 

 

- Recognition that there may, in minority communities, be a perceived history of ineffective 
consultation and scepticism about the changes that can result from such consultation. Often this is 
best confronted frankly at the outset. 

- Results should include not only what has been agreed but also where there is disagreement, or areas 
that require further work to achieve resolution.  

The same guide also emphasises that participatory processes are, by their nature, uncertain. 

Organisers, and those who promise implementation, need to be prepared for this.  

Practical learning 

Intercultural competence is a combination of knowledge, skills, attitudes and behaviours. To build 
knowledge and enhance skills, it is important to combine theoretical training with practical 
exercises to ensure the learnings can be effectively applied in real life situations. This practical 
approach to training helps enforce behavioural change and a change in attitudes within the 
organisation and impacts how the intercultural lens is reflected in the policymaking and service 
provision. It is therefore strongly suggested to combine the theoretical approach in this brief with 
practical exercises to challenge attitudes and reflect on behaviours.  

Model quizzes and exercises for inspiration can be found in Annex 2 and 3 of this Manual.

https://rm.coe.int/the-intercultural-city-step-by-step-practical-guide-for-applying-the-u/168048da42


   
 

 
 

RELATED CONCEPTS TO THE INTERCULTURAL INTEGRATION MODEL 
The intercultural integration model and intercultural competence are closely linked with a number of 

concepts and principles within the human rights and equality fields that can strongly support 

contextual understanding and strengthen both the knowledge and skill base of practitioners. 

These related concepts are defined and discussed below, together with proposed exercises, quizzes 

and additional resources. 
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Prejudice 

1. Definition 

Prejudices (in this context) are preconceived attitudes towards a group or its members, untested 
and therefore unjustified by evidence. While there are both positive or negative biases, the term 
‘prejudice’ has a generally negative connotation, since prejudices do harm and injury. Very often 
they are closely related to a sense of belonging (or not) to groups and the roles individuals are 
supposed to have within them, thus altering the ability of the target group to self-identification. 
They are associated with emotions such as dislike, mistrust, fear, or even hatred. They do not allow 
us to see others as individuals, nor to recognise diversity among the members of a stereotyped 
group.   

2. Longer context 

There are many lines of research on the origins, nature and consequences of prejudices. According to 

current theories in social psychology, for example, our attitudes towards out-group members can be 

determined by three factors: the cognitive, which implies a belief (stereotypes); the affective, which 

involves emotions and feelings (prejudices); and the social or behavioural, implying concrete actions 

(discrimination)39. 

 

Stereotypes are therefore the beliefs that we hold about the characteristics of a specific group, 

especially those characteristics that differentiate them from other groups. In addition to their 

cognitive components, our attitudes are based on our emotional responses to social groups. Emotion 

and cognition represent different components of the same underlying attitudes, and stereotypes are 

in part rationalisations for our prejudices. 

Social categorisation is at the root of both stereotypes and prejudices. It is a natural cognitive process 

that occurs spontaneously in everyday life and by which we place individuals into social groups. 

Despite the fact that labelling people makes life easier, as it simplifies a complex reality, it can distort 

perceptions and create biases. We tend to exaggerate the differences between groups, and we also 

stress similarities within other groups much more than within our own. This is called ‘out-group 

homogenisation’. People are more critical of the performance of out-group members, and less likely 

to talk about out-group members as individuals. Inversely, we tend to respond more positively to 

people from our own in-group (‘in-group favouritism’), associating them with positive traits and 

considering any negative behaviour as an exception40. 

Stereotypes are problematic because they are (primarily) negative, inaccurate, and unfair. Although 

they sometimes have an empirical basis, stereotypes are generalisations that do not hold true for 

every person in the group, which makes them unfair and limiting.  

2.1 Context matters 

Stereotypes and prejudices are social norms, meaning that people hold and express them once they 

see them as appropriate within their social context. It is the social context that determines the 

categories that are considered relevant, and especially those which some components of society may 

Stereotype

Cognitive (beliefs)

Prejudice

Affective (emotions)

Discrimination

Behaviour (actions)
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consider negative or threatening. This means that any analysis of prejudice must begin with an analysis 

of the historical, cultural, political and social context within which it arises.  

More broadly, the social identity approach to intergroup relations holds that people are sensitive to 

differences in status between groups and that they try to sustain a positive in-group identity by 

achieving a distinctive and respected position for their in-groups. Being a member of a group with a 

positive image gives us a positive feeling of self-esteem. On the contrary, we tend to stigmatise and 

avoid those we perceive as different from us, because we consider them as less suitable for social 

exchange or as a threat. Members of low social status groups also tend to show less in-group 

favouritism.41  

Therefore, social inequalities can create prejudices among members of different groups, and these 

prejudices are simultaneously used to justify those inequalities. Legislation and the provision of free 

public services and resources are used in redressing such structural inequalities, however on their own 

they cannot deal with deep-rooted social attitudes.  

Moreover, prejudice is not a static phenomenon, as new social categorisations continuously arise and 

are amplified by the use of social media. Consequently, the targets of prejudice may change faster 

than legislation.  

2.2 Why stereotypes and prejudices matter 

Populist, demagogic, and simplistic discourses reinforce stereotypes and prejudices about particular 

groups. Such discourses create barriers between ‘us’ and ‘them’ – usually defined in ethnic, national, 

cultural, economic, or religious terms – and ‘they’ (the ‘others’) are often held responsible for 

economic and social problems, contrary to factual evidence. 

Other problems with stereotypes and prejudices are that people belonging to stigmatised groups can 

internalise and accept those beliefs; they may suffer from a lack of self-esteem as a result, which not 

only limits their own fulfilment but prevents society from benefiting from their potential through the 

diversity advantage. Furthermore, individuals who see that they are the victims of prejudice and 

discrimination may avoid or distrust members of the dominant group. It is therefore obvious that 

prejudices create mental barriers that hinder meaningful intercultural interaction and prevent us from 

empowering and maximising the talents, skills, and capabilities of all.  

Discrimination, the product of prejudice, prevents people from becoming active citizens and, in many 

situations, from accessing work, health services, education or accommodation. It also has negative 

effects on the physical and mental health of those who experience it.  

2.3 Reducing stereotyping and prejudice 

The Council of Europe Committee of Ministers has recommended in Recommendation 

CM/Rec(2022)10 on multilevel policies and governance for intercultural integration that measures 

should be taken to prevent and combat prejudice and hate speech while respecting the right to 

freedom of expression(…)  and that there is a need to promote unbiased and evidence-based political 

discourse and narratives7. 

Prejudices are very resistant to change. Firstly, they occur prior to the judgement of reason, and, 

secondly, people continue to believe them even when shown contrary evidence (‘confirmation bias’ 

                                                           
7 See paragraphs 24 and 25 of the Appendix to CM/Rec(2022)10. 

https://search.coe.int/cm/pages/result_details.aspx?objectid=0900001680a6170e
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is our tendency to absorb only information that confirms our existing beliefs). But if prejudices can be 

learned, they can also be unlearned. We can help reduce stereotyping and prejudice:  

 By changing the perceived variability of groups so that stereotypes are shown as not being 

true for all or even most group members. 

 By encouraging intergroup contact and new cross-cutting identities. Stereotyping and 

prejudice are reduced when members of different groups can perceive themselves as 

members of a common group, seeing each other’s similarities and making friends. Through 

fostering perceptions of shared identities, encouraging meaningful contact that defies group 

boundaries, and emphasising similarities, the in-group and out-group can begin to see each 

other as more similar than different. However, contact is not always positive, and, even 

where it is, people are often readier to change their minds about an individual than about the 

group as a whole, believing that their new experience was just an exception. 

 By convincing people that their prejudiced beliefs are not widely shared. 

 By identifying the mechanisms and actors involved in the propagation of prejudices. 

Our social setting and the opinions and information we are met by on a daily basis impact the 

stereotypes and prejudice we hold. Therefore, family and friends play a very important role in the 

generation and transmission of social norms. Meanwhile, social media platforms use algorithms that 

filter searches and select the messages that best match our existing attitudes. In this way, our 

prejudices are reinforced instead of challenged. Social norms are also created and disseminated 

through culture and sport. Finally, schools represent a critical space when it comes to generating or 

reducing stereotypes and prejudices. Yet there are many challenges to reducing prejudices when they 

have multiple causes and channels that create, reproduce, and sustain them.  

