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Foreword

Gender equality and social dialogue are both furestdah values and cross-cutting issues
for the International Labour Organisation. In 20@% International Labour Conference
concluded its discussion on “Gender equality athbart of decent work” by reaffirming
that social dialogue and tripartism are essentifity tools to advance gender equality in
the world of work.

This paper is a part of a comparative researcheproyvhose objective is to
demonstrate that gender equality and social digogre mutually beneficial and their
promotion should go hand-in-hand. Despite seveualiss on each topic separately, there
is a knowledge gap worldwide on how gender equalityork is advanced through social
dialogue. The topic is examined both from qual&@ind quantitative aspects:

» Participation on an equal footing of men and wormesocial dialogue, in particular
in the tripartite bodies, as well as within goveemn units, trade unions and
employers’ organisations;

= Gender equality issues in the agenda of socialogled, including collective
bargaining.

This study provides valuable information on thealegnd institutional framework for
gender equality and social dialogue in Uruguayn@icant achievements on these issues
in practice were initiated by the Tripartite Comsiig for Equal Opportunities at Work.
The Uruguayan example is an illustration of seveuglcessful activities of the network of
similar tripartite gender equality commissions @tih America.

We commend the study to all interested readerghiasunique experience might be
inspiring for other countries to encourage sociftiers to take initiatives to promote
more balanced participation of men and women pattite social dialogue fora, as well as
to include gender equality issues in national dismns and collective agreements.

The paper is the result of collaboration of theustdal and Employment Relations
Department, the Bureau for Gender Equality andlteDecent Work Technical Support
Team for the South Cone of Latin America. Alma Bspiwith the collaboration of
Gabriela Pedetti prepared the national study. AkgeMuller, Gender Coordinator of
Sector IV “Social Dialogue” and specialist in lalbdaw, coordinated the comparative
research project and jointly with Maria Elena Valeela, regional Gender Equality
specialist, the national study on Uruguay. Parsictthanks for comments and assistance
are expressed to Marleen Rueda, and the Trip&titemission for Equal Opportunities at
Work in Uruguay. This paper was developed with supgrom the Government of

Sweden.

Guillermo Miranda Moussa Oumarou
Director, Director,

ILO Santiago-Chile Industrial and Employment

Relations Department
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Introduction

Since the 1940’s social dialogue for private sectmrkers has taken place through
collective bargaining in Salary Councils (excludingtil recently, rural and domestic

workers). There have been, however, some longruggons: from 1968, due to the

“freeze in prices and salaries” decreed by the gowent, and from 1973 to 1985 as a
result of the ban on union activities imposed by dictatorship regime. Since 1985, with

the recovery of democracy, Salary Councils wenestated only to be suspended again in
1992 in order to reduce state intervention in galagotiations granting more labour

market flexibility. They were restored back agair2D05 extending the tripartite collective

bargaining process to rural workers and, later, ekiim workers as well.

Social dialogue in Uruguay has scarcely dealt \i&ghder equality issues in spite of
the relatively advanced legislation on the matéelditionally, women have not been able
to achieve a proper level of participation in th&rdaining process in line with their
presence in the labour market. There are alsonstitierous gender gaps in several labour,
employment, and salary indicators. Since 2005 #maafe workers’ situation achieved
certain progress after the inclusion of gender igioms in the Salary Council’'s
agreements.

The objective of this document is to analyze howatdreatment in employment has
been promoted in recent years through social didg Uruguay. Special consideration is
given to the role of the Tripartite Commission ogugl Opportunities and Treatment in
Employment (CTIOTE) and to the results of colleetbargaining since 2005.

The first chapter presents a general overview ofmeam and labour gender
inequalities, highlighting the most important ga@scording to main labour market
indicators. Following, chapter two reviews the abaialogue’s legal and institutional
framework. The third chapter reviews the historibatkground of social dialogue and
collective bargaining from a gender perspectiventilying a stage since 2005 where they
achieve a higher influence capacity improving wotsemork conditions. Chapter four
reviews the CTIOTE's structure, objectives, andvits, and Chapter five analyses its
challenges and achievements on the basis of fimgpoaents: strengthening, awareness
and rationale; institutional relations; internatbrcooperation; strengthening of social
dialogue; and its influence in public policy. Fallimg, there is a detailed analysis of the
results of collective bargaining on gender equality

Finally, some conclusions are set forth in the erinof the increasing importance of
female labour force in the national economy. kasfirmed that gender relations continue
to be strongly defined by a model with male proxsdand women with a double work
shift, which has become a problem for a signifiambunt of women. The gaps in wages,
employment and unemployment rates still remairs inportant to incorporate provisions
related to family responsibilities in collectivergaining in order to support the bargaining
capabilities of male and female workers with thigpes of responsibilities and to advance
in the coverage of existing and new rights and fisne

The CTIOTE's challenges and achievements in grgreotial dialogue a higher level
of dynamism are evaluated especially in a politanadl social context. Conclusions show
that the CTIOTE's contribution depends on seveasatdrs such as the member’s training
and commitment, the support received by their amgdions, and the ability to liaise
internally in the discussion and presentation @ippsals. Another important point is the
stability of representatives in each sector andt tlecision making abilities, which are key
variables in the opportunity, magnitude, and inficee of the actions to be implemented.

An analysis of the inclusion of gender provisiongollective agreements shows that
the key factors are the constant participationhef lational Workers Federation’s (PIT-




CNT) Gender Department in collective bargainingcdssions as well as gender training
carried out for government delegates.

Although the CTIOTE is a valid stakeholder with iamportant role in the collective
bargaining process, there are still several lindtet such as the lack of female negotiators
among delegates for workers and employers and a@aBort and true interest on female
delegates from the State’s National Labour Diret®(DINATRA — mainly composed of
women) on behalf of political delegates who presideh table (who are mostly men).

The analysis identified a set of challenges: tleeeeheed to stimulate shared family
responsibilities between working men and womenptomote gender matters within
chambers of business and commerce, and to strentfteeole of the Gender and Equality
Commission within the PIT-CNT. Regarding the depetent and growth of the role of
the CTIOTE and its influence capacity, there iseachto establish an agenda that defines
and prioritizes objectives and elaborates a styatégereto, follows-up on the
implementation of national policies and agreementsnitors agreed provisions, and
addresses new issues related to work and dailyHifelly, the State — a key stakeholder —
should promote formulas to reach agreements betwkenparties and exercise its
leadership, while tracing strategic lineaments agehgender equality included in actions
and policies at different levels.

1. Background: Labour market and
gender inequality in Uruguay

The increase in the female labour force is ondnefmain transformations witnessed in the
last decades in the Uruguayan labour market. SeYactors have contributed to that
effect, mostly related to changes in demand (dushémges in the productive structure) as
well as in supply (mainly due to higher educatideakls achieved by women.) However,
there are still important labour inequalities refél in several indicators dealing with
employment and with men and women'’s global workiloa

Different studies show three global transformatitimst modified labour structures
and relations in the 1990s:

1) The adoption of a development model that favors itltegration into the world
economy through open and competitive market pali@aned at lowering labour
costs, which would eventually have negative effemts salary and employment
conditions;

2) The process of adapting to fast technological chanip several sectors of the
economy, which weakens the worker’s bargainingtsds|

3) Changes in the role of the State, the market, anldsociety’s institutions lessening
the State’s regulating capacity (Campero, 1999).

In this context, Uruguay has witnessed in the tast decades periods of economic
growth and moderate dynamism of the labour mark@®1 to 1998); periods of stagnation
and recession that ended in a financial and ecanorigis (1999 to 2002) with effects in
the labour market persisting until 2003; and there@very that becomes more robust
particularly since 2005 (Amarante and Espino, 2008)

Although labour institutions did not change thelurfof predominant ideas in the
1990s in terms of labour market flexibility, thecfas that there were differences in the
way collective negotiations took place. Salary Gulsnwere cancelled in 1992 which
meant changes in the way employers, workers, am@tate related to each other. Since
2005, the new government set forth new labour j@diand regulations establishing a new
institutional climate that favored social dialogéél of this may have contributed to the
improvement in some Uruguayan labour market indisat




Open unemployment has been a variable of adjustmenost of the aforementioned
period. However, that period also witnessed a wongeof employment quality (with an
increased percentage of workers without social ritgcaoverage) and widened wage
disparities. Women have been strongly hit by unesmpknt, having high participation in
informal or precarious employment, particularly dwoetheir high participation level in
domestic work. This phenomenon is the result etaogissues among which we highlight
an important sector realignment operating in aexdndf the opening of the economy, the
State’s reform policies, and an increase in edogagturns (Amarante and Arim, 2004).

The following section describes some of the maiallenges for gender equality
policies and social dialogue through a set of \deis

1.1 Evolution of main indicators:
Gender inequalities

The variation in the female labour supply in thst ldecades — measured by the rate of
participation of women of working age — is one bk tmost relevant issues in the
Uruguayan labour market. While the male participatrate remained at 74 per cent,
female participation increased from 41 per censSoper cent between 1986 and 2609.
The male employment rate reached 69 per cent i@, 200increase that came after a sharp
drop consequence of the Uruguayan economic anchdialacrisis in 2002. Female
employment rate increased from 35.9 per cent t8 g@r cent between 1986 and 1998, but
dropped to 39 per cent in 2002 to later recoveeaent years reaching 49 per cent in 2009.

Unemployment increased sharply during the decadéefl990s until the crisis in
2002 to later drop. However, gender gaps remaiGeaph 1).

Graph 1.
Evolution of unemployment rate by sex (1986-2009),
urban areas (population over 5,000)
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The historic gender gap in employment has decreasexl consequence of women’s
massive incorporation in the labour market. Ondtieer hand, the unemployment gap has
remained at very high levels due to a persistentafe unemployment rate that is
considerably higher than men’s (Graph 2).

! Although the Labour Statistics Survey (ECH) is aafaiié starting 1981, there are certain differennésdicators, reason why
only information since 1986 is taken into account.




Graph 2.
Gender gap* for activity, employment, and unemployment (1986 - 2009),
urban areas (population over 5,000)
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*Note: The gender gap rates are calculated as the coefficient of the difference between both rates in terms of male rates.
When the breach is positive it means the female rate is higher than that of men and when it is negative it is lower.

Occupational gender segregation is a structuraheé of the labour market in
Uruguay (Amarante and Espino, 2002). Despite tloecdse in the female labour force,
women are still concentrated in certain sectorgifbotal segregation). Approximately
18 per cent of women work in domestic services andhmerce, 11.3 per cent in
industries, 11.9 per cent in social services ardltheare, and 9.6 per cent in education.
Men, on the other hand, are mainly employed in cenoe (18.9 per cent), industry
(16.2 per cent), and construction (11.9 per cesat (Table 1).




