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Abstract:

Discrimination of any kind is probibited by the provisions of the Charter of Fundamental
Rights of the European Union, as well as by other norms of European or national
character. Since the cases of discrimination in the statistics regarding the frequency of
manifestation of this phenomenon have been identified far too frequently, it has been
decided 1o create new structures with attributions in this regard and increase the concerns of
the institutions of the European Union and implicitly of the national ones for the
multiplication of the undertaken measures with the purpose to prevent and stop
discrimination of citizens. In this context, we intend to focus our attention on some of the
opinions and perceptions of EU citizens regarding the effects that the implementation of
these actions has, as well as on the ontline of future directions of action that need to be
taken.

Keywords:
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1. INTRODUCTION

Over time, the term ,discrimination® has acquired a negative
connotation, its meaning has no longer to do only with ,the distinction
between two or more objects, ideas etc.“[1] or with that of ,,separation®[2]
but of hierarchical separation, ,,which leads to less favourable treatment for
those who will be identified as victims of discrimination and, implicitly,
more favourable treatment for those who will benefit from certain
advantages® [3]. Thus, discrimination has become a phenomenon that has a
negative impact on citizens (children and adults) in schools, at work and in
the public environment. Given that we spend at least a third of the day at
work, we consider that the organizational environment [4] in which we carry
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out our professional activity is best suited for analysis in our work. The
negative impact we refer to determined the public structures of the
European Union (EU) and subsequently of Romania (RO), to develop
management tools (legal norms, procedures, institutional structures,
programs, projects etc.) in order to prevent, to stop and/or eradicate the
phenomenon of discrimination. In this context, we intend to focus our
attention on some of the opinions and perceptions of EU citizens regarding
the effects that the implementation of these instruments has. We appreciated
that it would be of interest to capture the opinions and perceptions of
citizens regarding the manifestation of discrimination on the labor market at
EU28-RO level, with the occasion of accessing a job, as well as in full
process of activity in the working relationship that they could have with
potential colleagues from multiple categories of people among are found
the discriminated ones.

2. DISCRIMINATION AT WORK IN RELATION TO
CHARTER OF FUNDAMENTAL RIGHTS OF THE EUROPEAN
UNION

As can be seen from the broad set of EU legislative provisions, at
work we can identify several types of discrimination [5]: ® direct discrimination,
® indirect, ™ harassment, ® instigation to discrimination and ® victimization.

Banton [6] (1998) had concerns about the distinction between direct
and indirect discrimination. We are in the presence of direct discrimination
when we do not hire a person because he or she exceeds a certain age limit,
and we identify zudirect discrimination when, based on a previous decision, two
human individuals are employed on the same type of job, have the same
level of training, the same number of years of experience in the same field,
as well as similar results, but they receive different salaries, in the context
where, for example, they were employed at different times [7].

In Europe, over time (for example, in the 1990s), multiple concepts
have been used for workplace abuse [8]: ® harassment [9], [34] or = mobbing [10]
or ® psychological terror [11] or = bullying [12], [13], [14] ot = victinsization [15].

Harrassment [106] is a form of discrimination in the workplace and is
identified by inappropriate, aggressive behavior, an approach that has
negative effects on the person concerned and manifests itself through
humiliating, hostile, degrading actions such as: an employee with qualities
and professional results is always criticized by the boss as he does not honor
his tasks properly. Regarding ,,mobbing®, or ,,bullying, in any definition of
these concepts, in most Anglo-Saxon countries, the central element is the
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negative, repetitive and lasting behavior at the workplace, behavior to which
the person concerned is exposed [17].

Seen as a form of psychological harassment, ,,Mobbing is a destructive
process; it is made up of hostile actions which, taken in isolation, may seem
unimportant, but by constant repetition these actions have harmful effects*
[18], with psychological, physical and social impact on the victim [19].

Bullying or general harassment in the workplace is considered to be a
more inactive thing and a more devastating problem for employees than all
other stressors at work, being an attitude associated with a rather severe
form of social stress at work [20], [21], [22], [23].