2.4 How an intercultural public authority should deal with prejudices 

The most distinctive principle of interculturalism is meaningful intercultural interaction. There is 

evidence to prove that, under certain constructive conditions42, the more people with different 

backgrounds interact with each other, the less likely they are to hold prejudices. In an intercultural 

society, these constructive conditions are reinforced by the promotion of equality, the recognition of 

the value of diversity, and a focus on common objectives and interests.  

Learning how to live in diverse communities is a global challenge. Minimising prejudices brings 

benefits not only to the subjects of prejudice, but to society as a whole. An intercultural public 

authority should actively combat prejudice and discrimination and ensures equal opportunities for all. 

In particular prejudices about particular groups such as ethnic minorities need to be addressed to 

foster social trust and cohesion. 

An intercultural administration therefore develops, in partnership with other actors, a series of 

policies and initiatives to encourage more mixing and meaningful interaction between diverse groups. 

These involve, for example, inclusive education policies aimed at desegregating school systems and 

urban planning policies aimed at guaranteeing equal access to public transportation or functioning 

public spaces. 

Prejudices must however be tackled from a holistic perspective, never forgetting the first intercultural 

principle: achieving real equality. In this sense, structural changes should take place to break the socio-

cultural and historical dynamics that have contributed to consolidate certain prejudices. The national 

and regional levels have a key role to play in this. To do so, institutions must identify how, through 

their policies, legislation, regulations, communication and narratives, they may be perpetuating 
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prejudices. Once identified, different interventions are encouraged, such as building an intercultural 

narrative, reflecting the diversity of the society in the public administration, together with training 

courses to improve intercultural competence.  

Practical learning 

Intercultural competence is a combination of knowledge, skills, attitudes and behaviours. To build 
knowledge and enhance skills, it is important to combine theoretical training with practical 
exercises to ensure the learnings can be effectively applied in real life situations. This practical 
approach to training helps enforce behavioural change and a change in attitudes within the 
organisation and impacts how the intercultural lens is reflected in the policymaking and service 
provision. It is therefore strongly suggested to combine the theoretical approach in this brief with 
practical exercises to challenge attitudes and reflect on behaviours.  

Model quizzes and exercises for inspiration can be found in Annex 2 and 3 of this Manual.



   
 

 
 

Discrimination 

1. Definition 

Discrimination (in this context) is unjustifiably different (distinctive, exclusionary, restrictive, 
preferential) behaviour towards and/or treatment of certain persons or groups, based on traits of 
the person or on particular characteristics of the group. Discrimination is generally understood as 
differentiation which causes harm and is distinguished from prejudice and stereotyping by being an 
action or outcome of those attitudes.  

2. Longer context 

Discrimination occurs either when people are treated less favourably than other people that are in a 

comparable situation only because they belong, or are perceived to belong, to a certain group or 

category; or because someone is subject to a standardised norm that fails to take into account their 

specific situation or needs. People face discrimination for many reasons, such as age, disability, 

ethnicity, origin, political belief, race, religion, sex, gender or gender identity, sexual orientation, 

language, or culture. Often the result of prejudice, discrimination disempowers those who experience 

it, and prevents them from developing their skills, controlling their own lives, and, often, from 

accessing vital services.  

The European Convention on Human Rights (ECHR) in Protocol 12 (Article 1) states that ‘(1) The 

enjoyment of any right set forth by law shall be secured without discrimination on any ground such as 

sex, race, colour, language, religion, political or other opinion, national or social origin, association 

with a national minority, property, birth or other status’ and that ‘(2) no one shall be discriminated 

against by any public authority on any ground such as those mentioned in paragraph 1’. This develops 

Article 1 of the Universal Declaration on Human Rights – ‘All human beings are born free and equal in 

dignity and rights’ – and Article 2 which enshrines freedom from discrimination: ‘Everyone is entitled 

to all the rights and freedoms set forth in this Declaration, without distinction of any kind’. One 

definition of discrimination is therefore to treat a person as if they have less rights or dignity than 

another. 

Additional grounds, beyond those listed in the ECHR, are included in national legislations and in other 

international conventions such as the European Union Charter of Fundamental Rights. Our 

understanding of the different grounds for discrimination has developed over the decades, but even 

the Treaty on the Functioning of the European Union stated that ‘in defining and implementing its 

policies and activities, the Union shall aim to combat discrimination based on sex, racial or ethnic 

origin, religion or belief, disability, age or sexual orientation’ (Article 10). 

Under current human rights law, however, states are not prohibited from taking into account every 

status difference in relation to every right – for example, restrictions on the rights of children as 

opposed to adults, or restrictions on people without settled immigration status, or incarcerated 

criminals. Nonetheless, most fundamental human rights belong to everyone irrespective of their 

status or characteristics, simply by virtue of being human.  

Discrimination against non-nationals (stateless persons, migrants, asylum-seekers and refugees) 

represents one of the main aspects of contemporary discrimination, affecting countries of origin, 

countries of transit and countries of arrival, and often associated with racial discrimination.  



39 
 

Anti-gypsyism/anti-Roma sentiment, antisemitism and anti-Muslim hatred are all sources of 

discrimination closely related to racism. Discrimination on the basis of language is also often closely 

related to unequal treatment based on national or ethnic origin.  

‘Social origin’ refers to discrimination based on the social status of the person, and it is often related 

to the concept of discrimination based on ‘property’, including ‘real property’ (such as land ownership) 

and ‘personal property’ (goods and income), and discrimination based on birth and parentage. 

Discrimination on the basis of religion or belief can refer to a philosophical conviction that does not 

need to be of a religious nature.  

‘Sex discrimination’ meanwhile refers to discrimination between women and men producing a wide 

range of inequalities and gender gaps in the enjoyment of economic, social and cultural rights. Migrant 

women may be particularly exposed to discrimination in accessing the economic, social and public life. 

This discrimination may come from within their own community and/or the society. The initial focus 

on the employment sector (the ‘equal pay for equal work’ principle) has been extended to other areas 

of economic and social life, addressing the broader disadvantages faced by women to achieve equality 

in all areas of life.  

‘Sexual orientation’ discrimination includes homophobic and transphobic attitudes and gender 

identity. The LGBTI (lesbian, gay, bisexual, transgender and intersex) community faces barriers in fair 

and equal access to employment, education (including bullying), housing, healthcare, and public 

services. In 2021, 69 countries worldwide still had laws that criminalise homosexuality, thus imposing 

institutional discrimination on this group. The Council of Europe’s Sexual Orientation and Gender 

Identity Unit (SOGI), mandated by Committee of Ministers Recommendation CM/Rec(2010)5 on 

measures to combat discrimination on grounds of sexual orientation or gender identity, provides 

technical support and expertise to member states regarding this area. 

Discrimination based on disability targets around 1 billion people around the world who risk being 

excluded from core aspects of everyday life such as going to school, finding a job, having their own 

home, socialising or participating in civic life. A common framework for the recognition of the concept 

of disability (and related discrimination) is provided by the UN Convention on the Rights of Persons 

with Disabilities, which defines disabled persons as: ‘those who have long-term physical, mental, 

intellectual or sensory impairments which in interaction with various barriers may hinder their full and 

effective participation in society on an equal basis with others’. The Council of Europe’s Committee of 

Ministers have adopted several Recommendations relating to disability rights and strategies to 

combat discrimination against those with disabilities living in its member states. Scientific and 

technological innovations are bringing to light new ethical and legal issues related to genetic 

discrimination.  

Age discrimination occurs when people are treated differently because of their age. The EU prohibition 

of discrimination on the grounds of age refers in particular to older persons’ access to jobs, 

professional training or pensions, or to young persons’ access to sexual and reproductive health 

information and services. 

There are, however, huge areas of life in which we may discriminate based on personal prejudices 

(dismissing the opinions of the uneducated; choosing a person from a certain background to marry; 

etc.) which the state does not generally regulate. The legal and societal debates about what 

constitutes illegal discrimination are therefore partially debates about the nature of various 

https://www.coe.int/en/web/sogi/home
https://www.coe.int/en/web/sogi/home
https://search.coe.int/cm/Pages/result_details.aspx?ObjectID=09000016805cf40a
https://www.coe.int/en/web/disability/adopted-texts
https://www.coe.int/en/web/disability/strategy-2017-2023
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characteristics and grounds, but also about justifications, and about what the state should or should 

not control.  