Table 1.
Distribution of workers according to
type of activity and gender (2009, %)

Type of activity Men Women Total
Agriculture, livestock, hunting, silviculture, mining, quarrying and fishing 16,0 5,0 11,1
Industries- electricity , gas and water 16,2 11,3 14,0
Construction 11,9 0,5 6,8
Commerce, vehicle and motorcycle repair services 18,9 18,5 18,7
Hotels and restaurants 2,5 3,7 3,0
Transportation, storage, and communications 8,2 2,6 5,7
Financial intermediary 1,5 1,7 1,6
Activities related to real estate, business, and rentals 6,9 6,4 6,7
Public administration and defense, social security plans of mandatory 6,8 5,2 6,0
enrollment

Education 2,3 9,6 5,6
Social services and health 3,0 11,9 7,0
Waste management, water treatment, sanitation and similar activities 4,5 5,6 5,0
Domestic service 1,3 17,9 8,7
Total 100 100 100

Source: Based on data from ECH-INE

In 2009, women working in the private sector werairmy in sole proprietorship
companies and microenterprises: 55 per cent of twenk in companies with less than
five people (two to four employees), while 50 pentcof men work in small, medium and
big companies (more than 5 employees) (Table 2).

Table 2.
Distribution of employed workers in the private sector
by gender and company size,
urban areas (2009, %)

Company size 2009
Men Women

One person 225 36,2

2 to 4 people 234 18,9
5o 9 people 114 8,6

10 to 49 people 17,6 13,3

50 or more people 251 23,0
Total 100 100

Source: Based on data from ECH-INE.

One of the major problems female workers face deoemployment. The definition
of this concept in national statistics as definedhe 1993-2000period was changed in
2001, which forbids long series analysis. The ne@findion states that “those

2 Those considered underemployed are “People whé woder the category of wage workers (employeeblae collar
workers) or members of production cooperatives whik less than 40 hours per week and are willinggdéok more hours per
week and are available to do so. Those people witk @n their own or that are unpaid family workarsl that are searching
for another job to replace the current ohecause they have more time to work or want te laaligher income.” (INE, 2002,
Encuesta Continua de Hogares. Principales resulsa2{a01 6:7)




underemployed are employed people who work less 48ahours per week but who want
and are available to work more houts&. study by Amarante and Arim (2004) shows that
paid domestic work has an important incidence ienemployment rates in urban areas. It
shows an increase in underemployment from 7.8 @etrio 1991 to 19 per cent in 2002 —
during the economic crisfsBetween 2001 and 2003 underemployment was signifig
higher for women (from 19.8 per cent to 22.8 pantc¢éhan men (from 12 per cent to
16.6 per cent) (Notaro, 2005).

From 2004 to 2007, the underemployment rate inrugvaas (population over 5,000)
decreased from 15.9 per cent to 12.9 per cent. ddetine in the global rate shows
decreasing rates for both men and women. Nevesthelenderemployment rates for
women remain higher than those of men.

Since 2007, there are estimations of the population not regist in the social
security system, therefore without retirement bignefAn analysis of information available
reveals that between 2001 and 2004 the rate ofex®nkithout social security increased
from 36 per cent to 40 per céntn 2005, the rates improved as a result of ecoaomi
growth, the reinstatement of the Salary Counchsyger controls preventing tax evasion,
and mass media campaigns aimed at lowering theangrkack of registration in social
security (Amarante and Espino, 2007).

In spite of these improvements, in 2009 domestitkers registered the lowest levels
of social security coverage for women, where 625agent did not make any contributions
to retirement funds. Following domestic workerssthawithout any coverage are in the
waste management and sanitation sector (48.7 pet), cedustry (42.2 per cent),
commerce (41 per cent), and restaurants and Hdtel? per cent).

Among men, in 2009 the lowest social security cagerlevels are in construction
(50.3 per cent), commerce (40.9 per cent), andenashagement and sanitation (37.7 per
cent).

The average hourly gender income ‘gagtween 1986 and 2009 declined from 27 per
cent to 14 per cent (Graph 3). That is to say, wonvent from earning an average of
27 per cent less than men to 14 per cent lessg@pebetween private workers decreased
from 34 per cent in 1986 to 18 per cent in 2009 thiedgap in other types of occupations
went from 39 per cent to 23 per cent. The gendeonirve gap of workers in the public
sector is lower, probably due to the recruitinggess and salary regulations according to
categories.

3 INE, 2002 Encuesta Continua de Hogares. Principales result&iifsl 6:7. The three criteria have to meet simultanigous
4 INE’s estimations for the same period are similar.

5 Since 2001, the ECH inquires directly on the woskeight to retirement benefits. A “worker not reggred in social
security” is one that declares being employed $ubit contributing to any social security fund fletirement.

51t goes from 35.4 per cent to 40.1 per cent incéme of men and from 36.8 per cent to 41.5 peringhe case of women.
"In this case the wage gap by hour is calculatefdlasvs: 1 — quotient between average hourly wafyei@men over men *
100. The hourly wages for women and men are coresidseparately in order to avoid outliers due ffedinces in the
extension of working hours between men and women.
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Graph 3.
Salary gaps between men and women
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Note: The text in Spanish refers to “private sector workers, public sector workers and others”.

The salary gender gap is often a result of discratmon, work segregation or a
combination of both. In 2009 the gender monthlyome gap was 33 per cent favoring
men. Among public sector workers the gap is notmlp smaller (13 per cent), while
among private workers (35.9 per cent) and thosel@mag in other categories (42.1 per
cent) the gap is higher (Table 3).

Monthly wage disparities by gender reflect a gapthe access to income and
purchasing power among men and women. A decreaskeirgap facilitates women’s
economic independence. However, monthly incomeudes the effects of different
lengths of a working day, which is generally deteed by an uneven distribution of
unpaid work between men and women to take careeofiamily and domestic chores.

Table 3.
Gap in monthly wages between men and women
according to occupational category (2009) (%)

Monthly Hourly
Private sector workers 35.9 174
Public sector workers 134 8.1
Other 42.1 229
Total 326 14.0

Source: Based on data from ECH-INE

The hourly gender gap is bigger in Montevideo thdand. In 2009, the hourly wage
difference between men and women in Montevideo18a8 per cent favoring men. Inland
the gap is 12.8 per cent in areas with a populatiar 5,000 and 12 per cent in areas with
a population under 5,000.

The biggest gender income gaps exist among indepéndorkers. Among public
sector workers the differences are bigger in Madiav and in urban inland areas (17.8 per
cent and 19.8 per cent) than in smaller locationsi@l zones (9.4 per cent) (Table 4).




Table 4.
Hourly salary gap by sex and geographical location,
total for the country (2009) (%)

Montevideo Inland locations Inland locations,
Population greater minor and rural areas
than 5,000
Private sector workers 17.8 19.8 94
Public sector workers 54 -8.1 6.4
Other 272 17.7 248
Total 16.6 12.8 12.3

Source: Based on data from ECH-INE

The income gap is higher among workers without &reducation, university degree
or similar degrees and it is lower for those whuoeha masters degree or an IPA (institute
for teacher training.) It is noteworthy that amdhgse with undergraduate degrees in 2009
the gap was 29.9 per cent.

Gender division of work

Regarding time distribution of men and women irdgaid unpaid work, there is only data
for 2007 gathered by the Time Use Survey. Considetotal population, while men
allocate 72 per cent of their time to paid work @& per cent to unpaid work, women
dedicate 35 per cent of their time to paid work &Bger cent to unpaid work.

This shows that both male and female workers devate time to paid work than to
unpaid work. However, the uneven distribution afdibetween men and women subsists:
employed men allocate almost 80 per cent of tl@ie to paid work and only 20 per cent
to unpaid work, while employed women allocate 5de4 cent of their time to paid work
and 45.6 per cent to unpaid work (Graph 4).

Graph 4.
Distribution of paid and unpaid work
for employed people by sex (2007)

Men 79.2% 20.8%
Women 45.6%
54.4%
B Paid work Unpaid work

Source: Mapa de Género sobre el Mercado de Trabajo Uruguayo, CIEDUR, 2009.
Note: The text in Spanish refers to “men, women, paid work and unpaid work”.

The global work load is the sum of paid and unpaatk. The global work load
indicator measures the average of weekly hourcatha to paid and unpaid work by
gender.




In total, women work five hours more than men peely but ten hours less in paid
work and twenty hours more in unpaid work. The ticomsidered in the calculation of
paid and unpaid work includes commuting to workjolilcan vary to up to five hours per
week.

Only 87 per cent of men who do paid work declasyttho unpaid work, while 98 per
cent of women declare doing such work.

1.2 Effects of the international crisis in the
labour market of Uruguay

The Uruguayan economy maintained a growth patH 26@8, with GDP growth rates of
8.9 per cent that year. Between 2005 and 2008 froates reached an average of 6.5 per
cent. This was based on increasing internal denfeadsumption and investment) and
external demand as well. By the end of 2008, howehkere were signs of a slowdown due
to the effects of the international economic amhfficial crisis (Institute of Economy,
2009).

The labour market in 2008 had basically positivdidators. Job creation contributed
to the decrease in unemployment, while the numbarctive people stayed almost at the
same level as in 2007. At first sight, these resuitlicate that in 2008 the international
crisis did not directly affect the Uruguayan laboosrket. However, a more detailed look
shows that by the end of 2008 and the beginnirD0P some sectors, such as those more
dependent on the external market, faced difficsiltie retain their workers. This is
reflected in the employment drop in the industsaktor and an increase in 2008 in
registrations in the Social Security B&fér unemployment benefits.

In December 2008, just as it happened in other @o@s of the region, anti-crisis
measures were put in place. To this effect, a mgekeas announced in Uruguay aimed at
facilitating liquidity to companies, improving tlmeexport capacity, and helping new
investments.

In 2009 the Uruguayan economy had a positive groati, albeit lower than in 2008
(2.9 per cent in 2009 versus 8.5 per cent in 2088.)t happened in most other countries,
the public sector played a key role in increasimgestment and consumption. Despite the
slowdown in the State’s income, it maintained aaxgng rate of public spending.

By the end of 2009, male employment rate was 7@2 gent and female’s was
49.8 per cent, while unemployment was 4.5 per et 9 per cent respectively. The
change in these figures since the last quarter068ds a result of the stability in male
activity rate and a slight increase of women'’s.

