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The REPCAT project has explored attitudes and practices related to the representation of ethnic 

diversity1 within three Catalan public institutions: the education system, the police force (Mossos 

d’Esquadra), and the political administration of the city of Barcelona. It was based on the assumption 

that it is necessary for the democratic legitimacy of ethnically plural societies that their ethnic 

diversity is represented by their institutions. Lacking institutional representation of diversity is 

expected to hamper integration processes and cement inequalities, as minority groups lack both role 

models and access to influence on policy-making and institutional practices.  

This report describes the research conducted within the framework of the REPCAT project, including 

its main results and a series of policy recommendations.  

 

 

 

    

 

 

         

                                                            
1 It should be noted that the initial focus on “immigrants”, as reflected by the title of the project, was replaced 
by “ethnic diversity”, based on the recognition that also ethnic minority groups suffering from discrimination 
and disadvantage, in the Spanish/Catalan context most notably the Roma, needed to be addressed in the 
context of underrepresentation (Cortés and End 2019; Hellgren and Gabrielli 2021a and b). 

mailto:zenia.hellgren@upf.edu
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SUMMARY OF THE PROJECT OBJECTIVES AND RESULTS  

 

The main objective of the REPCAT project was to examine how diversity is represented, and what 

barriers there are for the participation of immigrants and ethnic minorities, in Catalan public 

institutions. The basic assumption was that the ethnic diversity of the Catalan society is 

underrepresented by its institutions, which contributes to hamper integration processes and cement 

inequalities, as minority groups lack both role models and access to influence policy-making and 

institutional practices. At a general level, the project aimed to expand our understanding of why the 

inequalities between the native majority and the ethnic minorities remain deep despite policies that 

embrace interculturalism and non-discrimination, and why the ethnic diversity of society is still not 

represented by its institutions.  

The Spanish autonomous region of Catalonia was chosen as an empirical example to examine how 

public institutions deal with the question of representation of diversity in society, as this autonomous 

region in Spain has a pronounced intercultural focus, and the city of Barcelona is an active member 

of the Council of Europe’s Intercultural cities network2. Catalonia, as Spain overall, underwent rapid 

change from being an emigration country to one of the main immigration countries of Europe during 

the years of economic growth in the 1990s and 2000s. The proportion of the Spanish population 

represented by immigrants increased from 0.9% in 1991 to 11% in 2020 (representing a small 

decrease since the peak of 12.20% in 2010 and 2011) (ine.es, 2020); for Catalonia, the current 

number is 16.2% (idescat.cat, 2021). Non-western migration to Spain was largely attracted by the 

need for cheap labour in sectors that Spaniards rejected during the years of economic growth, prior 

to the Great Recession in 2008 (Hellgren and Serrano, 2019). This explains how immigration became 

closely linked to precariousness (Moreno and Alòs 2015; Marí-Klose and Martínez Pérez, 2015); an 

immigrant in people’s minds would typically be synonymous with a poor, exploitable worker from a 

non-western country (Hellgren 2019). Consistently, much of the research on the disadvantage of 

non-western migrants in Spain focuses on socio-economic inequality and the links between migration 

and precarious employment (e.g., ILO 2014; Porthé et al. 2010; Ramos 2020; Moreno and Alòs 2015). 

However, in recent years, several studies have also emphasized the problem with 

racism/discrimination, generally by focusing on racialized people’s own experiences and perceptions 

(e.g., CIS 2018; Bobowik et al. 2014; Hellgren 2019; Spanish Government’s Report 2020). The 

                                                            
2 https://www.coe.int/en/web/interculturalcities/networks 

https://www.coe.int/en/web/interculturalcities/networks
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discrimination and disadvantage that the Roma people in Spain3 are subject to has been vastly 

documented (e.g. Filigrana 2020; Agüero Fernández 2020; Cortés Gómez and End 2019; Hellgren and 

Gabrielli 2021a and b) and has historical roots that go back to their arrival to the Iberian peninsula in 

the 15th century (Martín Sánchez 2018). In Catalan policy documents on interculturalism, emphasis 

lies on tolerance, equality and peaceful coexistence (see, e.g., Catalan policy document, 2017 and 

2019), but whether and to what extent policy discourses on interculturalism are being transformed 

into practice is an empirical question, which this project aimed at contributing to shed light on. 

The REPCAT study adapted the classical concepts of descriptive and substantive representation, 

generally used to analyse political representation in the political science literature (see, e.g., Arnesen 

and Peters, 2017), and distinguishes between physical representation of diversity, meaning the 

actual presence of immigrants and minorities at different positions within the public institutions, and 

discursive representation, which refers to if and how ethnic diversity is incorporated in institutional 

agendas and publications such as school books or political party programs. Three case studies were 

conducted, for each of three public institutions defined as key in the implementation of intercultural 

ideals: the Catalan education system, the Catalan police force and the Barcelona City Council. The 

case studies were complemented by interviews with representatives of immigrant and ethnic 

minority groups, in order to complement the institutional actors’ discourses with experiences and 

perceptions by people who are themselves affected by racialization. These respondents are people 

who either try to access or already work in one of the Catalan public institutions included in the 

study, or who are spokespersons of ethnic organizations that press for change and demand policy 

measures to improve the representation of diversity.  This methodological strategy was considered 

most fruitful in order to achieve the main project goals: 

 to evaluate the outcomes of intercultural policies in terms of the de facto representation 

of diversity; and 

 to suggest action strategies (in the format of policy recommendations) intended to 

address shortcomings in the implementation of these policies, and increase the actual 

participation and representation of immigrants and ethnic minorities in public 

institutions. 

It was clearly stated among the main goals of the project that it intends to take research on diversity 

management and integration further by focusing on policy outcomes in terms of de facto 
                                                            
3 As there are no ethnic registers in Spain, there are no accurate statistics on the number of Roma people in the 
country. A general estimate is around 2% of the population (FSG.org 2020); in Catalonia, approximately 80,000 
Roma people are estimated to live, many of whom are concentrated in suburban areas characterized by high 
degrees of socio-economic marginalization (Damonti and Arza Porras 2014; Filigrana 2020).  
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representation of diversity. Representation of diversity at the institutional level, in positions of power 

and decision-making, is crucial not the least to provide members of ethnic minority groups with role 

models and increase their identification with the society where they live. Two central dimensions of 

such representation have been considered in this project:  

i) attitudes towards diversity: are different immigrant groups depicted in stereotypical 

ways; is ethnic diversity mainstreamed or not in policies and guidelines, etc.; and  

ii) actual representation: are immigrants of diverse origins present in different institutions 

that play a central function for education, law enforcement and decision-making, and 

what barriers for an increased representation of diversity can be identified? 

Three central public institutions were selected for the empirical part of the project, which consisted 

of three case studies: 

The Catalan school system, which plays a central role for the representation of ethnic diversity at 

different levels, for instance through the educational material that is used, and through the attitudes, 

values and ethnic origins of school staff. Teachers of ethnic minority origin are moreover considered 

as important role models for immigrant and minority youth. 

The Catalan police force (Mossos d’Esquadra), representing law enforcement. To prevent racist 

attitudes and recruit police officers of diverse ethnic origins are expected to play an important role 

for minority groups’ trust in and identification with the police. Police officers of ethnic minority origin 

are moreover considered as important role models for immigrant and minority youth. 

The Political administration of Barcelona (Ajuntament de Barcelona), representing a central 

decision-making institution and, ultimately, the residents of the city. Politicians of ethnic minority 

origin are moreover considered as important role models for immigrant and minority youth. Here, 

the main focus lies on the representation of ethnic diversity in the policies of the City Council, and of 

the different political parties present in the City Hall. During the course of the project, to improve its 

coverage of the implementation of intercultural policies in Catalonia, also the policies addressing 

diversity management of the regional government, Generalitat the Catalonia, were included in the 

study. 

The results of the project confirm that people of immigrant or ethnic minority origin, as the Roma, 

are indeed underrepresented in these institutions, while recognizing the difficulties involved in 

conducting such mapping as there are no ethnic registers in Spain. Moreover, the study concludes 

that there is a significant gap between the general intercultural discourse that defines the Catalan 
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integration policy framework, and multiple practices that continue to reproduce disadvantage for 

immigrants and minorities, though unintentionally. The project argues that there is a need to go 

beyond anti-discrimination policies and consider measures that explicitly address 

underrepresentation, such as ethnic quotas in access to public employment. The following tentative 

policy recommendations were formulated as part of the REPCAT project’s conclusions: 

i) Improved information and educational support in schools.  

ii) Ethnic diversity mainstreaming in teacher training programs and public policies. 

iii) Critical revision of text books and other educational material.  

iv) Ethnic diversity quotas in access tests to public employment. 

v) Revision of criteria for access to public employment.  

 

AUTHOR’S COMMENT: CONDUCTING SOCIAL RESEARCH DURING 
THE COVID-19 CRISIS

 

As many other current projects and initiatives, the REPCAT project has been impacted by the 

immense crisis caused by the Covid-19. In terms of the direct impact of the pandemic and the 

Spanish lockdown policies on the project activities, fortunately this was minimized by the fact that 

nearly all interviews and meetings had been completed before the Spanish Government declared a 

state of exception on 15 March, 2020. Since then, there has been a gradual normalization of online 

meetings, which facilitated the remaining data collection during the last stage of the project. 

Nevertheless, in terms of the potential for change towards greater inclusion and representation of 

ethnic minorities in the public institutions of Catalonia, which was an explicit project goal, it remains 

to be seen what are the effects of the social and economic crisis following the pandemic (GRITIM-

UPF, 2020). Apparently, in particular the field of education has suffered much. Schools were closed 

from mid-March until mid-September, which according to multiple social actors has accentuated the 

inequalities between students from homes with or without sufficient resources to support the 

children; computers; work space; a stable family situation, etc. (Ara, 2020). Simultaneously, 

economic precariousness is increasing dramatically as millions of people have lost their jobs and 

incomes in the wake of the lockdown and cease of tourism. The Roma and many people with 

immigrant background are among those most seriously affected (GRITIM-UPF, 2020). Moreover, the 
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largest civil society organization against racism in Catalonia, SOS Racisme, reports that numbers of 

racist incidents increase in the wake of the pandemic, and are concerned about what they describe 

as a fear of reporting racist actions. The pandemic, it appears, is increasing already vulnerable 

people’s vulnerability, and decreases their trust in being supported. A general sense of society being 

at the limits of its capacity, and that only the very most urgent matters can be attended to, seems to 

be growing (ibid; SOS Racisme media communication 2020; SOS Racisme report 2020).  

That the current situation has forced public institutions to change their priorities is evident also in 

the evaluation of the implementation of intercultural policies, which is a part of this project’s actions 

and is described in detail later in this report. Several of the programmed actions intended to increase 

the inclusion of diversity in education or in public administration, which were scheduled to be 

implemented by the Catalan Government, were cancelled. The reason given for this by the respective 

institutions was, precisely, lack of resources and the need to change priorities in the current context 

of acute crisis (see this report, Evaluation of Intercultural policy actions).  

The REPCAT project was concluded in midst of the second wave of the pandemic, a situation that is 

becoming more serious by the day here in Catalonia. As will be reflected throughout the report, 

there is overall awareness of the need to improve the representation of diversity among the key 

actors at different positions within the public institutions that are included in the study. There is also 

recognition that much remains to be done in order to build a society in which the actual ethnic 

diversity is reflected by its institutions. The Covid-19 crisis indeed represents an added challenge for 

such institutional transformation to take place. Yet, hopefully, it is not overly optimistic to expect 

that we will be moving “two steps forward and one step back,” rather than the other way around. 

The REPCAT project has aimed to contribute to a development in this direction, by promoting the 

idea of more representative, and thereby more democratic, public institutions, and explicitly placing 

this question on the agenda. 

 

Zenia Hellgren, Barcelona, May 2021 

 

 

 

 

 



                         

9 
 

RESEARCH DESIGN AND EXECUTION   
 

The empirical research that constitutes the cornerstone of this project consists mainly of three case 

studies, one for each of the three key institutions defined above (the Catalan education system, the 

Catalan police force and the political administration of the Barcelona City Council), complemented by 

additional fieldwork as interviews with representatives of ethnic minority organizations. The 

project’s methodological approach was inspired by participative action research (PAR) and 

constructivist grounded theory. PAR emphasizes the active role of the researcher as part of the social 

realities that he or she studies, with the objective of contributing to social change beyond merely 

understanding and interpreting his or her environment (McIntyre, 2008). In constructivist grounded 

theory, a central element is understanding the researcher as co-producer of the results (Charmaz, 

2000; Mills et. al., 2006). This means that the researcher’s role, besides investigating a reality, also 

implies participating in the construction of this reality. The researcher interacts with and influences 

on his or her surroundings. In fact, by the very choice of research questions and focus, how questions 

are formulated and what issues are raised, the researcher contributes to set an agenda that may 

have several consequences for his or her environment (Aspers, 2011).   

In the REPCAT project, contributing to awareness-raising and to placing the representation of ethnic 

diversity on the agenda within the institutions in the study was a central part of the objectives. When 

proposing this project, integrating research and practice within the same framework and aiming at 

not only defining and analysing problems, but also addressing these problems in practice, was 

explicitly considered as a new – and necessary – approach to integration studies (Hellgren, 2019a). In 

order to develop this approach, it has been of great value to integrate the conclusions from the PI’s 

previous and project on Roma inclusion4 (Hellgren and Gabrielli, 2018a and b, 2021a), which 

employed a similar methodological strategy. An important finding from this project was the 

perceptions of a gatekeeper in a local Roma community. She shared with us her view that our very 

presence as representatives of a European research project gave her group leverage in their 

relationship with their children’s school, and facilitated their participation in meetings and activities 

with the school staff; they felt more taken seriously and listened to. For us as researchers, this was 

indeed an illustrative example of what the role as “co-producer” of the reality that is studied may 

mean in practice. This insight also leads to serious, ethical reflections upon the risk to influence 

                                                            
4 VAKERIPEN (Roma inclusion in education: fostering constructive attitudes and good practices in the Barcelona 
area), co-funded by the Rights, Equality and Citizenship (REC) Programme of the European Union under Grant 
Agreement JUST/2015/RDIS/AG/DISC/9372. 
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actors involved in the project or “run their errands”. The recognition that the researcher influences 

the outcomes, and that this to some degree may be desirable, should never be allowed to 

compromise the reliability of the results (Aspers, 2011).   

In addition, these general recommendations for qualitative case studies were followed in the REPCAT 

project:  

• Within each case (in this study, each institution), we search for a multitude of contrasting 

narratives to reflect the diversity and complexity of the cases. Defining sample size and 

“saturation” are indeed central challenges for qualitative research as a whole, and it can be 

discussed whether it is at all possible to say when we have “enough data” (Barglowski, 2018). 

We cannot avoid this, but need to be aware of the limitations it implies for the study. In this 

study, access to the field is also inevitably controlled by the institutions, and the extent to 

which they are willing to be examined. Yet, to strive towards maximum diversification of the 

sample appears necessary as we have little previous knowledge of how these institutions 

work with diversity issues, or to what extent there are, for instance, internal contentions 

around this matter.  

• The sampling is guided by experiences and reflections during the fieldwork. In practice, this 

means that besides being purposive and theoretically relevant in accordance with basic 

criteria for qualitative sampling, the sampling should also be pragmatic-strategic (Barglowski, 

2018). In the case of the present project, for instance, it proved necessary to rely on existing 

contact networks and use snowballing (with the rule of maximum one new contact per 

contact person) to gain access to schools in order to conduct the interviews. 

• It should also be noted that the gender perspective was present throughout the study and 

included in central methodological elements as sampling (striving for an equal distribution 

between male and female respondents) and the elaboration of interview guides and content 

analysis schemes, though without applying any predefined assumptions regarding what 

relevance a gender perspective would have for the study. 