Discrimination is consistently present in all societies, impacting different areas and groups. In 2019, a 

special Eurobarometer report provided a detailed picture of the grounds of discrimination that affect 

European Union (EU) citizens, showing that the prevalence of discrimination in EU states remains high 

despite the efforts of recent decades. Respondents indicated that discrimination against Roma and 

Travellers is the most widespread (61%), followed by discrimination based on ethnic origin (59%), 

sexual orientation (53%), transgender (48%), religion and belief (47%), disability (44%), age (40%) and 

gender (35%). 

Events and/or media reports cause spikes in discrimination. The COVID-19 pandemic initially increased 

incidents of discrimination against people of (real or perceived) Chinese or Asian origin in Europe. 

Other minorities were blamed too, particularly Roma and people with an immigrant background. 58% 

of Asian Americans observed an increase of racist views toward their group43. 

Finally, rapidly increasing use of artificial intelligence risks replicating and amplifying many 

discriminatory practices in ways which need to be closely monitored and regulated, at all levels of 

governance. 

An intercultural society seeks to ensure non-discrimination in all of its policies, programmes and 

actions. In addition, it should collect data on discrimination and monitor the impact of policies, 

programmes, procedures and actions through that lens. 

2.1 Discrimination and the pyramid of hate 

The Pyramid of Hate illustrates how escalating levels of attitudes and behaviour, based on biases, can 

lead, if unaddressed, to hate crimes at individual, institutional and society levels. It was first used by 

the Anti-Defamation League, an American organisation founded in 1913 to fight defamation of the 

Jewish people. 

https://data.europa.eu/data/datasets/s2251_91_4_493_eng?locale=en
https://rm.coe.int/icc-brief-preventing-the-potential-discriminatory-effects-of-the-use-o/1680a03272
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At the base of the pyramid lie stereotypes (or 

prejudiced attitudes), misrepresentation, 

vilification, and hostile language that has been 

normalised as commonplace and 

unexceptional. The upper sections of the 

pyramid relate to acts of discrimination, 

including hate speech, violence, hate crimes 

and ultimately genocide. It shows how bias at 

each level becomes increasingly difficult to 

challenge and dismantle as behaviours 

escalate. When bias goes unchecked, it 

becomes normalised and contributes to a 

pattern of accepting discrimination, hate and 

injustice in society. While every biased attitude 

or act does not lead to genocide, each 

genocide has been built on the acceptance of 

attitudes and actions described at the lower 

levels of the pyramid. When we challenge 

those biased attitudes and behaviours in 

ourselves, others and in institutions, we can 

interrupt the escalation of bias and make it more difficult for discrimination and hate to flourish.  

2.2 Types of discrimination 

Direct discrimination 

Direct discrimination occurs when a person is treated less favourably than another person is, has been 

or would be in a similar situation for reasons of ethnicity, religion or personal beliefs, nationality, age, 

sex, disability, etc. This can include discrimination by attribution or perception (someone thinks you 

have that characteristic, but you do not) or by association (someone associates you with a person 

having that characteristic). 

Examples:  

 A business is looking to hire a personal assistant. In the job advert, they specify that they are 

looking for a young applicant. (Direct age discrimination if not justified by a specific and sound 

reason, e.g., the post is an internship for persons who not yet have any job experiences). 

 (By perception) Refusing to hire someone with a foreign name because you wrongly assume 

migrants are dangerous.  

 (By association) A person’s curriculum vitae is disregarded for a job selection because they 

have been considered belonging to a group that suffers the stereotypical image of being lazy. 

Indirect discrimination 

Indirect discrimination occurs when an apparently neutral disposition, criterion, practice, act, 

covenant or behaviour places people of a particular origin, religious or personal belief at a particular 

disadvantage in comparison to other people. 

Example: 

 An applicant living in a disadvantaged neighbourhood with a bad reputation faces 

discrimination when they provide their address on a job application form. 
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Systemic discrimination 

Systemic discrimination is a complex form of discrimination that has been defined by the UN 

Committee on Social, Economic and Cultural Rights as ‘legal rules, policies, practices or predominant 

cultural attitudes in either the public or private sector which create relative disadvantages for some 

groups, and privileges for other groups’44. It is not otherwise well defined in international law and is 

often used interchangeably with ‘structural discrimination’ or ‘institutional discrimination’. The 

Council of Europe’s Committee of Ministers has urged member states to ‘strive to reduce racism, 

sexism and structural discrimination, particularly in circumstances of health, environmental and other 

crises which tend to exacerbate inequality and exclusion’ (See Recommendation CM/Rec(2022)10).  

The Intercultural Cities programme defines systemic discrimination as the procedures, routines and 

organisational culture of any organisation (that) contribute to unequal outcomes for minority groups 

compared to the general population. 

Examples:  

 The system once used by banks and the real estate industry in the US literally outlined the 

neighbourhoods where black people lived in red ink on a map. If you lived inside the red lines, 

loans were considered risky and a bank was less likely to give you one. 

 Steering of candidates to certain jobs based on prejudices about their gender and origin, or 

lack of promotion of minority/minoritised candidates to leadership roles. 

Institutional discrimination 

This refers to practices and policies within public bodies or any other institution that adversely affects 

a particular category of people. This kind of discrimination is expressed in an impersonal way through 

regulations, procedures, and practices of the organisation. 

Example:  

 Where data shows that young black men receive harsher sentences than others who have 

committed identical crimes, or where young black boys are frequently treated as older than 

their actual age by the disciplinary system in a school with predominantly white staff. 

Multiple and intersectional discrimination 

Discrimination is not always related to a single factor such as, for example, gender identity, skin colour, 

religious beliefs, sexual orientation or disability. Multiple discrimination is when there are several 

discriminatory factors in play at the same time. Intersectional discrimination is a subcategory of 

multiple discrimination where a person is discriminated against on the basis of several factors that 

interact with one another and are therefore inseparable. Racial profiling involves intersectional 

discrimination since the criminal profile is delineated considering a series of characteristics (skin 

colour, sex, age) as predictors of the propensity to commit crime. 

Multiple discrimination, including intersectional discrimination, is difficult to prove in court since 

equality laws traditionally conceive discrimination as based on one ground at a time and focus only on 

one of a person’s many identities. For this reason, legal frameworks often fail to ensure protection to 

victims of multiple discrimination. 

Example:  

 A Muslim woman who moves to a Catholic country who faces discrimination as a woman, a 

foreigner and as a member of a non-majority religion.   

https://search.coe.int/cm/pages/result_details.aspx?objectid=0900001680a6170e
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Micro-discriminations (also micro-inequities and micro-aggressions) 

A micro-discrimination is a less visible form of discrimination, based on behaviours such as comments 

and gestures, often covert and sometimes unintentional, which can not necessarily be remedied by 

law. ‘These mechanisms of prejudice against persons of difference are usually small in nature but not 

trivial in effect. They are especially powerful taken together.’45. 

Examples:  

 Someone at the office tells a joke about Roma people. Everybody laughs. 

 Two gardeners are working. One of them has a disability, and the able-bodied gardener 

keeps doing the other’s tasks, without asking if this is wanted or necessary. 

Practical learning 

Intercultural competence is a combination of knowledge, skills, attitudes and behaviours. To build 
knowledge and enhance skills, it is important to combine theoretical training with practical 
exercises to ensure the learnings can be effectively applied in real life situations. This practical 
approach to training helps enforce behavioural change and a change in attitudes within the 
organisation and impacts how the intercultural lens is reflected in the policymaking and service 
provision. It is therefore strongly suggested to combine the theoretical approach in this brief with 
practical exercises to challenge attitudes and reflect on behaviours.  

Model quizzes and exercises for inspiration can be found in Annex 2 and 3 of this Manual.



   
 

 
 

Inclusive (intercultural) communication 

1. Definition 

Inclusive (intercultural) communication is a transparent, truthful, accessible, and engaging 
communication that reflects the diversity of the society, promotes a climate of openness to 
intercultural encounters, and creates a shared sense of belonging. 

2. Longer context 

The increasing diversity of our societies is a central component of the current public debate on issues 

related to culture, cohesion and identity. It stirs emotion, inflames public opinion and attracts political 

controversy with equal measure. The polarisation of the debate around diversity may foster 

xenophobic political discourse and movements, raising concern about the survival of the values of 

human rights, respect and inclusion which have been Europe's brand in the second half of the past 

century.  