Although gender inequalities still remain, labouariet indicators for Uruguay show
progress. Female labour participation shows a reshée increase since the 1980s.
However, this did not dissipate labour gender sggien (there is feminization in some
sectors such as domestic services, education, anal services) and although the wage
gap decreased, it is still considerable.

It is important to note that the increasing presesicwomen in the productive world
did not imply a change in society’s customs oriiagbns, where women continue to do
the majority of reproductive and unpaid work at leom

The crisis, that notoriously affected developedntoes, for the moment does not
seem to have had the same impact in Uruguay.

8 Source: Social Security Institute.




2. Legal and institutional framework
for social dialogue

According to the ILO’s definition, social dialoguacludes “all types of negotiation,

consultation or simply exchange of information bedw, or among, representatives of
governments, employers and workers on issues ofnmmninterest relating to economic
and social policy. Of course, the definition andchaept of social dialogue varies from
country to country and from region to region”.

Social dialogue can be a tripartite process, withgovernment as an official part in
the dialogue, or it may consist of bipartite raelas only between workers and employers
(or trade unions and employers' organizations)y wit without government involvement.
Agreements can be informal or institutionalizedpfien a combination of both. It can take
place at the national, regional or enterprise leivelan be inter-professional, sectorial or a
combination of all of these. Therefore what mal@sad dialogue possible is the existence
of solid and independent workers’ and employergaaizations, with technical capacity
and access to necessary information along withigaliwill and the interested parties’
commitment. Naturally, one of the main elementhésrespect for freedom of association,
collective bargaining, and appropriate instituticsigpport.

2.1  Collective bargaining: employment in the
framework of social dialogue

The origin of collective bargaining in Uruguay damtraced to Law 10,449 of 1943, which
creates the Salary Councils and tripartite entitidh the objective of setting minimum
wages by category for workers in the private seakmng with other benefits. The Councils
also have a role as a conciliation and mediatidgitye™he government, represented by the
Ministry of Labour and Social Security (MTSS), etone that calls for the constitution of
the Salary Councils according to law and classififerent activities in groups (originally
twenty)!°

“In this period, economic expansion — mainly industrial — and the new political and legal conditions favored the
creation of big trade unions and union federations by economic sector. They had great bargaining power and legal
intervention capacity in the Salary Councils (1943) as well as in the en Family Benefit Funds (Cajas de Asignaciones
Familiares), health insurance, employment services and unemployment benefits.” (Gonzalez Sierra, 1993 29:31).

The law of 1943 recognizes the existence of uniot lusiness stakeholders with
contradicting interests and points of view, reasby it calls on the State’s participation to
overcome conflict (Notaro, 2009).

Calls for Salary Councils were suspended betwees8 1&nd 1984 due to the
implementation of new Law 13,720 of December 1668L9hich “froze” prices and
salaries. The dictatorship that started in June3 Eiminated union activity and by Decree
Law 15,738 of June 21, 1978 set on the governnmenpowers to set prices and salaries.

With the return to democracy in 1985, trade uniaights were reinstated along with
the normal functioning of trade union federatioi®ie Superior Salary Council was
created as a central entity and there were catl<Cuncils. Employers’ and workers’
representatives were appointed by the governmesgdoan proposals presented by their
organizations and not elected as established itathef 1943. They established 47 groups
of activities that were divided in similar subgreufup to 242 in 1991). Said subgroups

9 http:/iwww.ilo.org/public/english/dialogue/ifpdiat/ March 15, 2010.

19 The Creation of Salary Councils coincides with whes been a “phase of union institutionalizationééshon an increase of
industrial wage workers which amounted 200,000985L(Notaro, 2007).
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comprised approximately 360 thousand urban prisat#or wage workers, that is around
33 per cent of the active population (Brezzo, Vjsi@88)**

In 1992, the government suspended the calls foargaCouncils leaving salary
negotiations in hands of actors in the private geatvhich resulted in an increasing
decentralization of the bargaining process. Runal domestic workers’ minimum wage
continued to be set. Tripartite councils were digtabd in sectors that had price controls
such as health, public transportation in Montevided the suburbs, and construction.

With a new government in place, in May 2005 neguties between different actors
and the Salary Councils were reinstated. The Rawgkrior Council and the Public Sector
Bipartite Table were created. In the private settitere was a call for a Tripartite Superior
Council!* which had the power to reformulate the groups afviies as a result of
changes in the economic scenario since 1985. HeheeTripartite Superior Council
agreed (with few exceptions) to regroup activiiie20 groups. They continued with the
practice they had in 1985, with the government appm business and worker
representatives in consultation with their own aigations, taking into consideration the
representation criteria set forth by the ILO. Thmvpr to set salaries by agreement of
MTSS and the Ministry of Economy and Finance (MEFs kept as in 1985. This
procedure relied on the law that froze prices aidres in 1968 and on Decree Law 1,978
(Notaro, 2009}?

In 2008, there was an important legal transfornmatith the approval of Law 18,065,
which establishes in Article 6 the Council’s systenfix salaries for domestic workers in a
tripartite way. Therefore, in the Third Round ofleBg Councils in 2008 Group 21 on
“Domestic Workers or Services” was added.

In 2009, Law 18,566 updated the framework of ceiNecbargaining. It established
the legal figure of the Tripartite Superior Courasl a coordination entity governing labour
relations and regulating its internal operatior@oltective bargaining can take place at an
economic activity level or productive chains thrbube call of Salary Councils created by
Law 10,449 of November 12, 1943, or by bipartitdleative bargaining. The call for
Salary Councils will not be necessary in thosevdids or sectors where there is a valid
collective agreement that has been duly agreedhdynost representative employers’ and
workers’ organizations of each activity or sectoiriother difference with the previous
regulation is the role of the State as having #s¢ Word in salary negotiations, being able
to veto a decree if the agreement is not coheréht it¢ salary policies. This new law
extended the chapter on conflict prevention, mgimgmoted by the business sector.

2.2 Actors in collective bargaining

Workers in Uruguay have the PIT-CNT as a uniqueization representing them. It was
created under this name on May 1, 1984, as a resptinthe imminent return of the
democratic regime.

The organizations on behalf the business sectortr@eChamber of Industry of
Uruguay (CIU) and the National Chamber of Trade 8rdvices (CNCS) which represent
the most important sectors of the country. The €lbighest authority is the Directive
Board composed of eight male members. The Fiscair@ission is composed by three
heads and three substitutes, all men. There acesitsAdvisory Commissions to the

1 Quoted in Notaro, 2009.
!2 Decree 105/2005.
13 The Ministry of Economy and Finance (MEF) is iraoffe of determining the margins in which the Safaouncils may

operate by setting maximum variation ranges in otdekeep those adjustments in line with inflatiamgets. No Council
enters into effect without the approval of said Miry. This has given the State a key role in tiadodgue mechanism.
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Directive Board with scarce female participatiomoBomic Affairs (three men); Science,
Technology, and Quality (three men and one womé&mayeign Trade (three men);
Environment (two men and one woman); Internal Tréitheee men); and Social and
Labour Relations (three metf).

The CNCS’s has one President, two Vice-presidentsgad and a substitute trustee,
and twenty members (all meh)In most tripartite organizations the CNCS partbgs
with a male delegate (INEFOP, National CommissionLabour Health and Security-
MTSS, Tripartite Group on International Relation$ the MTSS, MERCOSUR'’s
Economic-Social Consulting Forum, MERCOSUR’'s Seator Commission,
MERCOSUR'’s Labour Subgroup N° 10, CTIOTE.)

Female participation in decision making positiomsthe PIT-CNT is low. The
maximum decision making authority is Congress \8thper cent of female participation

(Table 5).
Table 5.
Delegates to the PIT-CNT Congress
Heads Substitutes
Men Women Total Men Women Total
Total 622 285 907 548 323 871
% 69% 31% 100% 63% 37% 100%

Source: Own elaboration based on information from the Cuesta Duarte Institute, 2009

In 2010 the Representative Council, a key entitytfie PIT-CNT was composed of
37 union delegates, where 89 per cent of head aele@nd 92 per cent of substitutes were
men (Table 6).

Table 6.
Delegates to the PIT-CNT
Representative Council by gender

Delegates Men Women Total
Head 89 % 1% 37%
Substitute 92 % 8 % 37.5%

Source: Own elaboration based on information from the PIT-CNT website, 2010

In regard to the composition of the Executive Seeciat the percentages are similar:
only two of the seventeen members are female delgg@iable 7).

Table 7.
Delegates to the PIT-CNT Executive Secretariat by gender

Delegates Men Women Total
Head 87.5" % 125% 100%

Source: Own elaboration based on information from the PIT-CNT website, 2010

14 Information from the institution’s website.
15 Information from the institution’s website.
18 Information from the institution’s website.
¥ The coordinator is also a Delegate of the Sedattaf Asuntos Internacionales.
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Although 30 per cent of the members of the mostesgntative workers’ entity are
women, on a daily decision making level (RepresamaCouncil and Executive
Secretariat) the delegates are basically men. @nhand, this may be related to the fact
that some of these tasks imply obligations in teoh$iours in a schedule that may be
difficult to reconcile with family responsibilitie€ommonly undertaken by women. On the
other hand, it may be explained because they ¢otesth power factor, which union male
leaders would not be willing to give up.

It is worth noting that the PIT-CNT participatessieveral tripartite fora: CTIOTE, the
National Institute for Employment and Professionadining (INEFOP), the Board of the
Social Security Bank, the National Health Board] &me Board for the Administration of
the State’s Health Services (ASSE). In the CTIOfhEre are two female delegates, all the
rest of the delegates are men.

Who patrticipates in collective bargaining?

It is important to analyze the gender compositibthe delegates appointed by the MTSS
to negotiate in Salary Councils. Appointments asslenfor the participation of delegates
as heads, substitutes, and alternates reachingl atmnber of 277 (Table 8).

Table 8.
Percentage of men and women enabled to
participate by negotiating sector

Government Employers Workers
Men Women Total Men Women Total Men Women Total
48% 52% 100% 2% 28% 100% 85% 15% 100%

Source: Own elaboration based on data from the Ministry of Labour and Social Security, 2008

Another way to analyze participation is looking dlegates who have effectively
participated in Salary Councils according to eashgsoup’s negotiation record, which
since 2005 includes delegates from the MTSS. kdhse, the number of people involved
was six fold reaching over 1,500. The distributiaccording to gender is as follows
(Table 9)*®

Table 9.
Percentage of men and women who
participated in the negotiations by sector

Government Employers Workers
Men Women Total Men Women Total Men Women Total
41% 59% 100% 85% 15% 100% 87% 14% 100%

Source: Own elaboration based on data from the Ministry of Labour and Social Security, 2008

In both cases, female participation is somewhahdrighan that of men among the
State’s delegates. Among business and workersgdeds, women'’s participation tends to
be minor. In order to analyze this data it haséabnsidered that in 2007, in the business
category 32 per cent were women and in the prisat#or workers category they were
51.7 per cent.