When one person encourages another person to discriminate against
a third party, we identify he instigation to discrimination (for example, if an
employer requests an employment agency to find only workers under the age
of 40), whereas the situation in which a person suffer negative consequences
as a result of denouncing an act of discrimination puts us precisely in a
context of victimization (we can take as an example, if a person was fired or
was not promoted because he filed a complaint against his superior) [24].

Regardless of the conceptual form of discrimination between the
aforementioned, it is important to note that any of these manifestations has
a negative, repetitive and lasting impact on the employee, in the workplace
and indirectly on the team to which he belongs and on the organization
because the effectiveness and/or its efficiency in the workplace no longer
manifests itself at the optimum levels to reach the highest standards of
performance.

In this regard, the structures empowered undertake measures to
prevent, stop or eradicate the phenomenon of discrimination, and according
to the content of the Charter of Fundamental Rights of the European Union
»(1) Any discrimination based on any ground such as sex, race, color, ethnic
or social origin, genetic features, language, religion or belief, political or any
other opinion, membership of a national minority, property, birth, disability,
age or sexual orientation shall be prohibited” [25]. Corroborating this
provision with those on equal opportunities between men and women in the
Charter, as well as with those of other EU legal norms® we conclude that
discrimination of any kind is prohibited both in relation to employment, as
well as in relation to ensuring fair conditions and fair work as can be

2 In this respect, we should mention, as an example: Council Directive 2000/78 / EC of 27
November 2000, establishing a general framework in favor of equal treatment regarding

employment and working conditions.
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deduced from the content of article 23 of the Charter, ,,Equality between
women and men must be ensured in all areas, including employment, work
and pay®. Therefore, we appreciate that any of the employees has the right
to equal treatment at all stages, the processes specific to the management of
human resources, of which we mention: recruitment, remuneration, access
to vocational training, promotion, occupational pensions and dismissal. As
regards Romania, it has adapted its national legislation and strategies on non-
discrimination and equality of opportunities and gender, including in the
field of work’ to that specific to the EU.

3. DISCRIMINATION IN THE WORKPLACE. THE OPINIONS
AND PERCEPTIONS OF EU28 CITIZENS, FOCUSING ON
THOSE IN ROMANIA

Concerned about the issue of discrimination, through its specialized
structures, the EU conducted in 2015 a EUROBAROMETER [26] opinion
poll among the citizens of its member states, carrying out a number of
27,718 interviews, of which 1,012 intetviews conducted in Romania.
Interviews with EU citizens, through the opinion poll mentioned, also
targeted two major issues for citizens and the labor market. They refer to:

1. Criteria that could disadvantage candidates with the same
skills and the same level of qualification in the employment process
by companies

3 For example, the Labor Code, through the provisions of art. 5, 6 and 159, regulates
aspects related to the application of the principle of equal treatment to all employees and
employers in the labor relationships, any discrimination being prohibited.
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Figure no. 1 Criteria that could disadvantage candidates with the same skills
and the same level of qualification in the process of hiring by companies*

The candidate’s age if he/sheisoverss R 77, -

The candidate’s appereance (how to dress or behave) m 52%
. N . . . - 46%
The candidate’s color of the skin or his/her ethnic origin m
A disabitiey [ T 6%

&
7]
ES

General physical appearance of the candidate (size,...

The candidate’s way of speaking (his/her accent) —%
. . . 34%
The gender identity of the candidate (transgender or... 20%
. . - . 33%
Expressing a religious belief (for example, wearing a... “
28%

Sexual orientation of the candidate (gay, lesbian or...

NN
~
E-=

Gender of the candidate (male or female)

N
]
X

The candidate’s name

=
©
ES

The candidate’s age (if he/sheis under 30)

[y
5]
ES

The candidate’s address

0

=R

10% 20% 30% 40% 50% 60%

mUE28 mRO

Source: Enropean Commission, Discrimination in the EU in 2015,
EUROBAROMETER

When they were asked which of the criteria presented during the survey
could disadvantage a candidate when (in their country) a company wanted to
hire someone and had a choice between two candidates with the same skills
and the same level of qualification (multiple-choice question) EU
respondents, including those from Romania, expressed different opinions
(Figure no.1) [27], of which some of the most frequently mentioned criteria
were held in our attention:

» More than 50% of the respondents consider that the candidate’s age
(he/she) over 55 years would be detrimental to employment in a
company, the diferences of opinion between EU28 and Romania are
minor, at a rate of 4%, whereas only 16% and respectively 21%

4 Question included in the content of the interview: «In (OUR COUNTRY), when a
company wants to hire someone and has a choice between two candidates with the same
skills and the same level of qualification, which of the following criteria could disadvantage
a candidate? (MORE POSSIBLE ANSWERS)».
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consider that the age below 30 would disadvantage the candidate in
the employment process;

» 46% of EU28 respondents and 31% of those from Romania see
candidates as disadvantaged depending on their skin color or ethnic
origin;

> 46% and respectively 38% of respondents consider that a candidate’s
disability would disadvantage him in the competition for employment;

» from the answers presented in Figure no. 1, we find that a higher
percentage of EU28 participants in the survey nominates as
unfavorable for employment 11 of the 13 criteria / categories of
people and only in case of two of these criteria [candidate’s gender (male
or female) and candidate’s age, if he/ she is below 30] the percentage value of
the respondents in Romania is higher than that registered among
EU28 respondents.

2. The lIevel of comfort felt if one of the co-workers(male or
female) would belong to each of the following groups
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Figure no. 2 The level of comfort felt when one of the co-workers (male or
female) would belong to each of the groups ,,...«
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Source: European Comission, Discrimination in the EU in 2015, EUROBAROMETER

The total comfortable level, felt, both by the EU28 respondents and by
those in Romania, is identified most frequently/most (Figure no. 2 [28])
when one of the co-workers would belong to a person in the group of:

»  white (UE28=83% and RO=73%);

» christian (UE28=82% and RO=74%);

» aged below 25 (UE28=81% and RO=70%);

» aged over 60 (UE28=80% and RO=65%);

» disabled (UE28=77% and RO=57%).
As evidenced by EUROBAROMETER, it seems that the more discomfort
is highlighted if one of the colleagues belongs to a person:

» from another ethnic group;

» with a different sexual orientation;

» from another religion;

> Question included in the content of the interview: «Regardless of whether you are
currently working or not, please tell us, using a scale of 1 to 10, how comfortable would you
feel if one of your co-workers (male or female) would belong to each of the following
groups (,1° means that you would not feel ,,at all comfortable* and ,,10“ that you would

feel ,,completely comfortable®»
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as shown in the Figure no. 2.

In Romania in 2015, in a research[29] conducted by TNS CSOP,
on the perceptions and attitudes regarding the phenomenon of discrimination, carried
out for the NATIONAL COUNCIL FOR COMBATING
DISCRIMINATION (NCCD/CNCD), on a sample of Romanian citizens
of 1,406 respondents, aged 18 and over, of the people interviewed, 87% said
they had heard about the phenomenon of discrimination. In the context of
placing the phenomenon of discrimination in the process of finding a job, in
a ,,top 3, the mentioned research shows that:

» 70% of respondents think that people infected with HIV/AIDS find

it harder to get a job than uninfected people;

» 2% consider that Roma people have more difficulties than

Romanians;

» and 56% think that people in rural areas have more difficulties than

those in urban areas.

In the opinion of less than 50% of the respondents, minor and very
minor difficulties are also identified in finding a job for the following
categories:
imigrants compared to those who are Romanian citizens (47%);
people with another sexual orientation compared to heterosexuals
47%);
women over 45 compared to men over 45(44%);
women generally compared to men (36%);
young people, under 25 years old, in comparison with the elderly,
over 55 years old (23%);

Hungarians compared to Romanians (18%);
those of other religion compared to those of orthodox religion
(12%).

All these categories, to which I have just referred, follow the ,,top 3%, in
the ranking of the difficulty of finding a job (Figure no.3 [30]), as stated
those that have heard about the phenomenon of discrimination, namely 87%
of the respondents, 48% male and 52% female; aged between 18-29 years
(20%), 30-44 years (29%), 45-59 years (23%), 60 years and over (28%);
graduates of university / post-university studies (14%), high school / post-
secondary school (39%), 10 classes / vocational school (20%), up to 8
classes (27%); with occupations such as: employee (40%), self-employed
(6%), unemployed / temporarily unemployed (17%), schoolboy / student
(5%), retited / incapacitated for work ( 32%), with various sources and
revenue values.