The Model Framework for an intercultural integration strategy for the national level (adopted by the 

Steering Committee on Anti-discrimination, Diversity and Inclusion in June 2021) states that 

intercultural integration strategies should encourage political and institutional discourse to refer to 

(the) positive potential (of diversity) and should foresee communication actions to convey facts about 

the contributions of individuals from different backgrounds and perspectives to society, in the past and 

in the present, combating misinformation, stereotypes and rumours. 

Similarly, the Recommendation CM/Rec(2022)10 of the Council of Europe’s Committee of Ministers 

to member States on multilevel policies and governance for intercultural integration states that public 

authorities at all levels should communicate consistently and transparently to citizens about the 

rationale, goals, measures and impact of intercultural integration policies, (…) and that unbiased and 

evidence-based political discourse and narratives should accompany intercultural integration policies, 

thus encouraging a balanced portrayal of the diversity of the population in the media8. 

The way in which public authorities communicate can naturally have a big impact on the opinions of 

the general population and either contribute to reinforcing prejudice and stereotypes or help 

favouring inclusive behaviours among the population. Public authorities in charge of policymaking 

should further be aware that the success of inclusive policies on the ground as well as the legitimacy 

of intercultural integration, depend on broad public support and understanding of outcomes. 

As highlighted in the Model Framework, citizens can be engaged via their capacity for empathy rather 

than exclusion, linked to communication of shared values and accessible, satisfying human stories. 

Yet, communication about the goals of the public intercultural strategy should not happen organically: 

it should be carefully planned and sustained over the whole implementation process, in order to build 

a broad ownership for its content, across institutions or among the general public, and to enhance 

capacity to champion it among all actors. Without interfering in any way in media freedom, it is also 

legitimate for the public authorities to engage journalists’ associations in discussion about how 

diversity-related issues are covered in a fair, accurate, and inclusive manner.9 

                                                           
8 See paragraphs 25 and 33 of the Annex to CM/Rec(2022)10. 
9 See the Model Framework for an Intercultural Integration Strategy for the National level. 

https://rm.coe.int/prems-093421-gbr-2555-intercultural-integration-strategies-cdadi-web-a/1680a476bd
https://search.coe.int/cm/pages/result_details.aspx?objectid=0900001680a6170e
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2.1 The key components of inclusive intercultural communication 

A communication strategy always requires some preliminary thoughts about the way the strategy is 

built, how far the communication reaches the population, what messages (besides the one intended) 

the communication can bring forward; and who are its direct and indirect targets. 

Turning communication into an inclusive message further requires a reflection on at least three 

components: 

 Its ability to be accessible for everyone. 

 Its ability to secure the representativity of the population. 

 Its ability to promote narratives that favour openness to valuing diversity. 

Accessibility 

Accessibility means making sure everyone has access to - and ability to understand and feel targeted 
by – public communication and information that is needed to fully enjoy their rights.  The words and 
images used, the communication channels, the language style and availability of the core information 
in several languages, are important features for inclusive communication. Indeed, the simpler the 
language and message, the more they will come across and reach a larger audience; however, in 
diverse societies, public authorities should also pay particular attention to the need to make official 
communication available into the languages which are the most spoken in the territory they want to 
target. It is equally important to use gender neutral language to describe a group of people so to avoid 
generating a feeling of exclusion.  
 
Using attractive images that reflect the diversity of the population can also enhance the reach out of 
the message to be conveyed; however, the use of videos or images should be always accompanied by 
subtitles, and audio-description or interpretation in sign language to make sure persons without sight 
or deaf persons can still access the relevant content. 
 
Finally, the communication material should be always tested with a representative sample of the 
target group before release, as a way to check its effectiveness and ability to make everyone feel 
included. 

Representativity 

Institutional communication should ensure everyone feels concerned and represented in in dignity, 

as well as in a fair and honest manner.  

An inclusive and fact-based communication in diverse societies is built on the premise that diversity is 

the norm, not the exception. This implies giving visibility to all communities and groups, as well as to 

their activities, including by varying the sources of information which can be done by reaching out to 

NGOs and/or representatives of diverse groups who can provide a different perspective on a given 

subject. 

Making diversity visible in institutional communication helps to create a plural image of the society, 

to raise awareness about the diversity of the population and the contribution that it brings to the 

common environment, to promote a climate of openness towards creating intercultural bonds.  

In this respect, the words used are of the outmost importance. Research from several opinion makers 

from minorities and other groups alerts on how certain words can reinforce stereotypes, while others 

promote the empathy that is necessary to understand different realities and the barriers faced by a 

part of the population.  
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Finally, although it is advisable to always adapt the main message to the key audience, it is important 

that institutional communication does not target the majority population but the society as a whole. 

Inclusive and alternative narratives 

Public authorities can use their position to convene and coordinate the private and voluntary sectors, 

or other networks of stakeholders, in ways that elevate and align certain narratives above others. 

A ‘narrative‘ is a values-based way of explaining and understanding events. In the context of 

professional strategic communications, narrative is about discourse as a social force to create 

coherence on a given issue, refine and reinforce a vision to meet a specific objective. For instance, for 

a public authority that operates interculturally, a legitimate, non-partisan objective may be to 

inoculate a certain audience against increased prejudice and disinformation, or to find a narrative that 

opens up space for dialogue. 

They can do so by using “alternative narratives”; these are pluralist, progressive and human-rights 

based communications of facts and commentaries in relation to phenomena which may be subject to 

prejudice, stereotypes, and hate speech, as an alternative to prejudice-based discourses. In this sense, 

alternative narratives are a form of constructive and inclusive communication, promoting critical 

thinking while avoiding a paternalistic or morally superior attitude. 

They are defined in contrast to the sometimes dominant narratives of certain media and politics that 

tend to scapegoat or vilify migrants and refugees, depicting them as a threat or burden. These 

narratives are different but complementary to counter-narratives: the latter is a narrative that reacts 

directly to stories that scapegoat, vilify, mislead or misinform, whereas an alternative narrative will 

start more positively, pro-actively and independently from its own values and its own framework. 

Narrative development is not a one-off exercise, but an ongoing process of testing the impact of 

different narratives on intended audiences and adapting them over time, adjusting them to meet real 

world events.   The Council of Europe Intercultural Cities programme has issued a Policy brief on 

“Migration and Integration: which alternative narratives work and why” that presents the main 

features and key steps of building positive narratives for intercultural societies, together with a set of 

recommendations and practical do’s and don’ts. The paper namely advices public authorities to: 

1. Define an objective that includes identification of the intended audience(s). Wherever 

possible, adapt the narratives to appeal to the core values that those audience(s) hold. Involve people 

with lived experience in narrative development work throughout the process, including these early 

stages. 

2. In many cases, consider making ‘shared humanity’, ‘shared prosperity’ and ‘shared health and 

security’ the bases for your narratives. Within these, emphasise stories of reciprocity (or solidarity or 

unity) and also stories relating to families and children. Test whether these resonate with your 

audiences. 

3. Promote alternative narratives both through local community interactions (based on Contact 

Theory) and through traditional or social media (based on Cultivation Theory). Ensure investment in 

coordination between these different levels of work, so that small successes are properly promoted 

outside an elite ‘bubble’, while larger media narratives remain firmly grounded in reality.  

4. In media narratives, consider using ensemble groups of messengers speaking from a wide 

variety of angles on an issue, or a relatable messenger who can tell the story of their own change of 

https://rm.coe.int/policy-brief-migration-and-integration-which-narratives-work-and-why-o/1680a20cfc
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opinion. Do not be afraid to expose the motives of hostile narrators and try to avoid telling stories that 

may sound too good to be true (even where they are true). 

5. Beware of the correlation between the salience of migration debates and the activation of 

threat narratives by those who are hostile to migration. Consider how to work with the arts, pop 

culture and education to promote your alternative narratives, or to prompt individuals to participate 

in narrative creation in a more open-ended way. 

Practical learning 

Intercultural competence is a combination of knowledge, skills, attitudes and behaviours. To build 
knowledge and enhance skills, it is important to combine theoretical training with practical 
exercises to ensure the learnings can be effectively applied in real life situations. This practical 
approach to training helps enforce behavioural change and a change in attitudes within the 
organisation and impacts how the intercultural lens is reflected in the policymaking and service 
provision. It is therefore strongly suggested to combine the theoretical approach in this brief with 
practical exercises to challenge attitudes and reflect on behaviours.  