18 Information from the institution’s website, Jungl®.
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3.1

3.2

In 2009 around 650 thousand workers, approximaBs8,000 men and 278,000
women were covered by Salary Council regulatigns.

The evolution of social dialogue
and collective bargaining in a
gender context

Historical background

Rodriguez Villamil and Sapriza (1984) classify limee periods the demands, vindications,
and situation of female workers up until the miltaoup in 1973.

In the first decades of the 20th Century and uraleBatllistZ® ideology, the
emphasis was placed on the achievement of civil @oiiical equality for women. The
notion of female workers was that of a “victim”réed by need to go out to work, pulled
away from domestic work against her will. Despite tinterest in female workers in
political circles, in the first quarter of the cent there were no laws referring to salary
equality. There was an increase in domestic work assult of the Law of Eight Hours
(1915)?* which made working women more vulnerable. The igigdtion of female
workers in unions or their ability to join was vasstricted in that period.

The decade of the 1930s was characterized at algletel by a strong economic
crisis that also affected Uruguay. With the miltamoup in 1933 began a conservative
period and a law centered on the “protection” otenaity and female workers in general
was passed. However, most of the measures werédeogd a regression in terms of
gender equality by the International Feminist Moeainof the time. In this period, for
example, it was forbidden for women to work nighifts and to hire them if they were
pregnant.

A third period began after 1942 with an improvemémteconomic and labour
conditions and the reinstatement of union actisiti€here was an increase in female
participation in the labour market, but their dlgilio participate in unions was still limited.
There was also a strong gender division in diffematupations based on the model of a
male provider and a woman in charge of the fanWage differences and occupational
gender stereotypes were present and even backee Byjate.

Dictatorship and the return to democracy

A fourth stage in the Uruguayan labour market & tf the military dictatorship between
1973 and 1985. The regime tried to promote nonttomdl exports and strengthened
economic sectors traditionally composed by womenrtifes, shoes, fish processors, etc.),
which encouraged a massive amount of women to e@he&rdabour market (Azar and
Espino, 2006).

The most prominent characteristic of the labourkagin this period is the increase in
employment rates, particularly female rates, andkvaours. This is the result of a constant
drop in workers’ real salary, which was a key ctindi of the economic policy
implemented to revitalize internal accumulationt@ks 1981).

1% These estimations are done on the basis of IN& fbr formal private sector workers.
20 |deology carried out by José Batlle y Ordéfiez: ilees of the Oriental Republic of Uruguay in two ipels (1903-1907 and

1911-1915.)

2 Law 5,350 named Blue Collar Work establishes indits 1° that “The effective work of blue collar wars in factories,
workshops, boat building shops, quarries, constrmaompanies in land or port (...) will not last raghan eight hours.“
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With the return to democracy in 1985, one of thdnmaeasures adopted by the
government was to eliminate the category of “femat@k” in agreements under the
Salary Councils. This measure forbids the possjbilf establishing a 20 per cent salary
cut in said category.

A fifth stage would be set in the decade of the 968l the beginning of the new
century. It was characterized by market liberalratin which the State stopped
intervening in several aspects. The new economictsire favored the creation of female
work (Amarante and Espino, 2001).

In spite of the increasing number of women in #igolr market, gender salary gaps
remained and the female double work day becameladgm for a greater number of them.
The State did not protect or create equal oppdraignfor both men and women. From an
institutional point of view, theTripartite Commission on Equal Opportunities and
Treatment in Employmentas created in 1999.

3.3 2005: A new stage in collective bargaining

In this new stage of collective bargaining, issueased to be exclusively about salaries
and more about workers’ life conditions (Espino &edietti, 2009). Collective Agreements
included clauses aimed at developing opportunfaegemale workers, reconciling work
and family for men and women.

In that period, a bargaining group was createddfumestic workers. According to
estimates, in 2006 there were 109,000 workers medtic services. This accounts to
almost 8 per cent of the total employed populatBh? per cent of them being women.
According to Abramo and Valenzuela (2006) the iase2of women in domestic services
is explained at a Latin American level by a highezsence of women from middle and
upper socio-economic segments in the labour malkeanhy of those entering the labour
market and belonging to lower segments do so ireshgupporting wealthier sectors
(Amarante and Espino, 2008).

4.  Social dialogue and gender equality:
The tripartite commission on equal
opportunities and treatment in
employment

In 1995 the ILO carried out in Turin a training csel on “Tripartite Program on Policies
for Employment and Equal Opportunitiésto explore social dialogue and gender equality
issues. It was also aimed at promoting equal oppiiés in employment in MERCOSUR
countries and Chile. Soon after, between 1995 &9@B,1CTIOTES were created in
Argentina, Brazil, Chile, Paraguay, and Uruguaye theation of CTIOTEs was the result
of the governments’ initiative — through their Mitries of Labour in collaboration with
their Women'’s Bureau — calling for employers andkees to participate in this process.
The CTIOTE’s composition is similar in almost afl thhe countries. The government is
represented by the Ministry of Labour and Womernisdaus and there is the participation
of representatives of employers’ and workers’ oizgtions. In a second phase, the ILO
supported the Network of CTIOTEs in the Southermé&;avhich created a sub-regional
strategy for collaboration.

2 The course took place in the ILO’s Internationairfation Center in Turin (May 26 to June 16, 1995)
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4.1

4.2

In Uruguay, the CTIOTE was created in 1997 after National Seminar on Equal
Employment Opportunities organized by the MTSS i support of the ILO. However,
it was not fully constituted until 1999 by Decre@385/99 of the MTSS.

The Commission’s main lines of action, developed since its creation, have aimed at:

Advising the MTSS as well as other institutions on gender issues.

Supporting and advising women workers with claims for employment discrimination.

Liaising and sharing experiences with other governmental and non governmental entities covering gender issues.
Liaising and sharing experiences with other governmental and non governmental entities covering gender issues.
Strengthening the institutional commitment of entities part of the CTIOTE.

Promoting research and knowledge on women’s work conditions in the labour market.

Keeping ties with national and international organizations specialized in the promotion of equality and fostering
projects with gender focus.

Establishing coordination strategies with the Municipal Councils with the purpose of promoting gender
mainstreaming in local employment policies and the creation of CTIOTEs at a local level.

Fostering and promoting provisions and commitments on non discrimination and equal opportunities for men and
women in several social and labour entities in MERCOSUR. (CEDAW Report.)

Participants in the CTIOTE

The CTIOTE — as a permanent advisor to the MTSS eomposed by a head and a
substitute delegate for each of the three sedtarsthe union sector, it does so through the
PIT-CNT with delegates from the Department of Gerated Equality’® This Department

is part of the Executive Secretariat of the PIT-OMih the right to speak, but not to vote.
On behalf of employers, there is a rotating dekedat both CIU and CNCS chambers (the
CIU delegate is responsible for gender issues). gdwvernment participates through the
MTSS as a coordinating entity along with delegdiesn the National Employment
Directorate (DINAE), the Labour Inspection Offi@d the from the National Institute of
Women (INMUJERES) which is part of the Ministry $bcial Development.

Workers and employers: gender equality
issues in their agendas and actions

In order to learn what workers and employers trohlgender issues, a set of interviews
were carried out with representatives of each eb¢hsector. In these interviews they
were asked about the relevance of gender issuéiinorganizations and the objectives
they had set for the future. Both at the worker anbloyer level, it stands out that it is
difficult to create a gender agenda and that tliemminor female presence at decision-
making levels:

“There is female participation, but at the moment of designating authorities or responsibilities men are chosen {...)
There is no space for women to have the possibility to participate and to dedicate all of their time as men sometimes
do.” (Delegate for the PIT-CNT to the BPS Directorate)

2 The origins of this Department are set in the timeain 1986 of the Commission on Women with the pmse of
“introducing a feminist perspective in women’s umiwork that would recognize the gender specifisitie the identification
of problems and its treatment on behalf of the wskassociation (...). It has been a milestone de#si conflictive relations
with the directorate of the Central. It operatedilur292" (CIEDUR, 1995). Later a new commission waenfed under the
same name just before the VI Congress of the PIT-@NWovember 1996. Since th& Tongress the Commission started
being a Department.

24 Annex 3, notes on the interviewees and outlingnefinterview.
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In 2003, the PIT-CNT restarted the discussion omtap for decision-making
positions. In the VIIIith Congress of the PIT-CNEthepartment of Gender and Equafity
developed a strategy and argued for the approval gfiota. The proposal added the
demand of having gender mainstreaming in the ugidrdining courses at the Cuesta
Duarte Instituté® Congress approved a quota and expressed its gnigs for it to be
applied. However, this has not been the case dubedact that the PIT-CNT is an
organization that groups workers in a Conventiohictv implies that in Congress unions
are autonomous (without the characteristics of atit@ewith a president or a secretary
general, but with coordinators). The members oftkecutive Secretariat are elected by a
Representative Board, which in turn are designayeeach participating union. Therefore,
the only way to increase the proportion of womertha PIT-CNT'’s decision-making
bodies is through the application of quotas wittgch union.

The workers’ sector thinks that unions are becomitnge sensitive to certain gender
issues. When interviewed, the head of the PIT-CNIemder Department mentioned the
Law on Sexual and Reproductive Health that was ctie@ by the PIT-CNT and the
consideration given to domestic violence issuesvél@r, she is clear in saying that “they
are closed to discussing the issue of power, pslaind quotas.” She also recognized that
the Gender Department “has won its position witthe PIT-CNT as well as in civil
society” highlighting the role they have in MERCOS@long with the delegates of the
Women’s Commission in the Union Confederation ef 8outhern Cone (CM-CCSCS).

People interviewed on behalf of workers highlighe tprogress made with the
inclusion of existing regulations in collective agments. The objective is to make them
well known and to facilitate the unions’ complianemd follow-up. Other policies
mentioned by this sector were the inclusion of detineservice as a point of negotiation,
reforms in social security, and the drop in the afgeetirement by one year per child born
alive for all mothers (Law 18,395 of 2008).