YVV VYVV VYV
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Figure no. 3. Finding a job - opinions compared by categories of people in
the context of discrimination”®
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Source: TNS CSOP, Opinion poll on the topic: Perceptions and attitudes of the
population of Romania towards the National Strategy for preventing and combating
discrimination

A more recent research [31] (2018), carried out with the involvment
of NCCD, IPP’ and IRES®, on a national sample of 1,300 respondents over
18 years old, which aimed 2 survey the public opinion on discrimination in Romania,
shows that most of the population (71% of respondents) perceive the
phenomenon of discrimination as a problem, and 63% of them consider that
the phenomenon registers a higher frequency, in the context in which, one
third of the participants in the study know the phenomenon from direct
experience, supplemented by the indirect perception offered through
television, internet, family, friends and social networks. Against the
background of those presented, the respondents were asked to express their
opinion regarding the acceptance or non-acceptance of being a colleague
with several categories of people, among whom they happen to be

¢ Question included in the survey content: «Thinking about the job search situation, how are
the following categories, compared to the others, in finding a job?».

7INSTITUT FOR PUBLIC POLICY IN BUCHAREST (IPP)

8 ROMANIAN INSTITUTE FOR EVALUATION AND STRATEGY (RIES)

195



OPINIONS AND PERCEPTIONS ...

discriminated against, on which occasion we consider them to be of interest
for the present paper (according to Figure no.4[32]), highlighting results
such as:

> 37% of the respondents would not like to be co-workers with people
who have a2 homosexual orientation;
23% would not want an immigrant as a co-worker;
19% cannot see themselves being colleagues with people of Muslim
religion;
as 17% do not want a person with HIV/AIDS as a colleague.
Also, they would not want to be colleagues:

VvV VY

13% of the respondents, with a person belonging to the religious
sects;

11% with a Hungarian;

11% with a Roma person;

and 10% with a Jewish.

We also have negative opinions regarding the researched problem (in
percentage of less than 10%), in relation to people of color, unemployed,
German, disabled and poor.

Therefore, we find that the most difficult people to accept as co-

workers would be those with homosexual sexual orientation, immigrants,
Muslims and those with HIV/AIDS.

YVVV V 'V
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Figure no. 4. Accepting or not accepting to be a colleague with some
categories of people in the context of manifesting the phenomenon of
discrimination’

mNo mYes
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-37!0 63%
Unemployed i ——
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-2% G

of co S
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-11% 89%
Disabled?
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Would you accept to be a co-worker with...?

Source: Processing by: NCCD, IPP and RIES/IRES, National opinion poll on the level
of discrimination in Romania and current perceptions on hate crimes, 2018, pp. 13-25

Analyzing comparatively the opinions and perceptions of Romanians
in relation to those of EU citizens, we consider that, as a rule, they converge.
We can see from the above that, to a greater or lesser extent, European
society (EU28, including the Romanian one) is characterized by
homophobia, xenophobia, chauvinism and antisemitism [33].

 Question included in the survey content:«Would you agree that a person ,,...“ should be
your co-workerry.
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4. CONCLUSIONS

The opinions, perceptions and attitudes on life, on certain facts and
categories of people are given or influenced by custom, level of education,
experiences, culture, religious orientation, tolerance of each of us.
Frequently, the categories of discriminated people live this experience either
at school, at work or in the public environment.