Methodological triangulation was used for the case studies, combining principally content analysis, 

interviews and observations in order to retrieve information on central aspects of relevance for the 

project objectives, as the attitudes of key persons within the public institutions and what diversity 

management strategies are employed in these institutions, what are the recruitment channels and 

procedures for employment in these institutions, or what are the perceptions on obstacles for an 

increased representation of diversity within these institutions among stakeholders of both ethnic 
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majority and immigrant/minority origin. Below follows a more detailed description of the different 

actions applied in accordance with this methodological strategy: 

A. Mapping of Diversity in Catalan Institutions.  

Mapping of the estimated representation of immigrants from non-western countries and racialized 

minorities as the Roma was conducted in the selected institutions. Due to the lack of existing 

registers from which information about individuals’ nationality or ethnic origin can be deduced, this 

information had to be gathered through interviews with representatives of the respective 

institutions, with the exception being the case of the Catalan police force, which had themselves 

registered data on the country of birth of their police officers (which is not necessarily the same as 

the person’s nationality; these data include Spanish nationals born abroad, who are the majority in 

the group of foreign-born officers (interview ID P3)). 

B. Content Analysis: Discursive Representations of Diversity.  

A selection of text books used in 6th grade of primary school (age 11-12) and 3d grade of secondary 

school (ages 14-15) in public and semi-private (concertada) schools in Barcelona were analysed, 

together with school websites, school curricula for compulsory school and contents of the Catalan 

Department of Education’s teacher training programs on diversity; web sites and printed informative 

material from the Catalan police force complemented by training material for police aspirants; 

websites of the City Council of Barcelona, the Catalan regional government, and the party programs 

of the political parties represented in the City Council of Barcelona.  

C. Stakeholder Interviews: Different Perspectives on Diversity Management. 

Thirty-three interviews with stakeholders were conducted. These are persons in decision-making 

positions at the Catalan Department of Education, headmasters and teachers of public and semi-

private schools, representatives of the Catalan police force with different ranks and origins, 

politicians of ethnic minority background, police aspirants of ethnic minority background, and 

representatives of ethnic organizations. These interviews were transcribed and coded through the 

software tool Dedoose (a full, anonymised list of the respondents is provided in Annex I). The 

interviews were semi-structured: an interview guide was used, but instead of asking direct, pre-

formulated questions, the respondents were initially asked to talk about what obstacles and 

opportunities they identified for a greater representation of diversity in the Catalan public 

institutions (and in the case of stakeholders representing the school system, the police or the 

political administration, they were asked to refer particularly to their own institution). Depending on 
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their answers, different follow-up questions were asked with the purpose of developing ideas on 

how obstacles for increased participation could be removed. Some concrete questions were asked to 

all the respondents, namely: 

1. Why do you think that there are so few school teachers/police officers/politicians, for 

instance, of another ethnicity than white/Catalan? 

2. Do you think that there is a generalized problem with ethnic discrimination in Catalan 

society? In the Catalan public institutions? 

In relation to the interviews, it is important to mention the fact that they were conducted within a 

discursive framework in which there is agreement that ethnic diversity is positive and should be 

promoted, in line with the intercultural policy framework that sets the agenda for diversity 

management in Catalan society and its institutions. There was thus no questioning of whether we 

should strive towards a better representation of ethnic diversity, though there were also no general 

agreement regarding what measures should be most fruitful in order to achieve the assumed 

objective of public institutions that are representative of the de facto ethnic diversity of Catalan 

society.  

D. Participant Observations at Meetings and Workshops.  

This methodological task is the one that most explicitly takes on the PAR approach outlined above: 

the boundaries between the role as researcher and as participant, with the aim to actually influence 

on debates and policy agendas, are often blurred. This has not been considered to generate 

problems with bias given the project’s explicit objective to contribute to agenda-setting and actual 

change of institutional practices and attitudes, but still requires that the researcher is aware and 

capable of analytically separating these two functions from each other. In concrete, this task 

consisted of the researcher’s participation in twelve different meetings and seminars with key actors 

representing the Catalan Government, the education system, academia and policy-makers. At some 

of these meetings, important target groups as school teachers, pupils and immigrant/ethnic minority 

families were invited. The overall objective for all these meetings was to promote better diversity 

management at the Catalan institutional level, though with different specific foci, with particular 

emphasis on the promotion of diversity management in schools/education. At some of these 

meetings, as the innovation camp (meeting ID PM 1) or the debate on diversity in education, in which 

the PI of the REPCAT project was one of the main speakers (meeting ID PM 7), the participant role 

was particularly active, while during other meetings, as EM 1-6, the PI’s role mainly was to observe. 
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The analysis of the meetings was based on transcripts of the meeting notes, which were coded by 

applying the same codes as for the stakeholder interviews. The meetings are listed in Annex II. 

E. Evaluation of Intercultural Policies.  

The evaluation of intercultural policies was added to the originally designed methodology in order to 

improve the coverage of analysis of how diversity is managed at the level of the political 

administration of Barcelona. This was complemented by policies of the Catalan Government 

(Generalitat de Catalonia), which was considered necessary as for instance the policy document 

defining how the education system and the police force work are implemented at the regional level. 

Both the Catalan Government and the Barcelona City Council apply intercultural policies, whereby an 

overall open and proactive attitude towards diversity management was expected. The central task 

here was first to examine what policies there are that promote the inclusion of diversity, and second, 

perhaps even more importantly, to enquire into how and to what extent are these policies being 

implemented. 

The official documents defining the guidelines for diversity management and intercultural policy 

implementation at the Catalan level and at the level of the City Council of Barcelona were analysed. 

Specific attention was given to evaluate the fulfilment of a series of specific actions in this field 

defined by the Catalan Government in the Citizenship and Migration plan 2017-2020 (Catalan 

document, 2017), which was the official document defining integration and intercultural policies at 

the regional level during the REPCAT project’s life length. In this plan, there is a list of 433 concrete 

actions intended to translate policies into practice. Among the 433 actions, a selection was made of 

altogether 14 specific actions that address the education system, the Catalan police force and the 

political administration (see the Results section for a list of these actions and their evaluation). For 

each of these actions, the institutions within the Catalan Government in charge of their 

implementation were contacted: 

• The Secretariat for Equality, Migration and Citizenship (Department of Work, Social affairs 

and Family): 

https://treballiaferssocials.gencat.cat/ca/el_departament/funcions_i_estructura/estructura/

secretaria-digualtat-migracions-i-ciutadania/ 

• The Department of Education: http://ensenyament.gencat.cat/ca/inici 

• The Catalan Institute for Security (the Police Direction): http://ispc.gencat.cat/ca/inici/ 
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• The Office for Religious Affairs (Department of Justice): 

http://justicia.gencat.cat/ca/ambits/afers-religiosos/ 

 

The following questions were asked, for each of the selected actions: 

1) Has the action been implemented? 

2) If it has been implemented, how? Has the implementation been evaluated? 

3) Has the implementation of this action been affected by the Covid-19 crisis? How? 

 

In the next section, the main results of the case studies conducted within the framework of REPCAT 

will be presented. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



                         

15 
 

RESULTS  

 

MAPPING DIVERSITY IN CATALAN INSTITUTIONS 

 

MAPPING DIVERSITY IN THE EDUCATION SYSTEM 

The REPCAT project is based on the view that the educational system of a society not only shapes 

learning and socialization processes and provides its children and youth with necessary knowledge. It 

is the first, and perhaps the single one most important, institution of this society that the children 

become a part of. The experiences that children of different origins have from their schooling are 

without doubt fundamental for the relationship they develop with society as a whole, as well as how 

they manage to assimilate knowledge, and what opportunities they will have in life after their school 

years. There is a vast body of research on the school failure of immigrant and Roma children, in 

Europe and the US as well as at the national level of Spain, and Catalonia (e.g. Bayona and Domingo, 

2018; Martín Criado and Gómez Bueno, 2017; Martín Criado, 2018; Bereményi and Carrasco, 2015, 

2017; O’Hanlon 2016; Miskovic, 2009). The potential explanations are many, and generally include 

both the socio-economic marginalization that people from these groups often live in, the low 

educational level of the parents, and overall “integration difficulties”. It is often argued that Roma 

and immigrant children and their families are less involved in the school activities and do not seem to 

identify with the school, thus looking for the reasons within the families themselves, their values and 

customs (Bereményi and Carrasco, 2015, 2017; Paniaigua and Bereményi, 2019; Hellgren and 

Gabrielli, 2021a).  

Much less attention has been given to the education system itself and how it operates to create 

inclusion or exclusion of the pupils, and, which is at the core of this project: how ethnic diversity is 

represented within it. Is the actual ethnic and cultural diversity of society transmitted through the 

school material used? Is there a relationship between a lacking representation of diversity among 

school staff and in text books, and the disproportionally high rates of school failure among minority 

students (Bayona and Domingo, 2018)?  
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Physical representation of diversity 

The first part of the mapping task consisted of attempting to figure out whether and to what extent 

there are teachers and other school staff of diverse origins, or whether the vast majority represents 

the white, native majority middle-class that often is implicitly understood as the “norm citizenry”. 

This proved to be a challenging task, as there are no forms of ethnic registration in Spain. To keep 

such registers would be illegal, which is currently a matter for debate and some contestation. There 

are, for instance, anti-racist actors who claim that it may be necessary to register ethnicity in order to 

detect and prove discrimination (interview IDs M4 and M5).  According to the interviewed directors 

at the Catalan Department of Education, it is currently impossible to know how many teachers there 

are of immigrant or Roma origin in Catalonia. Many people with immigrant backgrounds are 

naturalized Spanish citizens and no longer figure in migration statistics (while ethnic registers are 

thus not permitted, there are official registers of country of birth for legally residing non-citizens). 

They do however state that “teachers are in general ethnically Catalan, or Spanish” (interview IDs E1 

and E2), a view that was unanimously confirmed by the interviewed headmasters and teachers 

(interview IDs E4-E8).  

A basic standpoint in the REPCAT project is that a more ethnically diversified teaching staff is 

necessary5, both in order to provide the pupils of diverse backgrounds with role models, to normalize 

the actual diversity in society, to contribute to a better representation of diversity in educational 

contents (this is where physical and discursive representation are expected to intersect, as discussed 

in the theory section above), and to avoid the existence of racist or discriminatory treatment in 

schools, in line with this statement by a participant at meeting EM 2 on diversity in schools:   

“The main problem is not that our children may suffer racism in schools but the 

structural racism that is everywhere, in attitudes, in the text books. The school 

system is dominated by those who consider a certain group of people, the Catalan 

middle and upper classes, as ‘normal’ […] There are fantastic people working in the 

schools, but there are also teachers who are very racist. And it is enough with one or 

two of these to make your life impossible. If you have a racist teacher, then that is 

                                                            
5 Since 2014, there is a program for inclusion of Roma people in the school system as so called promotores 
escolares; mediators or interlocutors between the Roma families and the schools (Roma integration plan, 2014-
2016). There have been critical voices claiming that this is mainly a way for schools to not have to deal directly 
with tensions between school staff and Roma families, but place this task on the “promotors,” and that there is 
instead a need of teachers and regular school staff of Roma origin (Hellgren and Gabrielli, 2018a and b). 
However, the program may also have been empowering for young Roma, as they have direct contact with role 
models of Roma origin, who may assist them and encourage them to continue studying. A more general 
evaluation of the program has hitherto not been carried through. 
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enough to destroy a child’s educational career, he or she will only think of quitting 

school as soon as possible”. Immigrant reception worker and PhD Candidate, 

participant at meeting EM 2 

The system for recruitment of school teachers in Spain/Catalonia is similar to that applied for other 

spheres of public employment. Employment in the public sector is assigned by so called 

“oppositions”, official, publically announced tests where those who score the highest rates are 

assigned for employment. The defenders of this system argue that it guarantees transparency and 

non-discrimination, while its critics argue that, for instance, individual schools should be able to 

hand-pick personnel who share their pedagogical project or do not meet the formal requirements for 

oppositions, such as having Spanish nationality (interview IDs E1-E10). When discussing with leading 

actors at the Department of Education how to achieve more ethnic diversification among the Catalan 

school teachers, they agree that this is something that the universities providing training programs 

for future teachers may need to consider, both in terms of student recruitment and inclusion of 

intercultural perspectives in course material. They also claim that the main obstacle is the low 

educational level among people of foreign backgrounds (interview IDs E1-E3).   

 

Discursive representation of diversity 

In her discussion of the school failure of Roma children across Europe, O’Hanlon (2016: 7) 

summarizes the Spanish case with the following words: “Roma students aren’t in the classrooms, and 

their history isn’t in textbooks: 500 years of Roma contributions to Spain fails to merit a single 

mention in school history books”. The idea that diversity needs representation both in terms of 

physical presence of people of diverse origins as teachers and other school staff, and in terms of 

discursive representation in the contents of teaching, is fundamental for the REPCAT project.  

The importance of what values are transmitted to children and youth through educational material 

has been highlighted in education research (e.g. Horst and Gitz-Johansen, 2010). In order to 

empirically assess this, typically text books are reviewed in order to evaluate what values are 

represented in educational material. The ways in which diversity is represented in school text books 

and other educational material is also central in the REPCAT project, and expected to have a direct 

impact on how both majority and minority students perceive “other cultures” and people of their 

own and other ethnicities. Over the past decades, there has been a transition towards more 

individual responsibility for each school, who are free to choose for instance what school material 

they use as long as they comply with the overall learning goals defined by the Department of 
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Education (interview ID E1; meeting EM1). In earlier years, the criteria used to be that the 

Department of Education had to approve the text book before it could be used in schools. The author 

of the book and the publisher could decide the content, but it had to be approved by the Department 

of Education. Now, each school chooses freely what material they would use and from what 

publisher they wish to buy the texts book, if they use books. As a director at the Department of 

Education explains: 

“Interviewer: Are there any measures to include ethnic diversity in the school 

material, for instance in the text books? 

Respondent: “Not really. The schools choose what material they use… and if they 

use text books I have to be honest and say that these books may not be very up to 

date in this aspect, but many public schools nowadays don’t use books, for instance. 

We don’t know what teaching material every school uses.” E1, interview 2018 

The concern over what the organizers perceive as a lack of control over the content of text books 

was raised at one of the meetings that are included in the project, which focused precisely on the 

representation of ethnic diversity in text books in Spain (meeting ID EM 1). Other voices raised during 

this meeting, as well as at another meeting on intercultural education (meeting ID EM 2), serve to 

further specify what is the core issue at stake:  

“White children don’t encounter the same ethnic diversity that they see in the 

streets in the text books. And children who are not white don’t feel represented, it is 

harder for them to identify with the school system.” Decision-maker in the Catalan 

Government, participant in meeting ID EM 1 

“The image that children will have of Africa is much influenced by how schools teach 

about Africa. The general image is that of poverty and disaster, and the general 

imagery of a ‘poor Africa’ influences on how children will look at kids from Africa in 

their school, for instance. What children learn in schools, from text books and other 

school material, contributes to construct their image of ‘the other’”. Member of the 

Catalan Parliament, participant in meeting ID EM 1 

“If the schools continue to teach that Columbus ‘discovered’ America, where are we 

going? We know now that it is not true. In that case we should teach that the Roma 

discovered Europe – from our perspective it may be true”. Founder of Roma youth 

organization, participant in meeting ID EM 2 
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To enquire into if and how ethnic diversity is present in the educational material, content analysis 

was conducted of official Catalan school curricula, teacher training programs, and text books used in 

history, social sciences and religion/ethical values courses during the last year of primary school 

(sixth grade) and the third grade in compulsory secondary school (3d of ESO). All public and semi-

private schools in Barcelona, that is, 226 public schools and 124 semi-private, publically subsidized 

(concertados) schools, are included in the study6. Analysing the websites of all these schools, 47 out 

of the 226 public schools, and 19 out of the 124 semi-private schools, indicated that they use text 

books and published the corresponding information online. It should be noted that many schools do 

not publish this information, and moreover, many schools no longer use text books but primarily 

work with “projects” rather than conventional lectures, and define the use of material (as folders, 

websites, printed documents) throughout the course. As a follow-up action, a short questionnaire 

was sent out to the directors of those schools that did not publish this information online. However, 

the response rate was extremely low: 2 public schools and 4 semi-private schools responded by 

providing the information they were asked for. Hence, it was not possible to get a representative 

overview of the educational material used in the city of Barcelona. Nevertheless, after analysing 

what text book resources were used in the altogether 72 schools that provided this information, a 

selection was made of the most frequently used book titles in the respective subjects. Even if a 

majority of schools are not represented by the study, 72 schools was still considered a significant 

number, and the most frequently used books are indeed used for the education of an important 

amount of pupils. These books were subsequently purchased and analysed for frequency, context 

and content regarding anything related to immigration and ethnic diversity. 