Regarding this last issue, the worker’'s delegatettfe BPS Directorate pointed out
that that reform “is a way to stop insinuating theg have to have policies and start
working, although it is absolutely insufficient,is a step, a demonstration. In the medium
term, there are more important things planned ableau that, but it was the fulfillment of
a specific policy for women.”

The workers interviewed stressed that the impogaigen to gender issues by unions
is relatively low. The most critical view was malbg the delegate to the Social Security
Bank:

... First, we should go over objectives internally in the union movement, we have to generate in the unions and within
our confederation the conditions so that female workers participate without all the difficulties (...) There have been
many resolutions in congresses and others that include gender issues, but they still need to be embraced as such by
the union movement. Those are the key roles of union work (...) We should work more to have a plan with a method,
with medium and long term goals, and define the steps and activities to get there.

The Department of Gender and Equality has set lofesctions towards achieving
gender equality. These are, for example, the immusf a Housing Plan for women
subject to domestic violence, training women inraalitional jobs like construction, the
decriminalization of abortion as set in the LawSafxual and Reproductive Health, setting
half hour for women in the private sector to bresest (equating them to women in the
public sector), granting sixteen weeks of matertagve, and having a Law on Moral
Harassment in coordination with the Departmentatidur Health.

% The Commission on Women changed its name to Depattaf Gender and Equality on the VIith Congress.

% The Congress’ document shows an explicit supporthto National Plan on Equal Opportunities and Treat in
Employment promoted by the CTIOTE since 2000. Theas also support for professional training and legment for
women, the inclusion of non discrimination and daymportunities provisions in collective bargainiragnd there is a demand
to replicate in all labour areas the resolutionpted by Montevideo’s Municipal Intendancy which lited a decree on
sexual harassment in the State’s Public Employatitst
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In the case of the CIU, the interviewed woman — ypladicipates in the Tripartite
Commission and is responsible for gender issuethenunion — said that the scarce
presence of women in decision-making positionsnisobstacle to dealing with gender
issues. There is only one “gender delegate” whortefo the Labour Commission, which
in turn advises the Board. As a consequence, Hrer@o gender issues included in future
agendas: “... it seems to me that it is not the degadion that is closed to addressing
gender topics, but that it is a much deeper amhgér cultural and social issue that results
in smaller female presence”.

The most appropriate gender strategy highlighteceimployers and workers is the
participation in the CTIOTE and the inclusion ofetiClause on Equal Employment
Opportunities.

Although they assure that they will continue to tiggvate and promote equal
opportunities at all levels, there is no expligeada or future actions in terms of gender
and social dialogue.

4.3 Management of gender issues inside the
National Labour Directorate

The DINATRA has a central role in collective bargag through its participation in the
Salary Councils. Therefore, its involvement in gemdsues could be crucial to incorporate
gender perspectives in the bargaining process.

The State’'s delegates to collective bargaining vagpointed in 2005 first after a
merit contest (50 were selected) and then aftdéisskd knowledge tests. At the moment
they thought that 30 delegates would suffice toeca@ll groups, but the number was later
increased for the Second Round on Salary Counc206 and again in 2008. In 2010 the
DINATRA has in its Collective Bargaining section #8&mbers, of whom 32 are women
and 11 are men.

In each group there are delegates in positionsredigent, heads, and substitutes.
Currently there are 5 governmental delegates pregigroups, only one of them is a
woman (who is at the same time the Director forlé&ive Bargaining at DINATRA).
This position is appointed by the Minister accogdin political will among the members
of collective bargaining in the DINATRA.

In 2009 the State’s delegates participated in anifg Workshop on “Gender and
Collective Bargaining.” It was promoted by the MTSSGender Commission and
INMUJERES, supported by the CTIOTE and coordinandth female delegates from
DINATRA in each commission. According to a delegédethe Gender Commission at
DINATRA?® and a delegate on behalf of the State to the B&launcils, the workshop
was considered extremely positive by the rest ef 8tate’s delegates to the Salary
Councils, having achieved three basic goals: tagpatler issues on the table, level gender
knowledge, and generate awareness.

The MTSS Gender Commission would be planning oringaanother gender training
workshop in the short term.

There is a direct link between the CTIOTE and DIN®A mainly based on the
interest they have on the tripartite collectivedadming. As a result, there have been efforts
to establish formal links with a DINATRA represeinta at the CTIOTE. Political will on
both sides seems to be clear, but the agreememohd®en possible up to the moment of
the making of this report.

27 Several State entities have created gender cofiomsist order to start internally working on théssues.
2 Interview made on May 6, 2010. DINATRA.
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Gender institutions in Uruguay

In order to analyze the way the CTIOTE works and exercises its influence this section briefly goes over the
characteristics of gender institutions in Uruguay. The representation they have in INMUJERES as well as various
interactions they have with these organizations, has allowed several achievements in terms of equal opportunities
in the workplace.

National Women'’s Institute

The National Family and Women Institute was founded in 19912° by the Ministry of Education and Culture.3 It
operated between 1992 and 2005 as the “main entity” in the coordination of national policies regarding women and
family. Despite the wide attributions it didn't have its own budget until 1996.3!

In 2005 the Institute was made a part of the Ministry of Social Development (MIDES)3? as the National
Women's Institute (INAMU, today called INMUJERES).33 INMUJERES is the coordinating entity of gender policies
in the country, which means that it has the responsibility to promote, design, coordinate, articulate, execute, follow-
up, and evaluate public policies (Law 17,930.) This role does not imply that all gender policies should be
implemented by INMUJERES. On the contrary, the diversity of the problems affecting women necessarily need to
be approached from all State entities. This is supported by the First National Plan for Equal Rights and
Opportunities (INMUJERES 2007) whereby all Ministries committed to developing plans for gender equality
policies.

Since its creation, it developed and promoted the First National Plan for Equal Rights and Opportunities
along with other policies aimed at generating greater social dialogue in terms of equal opportunities between men
and women. That plan proposed to eliminate existing inequalities that affect women and to fight all forms of
discrimination. It was thought of as an integral tool that would facilitate the creation of new public policies and the
modification of existing ones.

Female Bicameral Caucus

The Women'’s Bicameral Caucus is in charge of issues related to gender equality in Parliament. It was created on
March 8, 2000 in order to create “a horizontal, transversal and across-party coordination open to all women
legislators, head or substitute, who wish to be a part of it [...] It is a long-term proactive strategy that has
successfully faced the challenges of certain divisive actions or issues. The strategy has been efficient to move
forward in gender related legislative terms and to create awareness on the fact that these are issues pertain to
each and everyone beyond party alliances.”*

The idea is to create a horizontal approach to gender issues at a central legislative level. The Special
Commission on Gender and Equality was created in the Women’s Bicameral Caucus with “the mission of studying
and reporting on projects of law related to gender issues before being discussed in the Chamber of
Representatives.™®

2 Article 6: The National Family and Women Institm@as created by article 234 of Law 16,226 of Octdte 1991, and
modified by Program 001 of the Ministry of Educatiand Culture. In 1987, through Decree 229/87, tlwenéh’s Institute
was created as part of the Ministry of Educatiod &ulture. It was composed of representatives feaid Ministry; the
Ministry of Public Health; the Ministry of Labound Social Security; the Ministry of Livestock, Aguiture and Fishing; the
Children’s Council; National Colonization Instituteitendancy Congress; and two non-governmental azgtans. Despite
the ample representation, the Institute lackedtirigtnal weight and budget, reason why it did hate any executive powers.
%0 The first specialized entity in Uruguay was the $&fs Women’'s Department created in 1975 under tdistaip. This
Department was created after the auspices of agmental delegation to the Inter-American Commisgibthe OAS and as
a result of international pressure in the framewafrthe beginning of the Woman’s Decade.

31 Through Law 16,736 it was granted the resourcastHey were insufficient to comply with all thesponsibilities assigned.
The Director’s position up until 1996 was pro bono.

32 Article 6 of Law 17,866 of 03/21/2005, Creatiortisé Ministry of Social Development.

33 Law 16,226 of October 29, 1991 on the Renderingazbunts and Balance of Budget Spending which thrargicle 234
creates the National Family and Women Institute.

34 From “Parlamenta” site, part of the official wetasdf the Parliament of the Republic.
% From “Parlamenta” site, part of the official wetesdf the Parliament of the Republic.
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4.4

Achievements and challenges of the
tripartite commission on equal
opportunities and treament in
employment

The trajectory

The CTIOTE's trajectory can be analyzed in threggols from its inception to the present,
where the two last periods coincide with two goweent administrations. The
achievements and challenges they have are analjgedgh four key areas that are
considered to be pivotal labour issues. Theseharéotlowing:

Strengthening, awareness and rationale
Institutional relations

International cooperation

Strengthening of social dialogue

The results of the implementation of activitiesrigat out in these areas may or may

not make a fifth area possible: impact in publitigies.

First period: 1997-1999

Strengthening, awareness and rationale

This first period is aimed at “setting basicallyold objectives to have the ability to
coordinate actions in the widest way possitfelts activities are mainly aimed at
training and generating awareness on the importahbaving gender issues included
in public policies related to labour (CEDAW Report)

Institutional relations

At the national level, the CTIOTE had an activeatggy coordinating with other

government entities (i.e. Special Commissions erkat Parliament, the Women'’s
Commission in the Municipal Intendancy of Montewyleand non-governmental

organizations (i.e. Beijing Follow-up Commissiondaseveral other NGOs dealing
with gender issues.) it was also relevant at aorediand international level as it
fostered knowledge and experience exchanges. Ortheofmain results was the
inclusion of specific provisions on non discrimiioat and equality between men and
women in MERCOSUR'’s Socio-Labour Declaration. Isvpoposed by Subgroup 10
on “Labour Relations, Employment and Social Segluidnd was later signed by the
Presidents of the region in December 1998. The GMCS’ had a key role in that

achievement as well as the CTIOTE, which had somiésadelegates in decision-

making areas in MERCOSUR. In this regard, the curi@tate delegates in the
CTIOTE point out the key work carried out by busimeelegate Tatiana Ferreira.

International cooperation

The ILO, and particularly Subregional ILO officdsd a key role in the creation of
the Commission, strengthening and supporting iftuence abilities. They also
provided training to CTIOTE members.

%8 |nterview to Dr. Santestebanketp://www.cotidianomujer.org.uy/1997/alpie.htm

%" The Union Confederation of the Southern Cone Coatdi (CCSCS) was created in 1986. With the creatibn o
MERCOSUR in 1991, the CCSCS had decisive influence innitlasion of social, political and cultural comgnts in the
process of economic integration.
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=  Strengthening social dialogue

New strategies are developed to promote sociabgied inland. These types of
activities would later become part of the CTIOTRErmanent objectives in order to
face challenges and achieve goals.