In achieving prevention, stopping and, why not, eradicating the
phenomenon of discrimination, a major role must play, in the form of
directions of action, education programs (at all ages), as we consider that the
manifestation of discriminatory behaviors are much more pronounced to
citizens with a low level of education, than to people who have graduated
from a higher level or who have been propetly trained on the issue of non-
discrimination. This educational approach could be two-dimensional: on the
one hand we consider the education of citizens, starting from the earliest
ages, to the oldest, and on the other hand, we consider that it is necessary to
educate the human resource that represents the state, and whom in the
relationship with the citizens, in the process of providing public services,
must represent true professional models and values. We support non-
discrimination, through the planning and implementation of multiple formal
and informal educational programs, through information campaigns,
through mass media (written and audio-video media, social networks,
Internet), through scientific sessions (conferences, seminars, debates,
workshops), exchanges of experience, special courses at the time of civic
education or leadership, through educational institutions, family, friends,
state representatives and NGOs. To ensure a better understanding of the
issues specific to discrimination, to develop the effective capacity to combat
discrimination and to promote the values that support the fight against
discrimination at the level of Romania, objectives also supported by the
NCCD, it is necessary to support an integrated strategic program, by
including political and governmental factors that allocate the resources
needed to develop and implement strategic action directions, but beyond
that, change in the sense of non-discrimination depends on and begins with
each of us as citizens.

Through this paper, our focus has been on experiences, opinions and
perceptions regarding discrimination in the workplace. In order to reduce or
eliminate the phenomenon of discrimination in the process of accessing a
job, but also at work, we consider that, in addition to the EU and national
legislation in force where sanctions have to be well founded, a set of
procedural and contractual provisions must be implemented at the level of
each organization. The monitoring and control of the way of their
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application must be carried out with a sense of responsibility and with the
application of sanctions, both by the internal managers and by the external
control bodies. We appreciate that in addition to the use of positive
motivational levers, applying negative motivational levers will help reduce
the phenomenon of discrimination.

5. ACKNOWLEDGMENTS

The author would like to thank the anonymous reviewers for their valuable
comments and suggestions to improve the quality of the paper.

6. REFERENCES

[1] Dictionare ale limbii romane. Available from:
https://dexonline.ro/definitie/discriminare [Accessed November 2019].
2] Dictionare ale limbii romane. Available from:

https://dexonline.ro/definitie/discriminare [Accessed November 2019].
[3] Moraru A, Tandsescu S.E., Totoliciuc L. CNCD, IPP and IRES, 10 ani

de Decizie-cadru privind prevenirea infractiunilor. Romania angajati pentru
imbunatatirea mecanismelor de raportare i inregistrare referitoare la
infractiuni motivate de urd. Studiu. Bucuresti; 2019; 7. Available from:
https://main.components.ro/uploads/1d3a0bf8b95391b825aa56853282d5d
a/2019/02/Raport Proiect NolntoHate 2018.pdf. [Accessed November
2019].

[4] Zaharia P, Bilouseac I. Decentralization and Local Autonomy-Local
Public Management Defining Principles. Annales Universitatis Apulensis:
Series Oeconomica; 2009, 11(2), 805-12.

[5] Comisia Europeani. Combaterea discriminarii la locul de munca.
Available from:
https://ec.europa.cu/social/main.jsprcatld=1437&langld=ro. [Accessed

November 2019].
[6] Banton M. Racial Theories. 2nd edition. Cambridge University Press;
1998.

[7] Dobre M, Ailenei D. Motivatii comportamentele ale discriminarii de gen
pe piata fortei de muncd din Romania. Economie teoretica si aplicata.
Volumul XVII (2010); No. 12(553): 79-87.

[8] Gheondea A, Ilie S, Lambru M, Mihailescu A, Negut A, Stanciu M,
Tomescu C. Fenomene specifice de discriminare la locul de munca:
mobbing-ul. Calitatea Vietii; 2019, XXI: 113-136. Available from:

199


https://dexonline.ro/definitie/discriminare
https://dexonline.ro/definitie/discriminare
https://main.components.ro/uploads/1d3a0bf8b95391b825aa56853282d5da/2019/02/Raport_Proiect_NoIntoHate_2018.pdf
https://main.components.ro/uploads/1d3a0bf8b95391b825aa56853282d5da/2019/02/Raport_Proiect_NoIntoHate_2018.pdf
https://ec.europa.eu/social/main.jsp?catId=1437&langId=ro

OPINIONS AND PERCEPTIONS ...

https://www.researchgate.net/publication/333236745 Fenomene specifice
de discriminare la locul de munca Mobbing-ul. [Accessed November

2019].