The text book analysis concluded that there is generally very little content on immigration: all in all, 

there are only a few brief statements about how migratory flows have contributed to cultural 

diversity, and in a few of the books, how migration is linked to global inequalities and conflicts. Ethnic 

diversity overall, or discrimination and racism, are barely mentioned at all. There is no mention 

whatsoever of the Roma people in any of the books (besides the listing of this ethnicity among the 

holocaust victims in one of the books), which is consistent with the criticism by O’Hanlon (2016) 

referred to above. 

 

                                                            
6 Just as in Spain in general, the Catalan education system is characterized by a division between public, semi-
private and private schools. The completely private schools are not included in the study, as they are not 
subject to the education policies or inspections of the Catalan Government and are, in practice, free to do what 
they want as long as no laws are violated. This is in itself considered problematic by some actors at 
Ensenyament (E2, interview 2018), but it is an issue that is not much discussed at the moment. It is estimated 
that around 4% of the pupils in Catalonia attend fully private, non-subsidized and non-supervised schools (ibid). 
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Specific actions for increased representation of diversity in the education system 

The Plurilingüisme program 

In line with its interculturalist goals, during 2019 the Department of Education started developing a 

new program called Plurilingüisme (in reference to linguistic pluralism). Among its objectives are to 

empower children of minority backgrounds through making their origin language and culture visible, 

and integrate teaching in the most commonly present foreign native languages (as Arabic and 

Chinese) as part of the curricular activities (it has hitherto only been available as extracurricular 

activities). The idea of linguistic pluralism as an asset represents an important discursive shift at the 

Department of Education (interview ID E3). Moreover, there are different attitudes towards the idea 

of “plurilingüisme” among the schools, just as regarding the implementation of intercultural policy 

goals in general, which doubtlessly plays a central role for the degree and character of their 

implementation (interview IDs E1-E8). One of the interviewed directors at the Department of 

Education explains that the reality of ethnic pluralism has led them to develop teaching material in 

20 languages, and to promote a view on the language and culture of origin of immigrant pupils as an 

asset, not a deficit, as often has been, and still may be, the case: 

“Sometimes teachers tell me that they have a problem with children who don’t 

speak ‘any languages’. Then I ask them if they are mute or what… if they are from 

Morocco perhaps they speak their own variety of Amazigh or a version of Arabic, and 

maybe they also speak or understand French, maybe Quranic Arabic or Egyptian 

Arabic, and then I ask the teacher ‘how many languages do you speak?’ Because this 

child maybe speaks 5 or 6 languages… The pupils who speak Catalan, Spanish, English 

and also one of these languages as mother tongue, they will probably have an 

advantage compared to others when looking for a job in the future. Understanding 

that makes them [the teachers] look at these children in a different way. Diversity is 

much greater than we think, even, and that is part of our cultural richness. Learning 

the official languages here should not be a process of substitution or subordination 

of the languages used at home. It should be the people themselves who decide 

whether to continue using a language or not, not an imposition of the receiving 

society.” E2, interview 2018 

At a broader level, this program also attempts to foster general attitudes of openness and anti-

discrimination among the children (Plurilingüisme program website, 2019; Catalan report, 2018). The 

director of the program describes as part of its bases to encourage also native children to study 

minority languages, based on the idea that the linguistic pluralism is an asset for society and that 
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everyone is a part of diversity. Emphasis lies on promoting the notion of global competence as an 

empowerment strategy for immigrants, by emphasizing their competences and skills (linguistic, 

cultural etc.) instead of seeing them as “deficient”. In the interview, she uses the example of a native 

Catalan student who enrolled in minority language training, and told her that it had made her 

understand the effort immigrants are making to learn the language and see them with different eyes.  

Besides the aim to serve as means to better integrate diversity in the schools and empower minority 

students, the Department of Education states that the program also opens up for recruiting more 

teachers of foreign origin as minority language teachers (E3, interview 2019). This has however still 

not happened to a greater extent. As for Arabic language education, the teachers are recruited 

directly from Morocco on a temporary basis (minimum 4 years), according to an agreement with the 

Moroccan government. This is also the case for the Portuguese language. For Romanian, three 

teachers have been contracted to cover the demand for extracurricular education in this language in 

Catalonia (their origin is not specified). The Chinese teachers have mainly been contracted among 

Catalan teachers who have learned Chinese as a foreign language (source: internal communication 

produced by the Department of Education for the REPCAT project). 

Teacher training programs 

In order to assess the diversity training offered to Catalan school teachers, the Catalan Government’s 

general teacher training program was analysed (Catalan Department of Education’s website, 2019). It 

consists of eight pillars encompassing a large number of optional courses for active school teachers. 

These courses are accredited as part of an official system where teachers are assigned point for the 

courses they take as part of their continuous training; points that for instance are valuable in case 

they aim to move between schools and opt for employment in more attractive schools/areas 

(interview IDs E1 and E2).  

One of these eight pillars explicitly addresses ethnic diversity: Attention to diversity and inclusion 

(Atenció a la diversitat i la inclusió). The content of this module was analysed as a part of the content 

analysis conducted. The conclusion is that the content is comprehensive and with an explicitly critical 

perspective, approaching links between for instance global inequality and migratory patterns, and 

analysing social exclusion from a perspective where ever more people are marginalized and excluded 

from the labour market. It declares that it is in the context of (in)justice and inclusion/exclusion that 

we need to approach the reality with increasing ethnic diversity in the schools (understanding 

reasons for migration, mechanisms of exclusion, etc.).  
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In sum, the content of this material was considered to contribute to a knowledge-based, sensitive 

and positive view on ethnic diversity. Nevertheless, one important obstacle considering the potential 

impact of this training resource on the discursive representation of diversity in Catalan schools was 

found: the training is not compulsory, and thus, it appears reasonable to assume that mainly 

teachers who are already aware of and interested in questions related to migration and diversity will 

take the course. This is explained by the fact that actions related to training and implementation of 

diversity and interculturalism in the Catalan education system are not compulsory, but merely 

formulated as recommendations (interviews E1 and E2), which will be discussed in more detail in the 

section below on Obstacles and Opportunities. 

“You can find examples of all kinds of attitudes among the school staff. I work with 

teacher training on interculturalism and linguistic diversity, maybe we have 60 

teachers every year who are interested in our training programs. Not everyone is 

interested in these questions, obviously. Now that we incorporated Arabic and 

Chinese as foreign languages in the ordinary school programs, there are people who 

consider this very good and others who don’t agree at all. This is evident, there is no 

consensus on these issues. It is impossible to speak for the whole educational 

system.” E2, interview 2018 

Implicit in this statement is an apparent crucial dilemma for the mainstreaming of interculturalism 

and pro-diversity approaches in the Catalan education system: how can diversity training and other 

actions in this field become mainstreamed (and perhaps necessarily, compulsory) without people 

perceiving this as coercive? At a broader level, this question is related to what is often considered as 

the main challenge for the interculturalist agenda: it cannot work unless people in general support it 

(Zapata-Barrero, 2019). 
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MAPPING DIVERSITY IN THE POLICE FORCE (MOSSOS D’ESQUADRA) 

The Mossos d’Esquadra are the police force of the Catalan autonomous community in Spain, with 

roots that go back to 1719, though they were founded as a modern institution in 1983 and gradually 

expanded their competences (Study guide, 2017; Van Ewijk, 2011b). Just as in police forces across 

European countries, where studies show that diversity is low among new recruits and diminishes as 

police officers’ rank rises (Van Ewijk, 2011a and b)7, there is a huge diversity gap in the Catalan police 

force. As there are no forms of ethnic registration in Spanish society in general, just as in the case of 

school staff it is impossible to get an accurate number of police officers of non-majority ethnicities 

(though the Catalan police force keeps internal records on country of birth of their members). There 

are no doubts that the police force both in numbers and in its official identity, which is pronouncedly 

Catalan (Study guide 2017), is strongly dominated by the ethnic majority (P1, P2, P3, interviews 2019; 

Van Ewijk 2011a and b; Study guide 2017).  

 

Physical representation of diversity 

According to the most recent data, 130 out of 17,000 Catalan police officers (Mossos d’Esquadra) are 

foreign-born (including ethnic Spaniards born abroad); that is, 0,76% (P3, interview 2019). The 

interviewed representatives of the Catalan Police Force and the Police Academy agree that there is a 

problem with representation, but not with racism, within the police (interview IDs P1-P5). 

“Yes, there is a problem with representation [of ethnic diversity], just as there is 

when it comes to gender, 50% of all police officers should be women but only around 

20% are. There are 133 foreign-born police officers in Catalonia… but of course, we 

cannot know their ethnicity because that is not registered. They could be children of 

Spaniards living abroad, but we know that there are at least some who are black, and 

Chinese. And there is one police commissioner from India.” Interview ID P3  

Van Ewijk (2011a) has argued that there is a lack of pro-active efforts within the Catalan police force, 

which diminishes the likelihood that people from groups who do not feel represented by the police 

would apply to become police aspirants: “The dominant approach within the Mossos d’Esquadra is 

individual-based with low intensity  […] For example, in general, publicity for openings is more 

informative than proactive, not aimed at creation of the motivation to join or to rise in rank, but 

                                                            
7 Earlier studies on racism within the police force in Britain show, for instance, that members of ethnic 
minorities besides being heavily under-represented were more likely to leave the police force and less likely to 
ascend (Phillips 2005), and that even the incorporation of minority members did not lead to more pro-diversity 
attitudes as new members would simply adopt the same stereotypes as the dominant groups (Cashmore 2001). 
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aimed at providing all individuals that are already interested with the necessary information” (ibid: 

86). This coincides with the general conclusions from the present study, based on interviews with 

representatives of the Catalan police force at different levels of rank, and with representatives of 

political parties and ethnic organizations (interviews P1-P11; M1-M11).  

“The Police Academy, for instance, rather than discrimination I think that their 

problem is the lack of information. There is no promotion [of the police training 

program], the information does not reach those who might be interested. Those who 

are not informed are responsible for not searching for information, true, but the one 

who does not inform is responsible for not being more proactive. I have participated 

twice in the selection process in collaboration with the Mossos d’Esquadra and this is 

my impression.” M3, interview 2020  

Once, there has been a specific recruitment campaign addressing people of diverse origins to register 

for the access tests to the Police Academy. This is in line with the explicit aim to diversify the Catalan 

police force, which the interviewees with high positions in the Mossos d’Esquadra confirm and define 

as important for two main reasons: i) the need for the police force to be representative of the 

population in society as a whole in order for people from all origins to feel that it is “their police,” 

and ii) the need for police officers with knowledge of different languages and cultures in order to 

improve the quality of the police work and the ability to solve crimes (interview IDs P1-P5). This 

campaign, called Program for social diversification (Catalan Government’s document, 2007) was in 

force in 2007 and 2008. Out of the 53 initial aspirants in 2007, only 3 passed all the tests: theory, 

physical training and psychological evaluation. In 2008, only 1 candidate of the initial 58 aspirants of 

foreign background who tried to access the Catalan Police Academy as a part of this program was 

admitted (internal documentation provided to the REPCAT project by the Catalan Police Direction).  

At the police direction, this is explained by the fact that applicants with a foreign background, to the 

extent these meet the formal criteria to apply in the first place (such as Spanish nationality), have 

particular difficulties with the Catalan language and the psychological adequacy. These segments are 

considered as basic and not subject to possible modifications, unlike some other criteria: for 

instance, the maximum age was recently abolished, and there are discussions about whether to 

abolish the minimum length criteria (currently 1,65 meters for men and 1,60 meters for women) (P3, 

interview 2019). 

To become a police officer in Catalonia, the potential aspirants must first wait for a public call to be 

announced. Then, the aspirants must be admitted to the Police Academy by passing an exam 
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consisting of three tests: a theory test, a physical test and an interview-based psychological 

evaluation. This exam has proven difficult to pass for people of foreign origin. According to 

representatives of the Police Academy and the direction of the Catalan Police Force, the admission 

system is completely transparent and leaves no room for discrimination concerning the theory or the 

physical tests, but they recognize that the psychological evaluators who interview the candidates 

could interpret the results differently, and that there can be no full guarantee that they do not 

discriminate (interviews P1, P2, P3, 2019).  

However, they also believe that this is not related to the applicant’s origin, but to whom is perceived 

as a suitable police officer: “I don’t think that they [the evaluators] discriminate based on origin, it is 

rather about looking for a certain type of personality that is considered apt to be a police officer” (P2, 

interview 2019). How is, then, the imagined “model police officer”? Even if the interviewed key 

persons argue that the civil society is more receptive for ethnic diversity these days, a respondent 

representing the Police Academy states that the general image is still that of a (strong) white man 

from the ethnic majority (P1, interview 2019). 

 

Discursive representation of diversity 

There are (at least) two central dimensions of how diversity is represented at the discursive level 

within the police force: whether this dimension is included in public presentations (is the police force 

presented as “diverse” or not; does diversity form part of its collective identity?), and in the 

education material used for police aspirants at the Police Academy. Earlier research on the 

representation of diversity within the Catalan Police Force found that diversity in terms of 

ethnicity/origin is not mentioned in “the vision of the Mossos d’Esquadra, which is: to be the 

reference in security and the protection of people in Catalonia, offering quality service, through 

proximity and professionalism” (Van Ewijk 2011a: 102).  

Going through the official website of the Catalan Police Force, we find information about how to 

report discrimination and hate crimes affecting, among others, ethnic minorities. We also learn that 

the Catalan Police Force participates actively in prevention and awareness-raising on discrimination 

and hate crimes. There is however no mention of (ethnic) diversity within the police force 

(https://mossos.gencat.cat/ca/temes/odi_i_discriminacio/). 

When interviewing an inspector at the General Police Direction about diversity within the Catalan 

police force, he explains that there are indeed no specific diversity programs or plans within the 

police force (P3, interview 2019). On the other hand, he states, there is increasing awareness that 

https://mossos.gencat.cat/ca/temes/odi_i_discriminacio/


                         

26 
 

diversity needs to be incorporated, which is “inevitable in a society where 20% have a foreign 

background” (ibid). During the interview, he shows a newly elaborated card game that is used when 

the police visits primary schools, and in which half of the illustrated police officers are women and 

2/8 have a non-western ethnic profile. In his view, the main explanations of why so few people with 

immigrant backgrounds become police officers are to be found in their own attitudes towards the 

police force, and in the access exam to the Police Academy being the central selection mechanism: 

“most people who pass the exam and make it to the Police Academy end up working as police 

officers, but very few people with foreign background pass the exam” (P3, interview 2019). 

The second part of this project’s focus on the discursive dimension of how diversity is represented 

within the Catalan police force involves the educational material used for future police officers. The 

analysis of education material performed for the REPCAT project includes the comprehensive Study 

guide (Guia d’estudi), upon which the access exam to the Police Academy is based (Study guide, 

2019). This study guide is divided in three main sections that are similar in length: 1) Knowledge of 

the environment (Àmbit de coneixements de l’entorn), which encompasses Catalan history and 

society, language and social situation; 2) an Institutional section (Àmbit institucional) about 

governance at the Catalan, national Spanish and European levels, and 3) Security and police work 

(Àmbit de seguretat i policia). Concerning the actual content of the tests, this is confidential, but 

interviews conducted for a doctoral thesis comparing the treatment of diversity within the police 

forces in Holland and Catalonia, respectively, found that only in the Catalan case did the tests include 

a considerable component of factual knowledge (particularly history) (Van Ewijk, 2011a). What 

appears most striking when analysing the material from a diversity perspective is that, though 

interculturalism is the explicit foundation for the Catalan Government’s approach to diversity, the 

term is not once mentioned in the Study guide (ibid). The section on diversity is limited to a short 

section (8 pages out of 250) on migration flows, immigration and integration policies in a 

“multicultural” society, in which emphasis lies on demographic data on immigration. There is also a 

short section about public policies for the equality of opportunities, in which only gender inequality is 

mentioned. Policies or norms against other forms of discrimination are not mentioned, nor is there, 

for instance, any discussion of what it means to perform police work in an ethnically diverse society.  
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MAPPING DIVERSITY IN THE POLITICAL ADMINISTRATION OF BARCELONA 

Discursive representation of diversity 

Interculturalism and an explicit pro-immigration and diversity agenda are salient in the policy 

documents defining the Barcelona City Council’s policies within this field (Barcelona Interculturality 

Plan, 2010). Celebrating cultural diversity is a part of the city’s official identity, which has become yet 

more pronounced under the rule of major Ada Colau, from the left-wing party Barcelona en Comú, 

since 2015. Interculturalism as official approach to diversity management in the city of Barcelona 

however goes back to 2010, when the city was officially declared intercultural and adopted its 

Barcelona Interculturality Plan (ibid). The city is also an active member of the Council of Europe’s 

Intercultural Cities network8. In defining the city of Barcelona’s interculturalist approach, diversity is 

considered a central part in the construction of a common collective identity that is intended to 

foster mutual identification and solidarity between its residents. There is also explicit recognition 

that equality is necessary for the intercultural political project to work in practice: “Everyone [who 

lives] in this city, regardless of his or her cultural origin, should have the same rights, obligations and 

opportunities. That is the only way that all citizens will want to participate in the city as a common 

project shared by everyone” (Barcelona Interculturality Plan 2010). 