= Impact in public policies

Issues related to sexual harassment and discrimmat work have been one of the
CTIOTE’s main points of interest since the begignifhus, they carried out concrete
activities aimed at facilitating reports on sexiusrassment and searched for
legislative solutions to the problem. Uruguay dat have public policies on sexual
harassment. However, according to Marquez (200%) 16,045 of June 2, 1989,
prohibited all discrimination in any sector of laibactivity therefore contemplating
sexual harassment, understood as a form of sexirdisation. Decree 37/997 of
February 5, 1997, which complemented said Lawgstat Article 5 that: “Sexual
harassment or degrading conducts in or on occasfothe workplace will be
considered a serious form of discrimination; megrany behavior, purpose, gesture
or contact of sexual nature unsolicited by the @ets whom it is directed to and that
produces or threats to produce a disadvantageeinwlork situation.” Marquez states
that although that law would validate judicial ofai for sexual harassment in the
workplacé€® ‘it seems convenient that there be a specific ldetermining
responsibilities, victim’'s remedy, protection mea&suagainst retaliation for those
who report harassment or declare as witnesse$ gemeeding, etc*

The fact that the General Labour Inspection Offiild begin administrative
proceedings by investigating and searching for fosgoved as an encouragement to
present claims on labour discrimination. Some efdlaims, for example, were about
discriminatory contract provisions dealing with gmancy, inappropriate uniforms for
pregnant workers, efé.Because they were the first cases registeredyabernment
was constantly following-up acting as an advisingtg in non-discrimination issues.

Second period: 2000-2004

The CTIOTE’s most prominent work in this periodhi® creation of the National Plan for
Equal Opportunities and Treatment in Employment (Blan hereafter). It became a
political tool to influence and create awareneskilevlegitimizing the CTIOTE’s own

work in different areas. The Plan is a key achiesmeinof the CTIOTE and social dialogue.

=  Strengthening, awareness and rationale

The situation of women in the labour market cordgihuto be analyzed. Several
activities were carried out to present the drathefPlan, inform and create awareness
among stakeholders (i.e. Executive Units of the B E®d the Ministry of Education
and Culture).

% The first sexual harassment reports were filethatMTSS in 1997, same year the first legal rulingsthe matter were
being published in the Labour Jurisprudence Annuary

% Law 16,045 and its Decree regulate the procedimeslaims (and subsequent sanctions) for sexuedssanent in the
workplace. Those who consider themselves victindisdriminatory actions on the basis of gendemaren an administrative
proceeding to submit their claims to the Labour Sodial Security General Inspection Office so thay take measures as a
comptroller inspector. Regarding legal claims the Essigns jurisdiction to the Labour Tribunals obmfevideo and the
Departmental Tribunals inland. The law also prosidespecial proceeding where the victim presersihdri claim and the
judge calls the parties for an audience.

40 Article 4 adds that in case a judge considersdessary “he/she could open the discovery staligigation in which case it
will follow proceeding set forth in Article 6 andh@f Decree-Law 14,188 of May 4, 1974." After La®,045 was approved in
June 1989 the General Proceeding Code (CGP) entaretbice in November 1989 repealing all other §yp€proceedings.
Since then the reference made by Law 16,045 todeelcaw 14,188 was repealed in favor of the CGP hwhiso establishes
legal proceedings in labour issues.

“1 Information provided by the General Labour Insjwecbffice, MTSS.
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= |pnstitutional relations

The CTIOTE played an advisory role to the Socialusigy Bank on gender and social
security issues; presented the Plan to Parlianshtised the Women’s Bicameral
Caucus on new laws and regulations, the MTSS, lemé&amily and Women Institute;
and participated in inter-institutional meetingdleth by the Ministry of Foreign
Affairs aimed at the creation of an Ad-hoc Commdastomposed by delegates of all
public and private institutions dealing with gendgsues. This Commission fostered
joint and coordinated efforts among all membersrdport on the fulfilment of
international agreements subscribed by Uruguay.

» International cooperation

The CTIOTE's initiative to create a Plan in 200@ liaportant international support
from the Ministry of Labour and Social Affairs op&n. Again, it had the assistance
of the Subregional ILO offices, which continuedstpport the CTIOTE's activities at
a regional levef? In June 2000 a Uruguayan tripartite delegationi@pated in the
ILO’s annual meeting in Geneva which was on Matgr@onventions. There was a
proposal to substitute Convention 103 — ratifiedUrpiguay in the 1950’s — with
Convention 183° By tripartite consensus they did not vote in fawdrthe new
proposed convention keeping Convention 103.

The presentation of the Plan in 2004 was suppdijethe United Nations and
the ILO’s Subregional office for the Southern Cone.

The training program for female employment (PROIMB) also had the
support of the CINTERFOR/OIT

=  Strengthening social dialogue

The Commission continued its activities in trainiagd exchange of experiences
inland. The objective was to promote tripartiteitéd at the municipal lev&land to
foster meetings with different social stakehold@rs.

= Influence in public policies

The Plan was presented on September 21, 2004 gifrainework of the Seminar
“Towards a National Plan on Employment Equalityreg®sal for Action” organized
by the CTIOTE. In a country report submitted to G8M in 2008 it says that the
Plan “is not a definite or approved plan to be iempénted by the corresponding
authorities, but it is valuable as it comes frontripartite entity characterized by
creating propitious spaces for social dialogueréhily, it has been incorporated as a
strategic core in the First National Plan on EdDpportunities and Rights 2007-2011
(PIODNA) promoted by INMUJERES.”

Regarding employment policies, the most relevatd o the CTIOTE was its
support in the implementation of the PROIMUJER appd in April 2001 with the
funding of the Labour Reconversion fund adminigidog the National Employment
Board (JUNAE)'®

42 «Tripartite Commissions for Equal Opportunitiesimployment (MERCOSUR and Chile)"

43 Convention 183 —which establishes a maternity led\feurteen weeks as a minimum- has not beerigdtify Uruguay due
to disagreements in other articles of the Convention

4 «Tripartito de la Regional Oeste. Construyendo Relaes Laborales con Equidad de Gériefaysandl, December 11,
2003.

45 Maldonado and Fray Bentos.

6 |n 2003 JUNAE approved the implementation of tkeosd phase of PROIMUJER, therefore becoming a pemban
program. It defined new strategic lines of workttlxy to incorporate gender and equality approadioefocal training
programs, to strengthen local stakeholder participain the training and employment programs, andadlvance in the
inclusion of gender issues in professional trairpnagrams carried out by INEFOP.
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Third period: 2005-2009

This period is characterized by the CTIOTE's inflae in public policy resulting in the
approval of several important laws. AdditionallgetPlan found a framework in which it
would be implemented by being incorporated in t@INA. Among the activities carried
out, there were workshops and training, cooperationthe elaboration of promotional
material, participation in journalistic programsdasther fora on the matter, and promotion
for the inclusion of gender issues in the agendthefSuperior Tripartite Council in the
2009 round of negotiations.

=  Strengthening, awareness and rationale

In 2005 the CTIOTE was restructured in order tatrdour Working Groups dealing
with the following issues: drafting and promotingaav on domestic work, sexual
harassment in the workplace and academia, estelgisBTIOTEs inland, and
training.

= |nstitutional relations

On March 8, 2005, the MTSS made a commitment WAAMIU to include gender
issues in all its policies. The DINAE proposed ialide gender issues as a tool to
measure improvements in public administration. €hesmmitments were made in
the Strategic Administrative Plans which serve fas basis to plan the National
Budget. In these plans, each ministry (or executinid) sets strategic objectives and
appoints units responsible for their implementatidimne MTSS'’s strategic plan
includes gender equality perspectives as set byABIN“Incorporate a gender
perspective in public policies for employment ci@atnd professional training”) and
it even adds some evaluating criteria. However, Strategic Administrative Plan
does not allocate human or financial resourcethfoimplementation of the Plan.

The CTIOTE actively participated in the creation thie PIODNA, which
included the Plan in its employment chapter.

In March 2006, it also participated in the creatiminthe Gender and Labour
Network — composed by public sector organizationd eivil society — in order to
analyze, debate, and coordinate on the CTIOTE s ipaiints of interesY,

The Ministry of Public Health, the Social SecuBgnk, and delegates from the
Female Domestic Workers Union were called to piadie in the process of creating
a project for a Domestic Work Law. The contributioh the Female Domestic
Workers Union was said to be “very rich becausey theought you back to an
important reality.*

=  Strengthening social dialogue

By the end of 2005, the CTIOTE of Cerro Largo wesated with the support of the
Departmental Board and the Municipal Intendancg€efro Largo.

= Impactin public policies

i. In March 2008 the CTIOTE agreed to promote prowision gender equality in
the Salary Council’'s bargaining.

ii. The Plan was incorporated in the PIODNA.

47 The Gender and Labour Network is composed by thea@® la Mujer de la Unién, CTIOTE, PIT-CNT Gended an
Equality Department, Anglican Church, INAMU, Mujer héra, OIT/Cinterfor, Program PROIMUJER
JUNAE/DINAE/MTSS, Program Projoven JUANE/DINAE/MTSRumbo Cooperative Society, Gender and Family Né¢wor
REPEM, Women’s Secretariat of the Municipal Intermjarof Montevideo and the Gender Unit of the Autoooms
Community of the Canaries.

“8 Delegate for INMUJERES to the CTIOTE interviewedApnril 14, 2010.
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iii. Law 18,065 on Domestic Work was approved on Nover2de 2006. It defines
domestic work as one that is “provided in a depaogeelationship by a person
to another, to one or more families, with the psmof caring and working for
them at home in chores related to it, without tholseres resulting in a direct
economic profit for the employer.”

It's a pioneering law in the regibhthat recognizes working rights such as eight hour
shifts, half hour break for those who do not sleegheir employer’s house, and two hours
for those who do. It also sets a weekly break wfyttsix uninterrupted hours and night rest
for those who live in their employer’s house. Thers Iregulates compensation in case of
dismissal, unemployment benefits, and health caeeralhe latter was part of the
programs of the government administration of 2005.