[9] Bjorkqvist K, Osterman K, Hjelt-Back M. Aggression among university

employees, Aggressive Behavior. 1994; Vol. 20: 173-84.

[10] Zapf D, Knorz C, Kulla M. On the relationship between mobbing

factors, and job content, social work environment and health outcomes.

European Journal of Work and Organizational Psychology; 1996, 5(2): 215-

37.

[11] Leymann H. Mobbing and psychological terror at workplaces, Violence

and Victims; 1990, Vol. 5: 119-26.

[12] Einarsen S, Skogstad A. Bullying at work: epdemiological findings in

public and private organizations. European Journal of Work and

Organizational Psychology; 1996, Vol. 5: 185-202.

[13] Rayner C. The incidence of workplace bullying. Journal of Community

and Applied Social Psychology; 1997, 7(3) 199-208.

[14] Vartia M. The sources of bullying * psychological work environment

and organizational climate, European Journal of Work and Organizational

Psychology; 1996, Vol. 5: 203-14.

[15] Einarsen S, Raknes B.I. Mobbing I Arbeidslivet. (Bullying at Work).

University of Bergen. Bergen. 1997.

[16] Comisia Europeana, Combaterea discriminarii la locul de munca.

Available from:

https://ec.europa.cu/social/main.jsprcatld=1437&langld=ro. [Accessed

November 2019].

[17] Gheondea A, Ilie S, Lambru M, Mihdilescu, A, Negut A, Stanciu
M, Tomescu C. Fenomene specifice de discriminare la locul de munca:
mobbing-ul. Calitatea Vietii; 2019, XXI: 113-36. Available from:
https://www.researchgate.net/publication/333236745 Fenomene specifice

de discriminare la locul de munca Mobbing-ul. [Accessed November
2019].

[18] Leymann H. The content and development of mobbing at work.
European Journal of Work and Organizational Psychology. 1996; 5(2).

[19] Zaharia E. C. Mobbingul sau teroarea psihologica: 1-17. Available from:
https://snapromania.ro/uploaded files/bbed129d692492516d15£36264bef8
aa.pdf. [Accessed November 2019].

[20] Wilson C.B. US businesses suffer from workplace trauma, Personnel
Journal. 1991; July: 47-50.

200


https://www.researchgate.net/publication/333236745_Fenomene_specifice_de_discriminare_la_locul_de_munca_Mobbing-ul
https://www.researchgate.net/publication/333236745_Fenomene_specifice_de_discriminare_la_locul_de_munca_Mobbing-ul
https://ec.europa.eu/social/main.jsp?catId=1437&langId=ro
https://www.researchgate.net/publication/333236745_Fenomene_specifice_de_discriminare_la_locul_de_munca_Mobbing-ul
https://www.researchgate.net/publication/333236745_Fenomene_specifice_de_discriminare_la_locul_de_munca_Mobbing-ul
https://snapromania.ro/uploaded_files/bbed129d692492516d15f36264bef8aa.pdf
https://snapromania.ro/uploaded_files/bbed129d692492516d15f36264bef8aa.pdf

Alunica MORARIU

[21] Zapf D, Knorz C, Kulla M. On the relationship between mobbing
factors, and job content, social work environment, and health outcomes.
European Journal of Work and Organizational Psychology; 1996, 5(2): 215-
37.

[22] Niedl K. Mobbing/bullying am Arbeitsplatz. Rainer Hampp Verlag.
Munchen; 1995.

[23] Stale E. The nature and causes of bullying at work, International Journal
of Manpower; 1999 February, 20(1/2): 16-27.

[24] Comisia Europeana, Combaterea discrimindrii la locul de munca.
Available from:
https://ec.europa.cu/social/main.jsprcatld=1437&langld=ro. [Accessed
November 2019].

[25] Carta drepturilor fundamentale a Uniunii Europene. articolul 21.
Jutnalul Oficial al Uniunii Europene. C 83/389 din 30.3.2010, Available
from:

https://eur-
lex.curopa.cu/LexUriSetv/LexUtiServ.do?uri=0]:C:2010:083:0389:0403:r0:
PDF. [Accessed November 2019].