In terms of concrete actions to promote the official interculturalist discourse of the Barcelona City 

Council, the broad municipal anti-racism campaign Barcelona antirumors (“Barcelona against 

rumours”) is key. This ongoing campaign, which is a cornerstone of the city’s intercultural plan, 

currently counts on more than 1,000 members, including both organizations and individuals. Through 

the campaign, anti-racism agents are trained by the city council, with the aim to combat racism on a 

daily basis, in direct, interpersonal contacts within the family, at the workplace or in the 

neighbourhood (Barcelona Anti-Rumour Strategy, 2019).  

The City Council also offers intercultural training program for professionals, with the focus “how can 

we incorporate interculturalism in our workplace, and what are the benefits of this?” Moreover, 

through the City Council’s cultural institution Espai Avinyó9, cultural events and seminars are 

organized regularly within the framework of interculturalism.  Altogether, the Barcelona City 

Council’s approach is strongly focused on awareness-raising and promotion of the intercultural 

approach, particularly within the cultural sphere (Barcelona City Council, 2018). There is however no 

evaluation of the intercultural policies in terms of their impact on, for instance, public opinion 

towards immigrants and ethnic diversity, or the life conditions of migrants.  

                                                            
8 https://www.coe.int/en/web/interculturalcities 
9 https://ajuntament.barcelona.cat/bcnacciointercultural/ca/espai-avinyo/que-fem-espai-avinyo 

https://www.coe.int/en/web/interculturalcities
https://ajuntament.barcelona.cat/bcnacciointercultural/ca/espai-avinyo/que-fem-espai-avinyo
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Several stakeholders that were interviewed for the REPCAT project argue that the implementation of 

intercultural policies at the level of the Barcelona City Council merely address the discursive 

dimension (interview IDs E10, M4, M7, M9), and that the effects of these policies are unclear. 

Nevertheless, the director of the Barcelona City Council’s Department for Citizenship rights and 

Diversity, in charge of the city’s implementation of intercultural policies, emphasizes the importance 

of precisely discourse in order to accomplish a change of mind. Similar to the Director of the Catalan 

Government’s Secretariat for Equality, Migration and Citizenship, with an equivalent task at the 

regional level, she argues that it is essential for the success of the intercultural project to make this a 

goal for the broad majority, and claims that “it is central how we communicate interculturalism to 

avoid being rejected by large segments of society” (meeting IDs PM5 and PM6). At the core of this 

debate lies a dilemma for interculturalism as political agenda: its endeavour to remain politically non-

controversial in order to attract “everyone” may be contrary to the application of potentially 

controversial measures, for instance to combat economic inequalities that affect immigrants and 

racialized minorities disproportionally. Politicians in favour of interculturalism are aware of the risk of 

upsetting powerful actors as well as the broader public when considering potentially unpopular 

measures – as for instance quota systems against underrepresentation of ethnic diversity in public 

institutions (interview IDs M5-M10). Moreover, political majorities change, and it is unclear what 

would happen with the intercultural agenda in the event of a radical shift in the political direction of 

the Barcelona City Council – even if a shift of the majority from the left to the right wing block 

appears unlikely at present. A revision of the salience and framing of interculturalism and diversity in 

the different programs of the political parties present in the City Council reflects different though 

largely compatible approaches to migration and ethnic diversity. All in all, the parties defined as 

furthest to the left in the political spectrum, particularly Barcelona en Comú and ERC, are the most 

pronounced defenders of intercultural politics. The only party that explicitly promotes a different 

approach to migration and diversity is the Conservative party, PP, whose discourse is more in line 

with the persistent tendency towards securitization of migration (Huysmans, 2000) and a largely 

assimilationist approach to integration that is widespread in Europe (Doomernik and Bruquetas-

Callejo, 2016), though rather marginal in Catalonia. It should be noted that the populist far right-wing 

party Vox was not a part of the Barcelona City Council at the time for this study.  

 

Physical representation of diversity 

The diversity gap in politics and its consequences has recently been addressed by Ricard Zapata-

Barrero (2017), who argues that the lacking participation and representation of immigrants in politics 
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constitutes a democratic deficit that the parties will inevitably have to deal with. Parties, in turn, 

should be expected both to have an interest in increasing their internal diversity in order to better 

represent society and gain democratic legitimacy, and in order to attract immigrant voters (ibid). This 

standpoint appears particularly relevant in a pronouncedly interculturalist political context as 

Catalonia in general, and the city of Barcelona in particular. Yet, just as in the education system and 

in the police force, the diversity gap is wide on the political scene of Barcelona. While the gender gap 

in politics has been much debated and addressed, the question of “ethnic equality” lags behind. 19 

out of the 41 aldermen (regidors) representing all the political parties present in the City Council are 

currently women, but none are foreign-born or of another ethnicity than Spanish/Catalan (Barcelona 

City Council’s website, 202010). 

Below the aldermen, there are local counsellors (consellers municipals) representing the political 

parties in each of the city’s 10 districts. Two of the largest parties in the Barcelona City Council at 

present, Barcelona en Comú and Esquerra Republicana, have published information about all their 

local counsellors, including their origin, on their websites. In the case of Barcelona en Comú, 4 out of 

the 49 local counsellors have foreign or partly foreign origin (2 Latin American, 1 half Latin 

American/half Spanish, and 1 half Palestinian/half Spanish). In the case of Esquerra Republicana, 3 

out of 46 counsellors have foreign origin (Ecuador, Congo, and China). In the case of the other 5 

parties present in the City Council (Partido Socialista, Junts per Catalonia, Partido Popular, Ciutadans, 

and Barcelona pel Canvi), none have published such information on their websites.  

In addition to analysing the party programs and websites, three members of political parties with 

immigrant backgrounds were interviewed as part of the REPCAT project, including Junts per 

Catalonia, Esquerra Republicana, and Ciutadans. What these three immigrant politicians have in 

common is their advocacy for including issues such as diversity and non-discrimination in the general 

agendas of, and within the ideological framework of, their respective parties (interview IDs M1, M2 

and M3). As example, we will look closer at one of these interviews, with a female member of the 

party Junts per Catalonia. She migrated from a Latin American country at age 22, 16 years ago, and 

started her political trajectory in 2013, mainly by coincidence: she got to know a local representative 

of the party in her district at a personal level, and was encouraged to start going to meetings (M1, 

interview 2019). Earlier research has highlighted that personal contacts and proximity is particularly 

central for recruiting immigrant members to the political parties (Szlovak, 2017), and not the least as 

voters. This is something that the political parties overall acknowledge in Barcelona, where 

                                                            
10 https://ajuntament.barcelona.cat/novaorganitzacio/es/ 

https://ajuntament.barcelona.cat/novaorganitzacio/es/
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representatives from most parties attend the numerous ethnic community events and festivities, for 

instance.  

According to the interviewed Latin American party member, who currently holds a political position 

as municipal counsellor, the lacking representation of immigrants in local politics is a major problem. 

“Durante el mandato de 2015-2019, éramos solo 2 personas [con funciones políticas 

en Barcelona] que nacieron en el extranjero. Y realmente no puede ser así, solo 2 

personas en una ciudad donde más del 20% de la población es nacida en el 

extranjero, y además, estas dos personas eran ambas latinoamericanas”. M1, 

entrevista 2019 

She thinks that the receptiveness to including people of foreign origin has improved within her own 

party, but recognizes that there is still resistance, in her view mainly due to a lacking understanding 

of what it means to migrate and what obstacles people with immigrant backgrounds may encounter. 

She claims that she has made many efforts to place discrimination among the party’s priorities, and 

thinks that she has achieved to create some awareness-raising in this field. In her view, politically 

active immigrants in general have an important role to fill in creating awareness around this 

problem, which may be more difficult to identify with for people from the ethnic majority who do 

not share this experience. 

“The general perception [in her party] is that these people [in marginalized 

neighbourhoods] are not interested in political participation, but they are, it is just 

that they are afraid of being treated badly, or maybe they cannot attend the 

meetings at certain hours because they work cleaning houses or something.” M1, 

interview 2019 

She does not believe in quotas, but considers it essential to accomplish a broad attitude change in 

order to include more immigrants in the political parties, and states that it is important not only that 

they participate as members, but are assigned high positions within the parties (M1, interview 2019). 

All the stakeholders who were interviewed for the REPCAT project were asked if they consider that 

there is a general problem with racism or discrimination in the Catalan institutions, and in Catalan 

society. Most would answer yes in the second case; a typical approach is reflected by this 

respondent: “yes, [there is a general problem with racism] in Catalonia, as in the rest of the world” 

(interview ID P6). As for the institutions, however, few respondents would explicitly consider them as 

racist or explicitly discriminatory, though several of them responded that the institutions reflect 
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prevalent attitudes in society overall, which still need to become more used to ethnic diversity (e.g. 

interview IDs P1, P2, P3, E1, E2, M2, M3, M7). Consider this quote by a public servant, herself of 

African origin and member of a large Catalan public institution, who defines the Catalan institutions 

as “unconsciously racist”, and underlines the importance of people in central positions with a real 

willingness to change status quo: 

“There are very few people with a minimum degree of sensitivity who actually try to 

improve public policies. Generally, I’d say that yes, the institutions are racist, but 

they are unconsciously racist. I will give you an example of something that happened 

to me, to show what I mean. I was singing in a choir and we collaborated with a 

women’s prison, singing with the prisoners. During a choir practice in the prison, the 

staff assumed I was a prisoner and yelled at me as I went up the stairs, screaming 

‘you cannot be there’. I told my colleagues about this and they laughed. And I told 

them, ‘no, this is serious’. And they replied, ‘but don’t take it personally’. And I 

answered back that when they work with a black person, they must be aware of the 

prejudices that affect us. I did take it very seriously, it was hurtful. […] There is a lot 

of work to be done, a lot of awareness-raising.” M4, interview 2020  
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EVALUATING THE IMPACT OF INTERCULTURAL POLICIES ON 

THE REPRESENTATION OF DIVERSITY 

 

Catalan Diversity Policies 

 
At the end of 2019, the Catalan Government’s Secretariat for Equality, Migration and Citizenship, the 

public institution in charge of the implementation of integration/intercultural policies in Catalonia, 

presented its proposal for a National pact for interculturalism. This is a political initiative intended to 

bring about a broad support for the intercultural policy agenda among a wide range of societal 

actors, businesses and organizations (meeting ID PM5; Website of Generalitat de Catalonia: 

https://participa.gencat.cat/processes/interculturalitat).  

In the latest version of the Catalan Government’s Citizenship and Migration plan (Catalan policy 

document, 2017) available during the execution of this project, it is clearly stated that equality is a 

central element of integration/intercultural policy aims. The plan explicitly declares that the 

possibilities for immigrants – and even more importantly, their descendants – to gain social mobility 

and enjoy equality of opportunities is absolutely essential in order to achieve the stated aim of social 

cohesion in diversity; a society where citizens of many different origins share and identify with a 

common project. The report also defines discrimination and inequality in opportunities as underlying 

motives behind disintegration, social exclusion and conflicts in society (ibid). It is clearly stated that 

interculturalism forms the value base of Catalan diversity policies, defined in terms of equality, 

interaction, recognition of diversity, and the creation of a sense of belonging and shared values 

among people of diverse origins. The report moreover defines the fundaments for a common civic 

culture, where it is declared that Catalan should be the common language in a society based on 

values as cultural pluralism, gender equality and religious freedom. All residents should ideally feel 

that they have a place as equals and participate in the construction of this ideal society, in which all 

forms of racism and discrimination should be actively combatted (ibid). 

This ambitious policy document, thus, lays a discursive ground for the implementation of 

transformative measures in order to achieve an egalitarian multi-ethnic society characterized by 

openness, cultural pluralism and social cohesion. At the most general level, it makes clear that for 

such a project to be viable, it is necessary to “establish a broad societal consensus on interculturalism 

and the Catalan approach towards diversity” (ibid: 4) – which is what it intends to do through the 

National pact referred to above.  

https://participa.gencat.cat/processes/interculturalitat
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Evaluation of Intercultural policy actions 

In the REPCAT project’s evaluation of how intercultural policies are being implemented in practice, in 

terms of the representation of diversity, emphasis was placed on selecting among the 433 specific 

actions in order to achieve its objectives that are listed in the report (ibid). 14 actions out of the 433 

that specifically address the education system, the Catalan police force and the political 

administration were selected as particularly relevant for this project’s goals. In order to inquire into if 

and how they are implemented, interviews were first conducted with representatives of the 

respective institutions. Subsequently, the institutions listed as responsible for implementing the 

specific actions were contacted and asked to fill out a short survey with questions about the 

implementation of each action. 

Below, these actions will be listed, followed by information on whether and how they were 

implemented, and why not, if this is the case, complemented by additional information provided by 

the stakeholders representing each institution. 

 

 

THE CATALAN EDUCATION SYSTEM 

 
The following actions from the Citizenship and Migration plan (Catalan document, 2017) were 

selected in order to assess the implementation of intercultural policies within the field of education. 

Below follows a statement of whether the action was implemented or not according to the 

institution in charge of its implementation, complemented by a description of how, in case it was 

implemented, whether it has been evaluated internally or not, and in case it was not implemented, 

why. 

 

1. To offer courses in the origin languages of pupils with a foreign background during regular 

school hours, and as extra-curricular activities for all pupils.  
 

Implemented according to the Department of Education. Since 2017, pupils in Catalan schools are 

offered language classes in a wide range of origin languages (for instance Arabic, Chinese, Romanian, 

Portuguese, Ukrainian, Amazigh, and Dutch) during extra hours. Since 2018, Arabic is also available 

during regular school hours in compliance with the action above. As for now, four Catalan schools 

offer these classes. Currently, there are attempts to also include Romanian classes during regular 

school hours, though there is a lack of available teachers. Chinese is offered during regular school 

hours in secondary school, mainly being taught by native Catalan teachers with sufficient Chinese 

skills (Internal communication, Department of Education, 2020).  
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Regarding the impact of the Covid-19 crisis on this action, these language classes all ceased after the 

Spanish state declared confinement on 15 March, 2020, and schools closed until 14 September, 

2020. The motive declared by the Department of Education is the lack of sufficient tools for virtual 

classes. At present, education during regular school hours is being conducted as usual, while 

education in extra hours is still not taking place, affecting a large proportion of the home language 

education.  

 

2. The foreign pupils’ origin languages should be included among the choice of second foreign 

languages in the schools.  

 
Implemented according to the Department of Education. Since 2018, students in secondary school 

(which is when a second foreign language besides English is being introduced) can choose to study 

Arabic, Portuguese or Romanian, and since 2019, also Chinese, as second foreign language during 

regular school hours (this action overlaps with action 1 above).  