An important challenge for the CTIOTE was to hagpresentation on behalf of the
employers. It was only when the government caltedSfalary Councils in 2008 that there
was a “Housewife League” representing employerg. CRIOTE continued to support the
sector by professionalizing domestic workers.

iv. In April 2007, the MTSS approved the Decent Worlogfam for Uruguay,
which brings gender issues to five different hanizb areas of intervention:
institutions, employment policies, social securipolicies, protection of
fundamental labour rights, and social dialogue.

v. Approval of Law 18,561 in September 2009 on “SexH@rassment Law.
Regulations for its prevention and sanctions in wwekplace and in teacher-
student relations® was promoted by the CTIOTE with the support of MEC >
This law has seventeen articles, defining sexuadsment in Article 2 as:

Sexual harassment is understood to be any conduct of sexual nature carried out by a person of the same or
the opposite gender, unsolicited by the person to which it is directed to and whose rejection may produce or
threaten to hurt hisfher work situation or teaching relation, or that creates an intimidating, hostile, or
humiliating work environment for the receiving party.

In October 2009, the MTSS approved an “Internal dimh Protocol” for the General
Labour Inspection Office regarding sexual harassmelaims. Although it was
controversial — due to cultural differences in thay women and men relate in the
workplace and fear among employers that there maynisubstantial claims that would be
difficult to solve — it has been of great importarior the CTIOTE.

The General Labour Inspection Office (the compegarhority overseeing workers’
legal protection and general safety and health ingr&onditions) started to register sexual
and moral harassment claims since the second ha(f0z.

The provision on gender equality is promoted in Thé@d Round of Negotiations of
the Salary Councils in 2008:

The parties undertake the commitment proposed by the Tripartite Commission for Equal Opportunities and
Treatment in Employment and agree to promote within the scope of collective bargaining the abiding of Law 16,045,
ILO Conventions N° 103, 100, 111 and 156 ratified by our country, and MERCOSUR’s Socio-Labour Declaration.
They reaffirm principles of equal opportunities, equal treatment in the workplace without distinction or exclusion
based on gender, race, sexual orientation, religious belief, or any other form of discrimination according to legal
provisions in effect.

Implementation: The following basic conditions are proposed according to the needs of each sector of the economy:
Principle of equal pay for work of equal value.

Equal opportunities for men and women to access better and more qualified jobs and training.

49 Refer to: http://www.larepublica.com.uy/mujeres/834-avances-y-desafios-del-trabajo-domestico
0 The CTIOTE had the assistance of the ILO in thbatation of the law.

5! The participation of the MEC was considered a ma\fact since it implies the understanding of importance of
including sexual harassment in the teacher-stugdetionship.
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Results

Repeal any discriminatory measures in the selection and promotion process.
Legal protection for maternity and other provisions that promote a better balance between maternity and paternity.

Prevention and sanction of moral and sexual harassment.

The next section reviews characteristics and resdilthe inclusion of gender equality
provisions in collective agreements.

=  Strengthening, awareness and rationaleThe CTIOTE has been able to position
matters on equal opportunity in employment: “Today CTIOTE has a much more
solid position, with a trajectory, a process arbgmition.® The main achievements
are political visibility of gender issues, the sigéhening of social dialogue, and cross
sector collaboration.

= Institutional relations: One the main achievements of the CTIOTE is the
collaboration between the public and the privatgéae supporting social dialogue and
the implementation of agreed actions. This is paldirly seen in the way it works
with INMUJERES and the ability to articulate intiiges related to the PIODNA.

= International cooperation: In terms of international cooperation, the ILO in
particular provided crucial support. It offerediniag and technical assistance as well
as the space to exchange views and opinions.dtpatsvided the necessary resources
to implement the program, without which it wouldvhabeen very hard to develop.
This is a very important point since one of the GTE’s main problems is the lack of
its own budget.

= Strengthening social dialogue The CTIOTE has definitively strengthened social
dialogue and collective bargaining, especially dderéng that for a long time the
Salary Councils were suspended. The dynamism reedve 2005 propelled the
CTIOTE's efforts for the inclusion of gender praeiss in collective bargains.
However, it faced several problems such as coimticviews between different
sectors and the need to negotiate internally aksaseadxternally. Achieving consensus
required agreements internally among CTIOTE memlaesrswvell as within each
sector.

Beyond specific interests of workers and employa#isof the members’ views are
important in order to reach agreements. It is a-frid dynamic where the CTIOTE
influences different sectors and vice versa. Tlas the case, for example, of the inclusion
of employment training issues in the VI PIT-CNT @Qass, which served to support the
implementation of PROIMUJER. It granted the righthave a program for women, for
those who were contributors to the Labour Recomwersund.

Regarding the efforts to extend the work of the @TE inland, it states that “one of
the pending issues is how to connect with citidanid... At a certain point we thought
about the need of establishing tripartite commissio different departments, but it ended
up being very difficult to generate spaces foraljalke. The idea now is to have the ability,
budget, etc. to develop and promote what the Tiwtpadoes and to create institutional
affinities.”™?

In terms of public policies, until 2082there is no evidence of significant influence
by the CTIOTE. This was reversed with the creatibRROIMUJER, the National Plan on

52 Delegate from DINAE to the CTIOTE interviewed April 14, 2010.
53 Delegate from DINAE to the CTIOTE interviewedApril 14, 2010.

54 INFORME FINAL. Consultoria para evaluar el Trabajo lds Comisiones Tripartitas para la Igualdad de Opmidades
en el Cono SyrSilvia Galilea O. Leslie Marin C. Santiago, Decem2002.
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Employment Equality, the promotion of domestic warkd sexual harassment laws, and
later the addition of gender provisions in colleetagreements.

5.  Implications of collective
bargaining for gender equality =

The analysis of the progress made towards achieqngl opportunities and treatment as a
result of the Salary Councils deserves speciahtibie.

Under the understanding that the eradication ofmem@s discrimination and
segregation contributes to productivity, compegitigss, and economic growth (CEPAL,
2009), collective bargaining became a key instrurivethe CTIOTE since 2005.

The process that led to inclusion of these prowisids fostered by international
conventions ratified by the country, previous nadiolegislation, the dynamism of social
dialogue recovered in 2005, and the work practidmeeloped by the CTIOTE along the
years. The process took place in the context oflgetationships between workers and
employers willing to build partnerships and reagheaments. Despite the flaws that the
CTIOTE may have in several aspects (institutionararchy within the MTSS, lack of
budget, the delegates’ institutional hierarchykla€ gender work among employers), the
good work environment helped to carry out negatiatiat high decision making levels.

The agreement process was also easier due todhéhéa the CTIOTE's proposed
provisions were in fact implementing Uruguay’s érig commitments.

Regulations for collective agreements include L&A045 which forbids all types of
discrimination contravening the principle of eqopportunities and treatment for men and
women in any labour sectors; Law 17,514 on domesiidence; Law 17,817 on
xenophobia, racism and all forms of discriminatiand Law 16,063 which ratified ILO
Conventions on equality. Since 2005, the incluscdngender provisions in collective
bargaining became an additional tool for the proaomodf gender equality in employment.

The Salary Council’s round of 2008 showed thateéheas a significant increa8ef
these types of provisions, reaffirming existinghtgyat a national and international level.
(Graph 5.)

Graph 5.
Amount of gender provisions incorporated in
collective agreements by year
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Source: Own elaboration based on data from collective agreements, MTSS

3 This chapter is based d@blausulas de Género en la Negociacién Colectiva ZB03B. Instituto Nacional de las Mujeres
Coordinacion. Espino y Pedetti, 2009.

%6 Annex 4 presents the ways in which provisions emdgr equality have been incorporated in diffepietes of legislation.
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There were other provisions aimed at improving tengsrights, many of them trying
to level the situation of female workers in the lpulnd private sector. The progress made
was a result of the work carried out by unionsahlective bargaining. The following is an
outline of the provisions incorporated in differ&alary Council’'s groups and subgroups:

a) Maternity protection: Article 15 of Law 15,084 sets the general regokafor
maternity benefits in the private sector statirg:th

During periods of inactivity (...) the beneficiary will receive the same amount of her salary in cash plus the
quota or part according to the annual complementary salary, leave or paid vacation of the period in question,
calculating it according to the following. To determine the subsidy, the basis will be the salary of the time she
worked and that received in the last six months, not being lower than the national minimum wage.

Workers from the public sector will continue to éae their regular salary
during their maternity leave.

Provisions referring to this issue intend to supploe current law making
sure it is respected. It procures that the recedaddry during maternity leave is
the same as if the woman was fully active. Thresugs incorporated these
provisions. For example, Group 14 (Financial intedmries, insurance and
pensions), Subgroup 1.1 “Banks” that was createtiO®8 and ratified in 2005
incorporated the following provision:

Article 121: During maternity leave, banks will supplement monthly dues paid by the public system’s social
security (currently DAFA), so that each employee will receive the same net total of the monthly dues as if she
was active.

The other two groups that have added these typpsowisions are Group 1,
Subgroup 13 “Tobacco and cigarettes” and Groupubg®up 7 “Drugs and
pharmaceuticals for animal use.”

b) Length of maternity leave The length of maternity leave is regulated by Law
15,084 which in Article 12 states that “the benafies shall stop working six
weeks before the scheduled due date and shallenable to return to work until
six weeks later. However, beneficiaries authoriagdhe Directorate for Family
Benefits (Direccion de las Asignaciones Familiangg) be able to modify the
dates of their leave as long as they keep a tbtalelve weeks.*

Public sector workers are entitled to 13 weeks afemity leave according
to Law 16,1042

Since 2005, Group 13, Subgroup 11d “Organizatiod emordination of
transportation on behalf of third parties. Chaftexstends maternity leave to
13 weeks, leveling public and private sector wasker

c) Paternity leave In Uruguay, many provisions on the matter werebased on
any legal regulation until 20068so the amount of days granted to fathers varied
from one to six consecutive days. In provisionseadrin 2005 there was a
prevalence to grant one day leave. In 2006 almB6tder cent of agreements
pertaining to fatherhood granted two days. By 20ftre was a different
scenario and some Subgroups set one or two leaxe ddhile other abided to
Law 18,345 which grants three days of paternityvdealhe latter could be

57 The benefit also includes women whose work stiaususpended or terminated during pregnancy or patm leave
(except in case it happens by her will, Decree R Tthich regulates Decree-Law 15,084.) Unemployednen may also
benefit in case they get pregnant during the uskeif unemployment benefits.

%8 Convention 183, which sets a maternity leave forimimum of 14 weeks, has not been ratified by Urygdae to
disagreements in other parts of the Convention.