Model exercises for inspiration can be found in Annex 2 of this Manual. 
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APPENDIX 1 – Intercultural glossary 
This glossary aims at fostering a shared and consistent understanding of the principles and concepts 

linked to intercultural integration. Definitions stem from key resources produced over the past years 

by the Council of Europe, may it be by the Intercultural Cities (ICC) programme, the Steering 

Committee on Anti-Discrimination, Diversity and Inclusion (CDADI) or other Council of Europe entities. 

These resources include in particular the Model framework for an intercultural integration strategy at 

the national level, adopted by the CDADI in June 2021, the Recommendation CM/Rec(2022)10 of the 

Committee of Ministers to member States on multilevel policies and governance for intercultural 

integration, adopted by the Committee of Ministers of the Council of Europe on 6 April 2022, and 

various ICC thematic papers. Unless specified otherwise, the definitions included below stem from one 

or several of these Council of Europe resources. They are not meant to build a normative basis and 

are shared for the purpose of common understanding. 

Intercultural integration: Intercultural integration is a two-way process involving individuals, 
communities of individuals, and the society as a whole. It consists of effective, positive and 
sustainable diversity management policies, aiming to help society to benefit from the potential of 
diversity and manage its complexities, on the basis of reciprocal and symmetrical recognition, under 
an overarching human rights framework. The “intercultural integration” model requires a holistic 
approach which can guide co-ordinated and long-term policies in all fields and levels of governance 
in order to promote and ensure equality for all members of society, to foster a common pluralistic 
sense of belonging through valuing diversity and building social trust, community cohesion and 
meaningful intercultural interaction between people across their different socio-cultural 
backgrounds, and to facilitate their equal participation in and contribution to society.10 As a model, 
intercultural integration is based on four fundamental components: Ensuring equality, Valuing 
diversity, Fostering meaningful intercultural interaction, and Promoting active citizenship and 
participation. 

Equality: refers to the state of being treated equally, whether before the law, in policy or in practice. 

This includes equal enjoyment of human dignity and fundamental human rights, and equal access to 

services and opportunities. More broadly, equality of life chances (or ‘access’) can be distinguished 

from equality of outcomes, with different political and economic philosophies putting differing 

emphases on each end of this spectrum. Within interculturalism, equality is most closely linked to the 

principles of non-discrimination and inclusion, and there is particular attention paid to equity: that is, 

allocating resources and opportunities to each person, according to their circumstances and needs, in 

order to obtain a more equal outcome.   

Diversity: (in this context) is a range of human features which make individuals differ from one 

another in various ways, some but not all of which are characteristics protected by human rights law. 

Aspects of identity such as age, sex, gender identity, ethnicity, nationality, sexual orientation, mental 

and physical abilities, social class, education, economic background, religion, work experience, 

language, geographic location, political opinion, or family status, are among the sources of diversity. 

Valuing diversity / Diversity advantage: is the idea that diversity can bring benefits for organisations, 

communities and businesses, making societies more resilient and successful, when managed with 

competence and in the spirit of inclusion. This can happen when diversity is considered an asset, to 

                                                           
10 Recommendation CM/Rec(2022)10 of the Committee of Ministers to member States on multilevel policies and governance 
for intercultural integration (Adopted by the Committee of Ministers on 6 April 2022 at the 1431st meeting of the Ministers' 
Deputies). 

https://rm.coe.int/prems-093421-gbr-2555-intercultural-integration-strategies-cdadi-web-a/1680a476bd
https://rm.coe.int/prems-093421-gbr-2555-intercultural-integration-strategies-cdadi-web-a/1680a476bd
https://search.coe.int/cm/pages/result_details.aspx?objectid=0900001680a6170e
https://search.coe.int/cm/pages/result_details.aspx?objectid=0900001680a6170e
https://search.coe.int/cm/pages/result_details.aspx?objectid=0900001680a6170e
https://www.coe.int/en/web/interculturalcities/thematic-papers
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be promoted and included in all decision-making processes. Promotion of diversity is not a singular 

action but represents a vision and a philosophy of governance.  

(Fostering) meaningful intercultural interaction: is any constructive encounter in a social setting 

between individuals or groups from different cultures and lifestyles in an atmosphere of mutual 

respect, understanding and cooperation. Intercultural policy speaks of ‘meaningful interactions’ 

between different cultural or ethnic groups, which recognise both the differences and similarities 

between such groups/individuals, promote the atmosphere of mutual respect, understanding and 

cooperation, and counter the tendency towards self-segregation. Meaningful intercultural 

interactions are those that take place on equal terms, be they challenging or positive, and which 

should ultimately be fulfilling for all involved, advancing common goals. Fostering meaningful 

intercultural interaction through public policies is about creating conditions for positive and 

constructive everyday encounters across people of different backgrounds and lifestyles in a climate of 

mutual respect, understanding and co-operation11. 

(Promoting) Active citizenship and participation:  active citizenship and participation occur when 

stakeholders (all residents, including foreign residents where appropriate) have the right, the means, 

the space, the opportunity and the support to freely express their opinions and influence decision-

making on matters that affect them. In some situations, participation may mean those who are directly 

affected taking the lead and driving the process. Intercultural participation requires an equal and 

respectful basis, in which everyone feels heard, and involves tackling obstacles that may hinder certain 

stakeholders’ active participation. 

Intercultural competence: the ability to understand and respect each other across all types of barriers. 

Intercultural competences refer to the set of knowledge and skills necessary for people and 

organisations to act in an intercultural way in diverse societies. 

Other relevant definitions 

Intercultural society: a community of people with diverse backgrounds that values diversity as a 

collective advantage and aims to afford equal rights and opportunities for everyone by creating the 

conditions for full and active participation based on a common set of values, a shared sense of 

belonging, and a pluralist collective identity. The public authorities actively combat prejudice and 

discrimination and ensure equal opportunities for all by adapting their governance structures, 

institutions and services to the needs of a diverse population, without compromising the principles of 

human rights, democracy and the rule of law. They adopt participatory approaches and multilevel 

governance to develop a range of policies and actions to encourage mixing and meaningful interaction 

across differences and to stimulate the participation of all residents in social life and decision that 

affect their everyday life and environment. The high level of trust and social cohesion helps to prevent 

conflicts and violence, increases policy effectiveness and make the territories attractive for people and 

investors alike. 

                                                           
11 Model framework for an intercultural integration strategy at the national level: Intercultural integration strategies, 

managing diversity as an opportunity, Steering Committee on Anti-Discrimination, Diversity and Inclusion (CDADI), Council 
of Europe, 2021. 

https://rm.coe.int/prems-093421-gbr-2555-intercultural-integration-strategies-cdadi-web-a/1680a476bd
https://rm.coe.int/prems-093421-gbr-2555-intercultural-integration-strategies-cdadi-web-a/1680a476bd
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Intercultural mediation: a process whereby an interculturally competent third person or institution 

helps anticipating, preventing or settling intercultural conflicts by promoting a respectful and 

empathic discussion about differences, using culturally specific narratives and building trust. 

Intersectionality: the concept of intersectionality recognises that each individual has a complex 

identity which makes them unique. It is highly unlikely, therefore, that they will think of themselves 

as defined entirely by one aspect of their make-up. An individual from a minority background may 

experience exclusion or stigmatisation by their ethnicity, their gender, their perceived sexual 

orientation or some combination of these. More positively, this complexity of identity allows 

identifications to be made with other individuals, for example on gender grounds, which cross social 

dividing lines. 12 

Discrimination: (in this context) is unjustifiably different (distinctive, exclusionary, restrictive, 

preferential) behaviour towards and/or treatment of certain persons or groups, based on traits of the 

person or on particular characteristics of the group. Discrimination is generally understood as 

differentiation which causes harm and is distinguished from prejudice and stereotyping by being an 

action or outcome of those attitudes. 

Systemic discrimination: occurs where the procedures, routines and organisational culture of any 

organisation contribute to unequal outcomes for minority groups compared to the general 

population. 

Prejudices: preconceived attitudes towards a group or its members, untested and therefore 

unjustified by evidence. While there are both positive or negative biases, the term ‘prejudice’ has a 

generally negative connotation, since prejudices do harm and injury. Very often they are closely 

related to a sense of belonging (or not) to groups and the roles individuals are supposed to have within 

them, thus altering the ability of the target group to self-identification. They are associated with 

emotions such as dislike, mistrust, fear, or even hatred. They do not allow us to see others as 

individuals, nor to recognise diversity among the members of a stereotyped group.   