 

3. Inclusion of specific training in intercultural education in the training plans for teachers.  

 
Implemented according to the Department of Education. Since 2018, the offer of courses in origin 

languages and cultures, and interculturalism, that are available for teachers enrolling in the training 

programs for permanent school teachers, has increased. The stated objective is to increase the 

teachers’ knowledge of their pupils’ origin (language and culture), and to provide tools for them to 

promote that all pupils interact in a manner that is “adequate for a multilingual and multicultural 

society like ours” (Internal communication, Department of Education, 2020). These courses are 

offered by Catalan universities (UB, UAB and UdL), and social organizations (Fundació Marianao, 

Prollema, Centre d’Estudis Interculturals i Africans, LSB Portuguese, Casa Àsia, etc.). During the first 

semester of the present academic year 2020-21, these courses are offered online only.  There are 

also workshops offered by the Department of Education’s counsellors in language, interculturality 

and social cohesion (assessors LIC). However only 20 of the 70 courses were implemented due to the 

Covid-19 crisis.  

  

4. Incorporation and dissemination of resources in order to include interculturality in the school 

curricula.  

 
Implemented according to the Department of Education. According to the Catalan law of education 

(La Llei d’Educació de Catalonia (LEC)), the school curricula must define the educational activities in 

schools.  These curricula include the statement that education must be conducted in commitment to 
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principles of equality, justice, liberty and gender equality, and “accompany the pupils in their identity 

construction” (ibid). In the school curricula that is published online by the Department of Education, 

it is also stated in such general terms that diversity must be viewed from an inclusionary perspective, 

and that all pupils should be treated equally (http://xtec.gencat.cat/ca/curriculum/diversitat-i-

inclusio/). 

 

5.      Tailor-made academic orientation offered to immigrant families.  

 
Implemented according to the Secretariat for Equality, Migration and Citizenship. Specific 

informative material with academic assessment for immigrant families has been elaborated by the 

Department of Education. This action has not been evaluated (Internal communication, Secretariat 

for Equality, Migration and Citizenship, 2020). 

 

6.      Training program for families to facilitate them accompanying their children’s schooling.  

 
Implemented according to the Secretariat for Equality, Migration and Citizenship. A subsidy for 

training projects for the immigrant pupils’ families was approved, allowing for the application of 

different projects within this framework. Most of the funded projects so far concern support to 

accompany the children in their education. This action has not been evaluated (ibid). 

  

7.      Mentorship program consisting of offering pupils from immigrant families to be supported by 

university student mentors.   

 
Implemented according to the Secretariat for Equality, Migration and Citizenship. A subsidy for social 

mentorship of secondary school pupils by university student mentors has been approved. Since 2017, 

between 6 and 8 projects per year have applied for this subsidy. This action has not yet been 

evaluated (ibid). 

 

8. School meals with respect for religious diversity. 

Unclear degree of implementation, according to the General office of Religious Affairs. The current 

formulation in the corresponding policy document by the General office of Religious Affairs at the 

Department of Justice, which is the institution in charge of the implementation of this action, is at 

the level of recommendations for individual schools, rather than a general policy implementation. 

This action has not been evaluated by the aforementioned institution, and it is not known to them to 

what degree school meals that comply with minority pupils’ religious requirements are offered 

http://xtec.gencat.cat/ca/curriculum/diversitat-i-inclusio/
http://xtec.gencat.cat/ca/curriculum/diversitat-i-inclusio/


                         

36 
 

(Internal communication, the General office of Religious Affairs, 2020; Catalan policy document 2015, 

http://justicia.gencat.cat/web/.content/afers-religiosos/documents/guia_educatius_2015.pdf) 

 

9. Celebration of different cultural festivities in schools. 

Unclear degree of implementation, according to the General office of Religious Affairs. The 

abovementioned Guide for respect for religious diversity (Catalan policy document, 2015) already 

stated that school calendars should mention certain festivities from non-majority religions, and allow 

students from specified religious minorities (currently Christian Adventists, Jews and Muslims) the 

right to absence during their own religious holidays. In addition, in 2018, the General office of 

Religious Affairs published a guide for school teachers, with a separate version for pupils, with 

information about different religious holidays and celebrations, to encourage their recognition by 

schools (Catalan policy document, 2018 http://justicia.gencat.cat/web/.content/afers-

religiosos/06_publicacions/Fes-festa/Fes-festa-guia.pdf). Again, nevertheless, this is altogether a 

series of recommendations for schools, not a generalized implementation of the recognition of 

minority festivities. 

 

THE CATALAN POLICE FORCE (MOSSOS D’ESQUADRA) 

 

There are only two specific measures in the Citizenship and Migration plan (Catalan policy document, 

2017) that explicitly address the police force: 

 

1. Promote contacts between the Catalan Police Force and immigrant associations. 

 
Implemented according to the Catalan Institute for Public Security. According to the interviewed 

representatives with high ranks within the Catalan police force (interview IDs P1-P5), there are 

continuous efforts by the Catalan police to maintain fluid contacts with the immigrant associations. 

This is confirmed by several of the ethnic associations (e.g. interview IDs M7, M9). Particularly, this is 

the case for the police stations denominated as “local proximity offices” (oficines de proximitat), 

which are expected to prioritize close relations with local inhabitants in their neighbourhoods.  

 
2. Provide specific training in interculturality for local police officers. 

Implemented according to the Catalan Institute for Public Security. The Catalan Police force has 

elaborated a specific training in interculturalism by mainstreaming the field of anti-discrimination, 

and by including cases that involve intercultural issues in simulations within the framework of 

courses on democracy and citizenship. Interculturalism has been incorporated both in the basic 

courses for future police officers accepted at the Police Academy, and the specific course for internal 

http://justicia.gencat.cat/web/.content/afers-religiosos/documents/guia_educatius_2015.pdf
http://justicia.gencat.cat/web/.content/afers-religiosos/06_publicacions/Fes-festa/Fes-festa-guia.pdf
http://justicia.gencat.cat/web/.content/afers-religiosos/06_publicacions/Fes-festa/Fes-festa-guia.pdf
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promotion to sergeant and other ranks, as well as in the courses used for continuous training of 

police officers in fields as attention to the society, reception of unaccompanied minors, etc. (Internal 

communication, the Catalan police force, 2020). 

 

B3. THE POLITICAL ADMINISTRATION OF BARCELONA 

Within the framework of the last case study, that of the political administration of Barcelona, the 

specific actions in the Catalan Citizenship and Migration plan that were evaluated cover the political 

sphere, but also access to public employment, which was considered a fundamental area for a 

potentially increased representation of ethnic diversity in public institutions.  

1. Affirmative actions in specific training programs intended to facilitate that people of immigrant 

origin compete on equal terms for access to public employment.  

Not implemented according to the Secretariat for Equality, Migration and Citizenship. According to 

information facilitated by the institution in charge of this action, the Secretariat for Equality, 

Migration and Citizenship (internal communication, 2020), its implementation is pending on the 

approval of a law that would allow foreign citizens to access public employment. As for now, foreign 

citizens are able to apply for job vacancies that occasionally are open to non-citizens, which for 

instance was the case for some positions within the police force in 2019 (ibid). 

2. Conduct a study about the perceptions on and experiences of discrimination among the Catalan 

citizens, with the objective to guide future policies and norms.  

Not implemented according to the Secretariat for Equality, Migration and Citizenship. The reason 

given for this is the lack of available resources, due to the changed budget priorities caused by the 

Covid-19 crisis. This action is postponed until the entry into force of the next Citizenship and 

Migration plan in 2021 (ibid). 

3. Creation of elected positions in order to prevent discrimination and racism.  

Not implemented according to the Secretariat for Equality, Migration and Citizenship. The reason 

given for this is the lack of available staff in order to perform the action. This action is postponed 

until the entry into force of the next Citizenship and Migration plan in 2021 (ibid). 

4. Manual for antiracist policies. 

Implemented according to the Secretariat for Equality, Migration and Citizenship, through the 

publication of the guide “Making a new citizenship from the local world” (“Fer nova ciutadania des 

del món local”) at the end of 2019. In this document, which in much resembles the Catalan plan for 
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Citizenship and Migration (Catalan policy document, 2017), it is explicitly stated that the Catalan 

approach to immigration and diversity is interculturalism, and that Catalonia is a “welcoming 

country” for immigrants and refugees. A series of action fields as education, the labour market, 

religious and cultural diversity, and anti-discrimination, are listed. Moreover, emphasis is placed on 

the inequality between natives and immigrants (ibid). 

Comments on the evaluation of policy implementation: 

Most of the specific policy actions aiming at increasing the implementation of intercultural policies 

stated in the Citizenship and Migration plan (Catalan document, 2017) and listed above have been 

implemented, according to the information facilitated by the institutions in charge of their 

implementation, even if the extent and character of the actions overall is affected negatively by the 

Covid-19 crisis. However, in assessing the implementation of intercultural policies in the education 

system, a complementary approach would be to, for instance, problematize the level of active 

implementation of these ideals in each school. Formulations regarding interculturalism in the school 

curricula, setting the guidelines that schools have to follow when choosing and elaborating their 

educational material, remain very general. Furthermore, the content of the educational material 

used is a central issue that is not covered by these actions. As seen in the section above on the 

representation of diversity in text books, there is very little mention of ethnic diversity whatsoever in 

frequently used school books in history and social sciences in Catalan schools, and the Roma people, 

their history and contribution to Spanish and Catalan culture, is not mentioned at all, which must be 

considered remarkable given their over 500 years long history in the country (Martín Sánchez, 2018; 

O’Hanlon, 2016). Finally, another dimension of an imagined transition towards a more egalitarian, 

intercultural school system that appears central, not the least in relation to the current debates on 

segregation and school failure, is the division between public, semi-private and private schools 

discussed above. This issue is highly contentious, and opinions vary also within the Department of 

Education itself, according to one of the interviewed directors: 

 

“Let’s say that the challenge of receiving immigrant pupils is mainly taken on by the 

public schools. There are semi-private schools who do as well to a smaller extent, 

depending on the district mainly, and then there are private schools with many 

foreign students but of a different profile, like the British schools… their realities are 

quite different. And we basically don’t intervene there. This is my personal opinion, 

but… when the differences between schools produce differences in opportunities 

between people, then it is a problem.” E2, interview 2018 
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This statement reflects a potentially contentious dimension of the intercultural agenda: the 

intersections between diversity and socio-economic vulnerability, and the policy implications they 

generate.  
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ASSESSING OBSTACLES AND OPPORTUNITIES FOR AN 

INCREASED REPRESENTATION OF DIVERSITY IN PUBLIC 

INSTITUTIONS 

This section is based on the stakeholder interviews, complemented by participant observations and 

content analysis. The purpose here, in accordance with the project objectives, is to identify central 

obstacles, but also opportunities, for an increased representation of ethnic diversity in public 

institutions.  

Discrimination and inequality as obstacles for the representation of diversity   

That discrimination would be an important factor in this project was expected, but it was less clear 

exactly how it would play a role in explaining the lacking representation of the Catalan population’s 

ethnic diversity in the public institutions. To, for example, examine experiences of discrimination 

among teachers, police officers or public servants of ethnic minority origin at a larger scale was not 

feasible, since it was not possible to recruit more than a few persons who fitted this profile. This is in 

part explained by the fact that these individuals are indeed very few in numbers, and in part because 

there are no registers on the ethnic features of these employees that could be used to make such a 

selection. The respondents who fit this description (interview IDs P6, P7, M3, M4) were all recruited 

through key persons within the institutions they represent, who asked for their permission to share 

their contact details, or through the researcher’s personal networks.  

 

The immigrant/ethnic minority respondents included in the project overall share the experience of 

being treated differently since childhood, and mainly attribute this to their skin colour and other 

physical features, and in some cases, their religion. Two of these respondents are employed in the 

Catalan public/political administration, and claim that they have occasionally experienced subtle 

forms of discriminatory attitudes from colleagues or others within their professional environment, 

though they also believe that attitudes towards diversity have improved in recent years (M3 and 

M4). The two ethnic minority police officers who were interviewed claim that they have never felt 

discriminated because of their ethnicity within the police force (P6 and P7). Having analysed their 

narratives together with all the other stakeholder interviews, complemented by documents such as 

intercultural policies, school curricula, reports on school failure, criteria for access to public office, 

and transcripts from observations at meetings, the conclusion was drawn that racism and 
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discrimination certainly may occur within the institutions11 (as several respondents said, the 

institutions are a reflection of society, and as one pointed out, “if there are 17,000 Catalan police 

officers, it would not be realistic to expect that none of them are racists” (interview ID P4); therefore 

it is doubtlessly fundamental that the institutions work internally with awareness-raising, continuous 

training within this field, and apply measures in concrete cases of racism or discrimination). 

Nevertheless, it appears that the main reasons behind the underrepresentation of ethnic diversity in 

these institutions are not to be find in institutional discrimination per se, nor in the (indeed 

sometimes rigid) criteria for access to public employment, but in a lack of opportunities that explains 

why so few people of minority origin even attempt to access public employment.  

 

“I see very little discrimination in access to public employment. But the 

problem is a general lack of equality of opportunities, and this is what we 

need to change. And that is not happening. There must be more 

opportunities for those who have none, so that they would at least have the 

same chances to access all the places.” M3, interview 2020 

 

In order to seriously address the problem of lacking representation of diversity, therefore, it appears 

necessary to include issues as, among others, school failure, poverty, and the identification with 

society and sense of belonging among immigrant and minority youth. Being a member of a visible 

minority, a racialized person, in a society where the majority is white, often means having to deal 

with this visible difference in a wide range of situations: in streets and squares, in shops or 

restaurants, in access to employment, and indeed in contacts with public institutions as the health 

care system, education, or the police. A vast amount of social research has dealt with experiences of 

otherness, discrimination and exclusion based on racialization, and its consequences in terms of 

lacking sense of belonging and bleaker life chances overall (see e.g. Crul et. al., 2012; Wu et. al., 

2012; Pager and Shepherd, 2008; Safi, 2010; Seng, 2012).  

 

The immigrant/racialized respondents included among the interviewed stakeholders in this study are 

no exception: their narratives are full of examples of how they continuously have been reminded of 

their “difference” throughout their lives; of not being treated as an equal or a natural part of the 

                                                            
11 It should be noted that focus here lies on the treatment of ethnic minority employees within this institutions, 
not on the possibly discriminatory attitudes by institutional actors towards ethnic minority citizens, which lies 
outside the scope of this project. This is however an area that in itself necessitates more research; in the latest 
report by the Office for Non-discrimination in Barcelona, for instance, it is stated that 8% of all the complaints 
about ethnic/racial discrimination that they receive refer to discrimination by employees of the public 
administration (Barcelona report, 2020).   