[26]  Comisia  Europeana.  Discriminarea in  UE in  2015.
EUROBAROMETRU. Available from:
https://ec.europa.cu/commfrontoffice/publicopinion/index.cfm/ResultDo
c/download/DocumentKy/68118. [Accessed November 2019].

[27] Comisia  Europeana.  Discriminarea in  UE in  2015.
EUROBAROMETRU. Available from:
https://ec.europa.cu/commfrontoffice/publicopinion/index.cfm/ResultDo
c/download/DocumentKy/68118. [Accessed November 2019].

[28] Comisia  Europeana.  Discriminarea in  UE in  2015.
EUROBAROMETRU. Available from:
https://ec.europa.cu/commfrontoffice/publicopinion/index.cfm/ResultDo
c/download/DocumentKy/68118. [Accessed November 2019].

[29] TNS CSOP. Sondaj de opinie cu tema: Perceptii si atitudini ale
populatiei Romaniei fatd de Strategia nationala de prevenire §i combatere a
discriminirii. 2015; s.4. Available from:
https://main.components.ro/uploads/1d3a0bf8b95391b8252a56853282d5d
a/2016/10/Sondaj TNS CNCD 2015.pdf,

www.antidiscriminare.ro/library/files/studii cned/1.1. raport cned quant

ro.pptx. [Accessed November 2019].

201


https://ec.europa.eu/social/main.jsp?catId=1437&langId=ro
https://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=OJ:C:2010:083:0389:0403:ro:PDF
https://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=OJ:C:2010:083:0389:0403:ro:PDF
https://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=OJ:C:2010:083:0389:0403:ro:PDF
https://ec.europa.eu/commfrontoffice/publicopinion/index.cfm/ResultDoc/download/DocumentKy/68118
https://ec.europa.eu/commfrontoffice/publicopinion/index.cfm/ResultDoc/download/DocumentKy/68118
https://ec.europa.eu/commfrontoffice/publicopinion/index.cfm/ResultDoc/download/DocumentKy/68118
https://ec.europa.eu/commfrontoffice/publicopinion/index.cfm/ResultDoc/download/DocumentKy/68118
https://ec.europa.eu/commfrontoffice/publicopinion/index.cfm/ResultDoc/download/DocumentKy/68118
https://ec.europa.eu/commfrontoffice/publicopinion/index.cfm/ResultDoc/download/DocumentKy/68118
http://www.antidiscriminare.ro/library/files/studii_cncd/1.1._raport_cncd_quant_ro.pptx
http://www.antidiscriminare.ro/library/files/studii_cncd/1.1._raport_cncd_quant_ro.pptx
http://www.antidiscriminare.ro/library/files/studii_cncd/1.1._raport_cncd_quant_ro.pptx
https://main.components.ro/uploads/1d3a0bf8b95391b825aa56853282d5da/2016/10/Sondaj_TNS_CNCD_2015.pdf
https://main.components.ro/uploads/1d3a0bf8b95391b825aa56853282d5da/2016/10/Sondaj_TNS_CNCD_2015.pdf
http://www.antidiscriminare.ro/library/files/studii_cncd/1.1._raport_cncd_quant_ro.pptx
http://www.antidiscriminare.ro/library/files/studii_cncd/1.1._raport_cncd_quant_ro.pptx

OPINIONS AND PERCEPTIONS ...

[30] TNS CSOP. Sondaj de opinie cu tema: Perceptii §i atitudini ale
populatiei Romaniei fatd de Strategia nationala de prevenire $i combatere a
discriminarii. 2015; s.4. Available from:
https://main.components.ro/uploads/1d3a0bf8b95391b825aa56853282d5d
a/2016/10/Sondaj TNS CNCD 2015.pdf,
www.antidiscriminare.ro/library/files/studii cncd/1.1. raport cned quant
ro.pptx. [Accessed November 2019].

[31] CNCD, IPP, IRES. Sondaj de opinie la nivel national privind nivelul
discrimindrii in Romania §i perceptiile actuale asupra infractiunilor motivate
de urid. 2018; 13-25. Available from:
https://main.components.ro/uploads/1d3a0bf8b95391b825aa56853282d5d
a/2019/02/Sondaj de opinie NolntoHate 2018.pdf,
https://www.maszol.ro /uploads/files/doc/1551183008 IRES Raport-
grafic CNCD 2018-2.pdf. [Accessed November 2019].