Alternative narratives: The communication of facts and commentary in relation to phenomena which 

may be subject to prejudice, stereotypes, and hate speech, as an alternative to prejudice-based 

discourses. Alternative narratives are a form of constructive and inclusive communication, promoting 

critical thinking while avoiding a paternalistic or morally superior attitude. 

Anti-rumours strategy: a long-term process of social change that seeks to prevent discrimination, 

improve coexistence, and harness the potential of diversity by countering diversity-related prejudices 

and rumours. Its ultimate goal is to trigger a change in perceptions, attitudes, and behaviours among 

the general population and specific target groups13. 

Multilevel governance: Multilevel governance Is a model of governance which embraces central, 

regional and local governments, as well as civil society organisations. The ways in which it is organised 

may vary greatly from one country to another. Ideally, it includes a bottom-up element and implies 

the setting up of participatory processes for policy co-creation, co-operation and co-ordination among 

                                                           
12 Model framework for an intercultural integration strategy at the national level: Intercultural integration strategies, 
managing diversity as an opportunity, Steering Committee on Anti-Discrimination, Diversity and Inclusion (CDADI), Council 
of Europe, 2021. 
13 See The Anti-Rumours Handbook, 2017 

https://rm.coe.int/prems-093421-gbr-2555-intercultural-integration-strategies-cdadi-web-a/1680a476bd
https://rm.coe.int/prems-093421-gbr-2555-intercultural-integration-strategies-cdadi-web-a/1680a476bd
https://rm.coe.int/anti-rumours-handbook-a-standardised-methodology-for-cities-2018-/168077351c
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all relevant public authorities, at all levels of governance, and with all relevant stakeholders, in areas 

of shared competence or common interest. 14 

Participation in decision-making: the vertical process of multilevel governance must be 

complemented by a horizontal process of public participation, in the design, delivery and evaluation 

of intercultural integration plans. Such participation, by individuals and through non-governmental 

organisations, is essential to match the complexity of the “diversity of diversity”, to engender a sense 

of stakeholding, especially on the part of individuals and organisations of minority backgrounds, and 

to gain widespread public buy-in to intercultural integration plans.15 

Urban citizenship: a locally-based contemporary alternative to the legal notion of citizenship, deriving 

directly from the residence as a fact, and founded on relationship-building processes that develops 

and acknowledge strong links and sense of belonging to a given urban territory. Urban citizenship 

allows for the effective participation and representation of all groups in the life of the city, as well as 

for building trust between the communities and in the public authorities.

                                                           
14 Recommendation CM/Rec(2022)10 of the Committee of Ministers to member States on multilevel policies and governance 
for intercultural integration (Adopted by the Committee of Ministers on 6 April 2022 at the 1431st meeting of the Ministers' 
Deputies). 
15 Model framework for an intercultural integration strategy at the national level: Intercultural integration strategies, 
managing diversity as an opportunity, Steering Committee on Anti-Discrimination, Diversity and Inclusion (CDADI), Council 
of Europe, 2021. 

https://rm.coe.int/prems-093421-gbr-2555-intercultural-integration-strategies-cdadi-web-a/1680a476bd
https://rm.coe.int/prems-093421-gbr-2555-intercultural-integration-strategies-cdadi-web-a/1680a476bd
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APPENDIX 2 - Examples of model exercises 

Core principles of the intercultural integration model 

Ensuring equality 

1. Compare areas of unearned advantage versus unearned disadvantage in your own life using – 
but not necessarily limited to – the following prompts: social class, education, employment, 
ethnicity, family, financial inheritance, gender/gender identity, sexual orientation, housing, 
language, mental/physical ability, health, national/ethnic origin, social networks, region, religion. 
Make a list of ten privileges/advantages that you take for granted but which others around you may 
not have at all. In what ways do you think our world views teach us not to emphasise unearned 
advantages?46 

2. Choosing one item from the above, list the various ways you know the city/region/state is already 
trying to ‘close the gap’ of that inequality through policy and practice, and then brainstorm around 
further ways that it might do so. Try to be as extensive as possible, thinking about all the different 
areas of public policy and intervention that may have an influence, and whether they have been 
previously engaged on the issue. If you get stuck, it is probably because you are working alone and 
therefore lack diversity advantage. Note down, or start to research, who would have the life 
experience (of the discrimination or exclusion) needed to help co-design more effective solutions.  
  

Valuing diversity 

1. When did your organisation/administration last conduct a diversity survey? If you do not already 
have recent data relating to your workplace’s diversity, think about how this might best be gathered 
and whether the survey could also pose the following questions to its respondents: 

- Does our diversity fail to reflect the diversity of the city/region/state/area and, if so, why do you 
think this is the case? How can we gather the views of various under-represented people about the 
reasons for their under-representation?  
- What other types of diversity were not captured by the survey and how do you think these can be 
relevant to your work? (e.g., educational? economic? experiential? – for example, experience of 
parenthood, of migration, or of utilising welfare services?)  
- How do you think your recruitment and other workplace policies or adjustments (e.g., regarding 
flexible hours or shared roles) could better attract, retain, and promote those who are under-
represented? 
- Until more representative internal diversity can be achieved, what participation strategies could 
we be using to bring that diversity into our planning and decision-making? Do you think there is 
enough institutional (e.g., budgetary) support for such strategies? 

Fostering meaningful intercultural interaction 

1. Think about a recent meeting or gathering with a diverse group of participants (background, 
gender, age, field of work, etc.) in which you were either a participant, guest, facilitator or convener 
and make a list of what sorts of challenges to meaningful intercultural interaction arose (e.g., 
varying expectations about roles, levels of participation, or objectives; language inequality; etc.). In 
hindsight, evaluate what you think could have been done to improve (a) the agenda (including the 
representativity of speakers) and methodology, (b) the scope and intersectional diversity of the 
participants, or (c) the supporting facilities, accessibility features and/or meeting space, that might 
have made the intercultural interaction more equal and otherwise meaningful?  

2. Think about your current place of work – make a list of where meaningful intercultural 
interactions have occurred. You can also take into consideration diverse interactions which include 
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members from teams or departments very different than your own, and with individuals from 
different backgrounds than yourself. Consider what made you think of these specific interactions 
and what made them meaningful to you. Are there are lessons learned from these interactions you, 
your team, department or organisation could use to promote more meaningful intercultural 
interactions in your place of work and in the policies you implement? 

3. Thinking about a current or potential intercultural conflict relevant to your area of work, research 
relevant cross-cutting identities shared by individuals of the groups involved and how these 
backgrounds might be utilised to open up constructive dialogue. You may need the assistance of 
data, research or contacts from an entirely different administrative department with which you 
normally have little direct ‘interaction’ yourself. 

Promoting active citizenship and participation 

1. Imagine an area (geographical or topical) where 30% of concerned the population are recent 
newcomers. Within this area a participatory process was promoted for finding solutions to a 
commonly occurring challenge. The participatory process consisted of meetings with the concerned 
population, organisation of events, and an online questionnaire advertised through your channels. 
At the end of the process, you find that only 2% of the newcomer residents had participated. You 
therefore decide to promote a new participatory process in which a higher percentage of the 
diverse population will be engaged. What would you do to promote a higher level of participation? 
Try to design a step-by-step strategy for achieving this objective. 

2.  Familiarise yourself with your organisation’s standard evaluation procedures. Assess how these 
could be applied to participatory processes and critically review if there are missing aspects. Would 
the evaluation assess fully how successful the process has been? Who would be included in the 
evaluation process?  Which aspects and lessons learned may not be identified through the process 
as it stands at the moment? Aim to draw up additional aspects which could ensure the evaluation 
covers the full spectrum of the intercultural participatory process. 

 

RELATED CONCEPTS TO THE INTERCULTURAL INTEGRATION MODEL 

Prejudices 

1. Imagine your authority organises celebrations of World Day for Cultural Diversity for Dialogue 
and Development (21 May). You hold a working session with the leadership teams in order to plan 
it, but you gradually realise that the staff you thought would be champions of diversity actually hold 
many prejudices against certain groups. When they describe their past or existing actions to 
promote diversity, you feel that they are inadvertently reinforcing certain prejudices. What would 
you do in that situation?  