                         

42 
 

national, collective identity despite being born and raised in the country, or having lived there for 

decades. Such experiences may be expressed as blatant racism, as some respondents who 

experienced being called the “N-word” in the subway, but also, and more often, in subtler forms of 

exclusion from a collective “we-ness”. To be defined as “Catalan” is considered as an important 

marker of belonging and social status by the racialized respondents, not the least in relations with 

public institutions and decision-making contexts: 

 

“People just never imagine that I could be Catalan-speaking, though it is my first 

language, they would always address me in Spanish, assuming that I was Dominican 

since I’m black. And I suffered a severe personal crisis from all this, never feeling 

accepted as Catalan and at the same time, not feeling African, I grew up in a white 

family and felt white, but always different. […] So when I decided to opt for public 

employment, do the oppositions…it was partly to prevent being discriminated, not 

having to show up at a private company and see what they thought of me.” M4, 

interview 2020 

 

“The problem is that there is this clearly defined notion of who is Catalan, and when 

there is such a clearly defined notion it is very difficult for an outsider to be accepted 

as Catalan. I went to a talk organized by the Generalitat and said that perhaps it’s not 

about trying to become, but to stop being Catalan, for everyone… when we cease 

being something fixed, we can all start becoming something else. […] But the 

institutions…they have a defined standard for who can represent them, and who 

cannot.” M8, interview 2019 

 

Not being seen as a native, despite growing up and going to school in Catalonia, is overall a salient 

topic both in interviews and during the meetings about diversity in education organized by the 

Barcelona City Council, The Catalan Department of Education, and the foundation ACSAR, 

respectively (meeting IDs EM 1-6). This appears to be a common experience by racialized youth in 

schools, as narrated by this young girl of Pakistani descent: 

 

“I was bullied for being dark during my whole school period, finally I got anxiety and 

started hurting myself. They would say to me, ‘you’re black, you’re not from here,’ 

and the teachers would not do anything. But moving, I finally got good teachers who 
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helped me, which was fundamental for me being able to study pharmaceutics as I do 

today.” Participant 1, Meeting EM6 

 

Further another participant, a young boy of Moroccan descent, expresses his gratitude towards a 

teacher but, seemingly without being aware of this, at the same time he also expresses how being 

treated as inferior is so common among some youngsters that it is much taken for granted: 

 

“I have a teacher who treats me well despite me being from abroad [de fuera], he 

told me that even if I’m Moroccan, I can still study and read and that has influenced 

me a lot.” Participant 3, meeting ID E6 

 

During the same meeting, a renowned Catalan education scholar underlines that “the problem is that 

the teachers continue to see pupils with foreign background as foreigners” (Participant 2, meeting ID 

EM6). In the same line of problematisation, a Moroccan-origin anthropologist at another of these 

meetings (Participant 3, meeting ID EM6) claims that ethnic stereotypes are used in the internal 

evaluations of pupils that schools perform:  

 

“Catalan pupils are described as ‘good students,’ and immigrant children as 

‘problematic,’ without any prospect of an academic future. These labels condition 

the pupils and how they see their opportunities, and themselves.” Participant 3, 

meeting EM4 

 

When somebody in the audience asks “why youngsters of minority backgrounds are systematically 

recommended vocational training programs after compulsory school, while the ‘white kids’ are 

guided towards academic programs,” a Director at the Education consortium at the Barcelona City 

Council gives the following account, highlighting the intersection between race/ethnicity and class: 

 

“The problem is that the teachers are white, Catalan, and middle-class. These are the 

kind of people that go to the university. This is also a matter of class, there are no 

journalists or teachers from the lower classes for instance. This is another kind of 

racism.” Participant 1, meeting EM4 

 

As concluded during the meetings, such reflections indeed shed light on how much a deep-reaching 

change of mind appears to be needed in order to construct frameworks for collective identities with 
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space for many different ways of being “Catalan,” and of representing the (relatively) new, multi-

ethnic Catalan society (meeting IDs E1-6, PM 1-7).  

 

Contrasting these narratives with those of an ethnic group that can physically pass as natives, the 

(non-Roma) Romanian community, gives an indication of the importance that visible difference, such 

as skin colour, has. For the representative of the Romanian association in Catalonia, discrimination or 

disadvantage related to origin does not affect the young generation of children of Romanian 

immigrants that is emerging in Catalonia. He does not believe that their origin would impede them in 

any way from reaching the same positions as native Catalans:  

 

“The youngsters, many of them were born here and don’t even speak Romanian. 

They don’t want to know anything about their parents’ country, that’s another kind 

of problem. They have another mentality, they want to study and have a career, they 

feel 100% from here. They don’t suffer any discrimination whatsoever.” M11, 

interview 2019 

 

The factor of competition, moreover, is mentioned by some of these actors as more relevant than 

actual racism in order to explain discriminatory behaviour as systematically choosing members of the 

ethnic majority for job positions: 

 

“The people from here control everything, not immigrants, the immigrant 

associations are also controlled by natives who keep the money. We cannot reach 

important positions anywhere. I see lots of young Pakistani boys and girls who grew 

up and studied here, but there are no jobs for them. I don’t think that it’s about 

racism, but there are no jobs in Catalonia, and if there are jobs, they are for the 

Catalans.” M9, interview 2019 

 

The immigrant/ethnic minority respondents included in this study are all active within ethnic 

organizations or mainstream political parties, or have functions in public institutions (police officers 

or public servants). They have thus overcome their disadvantage (to different degrees), but continue 

to perform their everyday struggles for a greater representation of diversity and against 

discrimination in different spheres. Salient in many of their narratives, as well as in those of the 

interviewed police officers with immigrant background, is the desire to be treated as anyone in the 

crowd, without repeatedly being reminded of how one is different from the ethnic majority. 
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Moreover, a person from an ethnic minority who frequently feels stigmatized may experience how 

procedures that are taken for granted by someone perceived as ethnically Catalan can operate 

exclusionary against those who are not. Also, encounters with individual representatives of the 

institutions may be determinant for how a person with this personal baggage proceeds in his or her 

endeavour. This is the perception of a Latin American woman of migrant origin who took the exam to 

enter the Police Academy, organized by a Catalan university in 2018, which she failed: 

 

“I felt very discriminated by the instructors who were in charge of the (theory) exam. 

The first reaction of the lady who was supervising the exam was asking me ‘what are 

you doing here?’ And then she said ‘do you know that you need to know Catalan well 

in order to pass this exam?’ I was the only non-Catalan person there and felt 

completely questioned. Also, they let other people use the bathroom, but not me. 

And then the questions were very difficult, with many details about Catalan history 

and culture. I went to school here but there was a word I did not understand in one 

of the questions, I asked the instructor if she could explain it to me, and she replied 

‘if you do not understand Catalan well, you should not be here’. I will never take this 

test again and I don’t recommend it to anyone.” P8, interview 2019 

 

This narrative reflects another important dimension of discrimination, namely that of self-perception. 

A person who feels discriminated against, and expects to be discriminated against, suffers from 

damaged self-esteem which may limit both her willingness to participate in situations where there is 

a risk of being discriminated, and her behaviour in such situations. An important part of the inclusion 

of diversity is therefore both to combat discrimination, and to work with self-perceptions and 

expectations among stigmatized groups (Bobowik, Basabe, and Páez, 2014; Crul et. al., 2012; Wu, 

Shimmele, and Ho, 2012; Safi, 2010). This view is confirmed by an interviewed spokesperson of a 

Roma association, who also raises the problem with trust in the police among the Roma 

communities, and the risk that a Roma police aspirant would face rejection among his own 

community as important impediments for potential Roma police officers. He emphasizes the need to 

also work with attitudes among minority communities and convince them that the police force 

represents them too, in parallel with measures such as a quota system, which he believes is 

indispensable in order to actually accomplish diversified representation in practice (M5, interview 

2019). 
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Reconnecting to the main issue at stake here, whether and to what extent we can assume that the 

lacking representation of ethnic diversity in Catalan public institutions is related to discrimination, 

the answer to that question remains highly complex. This study has not found any evidence of 

discriminatory procedures for recruitment of, for instance, teachers or police officers, though some 

of the police respondents consider that there is some margin for potential discrimination on 

whatever grounds in one of the three components of the access tests for the Police Academy: the 

personal interview. Overall, however, the highly formalized system of “oppositions” for public office 

in Spain ought to be considered as favouring meritocracy (those who score the best on public access 

test are selected for employment) more than a less formal recruitment system based on personal 

interviews, for instance, even if it may be considered discriminatory that non-citizens are largely non-

eligible for public employment.  

 

As stated in the beginning of this section, this conclusion does by now means imply that public 

institutions are exempt of racism or discrimination within their workforces, or indeed in the 

encounters between their staff and the public. Nevertheless, what it does suggest is that apparently 

we need to look for underlying reasons behind the skewed representation of ethnic diversity in 

public institutions also beyond the institutional practices and procedures. A respondent with a 

leading position at the Department of Education answered the question of why there are so few 

teachers with ethnic minority background as follows: 

 

“For instance the Moroccan community, these children don’t usually go to the 

university. And I think that is more related to their background, the educational level 

of the family and so, socio-economic circumstances rather than the fact that they are 

from another country. The educational success of the pupils is very much related to 

the social and educational level of their parents. And as for now, there are not many 

people of foreign background working as teachers.” E2, interview 2018 

This may be placed in relation to the Spanish/Catalan education system overall, which has been 

described as a producer of inequality through its overrepresentation of immigrant and Roma pupils 

in statistics of school failure, absenteeism and early abandonment (Bayona and Domingo 2018; 

Hellgren and Gabrielli, 2021). Moreover, in assessing why so few minority students continue to 

higher education, it must be taken into account that the costs for university studies are inaccessible 

for many low-income households (Hellgren and Gabrielli 2018 a and b; 2021), let alone the existence 

of some scholarships. 
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Thus in order to fully understand, and potentially address, the underrepresentation of ethnic 

diversity in public institutions, we need to turn to the structural dimensions where “race” and class 

intersect (Hellgren, 2019a) and produce a pronounced ethnic penalty in terms of school failure, 

poverty and social exclusion. Subtle forms of discrimination, of not being fully accepted, of not being 

selected, of growing up feeling that anything one achieves is “despite of being who one is” as the 

narrative by the Moroccan boy reflected above, are intimately linked to a generalized “immigrant 

disadvantage” that reproduces inequality of opportunities from an early age, and contributes to 

reproduce a society represented by the native, white middle and upper classes (Hellgren, 2019a; 

Hellgren and Gabrielli, 2021b). 

 

Skills and expectations among immigrants/minorities 

 
A common interpretation among the interviewed stakeholders was that the underrepresentation of 

immigrants and ethnic minorities in public employment is related to the assumed fact that few of 

them have enough skills, or lack the sufficient motivation (which, if true, in part may be a 

consequence of discriminatory experiences and material deprivation influencing negatively on self-

esteem and expectations as well as on their real possibilities, as discussed in the previous section).  

 

It is also true that the demands for access to, for instance, the police force have increased. It used to 

be enough to have completed compulsory school, but since some years it is necessary with a high 

school diploma (bachiller) as well (interview ID P5). As discussed above, school failure – defined as 

not having completed compulsory school successfully at age 16 – is dramatically overrepresented 

among immigrants and children of immigrants, and even more so among the Roma population, in 

Catalonia (Bayona and Domingo, 2018; Hellgren and Gabrielli 2021a), which thus immediately 

excludes large amounts of young people of diverse origins from accessing the police academy, or 

other forms of public employment as study programs for future teachers or public access tests, 

oppositions, for employment within the public administration.  

 

Several of the respondents moreover state that the requirement of fluency in Catalan, besides 

Spanish language, may function as a barrier for young people of Latin American or Roma origin, for 

instance. This is not to say that they are critical of this requirement – on the contrary, most of them 

consider it a reasonable requirement in the context of Catalan society – but they still believe that it 

may explain why applicants of foreign origin fail disproportionally in the access test for the police 

academy, for instance. This view is confirmed by the three interviews with police aspirants of Latin 

American origin who failed this access test (interview IDs P4, P6, P7, P8, P9, M2, M7).  
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“There are two important obstacles [for youth of immigrant origin who would like to 

become police officers]: they must have Spanish nationality, and then there is the 

language issue. They must be fluent in both Spanish and Catalan in order to pass the 

tests. Except that, there is nothing that should prevent them from passing the tests.” 

P5, interview 2020 

 

The importance of family support is also underlined by several of the respondents, particularly within 

the police force, where the (Catalan) police officers overall believe that immigrant youth often lack a 

favourable family environment, claiming also that some nationalities are often “sceptical towards the 

police,” having bad experiences of abuse and corruption from their own countries of origin (IDs P3, 

P4, P5). 

 

“How can we incorporate more people of immigrant origin in the police force, or in 

the public institutions in general… that is not an easy question. Of course we need to 

contribute, improve our information campaigns and so on, but one must also work 

from the other side, right. There is the cultural part, some [immigrants] would never 

let their children become police officers, especially not their daughters.” P4, 

interview 2020  

 

Among the immigrant respondents, the most common explanation of lacking participation, or 

motivation, is related to the fact that the vast majority of non-western immigrants and Roma people 

belong to the lower strata, living in socio-economically scarce situations, often in direct 

precariousness (Catalan integration report, 2016; Hellgren and Gabrielli, 2021b). Opting for highly 

qualified employment or engaging in politics are thus not expected to be priorities for the immense 

majority of people from these groups: 

 

“Political participation among us who migrate is very low, generally. Because when 

you migrate, first you have to cover your basic needs, you need work, a house, then 

bring your family here, become rooted, start to develop as sense of belonging… and 

finally, at the last step, comes political participation. And political participation 

among foreign-born people here in Catalonia is minimal, just as among employees in 

the city hall… or education. How many immigrants work in education? They’re 

inexistent.” M2, interview 2019 
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But there are also those who see signals of changing patterns. Representatives of immigrant 

organizations claim that many young people from the communities they represent want to continue 

studying; some also achieve to do this, despite the fact that the costs for higher education in Spain 

indeed represent an important impediment for the educational outlooks of youth from 

disadvantaged environments in general (Aparicio and Portes, 2014). These young people may be 

willing to struggle for things to change rather than accept status quo (interview ID M10).  

 

In this context, several of the interviewed stakeholders of minority origin underline the importance 

of role models to increase the expectations of these youngsters. Ultimately, they claim, it is a 

question of making young people from minority backgrounds feel that they are a part of society just 

as much as anybody else, and can represent its different sectors and institutions just as much as 

anyone with a native background: 

 

“Interviewer: So, how can we come to terms with this underrepresentation of ethnic 

minorities? 

Respondent: There are two answers to that question. First, we must solve the 

problem with school failure, which is complicated. Second, at least among the Roma 

communities, we are campaigning intensively to make professions visible to young 

Roma that they would never consider, like becoming police officers. And how can we 

do that? With role models. If we can show examples of Roma people who work in 

the public administration and that it does not make them any less Roma, lots of our 

boys and girls will want to do that. And then they must finish school, and it is much 

more likely that they will do that if they have a concrete goal.” M5, interview 2020 

 

 

 

Institutional attitudes and practices  

 
In this third category of obstacles/opportunities for increased representation of ethnic diversity that 

was defined as a result of the empirical analysis, focus is shifted from the immigrants/ethnic minority 

people and their disadvantage, skills and expectations, to the ways in which the public institutions 

implement intercultural policies. As reflected by REPCAT’s full title – The Role of the Ethnic Majority 

in Integration Processes: Attitudes and Practices towards Immigrants in Catalan Institutions – this is 

indeed a central dimension of the project. Two main dimensions were identified here: first, the 
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attitudes towards ethnic diversity of institutional stakeholders in central positions, and second, their 

view on how the implementation of intercultural and pro-diversity policies functions in practice. 

 

Regarding the attitudes towards diversity, all of the interviewed stakeholders explicitly defined 

themselves as positive towards the idea of increased ethnic diversity in the institutions, though one 

of them added that gender equality was considered “more of a priority at present” (interview ID E9). 

Particularly among the interviewed representatives of the Catalan police force, there was a 

pronounced awareness of the necessity of a police force that represents the broader population, 

both in terms of gender and ethnicity (interview IDs P1-P7). 

 

There are however subtler dimensions of what attitudes towards diversity are transmitted by an 

institution than to simply declare itself as “pro-diversity”. For instance, there is an “institutional 

collective identity”, which may be much taken for granted by members of the ethnic majority, but be 

perceived as exclusionary for people of other origins. The analysis conducted throughout this project 

implies that there may be reasons to critically examine how public institutions, not the least schools, 

define the notion of what is “our” culture. This issue was brought to the forefront during one of the 

meetings on diversity in the education system, by a director at the Barcelona City Council’s Education 

consortium, who spoke of the majority society’s “identity-related fears”: 

 

“There is much emphasis places on protecting our language, our culture…and now 

we need to lose the fear of what comes from abroad and redefine this identity in 

order to include diversity.” Participant 1, meeting EM4 

 

In assessing which institutional environments are more favourable for this kind of (ideal) 

transformation into contexts that truly accept and include diversity, it may be useful to make 

comparisons across different neighbourhoods, or along the urban – rural divide. For instance, the 

interviewed representatives of the police force with experiences of working both in a medium-small 

town in a rural part of Catalonia, and in the multi-ethnic centre of Barcelona (Ciutat Vella) coincided 

in their view that the difference is striking: tolerance for diversity was perceived as much higher in 

the multi-ethnic, urban environment (interview IDs P4-P7). Similar experiences were transmitted by 

students of immigrant origin who had moved from rural to urban environments (meeting ID EM6). 