[32] CNCD, IPP, IRES. Sondaj de opinie la nivel national privind nivelul
discrimindrii in Romania §i perceptiile actuale asupra infractiunilor motivate
de urd. 2018; 13-25. Available from:
https://main.components.ro/uploads/1d3a0bf8b95391b825aa56853282d5d
a/2019/02/Sondaj de opinie NolntoHate 2018.pdf,
https://www.maszol.ro /uploads/files/doc/1551183008 IRES Raport-
grafic CNCD 2018-2.pdf. [Accessed November 2019].

[33] CNCD, IPP, IRES. Sondaj de opinie la nivel national privind nivelul
discrimindrii in Romania §i perceptiile actuale asupra infractiunilor motivate
de urd. 2018; 13-25. Available from:
https://main.components.ro/uploads/1d3a0bf8b95391b8252a56853282d5d
a/2019/02/Sondaj de opinie NolntoHate 2018.pdf,
https://www.maszol.ro /uploads/files/doc/1551183008 IRES Raport-
grafic CNCD 2018-2.pdf. [Accessed November 2019].

[34] Bjorkqvist K, Osterman K, Lagerspetz KM]. Sex differences in covert
aggression among adults, Aggressive Behavior; 1994, Vol. 20: 27-33.

202


http://www.antidiscriminare.ro/library/files/studii_cncd/1.1._raport_cncd_quant_ro.pptx
http://www.antidiscriminare.ro/library/files/studii_cncd/1.1._raport_cncd_quant_ro.pptx
http://www.antidiscriminare.ro/library/files/studii_cncd/1.1._raport_cncd_quant_ro.pptx
https://main.components.ro/uploads/1d3a0bf8b95391b825aa56853282d5da/2016/10/Sondaj_TNS_CNCD_2015.pdf
https://main.components.ro/uploads/1d3a0bf8b95391b825aa56853282d5da/2016/10/Sondaj_TNS_CNCD_2015.pdf
http://www.antidiscriminare.ro/library/files/studii_cncd/1.1._raport_cncd_quant_ro.pptx
http://www.antidiscriminare.ro/library/files/studii_cncd/1.1._raport_cncd_quant_ro.pptx
https://main.components.ro/uploads/1d3a0bf8b95391b825aa56853282d5da/2019/02/Sondaj_de_opinie_NoIntoHate_2018.pdf
https://main.components.ro/uploads/1d3a0bf8b95391b825aa56853282d5da/2019/02/Sondaj_de_opinie_NoIntoHate_2018.pdf
https://www.maszol.ro/uploads/files/doc/1551183008_IRES_Raport-grafic_CNCD_2018-2.pdf
https://www.maszol.ro/uploads/files/doc/1551183008_IRES_Raport-grafic_CNCD_2018-2.pdf
https://main.components.ro/uploads/1d3a0bf8b95391b825aa56853282d5da/2019/02/Sondaj_de_opinie_NoIntoHate_2018.pdf
https://main.components.ro/uploads/1d3a0bf8b95391b825aa56853282d5da/2019/02/Sondaj_de_opinie_NoIntoHate_2018.pdf
https://www.maszol.ro/uploads/files/doc/1551183008_IRES_Raport-grafic_CNCD_2018-2.pdf
https://www.maszol.ro/uploads/files/doc/1551183008_IRES_Raport-grafic_CNCD_2018-2.pdf
https://main.components.ro/uploads/1d3a0bf8b95391b825aa56853282d5da/2019/02/Sondaj_de_opinie_NoIntoHate_2018.pdf
https://main.components.ro/uploads/1d3a0bf8b95391b825aa56853282d5da/2019/02/Sondaj_de_opinie_NoIntoHate_2018.pdf
https://www.maszol.ro/uploads/files/doc/1551183008_IRES_Raport-grafic_CNCD_2018-2.pdf
https://www.maszol.ro/uploads/files/doc/1551183008_IRES_Raport-grafic_CNCD_2018-2.pdf