2.  The Council of Europe’s Intercultural Cities programme has designed an online training for 
practitioners to learn about rumours, stereotypes and prejudice, and the strategies to apply to 
dismantle them at the local level. Although the training primarily targets the municipal level, the 
principles and concepts it contains are relevant to all levels of governments. The training can be 
found here. It can be complemented by the Intercultural Citizenship Test, a tool designed to spark 
discussion of what makes a good resident in a multicultural context. It can be taken online, or 
offline, and is specifically intended to be a learning tool. The focus is not on getting right or wrong 
answers but on sparking discussion. The Test can be taken online but it is also possible to use it in 
face-to-face meetings in small groups, such as in schools, universities, workplaces and many more. 
For these situations, the test is accompanied by a facilitator guide which offers further guidance 
and topics for discussions.  

https://www.coe.int/en/web/interculturalcities/online-course-on-the-antirumours-methodology
https://www.coe.int/en/web/interculturalcities/icc-test
https://rm.coe.int/icc-intercultural-test-facilitator-guide-final/1680a02ba2
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Discrimination 

1. A number of forms of discrimination, such as bullying, only become matters for potential legal 
action if those with responsibility fail to acknowledge or fail to try, to the best of their ability, to 
stop what is going on. Think of instances where discriminatory behaviour can be remedied by those 
with the willingness, power and means to intervene, and describe a selection of strategies that can 
be applied to each example.  

2. Now think of instances where it is unlikely that the discrimination will be remedied without the 
victim taking legal action or launching a public campaign. What could your authority do to better 
prevent discrimination with respect to each category? What does this exercise tell you about the 
effectiveness of accountability mechanisms (such as complaint procedures or whistleblowing) 
within each of your examples? 

Inclusive communication 

1. A social movement (for example the “Me Too” or “Black Lives Matter”) created important social 
buzz and debate that your communication officers need to be attentive to in order to take a position 
and show what your authority is doing in this respect. Now think that you have to prepare or check 
some institutional communication about this issue and list what would be the issues to pay 
attention to in order to make sure your message is inclusive in all aspects and reflects well the 
principles of human rights and intercultural inclusion. As a second step, make a list of the most 
common stereotypes related to the matter raised by the social movement that you should avoid 
including in your communication. 

 

APPENDIX 3 - Examples of model quizzes 

Core principles of the intercultural integration model 

Ensuring equality 

1. Equality is a core principle of all the following, except: 
a. inclusion and non-discrimination. 
b. The intercultural integration model. 
c. Cultural globalisation. 

FEEDBACK: Equality refers to the state of being treated equally, whether before the law, in policy or 
in practice. This includes equal enjoyment of human dignity and fundamental human rights, and 
equal access to services and opportunities. More broadly, equality of life chances (or ‘access’) can 
be distinguished from equality of outcomes, with different political and economic philosophies 
putting differing emphases on each end of this spectrum. Within interculturalism, equality is most 
closely linked to the principles of non-discrimination and inclusion, and there is particular attention 
paid to equity: that is, allocating resources and opportunities to each person, according to their 
circumstances and needs, in order to obtain a more equal outcome.  

2. Equity, an important goal, differs from equality because… 
a. it treats citizens more uniformly. 
b. it takes account of individual circumstances and needs before deciding what is fair. 
c. it enables relationships of reciprocity, respect and solidarity. 

FEEDBACK: Equity means modulating rights according to people’s situations and needs in order to 
achieve true fairness. Equality does not mean all individuals are the same. Accordingly, recognising 
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the individuality of human beings does not mean treating everyone uniformly in every aspect or 
context but rather doing so where there is a clear moral claim to be treated alike. Equality does not 
necessarily automatically result in equity. For example, a measure that might seem fair, like all 
students having the same amount of time to complete an exam, could also be experienced as 
unequal by a person who needs extra time to compensate for the effects of a health condition.  

3. Equality laws are more effective if…  
a. they are paired with policy and practice to prevent inequalities and discrimination arising. 
b. they are not enforced too often. 
c. they are distinguished from the right to non-discrimination.  

FEEDBACK: An important element of interculturalism is the pro-active prevention and reduction of 
inequalities through policy and practice. Institutions can create systemic barriers that have serious 
and long-lasting impacts on the lives of those affected. Equality laws will not resolve everything on 
their own, especially those which are not fully enforced because their remedies are difficult for 
everyone to access. Therefore a legal framework combined with effective policies and practices, as 
well as intercultural competence and anti-discrimination training of the implementing bodies is 
important. 

 

Valuing diversity 

1. The official promotion of cultural diversity is important because…  
a. It is a way of preserving cultural heritage from any change. 
b. It facilitates the inclusion of newcomers, marginalised groups, and minorities. 
c. It is a uniquely value for the cultural sector. 

FEEDBACK: Promoting cultural diversity on the official level is important to clearly signal that 
everyone, including newcomers, marginalised groups and minorities all belong and have a right to 
express their own cultures. Indeed, no culture is static – rather all cultures evolve and change over 
time. Learning from each other and finding new ways of doing is always valuable. This also relates 
to the diversity advantage, which highlights that all individuals irrespective of background when 
given an effective policy and human rights frameworks, can contribute to society in a meaningful 
way. Understanding and official promotion of diversity should therefore not be limited to a single 
sector or team. Diversity is a component of today’s social fabric, a fact which concerns each and 
every one of us. All sectors of government should mainstream communication about diversity into 
their work with the view to mirror the diverse composition of the society.  

2. What is the diversity advantage? 
a. The ‘diversity advantage’ indicates that diversity will always bring positive effects to organisations 
and societies, irrespective of the policy framework. 
b. The ‘diversity advantage’ is the idea that diversity can bring competitive benefits for 
organisations, communities and businesses, making them more resilient and successful, if diversity 
is managed in a competent and skilful way. 
c. The ‘diversity advantage’ focusses on how only private organisations can draw advantage of 
diversity. 

FEEDBACK: The ‘diversity advantage’ is the result of policies that value diversity. These are based on 
the idea that diversity can bring competitive benefits for organisations, communities and businesses, 
making them more resilient and successful if managed in a competent way and with a spirit of 
inclusion. This can happen when diversity is considered an asset, to be promoted and included in all 
decision-making processes. The diversity advantage is, however, not automatic. It requires that 
diversity be accompanied by specific inclusion policies and strategies that enable diverse 
contributions to shape the cultural, economic and social fabric, making society truly inclusive and 
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managing conflicts that may threaten group and community cohesion. Individuals, organisations, 
businesses, and communities must develop the capacity to listen to diverse voices and integrate the 
perspective of others in the processes of policy development and when designing new initiatives, 
services, and products. Doing so will allow them to unlock potential benefits and identify potential 
pitfalls that people of only one background might not have identified.  

3. When trying to bring diversity to a (real or virtual) workplace, it is…  
a. better to focus first and foremost on reforming entry-level recruitment procedures. 
b. essential, before beginning, to conduct up-to-date, in-depth research on the proportions of 
ethnic and other groups in the area you serve. 
c. good to start as early as possible in the evolution of your organisation or administration. 

FEEDBACK: Whenever possible, it is wise to embed diversity into the ‘DNA’ of the organisation as 
early as possible. It is important diversity is addressed at every level and as well as in the 
organisational culture to help further the diversity advantage throughout the organisation. While 
demographic research can be beneficial for further action and to understand the current status,  it 
not an essential prerequisite before starting on the work of increasing workplace diversity – taking 
action and changing behaviours and attitudes while building knowledge and skills are the steps 
which ultimately will lead to a more inclusive and interculturally competent workplace. 

 

Fostering meaningful intercultural interaction 

1. In the intercultural model, ‘meaningful intercultural interaction’ requires that a social 
interaction involves…  
a. a basis of equality and mutual respect. 
b. more than two people. 
c. an encounter across cultural difference but not across other kinds of difference. 

FEEDBACK: Meaningful intercultural interaction requires a basis of equality and respect. It also 
should identify and ultimately advance common goals. A meaningful intercultural interaction can 
involve any number of individuals or groups, even just two. Sometimes these smaller interactions 
are indeed the most powerful. Similarly, while intercultural interaction is often understood in the 
context of cultural differences, it can be used in the context of any kind of difference and - when 
meaningful – it takes account of the complex, multiple and intersecting identities of those who 
interact. 

2. The understanding of social norms is important… 
a. because you will be expected to account for your social norms in an intercultural interaction. 
b. As they are often unspoken or subconscious but are highly influential upon our interactions with 
others. 
c. Because knowledge of social norms is the main skill when considering intercultural competence. 