 

Nevertheless, the fact that there are different views among the stakeholders, also within the same 

department or section, is reflected through the interviews. For instance, one of the respondents with 
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a high position at the Department of Education is more critical than the others of the way the system 

works, and thinks that reforming the recruitment processes for teachers may be necessary in order 

to open up for employment of newcomers: 

 

“That should really be something that the Department of Education needs to 

consider, that the diversity we have in our society is not really represented in the 

class rooms, and how we can change that. The system has been like it is for so many 

years now and it seems very obsolete… you have to do some tests and see if you are 

apt or not apt…this needs to become more flexible.” E3, interview 2019 

 
Yet, also the question of flexibilising access to public employment may be polemic and generate 

unintended effects: it may facilitate access of persons who do not meet criteria as Spanish 

citizenship, but also open up for discrimination as the margin for employers’ preferences increases. 

Also, the Catalan authorities have already applied a system of subcontractors to hire personnel at 

occasions, which according to its critics has led to lower salaries and less protection for these 

workers (interview IDs M4, M7).  

 

The overall conclusion regarding the implementation of intercultural and pro-diversity policies based 

on the interviews with the stakeholders was that there are indeed elaborate policies and programs 

that promote the inclusion of diversity, but there is no efficient way to ensure that these policies are 

being followed, or that a majority of the actors at different levels (for instance headmasters, 

individual teachers or police officers, etc.) are giving priority (or even support) to the intercultural 

perspective. This dilemma is particularly tangible in the education system, where it appears 

paradoxical that the Department of Education develops a set of guidelines for the promotion of 

interculturalism, as viewed in the teacher training programs, but cannot ensure that these guidelines 

are being followed12. 

 

At the Department of Education, a director in charge of the implementation of intercultural policies 

in the education system summarizes the situation with the following words: 

 

                                                            
12 Indeed, it is also necessary to critically examine the guidelines in themselves, for instance what it actually 
means when it is stated that “school curricula incorporate interculturalism”, as seen in section B. Evaluating the 
Impact of Intercultural Policies on the Representation of Diversity above. 
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“Interviewer: Would you agree if I say that at the level of the Department of 

Education, there is an agreement on the principles of interculturalism, but then how 

this is implemented into practice depends much on the individual schools? 

Respondent:  Yes. It depends on the school boards and the teachers in each school, 

and there are also differences between teachers. It [a successful implementation of 

interculturalism] depends on many things, on whether they have been trained in 

these issues, if they prioritize it, if they have reflected upon it… I just know myself, I 

have enough coping with diversity in languages, and if they tell me now that I need 

to handle all the fear and concerns as well…it is too much to handle. There is a lot of 

fear, for instance there are teachers who worry about [immigrant] children speaking 

their own languages during the breaks. So yes, in practice obviously the 

implementation [of intercultural/pro-diversity guidelines] depends much on the 

voluntariness of each school, the director and all staff members, and their own 

ideologies and convictions matter a lot.” E1, interview 2018 

 

Another interviewed stakeholder, the headmaster of a public school in Barcelona, believes that 

interculturalism and diversity perspectives are not actually being integrated in the school curricula 

despite the statement from the Department of Education that this is being done, and that the 

guidelines in this field are precisely that, only guidelines, with no obligation to be implemented, 

which she considers problematic: “it is only discourse” (interview ID E5). Also the teachers who were 

interviewed and asked if they receive information from the Department of Education on how they 

can implement an intercultural perspective in their teaching, stated that perhaps the headmaster 

does, but it does not reach them (interview IDs E6, E7, and E8).  

 

“We don’t really hear anything. I’m sure my coordinators received some guide, but 

we have freedom of teaching with any methods we choose. That’s what happens 

with semi-private schools, we do have a lot of freedom on what we want to teach 

and how.” E6, interview 2019 

 

One of the interviewed headmasters, at a public school in Barcelona, describes the situation as 

follows: 

 

“Interviewer: What are the indications that you receive from the Department of 

Education in this area? 
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Respondent: Well, they are so broad and general. Everything that the directives from 

the Department of Education say is included in our work here. That is, that the 

school is plural, that we cannot discriminate based on gender, origin, religion… it is 

very broad. Now there are also indications on sexual harassment and abuse, but 

nothing… 

Interviewer: Nothing more concrete about how you should do to be inclusive in your 

everyday work…? 

Respondent: No.” E4, interview 2018 

 

 
As discussed above, the division of responsibilities between the Department of Education and the 

individual schools for how the schools work in practice plays a central role for the outcomes, in this 

case, the translation of intercultural policies into daily practices in schools. According to the director 

at the Department of Education quoted above, this situation is difficult, if not impossible, to avoid. 

She argues that the Department of Education tries to transmit the intercultural goals to the schools, 

for instance through their (voluntary) training programs for teachers. She recognizes that the 

situation is problematic, but does not see a more centralized control mechanism as the solution 

(interview ID E1). In this context, a tentative conclusion appears to be that the “solution” lies in the 

power of individuals in key positions to accomplish change. As stated by an interviewed stakeholder 

with a long trajectory as employee in Catalan institutions and ethnic minority member of a political 

party puts it: 

“There is willingness [to make the institutions more intercultural], but this 

willingness is much concentrated at the individual level. It depends on what person 

has what position, and within which institution.” M3, interview 2020 

 

 

Targeting, mainstreaming or transformative measures: considering quotas? 
 

This section approaches the question of what can be done in order to achieve the increased 

representation of ethnic diversity that the stakeholders agree is a priority for their institutions, at 

least at the discursive level. Referring to the famous concepts applied by Nancy Fraser (1995), a 

distinction can be made between targeting and transformative measures to address 

misrepresentation. As for targeting, the most typical forms of measures within this category would 

be different forms of positive action or quota systems (see, e.g., the European Commission report, 

2009).  
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When asked about their opinion about such measures, the stakeholders differed significantly 

between those who were firmly against any forms of “positive discrimination”, and those who 

considered them necessary, at least during a transitory stage that would normalize a higher degree 

of visible ethnic diversity in the public institutions. The internal institutional discrepancies are 

reflected by, for instance, comparing these four quotes by respondents who all have high positions 

within the Catalan police force: 

 
“I don’t think that positive discrimination is a good idea…it would be considered 

unfair by society in general, and it could lead to a questioning of the competence of 

those who would be recruited that way. It would take a political decision if it were to 

be applied, but in my opinion that will not happen. And quotas… that has not been 

discussed and I don’t think that it will be.” P3, interview 2019 

 

“I don’t believe in quotas or positive action. People don’t want this, there tends to be 

a lot of resistance, and people who entered through such methods would be 

questioned, accused of being less competent… But we do want diversity, I think that 

we feel very pleased if someone of foreign origin appears and applies. And I think 

that there will be more diversity automatically, there are already foreigners who 

apply, still very few but there are some. This will change.” P2, interview 2019 

 

“I believe that if we really have an important unbalance, we could apply these 

measures [affirmative action or quotas] to correct this unbalance. The tests would 

have to be the same for everyone, right, but we could make it easier for people from 

certain groups by offering them some help so that they can access these tests.” P5, 

interview 2019 

 

“Interviewer: Is there, for instance, a discussion within the police of quotas or other 

measures to achieve this representation? 

Respondent: No… that is a very difficult topic. Perhaps this should be applied, 

because it is often said that this issue will become normalized over time, and more 

people of diverse origins will apply to the Police Academy automatically, but if 

nothing is done perhaps that will not happen. The same goes for women, only 20% of 



                         

55 
 

the Mossos are women and that has not changed over time, so I think that some 

form of quotas or positive action is necessary.” P1, interview 2019 

These different attitudes towards if and how to address the lacking representation of diversity within 

an institution reflects a divide that appeared among the interviewed institutional stakeholders (E1, 

E2, E3, P1, P2, P3, M1, M2, interviews 2019): whether a gradual transition towards greater diversity 

is expected to happen spontaneously, as a results of the growing ethnic pluralism in society as a 

whole, or whether one believes that specific measures are necessary in order to accomplish such a 

transition, at least temporarily. The same division between standpoints was detected by Van Ewijk in 

her study on diversity in the police force: while some interviewees within the police force would 

argue that the entrance of minorities with a migrant background in the Mossos d’Esquadra was just a 

matter of time (“within one generation, candidates from these groups will have the Spanish 

nationality and proper preparation to compete in the public selection process”), others instead 

claimed  that “entrance has to be stimulated until a critical mass of minorities is present within the 

police force, afterwards the promotion of migrant minorities will follow automatically” (Van Ewijk 

2011a: 79). 

Nearly all the interviewed representatives of the ethnic organizations firmly defended the quota 

system, and several stated that part of their agenda is to advocate for the implementation of some 

form of positive action.  

 

“What we want is to place Roma people, and immigrants too but I speak for the 

Roma, in central positions of public representation, as in the police force and the 

education system. And in order to do that, they must meet the requirement in terms 

of qualifications, we cannot compromise on that. So in practice, if there are say 800 

vacancies for police officers, 5 of these could be reserved for Roma people, that is 

what I propose. Nowadays, 5% of the places in all oppositions across Spain are 

reserved for disabled people, so some could also be reserved for ethnic diversity.” 

M5, interview 2019 

 
“The political parties should apply a quota, 5% for immigrants. But they don’t want 

to do that. They’re scared. They can do it for women, but that’s different. But within 

the quota for women, they should state that so and so many should be of diverse 

origins, and for men, the same.” M9, interview 2019 
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In addition, several advocates for ethnic minority interests reclaim some form of ethnic 

registers, currently prohibited in Spain, in order to facilitate the detection of 

underrepresentation, and discrimination (interview IDs M4, M5, M6, M7). 

 

“We need to talk about that famous idea, the racial registers. That we have no racial 

census that would allow us to see the actual quotas, if X people of diverse origins 

work in a certain place for instance. This is necessary, but of course it is a complex 

issue. And also, there are many racialized people who would never imagine to aim at 

a… white career, so to speak.” M4, interview 2020 

 

Recurrent in the narratives by the ethnic minority respondents with positions in public institutions or 

ethnic organizations, as well as the participants in the different meetings, is their emphasis on the 

need to mainstream diversity. A concrete example of what they refer to in practice was given during 

one of the sessions on diversity in the education system (meeting ID EM2). Overall, the families of 

Roma, Moroccan, Sub-Saharan African and Asian origin who participated in the meeting requested 

that they should be encouraged to participate in school activities, but not delegated educational 

responsibilities13. They also agreed that many schools continue to reproduce stereotypical images of 

children with foreign backgrounds and their families that, despite good intentions, serve to 

stigmatize them and highlight their “difference”. What they want, they declared, is instead to be 

allowed to form part of the mainstream, a mainstream that needs to be constantly redefined. As one 

Roma father said, “it is very important for the ethnic communities to feel that we are included in the 

regular school curriculum and not just during a ‘culture week’. How are you going to achieve this?” 

(meeting ID EM2). In a similar vein, school staff present at a follow-up meeting (meeting ID EM3) 

unanimously declared that they were tired of different “intercultural actions” that they considered 

inefficient in terms of achieving a more normalized situation of interethnic conviviality in schools: 

“Don’t impose more programs on us – what is needed is to mix the students, Catalans with 

Moroccans, and so on” (meeting ID EM3). 

                                                            
13 This statement refers to a salient aspect of a common approach in the Catalan school system: the promotion 
of active family involvement in order to prevent school failure. An active involvement of the families in school 
activities is firmly and explicitly believed to have a positive impact on the educational outcomes of pupils, and 
addressed also as part of the intercultural policy implementation discussed above. Yet, it has also been 
criticized, not the least by minority families, for increasing inequalities between families with or without 
resources to support their children. Socio-economically vulnerable families tend to request more school 
support, rather than being expected to take on part of the educational task themselves (Martin-Criado, 2018; 
Hellgren and Gabrielli, 2021; Carrasco and Bereményi, 2015, 2017). 
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And this is where the question of transformative measures (Fraser, 1995) is clearly connected to the 

deep, structural inequalities that often prevent such mixing from taking place in practice. A 

transformative rather than a targeting approach to misrepresentation of ethnic diversity in the public 

institutions would focus on addressing underlying inequalities at different levels, as the 

disproportional school failure among students of immigrant and Roma origin. This perspective 

addresses the problem preceding the idea of quotas or affirmative action: how to generate higher 

numbers of eligible minority aspirants, who could subsequently be recruited through such programs. 

Simultaneously, several of the respondents who advocate for positive action or quotas believe that 

an active recruitment of minority representatives would also contribute to transform the underlying 

structures of privilege vs. disadvantage. From this point of view, rather than being competing 

approaches to misrepresentation, targeting and transformative measures may be seen as 

complementary means to achieve a normalization or mainstreaming of diversity.  
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CONCLUDING DISCUSSION 

 

The main objective of the REPCAT project was to examine how diversity is represented, and what 

barriers there are for the participation of immigrants and ethnic minorities, in Catalan public 

institutions. Applying a normative approach, which is inherent in its core objectives, the REPCAT 

project suggests that an increased representation of immigrants and members of ethnic minority 

groups is necessary in order to fulfil intercultural policy aims, and, at a broader level, that the 

representation of ethnic diversity in public institutions is a democratic necessity in the superdiverse 

European societies of today.  

It was also clearly stated among the main goals of the project that it intended to take research on 

diversity management and integration further by focusing on policy outcomes in terms of de facto 

representation of diversity. In order to adequately address this issue, it is important to state that the 

Catalan diversity management policies, while pronouncedly interculturalist, do not explicitly address 

the question of an increased representation of diversity in different central spheres of society, as the 

public institutions, as a goal. The revision of the different policy documents that define the content 

of Catalan interculturalist policies concluded that these policy aims are overall formulated in general 

terms, as respect; a positive approach towards cultural and religious pluralism; and promoting 

equality of opportunities, within a framework of social cohesion and integration into the Catalan 

cultural and linguistic community (Catalan policy documents, 2017 and 2019). During the 

performance of this task it became clear that when evaluating policies, it is necessary to not only 

consider if and how an action has been implemented (Intercultural Cities document, 2013), but 

indeed also how the policy was formulated to start with. Among the actions for intercultural policy 

implementation that were selected and evaluated in this report, there was one single action 

considered to address the question of increased participation/representation and thus, the potential 

for institutional transformation, if implemented successfully: “Affirmative actions in specific training 

programs intended to facilitate that people of immigrant origin compete on equal terms for access to 

public employment.” This action had however not been implemented, which according to the 

Secretariat for Equality, Migration and Citizenship was because of its dependence on the approval of 

a law that would allow foreign citizens to access public employment. It is a present not clear if, when 

or how this action will finally be implemented. 

The interviews conducted for the REPCAT project revealed unanimous support among the 

participating stakeholders for the idea that an increased representation of diversity in the public 
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institutions is necessary in the multiethnic Catalan society of today. Regarding how to achieve such 

representation, however, the opinions differed. The attitudes of the institutional actors could 

roughly be divided into two main currents: those who believe that no specific actions are necessary 

in order to increase the representation of diversity as “time will fix it”, and those who do believe that 

specific measures are necessary. When discussing what measures, however, it appeared difficult to 

gain institutional support for targeting measures such as quotas or positive action, though such 

measures are overall promoted by the ethnic organizations. 

Listening to ethnic minority actors, moreover, contributed to define the necessity of ethnic 

mainstreaming as a central part of an intercultural agenda that takes into account the perspectives of 

immigrants and racialized groups. The risk that the intercultural policy agenda, no matter how 

benevolent in its intentions, in practice – through the ways in which it is interpreted and 

implemented by institutions and by individual actors – contributes to the cultural stereotyping and 

thereby stigmatization of minority people cannot be neglected. This is what concerned the families 

of Roma, Moroccan, Sub-Saharan African and Asian origin as they claim the right to form part of the 

mainstream; to feel included in the school curriculum every day, and not just during specific, 

exotifying events as a thematic “culture week” in their children’s schools (meeting ID EM 2). 

Returning to the question of policy implementation, it appeared clearly throughout the project, and 

particularly so in the case of the education system, that if and how intercultural and pro-diversity 

policies are implemented depend highly on the voluntariness of each actor in charge of their 

practical implementation, in this case the schools. School curricula declare in general terms that 

education should comply with basic intercultural principles, but there is no control of if and how this 

is done in the schools, nor is there any evaluation of the text books or other educational material 

used. One of the interviewed directors at the Department of Education explicitly stated that in the 

view of this institution, interculturalism should be promoted but cannot be imposed on schools 

(interview ID E1). In the same vein, the Catalan Government’s Secretary of immigration declared that 

“We need a frame of shared ideas for the whole society. This must be voluntary, we cannot fine 

people for not sharing intercultural ideas” (meeting ID PM 5). The person in charge of immigration 

and diversity within the Barcelona City Council expressed similar arguments in claiming that it is 

essential that interculturalism is “marketed” in a way that attracts the vast majority of society and 

does not “scare anyone” (meeting ID PM 6).  

I have earlier argued that there is an implicit, politically contentious dimension of the intercultural 

agenda, in that it presupposes egalitarian interethnic relations and non-segregation (Hellgren, 

2019b). This is evident, for instance, in Zapata-Barrero’s (2019) definition of the basic criteria for an 
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“intercultural citizenship”. In evaluating the intercultural agenda in Catalonia, it appears that this 

dimension constitutes an Achilles’ heel: in the endeavour to avoid controversies and bring the vast 

majority of society on board as part of the “intercultural project”, its desired transformative impact 

on society can hardly be guaranteed. Yet, there are several indications of progress in this field, as is 

described in more detail below in the section on Impact. 

 

 

POLICY RECOMMENDATIONS 
 

Based on the analysis of the data collected for the REPCAT project and consultation of the 

participating stakeholders, this report is concluded by the formulation of a set of policy 

recommendations that are intended to address policy-makers both at the local, national and 

European level. 

 

i) Improved information and educational support in schools.  

Clearly, a pro-active approach is required in order to reach young people of immigrant or minority 

origin, who often come from situations of economic scarcity. The road to access employment in a 

public institution, to become a teacher or police officer for instance, is long, and the obstacles are 

several, starting with the perhaps single most serious one: school failure. Earlier research indicates 

that it is central to provide concrete information on what steps one needs to take in order to achieve 

a professional goal, including details on means to finance higher studies such as scholarships 

(Hellgren and Gabrielli, 2018 a and b; Hellgren and Gabrielli, 2021 forthcoming).   

The schools are considered to play the most central role for this task to be conducted efficiently. 

However, also other institutions may play an important role here, such as police officers visiting 

schools to inform about how to become a police officer and transmit that this profession is open to 

everyone. A fundamental dimension here is to increase the identification of youth from minority 

backgrounds with professional roles that are generally perceived to represent the majority society, 

and which may be perceived as out of reach for them. Achieving such identification may have several 
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positive effects, both in terms of fostering an increased individual sense of opportunities among 

these youngsters, and in terms of their overall identification with the majority society. One of the 

stakeholders in the REPCAT project, a police officer of Moroccan origin, explained how he did not let 

prejudice discourage him from becoming a police officer himself, though he states that for most 

young people, roles models are crucial: 

“When I was young the police used to stop me a lot. And why did they stop me? 

Well, because I’m from abroad, I fit some profile of theirs… I never took it personally. 

But it also made me want to become a police officer myself and show them that not 

all foreigners are thugs. And now people see me, parents can go home and tell their 

children “there is an Arabic police officer, of Moroccan origin, so you can also 

become a police officer.” P7, interview 2020 

In order to fulfil this policy recommendation and improve the actual information and support 

provided by schools, the next recommendations is expected to play an important role: 

 

ii) Ethnic diversity mainstreaming in teacher training programs and public policies. 

One of the findings of the intercultural policy evaluation conducted as part of the REPCAT project 

was that interculturalism is increasingly being included in teacher training programs. However, if 

participation in these training programs is voluntary (as discussed earlier in the report), the risk is 

that these ideas never reach those teachers who might be the least interested in interculturalism and 

diversity, and therefore in the greatest need to learn about these issues. It appears necessary both to 

incorporate an intercultural/pro-diversity perspective in the university programs for future school 

teachers, and to evaluate how this discourse is being transmitted in order to avoid cultural 

stereotyping or an excessive focus on cultural and religious differences, for instance. One additional 

recommendation in this context is to, to the extent this is possible, strive for incorporating teachers 

of ethnic minority origin to teach these courses from an experience-based perspective. As for ethnic 

diversity mainstreaming in public policies, this is a very broad and general recommendation. 

Principally, it refers to the need for evaluation of how ethnic diversity could be mainstreamed in 

public policy making at a general level. Part of this task refers to considering specific measures that 

address the underrepresentation of ethnic minorities in public institutions (and elsewhere), such as 

quotas. 
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iii) Critical revision of text books and other educational material. 

As concluded by this study, diversity and immigration are largely absent from the text books used in 

schools, while Roma history and contribution to Spanish and Catalan culture are even less 

represented (see the findings from this study as well as, for instance, O’Hanlon, 2016). There is no 

general evaluation of the educational material used in schools. As stated by the Catalan Department 

of Education, this is up to the individual schools to decide. In compliance with the objectives of the 

REPCAT project, it is recommended that the educational material used in schools is revised at a 

general level, in order to promote a more active implementation of the intercultural agenda. 

Promoting diversity should not be considered equal to merely ascribing to principles of non-

discrimination, or declaring very broad and general statements as “we support tolerance and 

equality of opportunities”. This is here considered a passive, minimalistic approach to diversity 

management. A complementary and more pro-active, constructive approach would be to, for 

instance, ensure that the Roma people’s history in the country is integrated in text books and other 

material on Spanish history; that a nuanced view on immigration, its causes and consequences, is 

included; or that other continents as Africa, Asia and Latin America are not described in derogative or 

simplistic manners. To transmit a nuanced and less ethnocentric narrative of “our society and 

history”, as well as other parts of the world, to the pupils should have a great impact on how they 

learn to view people from other origins than their own. And, which indeed is important considering 

the objectives of this project, it should be expected to have a positive impact on the minority pupils’ 

sense of identification with the school and with the majority society overall.  

 

iv) Ethnic diversity quota in access tests to public employment. 

This recommendation is based upon the conclusion that in order to accomplish a transformation of 

society towards a more proportional relationship between the actual ethnic diversity in society and 

its representation in the public institutions, it may be necessary to consider applying targeting 

measures, at least during a transitory stage. When there are no ethnic registers, as is the case of 

Spain, this task becomes significantly more complicated – though indeed, one needs to be cautious 

about whether to advocate for such ethnic registers. The criteria to be eligible based on an “ethnic 

minority quota” would need to be carefully evaluated, as would the feasibility of this measure in a 

wide range of situations. A tentative proposal: one initial step in the Spanish case could be to 

reserve, for instance, 5% of the places assigned through the access tests for public employment (as 



                         

63 
 

teachers, police officers, public servants, etc.) to people who can certify that they are Roma, or 

belong to a non-western ethnic minority/immigrant group, and meet the formal requirements for 

access.  

 

v) Revision of criteria for access to public employment. 

Several of the stakeholders that participated in the REPCAT project argued that the formal criteria for 

access to public employment represent an important obstacle. There were, for instance, testimonies 

of young people of Pakistani or Bangladeshi origin who had not been able to acquire Spanish 

citizenship, despite being born and raised in Spain, and who were therefore not eligible for public 

employment. Such laws were considered as overtly discriminatory by several of the representatives 

of the ethnic organizations. Another approach that was discussed, and that had already been 

implemented at the regional and local levels, was the system of subcontracting of public 

employment to companies with more flexible employment criteria. All in all, the general 

recommendation here is that the criteria for access to public employment and the possibilities to 

flexibilise these criteria need to be revised and evaluated. This is also currently being done by the 

Catalan government. 

 

Finally, it should be stated that during the project’s life length and after its conclusion, several actions 

have been taken by the institutions that the REPCAT project addressed: 

A) In November of 2019, the Catalan Government’s Secretariat for Equality, Migration and 

Citizenship, the public institution in charge of the implementation of integration/intercultural policies 

in Catalonia, presented its proposal for a National pact for interculturalism. This is a political initiative 

intended to bring about a broad support for the intercultural policy agenda among a wide range of 

societal actors, businesses and organizations. It was explicitly stated by the then Catalan Secretary of 

Equality, Migration and Citizenship, Oriol Amorós, that a more active participation of immigrants and 

minorities at different levels in society needs to be encouraged (meeting ID PM5; Website of 

Generalitat de Catalonia: https://participa.gencat.cat/processes/interculturalitat).  

B) In 2020, the Catalan Police Direction announced that knowledge of the minority languages Arabic, 

Urdu and Chinese will be considered merits when applying to the Police Academy’s Barcelona city 

police program (Guardia urbana), as an attempt to recruit more aspirants with an immigrant 

background.   
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C) Within the Catalan Education Department’s program “Plurilingüisme”, aimed to promote the 

linguistic pluralism of Catalan schools through extended education in immigrant pupils’ mother 

tongues, an explicit emphasis has been placed on the recruitment of more foreign-born language 

teachers, most importantly in Arabic. 

D) In December 2020, the former Secretary of Equality, Migration and Citizenship, Oriol Amorós, now 

General Secretary of the Catalan Labour Department, declared that the Catalan Government is 

planning to change the regulations regarding access to public employment, so that Spanish 

nationality will no longer be a requirement. As discussed above, one of the concrete policy 

recommendations derived from the REPCAT project was to facilitate access to public office for 

people with an immigrant background. 

These actions represent important achievements in the implementation of intercultural policy aims 

and the construction of a more egalitarian multi-ethnic society, in which the public institutions better 

represent the actual diversity of the population. Considering that the REPCAT project explicitly aims 

at social and political change in terms of increased institutional representation of ethnic diversity, it 

must be taken into account that such processes of societal transformation take place over time, and 

that this project hopefully has contributed to induce such processes together with a broad range of 

other initiatives and actors that advocate against racism and discrimination and for the 

empowerment of immigrants and ethnic minorities. 
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ANNEX 1. INTERVIEW LIST 

 

 

Respondent 
ID  

Interview 
conducted in 

Characteristics of the respondent 

P1 Mollet del Vallès, 
2019 

Female, Catalan, head of unit at the Catalan Police Academy  

P2 Mollet del Vallès, 
2019 

Female, Catalan, responsible for content of the official Catalan 
police training program 

P3 Barcelona, 2019 Male, Catalan, inspector within the General Catalan Police 
Direction 

P4 Barcelona, 2020 Male, Catalan, sergeant at police station in central Barcelona 

P5 Barcelona, 2020 Male, Catalan, inspector at police office in small Catalan city 

P6 Mollet del Vallès, 
2020 

Female, Guinean-Spanish, police officer in Barcelona  

P7 Barcelona, 2020 Male, Moroccan origin, police officer in Barcelona 

P8 Barcelona, 2019 Female, Bolivian origin, police aspirant 

P9 Barcelona, 2019 Female, Colombian origin, police aspirant 

P10 Barcelona, 2019 Male, Colombian origin, police aspirant 

P11 Mollet del Vallès, 
2019 

Male, Catalan, police officer 

E1 Barcelona, 2018 Female, Catalan, sub-director at Department of Education 

E2 Barcelona, 2018 Male, Catalan, section leader, Department of Education 

E3 Barcelona, 2019 Female, Catalan, section leader, Department of Education 

E4 Barcelona, 2019 Female, Catalan, headmaster at public school, Barcelona 

E5 Barcelona, 2019 Female, Catalan, headmaster at public school, Barcelona 

E6 Barcelona, 2019 Male, British, teacher at semi-private school, Barcelona 

E7 Barcelona, 2019 Male, Catalan, teacher at public school, Barcelona 

E8 Barcelona, 2019 Female, Catalan, teacher at semi-private school, Barcelona 

E9 Barcelona, 2019 Female, Catalan, head of pedagogics department at Catalan 
university 

E10 Barcelona, 2019 Male, Catalan, diversity scholar and member of department 
direction at Catalan university 

E11 Barcelona, 2018 Female, Roma, teacher program student at Catalan university 

M1 Barcelona, 2019 Female, Uruguayan origin, member of political party 

M2 Barcelona, 2019 Male, Colombian origin, member of political party 

M3 Barcelona, 2020 Male, Congolese origin, member of political party 

M4 Barcelona, 2020 Female, Guinean origin, public officer 

M5 Barcelona, 2019 Male, Roma, leader of Roma organization 

M6 Barcelona, 2020 Male, Roma, leader of Roma youth association   

M7 Barcelona, 2020 Male, Argentine, leader of immigrant organization 

M8 Barcelona, 2019 Male, Guinean origin, PhD student and leader of intercultural 
association 

M9 Barcelona, 2019 Male, Pakistani origin, leader of immigrant organization 

M10 Barcelona, 2019 Female, Moroccan origin, leader of women’s organization 

M11 Barcelona, 2019 Male, Romanian origin, leader of ethnic organization 
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ANNEX 2. MEETING LIST 
Meeting 
ID 

Title of the meeting Date and place 

EM 1 “El tractament de la diversitat als llibres de text” (The treatment of diversity in text 
books) 

5 Dec 2018, 
Fundació Acsar, 
Barcelona 

EM 2 “La educació intercultural en diàleg–qué en pensen les families?” (Intercultural 
education in diagloue–what do the families think?) 

6 March 2019, 
Espai Avinyó, 
Barcelona 

EM 3 “Més enllà de l’aula” (Beyond the classroom). Research seminar on school failure 
among immigrant students.  

29 May 2019, 
Espai Avinyó, 
Barcelona 

EM 4 “La educació intercultural en diàleg–qué en pensen els i les mestres?” 
(Intercultural education in diagloue–what do the teachers think?) 

13 June 2019, 
Espai Avinyó, 
Barcelona 

EM 5 “Jornada de lengua y cultures de origen” (Session about origin languages and 
cultures), Conference about the Plurilinguisme program of the Catalan 
Department of Education 

17 May 2019, 
Departament 
d’Ensenyament/
UPF, Barcelona 

EM 6 “La educació intercultural en diàleg–qué en pensen els i les alumnes?” 
(Intercultural education in diagloue–what do the pupils think?) 

20 February 
2020, Espai 
Avinyó, 
Barcelona 

PM 1 ”La construcció del sentit de pertinença dels joves fills de families immigrades” 
(The construction of belonging among children of immigrants), Innovation Camp. 
Participation as stakeholder:   
https://www.upf.edu/web/gritim/news/-
/asset_publisher/GcIdyAQFCyDE/content/id/230058068/maximized#.X41VHsIza70 

23-24 October 
2019, 
Generalitat de 
Catalonia 

PM 2 “For an intercultural future” Seminar series, stakeholder seminar 1: Immigration 
politics: challenges, objectives and tools.  

9 October 2019, 
Organized by 
Fundació 
Catalonia 
Europa, 
Fundació La 
Caixa, The Club 
of Rome, with 
support by 
Generalitat de 
Catalonia and 
Ajuntament de 
Barcelona 

PM 3 “For an intercultural future” Seminar series, stakeholder seminar 2: Public 
management from an intercultural perspective.  

19 November 
2019, Organized 
by Fundació 
Catalonia 
Europa, 
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Fundació La 
Caixa, The Club 
of Rome, with 
support by 
Generalitat de 
Catalonia and 
Ajuntament de 
Barcelona 

PM 4 “For an intercultural future” Seminar series, stakeholder seminar 3: Equity, 
Equality and Non-discrimination. 

24 January 
2020, Organized 
by Fundació 
Catalonia 
Europa, 
Fundació La 
Caixa, The Club 
of Rome, with 
support by 
Generalitat de 
Catalonia and 
Ajuntament de 
Barcelona 

PM 5 National Pact for Interculturalism by Generalitat de Catalonia (official 
presentation). 

14 November 
2020, 
Generalitat de 
Catalonia 

PM 6 Re-SOMA-GRITIM transnational seminar 31 January 2020: 
Interculturalism and Migration Observatories; Evidences, policy approaches and 
social ties. 

31 January 
2020, 
Generalitat de 
Catalonia 

PM 7 Debate on education in Catalonia between Miquel Essomba and Zenia Hellgren: 
https://www.upf.edu/web/gritim/news/-
/asset_publisher/GcIdyAQFCyDE/content/id/232885077/maximized#.X41VhMIza7
0, See also the video recording: https://www.youtube.com/watch?v=YBpcK4bB9fo 
 

27 February, 
2020, Pompeu 
Fabra University 
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