FEEDBACK: Accepted patterns of social behaviour and communication are often referred to as ‘social 
codes’ or ‘cultural norms’. These are ‘rules and standards that are understood by members of a 
group that guide or constrain social behaviours without the force of law’. They often relate to a 
perceived social pressure to engage or not engage in specific behaviours, and, while often unspoken 
or subconscious, these norms are highly influential upon interactions with others. Intercultural 
competence entails knowledge of accepted patterns of social behaviour and communication of a 
given individual or group, and a certain mastery in dealing with new, diverse, non-routine situations, 
as well as the mobilisation of people’s attitudes, skills and sentiments in order to achieve a 
meaningful outcome. 

3. In meaningful intercultural interaction it is essential…  
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a. to make sure the venue contains no symbols of culture or religion. 
b. To know what attitudes about dress code typically are in the culture of those with whom you are 
interacting and to dress and behave according to those norms to show cultural respect. 
c. To be conscious of one’s own values, social norms and behaviour (verbal and non-verbal). 

FEEDBACK: In meaningful intercultural interactions, self-awareness is just as important as 
knowledge about those with whom one is interacting. Intercultural environments and interactions 
are often complex as they are semi-spontaneous, characterised by a greater diversity of participants, 
and the rules of such interactions are often implicit or ambiguous. Nevertheless, the better everyone 
(administrators, residents, newcomers, migrants, minorities) understands the environment or the 
context in which the intercultural interaction occurs as well as how their own values and behaviours 
are reflected in the situation, the greater the chances of achieving a meaningful outcome.  Adapting 
to behaviour patterns accepted in a different group from your own should not mean forfeiting your 
identity. It means searching for ways to communicate more meaningfully and more effectively and 
to establish a positive connection with your interlocutor. 

Promoting active citizenship and participation 

1. Which situation below is NOT an example of ‘participation’ in the intercultural context? 
a. Asking a critical question at a meeting of a neighbourhood association. 
b. Voting or exercising any other political right. 
c. Going to a (diverse) neighbourhood street party. 
d. Commenting anonymously on a survey about policing shared via a social media group dedicated 
to counter hate speech. 
e. Signing a petition against a public property being sold to a property developer. 
f. Volunteering on a school board. 

FEEDBACK: Going to a neighbourhood street party can be a great example of intercultural 
interaction but is not ‘participation’ as defined here - unless someone attending wants to interview 
you, on the record, about an issue of public concern while you eat your cake! Participation and active 
citizenship occur when stakeholders have the right, the means, the space, the opportunity and the 
support to freely express their opinions and influence decision-making on matters that affect them. 

2. …is the engagement of individuals, non-governmental organisations and civil society at large in 
decision-making processes by public authorities. 
a. Civic participation. 
b. Voting. 
c. Intercultural participation. 
d. Advocacy. 

FEEDBACK: Intercultural participation is a more refined concept within civic and political 
participation, in which everyone in a diverse environment has an equal opportunity to contribute 
and influence decisions on matters that affect them. In some situations, participation may mean 
those who are directly affected taking the lead and driving the process. Intercultural participation 
requires an equal and respectful basis, in which everyone feels heard, and involves tackling obstacles 
that may hinder certain stakeholders’ active participation. 

3. Imagine you are supporting the design of a participatory process about the refurbishment and 
use of an old building. To reach a wide diversity of stakeholders, you could…  
a. map the spaces where different target groups tend to gather nearby, and plan to hold meetings 
or conduct surveys there. 
b. Provide interpretation during the sessions for the most relevant local languages. 
c. Offer evening as well as daytime sessions or ask people whether this would be helpful. 
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d. Publish the process, and how to get involved, on a website in all official languages, then further 
publicise the opportunity via local radio stations popular with local ethnic communities. 
e. All of the above. 

FEEDBACK: All of these would indeed be good strategies to increase diverse participation. The 
different strategies would respectively help increase ethnic, gender, socio-economic or educational 
diversity, for example. When it comes to participation, the more diversity, methods and points of 
view which can be successfully included already in the planning and the implementation of the 
process, the more likely it is to have a diverse participation and input. 

 

 

RELATED CONCEPTS TO THE INTERCULTURAL INTEGRATION MODEL 

Prejudices 

1. Prejudices can be defined as…  
a. the beliefs that we hold about the characteristics of a specific group, especially those 
characteristics that differentiate them from other groups. 
b. Preconceived attitudes towards a group or its members, untested and therefore unjustified by 
evidence. 
c. Unjustifiably different (distinctive, exclusionary, restrictive, preferential) behaviour towards 
and/or treatment of certain persons or groups, based on traits of the person or on particular 
characteristics of the group. 

FEEDBACK: Yes, our attitudes towards out-group members are determined by all three of the above 
factors, with prejudice most closely associated with our ‘affective’ or emotional response. The 
answer is (b): our attitudes towards out-group members are determined by all three of the above 
factors, with prejudice most closely associated with our ‘affective’ or emotional response. 
Stereotyping is, on the other hand, closely associated with our cognitive responses (a), while 
discrimination is a form of action or behaviour (c).  

2. Prejudice can be reduced by…  
a. by changing the perceived variability of groups. 
b. By encouraging intergroup contact. 
c. By convincing people that their prejudiced beliefs are not widely shared. 
d. By identifying the mechanisms and actors involved in the propagation of prejudices. 
e. All of the above. 

FEEDBACK: Prejudices are very resistant to change as they occur prior to the judgement of reason, 
and people often continue to believe them even when shown contrary evidence. However, if 
prejudices can be learned, they can also be unlearned and reduced. The Council of Europe Committee 
of Ministers has recommended in CM/Rec(2022)10 on multilevel policies and governance for 
intercultural integration that ‘Measures should be taken to prevent and combat prejudice and hate 
speech while respecting the right to freedom of expression…’ and that there is a need to promote 
‘unbiased and evidence-based political discourse and narratives’). 

3. It is generally not effective to reduce stereotyping and prejudice in others by…  
a. highlighting the individual and intersectional variability with a stereotyped group. 
b. Encouraging meaningful intercultural interaction and highlighting cross-cutting identities. 
c. Showing people that their prejudices are not widely shared among their peers. 
d. Having zero tolerance of those who hold prejudiced views and calling them ignorant whenever 
we hear/see such views voiced. 
e. Spotlighting the mechanisms and actors who propagate prejudices and the kinds of negative 
narratives they try to spread. 
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FEEDBACK: The most distinctive principle of interculturalism is fostering meaningful intercultural 
interaction. There is evidence that the more people with different backgrounds interact with each 
other, the less likely they are to hold prejudices. In an intercultural society, these constructive 
conditions are reinforced by the promotion of equality, the recognition of the value of diversity, and 
a focus on common objectives and interests. While showing zero tolerance is often a first instinct, 
and may be morally appropriate in certain extreme situations, communications and psychological 
research has found it is generally a counter-productive strategy for shifting attitudes. 

Discrimination 

1. Discrimination is… 
a. focusing on the differences between people rather than the common ground that they share. 
b. Unjustified and mostly negative feelings towards an out-group or its members. 
c. Beliefs we hold about the characteristics of a certain group and how it is different from others. 
d. The act of differentiating between people because of the groups to which they belong (or to 
which they are perceived to belong) in a way that is unjustified, and which causes harm. 

FEEDBACK: Discrimination is unjustifiably different (distinctive, exclusionary, restrictive, 
preferential) behaviour towards and/or treatment of certain persons or groups, based on traits of 
the person or on particular characteristics of the group. Discrimination is generally understood as 
differentiation which causes harm and is distinguished from prejudice and stereotyping by being an 
action or outcome of those attitudes.  

2. The developments of artificial intelligence (AI) impact the anti-discrimination field as it… 
a. is used widely in mostly the private sector without full understanding of the impact. 
b. Risks replicating and amplifying many discriminatory practices in ways which need to be closely 
monitored and regulated, at all levels of governance. 
c. There are currently no regulation with regard to this field.  

FEEDBACK: The regulation of discrimination is an evolving field which needs to develop together with 
society to address changing opinions and for example new technologies. The legal and societal 
debates about what constitutes discrimination are partially debates about the nature of various 
characteristics and grounds, but also about justifications, and about what governments should or 
should not control. For example, the rapidly increasing use of artificial intelligence risks replicating 
and amplifying many discriminatory practices in ways which need to be closely monitored and 
regulated, at all levels of governance. 
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