%9 Only since 2008 through Law 18,345 did workerthia private sector obtain three days.
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explained by the fact that some agreements wergcsbbd in different months
in 2008%°

Group 10, Subgroup 11 “Photography shops” agread“#iter the birth of
his child, the father may use a paid leave of atsesf six consecutive days
including the day of birth.” Group 13, Subgroup 11@rganization and
coordination of transportation on behalf of thirdrgees. Charters” granted five
working days of leave in similar conditions. Theemment signed in 2006 by
Group 8, Subgroup 7 “Plastic products and toyseadrto have a bonus for
being present at the child’s birth. In the caseGobup 1 there is reference to
special leave days in case of the birth of a clhild,it is left up to each company
to negotiate the number of days.

d) Flexibility to breastfeed: A Decree of June 1, 1954, regulated breastfeealng
dealt with in Convention 103. Again, there are etiéhces between public and
private workers. While the first have the obligatito work only half day,
workers in the private sector only have two haléshbreaks during the day (Law
16,104).

Through collective bargaining there were achievamei different levels.
Some Groups from the private sector reduced th& day to half during the six
months after maternity leave. In some cases tharmeto work can be
progressive, but this is optional for female woskdfor example, if a woman
works eight hours the first three months she weuddk only four, then the next
three months six, returning to eight hours six rherafter giving birth

Marquez (2005) points out that during this peribd financial sector also
achieved these benefits. After 2005, Subgroups siscBanks, Compensation
Funds and Currency Exchange Offices agreed to Wwhatbeen established in
other sectors’ unions. Social entities within Gr@@pand Group 13, also adhered
to a similar provision in 2008.

Two groups agreed to reduce the working day dubmegstfeeding for less
than half day. In the textile Industry, Subgroupldi@ing and related”
established a half hour reduction with salary amotfzer half hour without pay.
Subgroup “External Financial Institutions” (IFES)agted “employed mothers
out of wedlock or legally adoptive mothers threeiisoof leave during the work
schedule, considering them worked hours.” GroupSiipgroup 1 “Dairy
industry” established in 2009 “an additional pa@uhfor breastfeeding. It also
expresses the intention to level conditions withljgusector workers.”

Finally, it is worth noting that all Subgroups ofrdap 12 “Hotels,
restaurants and bars” established the followingipion that allows adding up
half hours granted separately during the day:

Workers who are breastfeeding their child during the period set by INAU will have the right to use both half
hours established in Decree of June 1, 1954, with the option of getting to work an hour later than usual or
leaving an hour earlier.

e) Parental rights: There are birth bonuses set for workers in Grbufiobacco
and Cigarettes” and Subgroup “Poultry industryGroup 2. The amount agreed
on was the wage of two work days or a lump sum3®0 adjustable in the same
percentage as the salary).

%0 Law 18,345 was published in September 23, 2008taedSalary Councils’ agreements were signed apmately from
June to December 2008.
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In Group 14 (Financial intermediation, insurancel gensions), “Banks”
and IFES establish what they call Inmediate Farity Special Compensation.
In this case, there is a distinction based on tlaeitat status of the worker,
differentiating from single, married, widowed, dieed or separated, legal
guardian of minors (legitimate, legitimized, out wedlock or adopted) or
disabled adults. Those who have under their caoplpefor whom they have
legal alimentary obligation.

The bonuses to be paid vary according to theseg@aés. In both
Subgroups the bonus increases when there are dagend

f)  Additional benefits for disease prevention Subgroups of Group 12 (Hotels,
restaurants and bars) and Group 15 (Health serdndsrelated) ratified Law
17,242 which establishes that:

The parties agree to the following special paidvdsa [...] Genital and
breast examinations: granted to workers on thetday have the Papanicolau
(PAP) test and mammography. If both exams are erséime day, only one day
will be granted.

They expressly agree to comply with the provisiohdaw 17,242 on the
prevention of genital and breast cancer.

On the other hand, Subgroups 1, 2 and 3 from G@ugold storage
industry), 3 from Group 5 (Leather industry, cloifpiand footwear), and 2 from
Group 6 (Wood, pulp and paper industry) establishiedadditional paid leave
day to what is set by law.

Subgroup “Sausage industry” in Group 2, granteddditional day for PAP
examinations and/or mammograms and urological exahosg the same line,
Subgroup 18 of Group 10 (General Trade) providealbday for mammograms,
PAP tests, and prostate exams.

Finally, both Subgroup 7 from Group 8 (Metal progiamachinery and
equipment industry) and Subgroup 1 from Group Ta&rf$portation and storage)
established that complete work attendance willogoaffected by days taken off
for this type of medical exams.

Some more specific provisions

1.

Training of workers with family responsibilities
In its agreement of 2008, Group 20, Subgroup 3 i d&mntities” established:

“Every institution, to the extent of its possibilities, will try to introduce training opportunities within working hours, in
which case, workers with family responsibilities duly justified (minors, disabled, etc.) will have preference.”

Nurseries

Only “Banks” and “Private Health” have includedtireir collective agreements provisions
partly funding nurseries for the workers’ childré®dome public agencies reimburse the
expenses for these services paid by workers.

Leave days due to illness of children with digdlities

In the case of Group 9: “Construction Industry aalhted” the following provision was
agreed:

The parties agree to create a special leave for parents of children with disabilities, since the date of the decree’s
publication in the Official Gazette.
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In sum, there are a set of provisions that movedod or strengthen existing national
legislation.

The provision¥ to better reconcile work and family life go beyoite approval of
existing laws. Some of the topics covered are: mite protection, complementary
maternity benefits, duration of maternity leavesxibility for breastfeeding, paternity
leave, parental compensation, training of workeith ¥amily responsibilities, benefits for
preventive medical examinations, and special léaease of a disabled chifd.

Regarding the differences in the conditions betweerkers in the public and private
sector, gender provisions seek some standardizati@® per cent of salary during the
maternity period, thirteen weeks of maternity legvart-time work during breastfeeding,
etc., for private sector workers — benefits thdiljgusector workers currently have.

Summary and recommendations

The history of social dialogue in Uruguay — desphie historical and political background
that has contributed to weaken or strengthen ias-theen and still is very rich. It is also
protected under international regulations that hiagen ratified by the State. In recent
years, the inclusion of rural and domestic workerscollective bargaining has been a
breakthrough in the regional context.

Gender equality in social dialogue and collectivarglining appears relatively
recently, even in regard to equal pay for men andthen, despite the ratification of the
ILO’s Convention 100 on equal pay for work of equalue in the mid-twentieth century.
Only in 1985 the category “women's work” is elinti@é from the agreements along with
the possibility of having a 20 per cent wage cuhis category. Topics related to working
conditions for female workers have been linked tatemity protection as well as to
certain type of work (i.e. night shift).

Despite the growing number of women in the workéorgender relations are still
strongly determined by a male breadwinner modekretdouble shifts have become a
problem for a larger number of women. The gapsmpleyment, unemployment, and
wages remain. The State has not enforced a sydtear® services that could guarantee
equal opportunities for workers of both sexes. Téssie has not been brought up as a top
priority by organized workers, but only partiallyrielation to childcare.

The inclusion of provisions related to family respibilities in collective bargaining
is essential to make progress in terms of legak@ame. It is also a tool to strengthen the
collective bargaining process and to provide edpaafaining power to male and female
workers with family responsibilities, extending tbeverage of existing rights and benefits
while creating new ones.

Although since 1985 unionized women promoted workned at fighting
discrimination in employment, it should be notedattlihe creation of CTIOTES in
MERCOSUR was the result of an initiative by the Il@at was well received by
governments. The Ministries of Labour, along witteit respective Women’s Offices,
called for employers and workers to participatéhis process. During the last decade the
CTIOTE operated in a context where collective biigg did not work — at least until
2005 — and the official mechanism for the advancentd gender issues had strong
weaknesses.

%1 For a detailed analysis of provisions referringatdetter reconciliation between work and familge sMapa de
Género sobre el Mercado de Trabajo Urugudyo

52 Other issues resulting from collective bargainingsome sectors during the decade of the 90s aneseries, leave
for the child’s medical checkup after birth, ancksilays due to illness of the child.
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The achievements of the CTIOTE influencing publatipes must be assessed in a
political and social context, which allowed the itakzation of social dialogue and the
strengthening of INMUJERES. The PIODNA has undodilytbeen the key instrument to
formally incorporate the guidelines of the Planmoted by the CTIOTE into public
policies.

The creation of INMUJERES as leading agency fordgenpolicies in Uruguay
contributed to strengthening the CTIOTE. Togetligey managed to promote and enrich
their work. This ability to work together enhandke characteristics of independence and
respect within the CTIOTE.

How representative is the CTIOTE? Its represemadiad initiatives are linked to the
delegates’ contributions for proposals and negotiat This contribution and its
importance depend on several factors, such astthging and commitment on the issues
at stake, the support they receive from their degdions, and the ability to have an
internal dialogue with these organizations. Alltloik is what allows the PIT-CNT and the
Business and Commerce Chambers to be able to disous take a position on the
proposals of the CTIOTE.

Despite achievements and progress, the instabilitgpresentatives from each sector
— particularly the employer sector — and their tedidecision-making power, has affected
the magnitude and impact of the actions to be implaed.

One element resulting from the interviews is thecht® organize the CTIOTE before
the MTSS. The progress of the Commission in regeats and the efforts of its members
have created a “climate of exhaustion about theeauwvay of working.” The CTIOTE has
been independent and transcended governmentglimate of respect among the parties,
which undoubtedly has been an important elemertdaonsolidation.

The hierarchy of each sector’s delegates is esdantall areas of social dialogue,
including the CTIOTE, in order to reach agreemeatsl allow continuity. Internal
negotiations inside each organization are cruoiaéach agreements and defend proposals,
but it requires that delegates operate in a legigmand hierarchical structure. The
CTIOTE’s most important assets are its membersthagt commitment to incorporate
gender issues in their respective sectors and agehdthis regard, when assessing gender
provisions in collective agreements, one of theidieg factors has been the continuous
involvement of the Department of Gender of the BENT in the general meetings on
collective bargaining, as well as the training pded in the government sector.

The incorporation of gender issues in collectiveghming requires them to be
included at all stages of the process and treasedf astrategic interest for the entire
workforce (not just women). In addition to the Igiority given to the subject, in the
negotiation tables there is often a lack of trajmimithin participating delegates from the
three sectors (men and women) in terms of defemdeumentation of demands relating
to gender issues. While the CTIOTE had a signifigafluence in collective bargaining
and it is a valid mechanism or course of actiorrahare still several weaknesses, among
which the lack of female negotiators among workarsl employers’ delegates stands out.
In the Salary Councils, as well as among politalegates who preside the tables (mostly
men, 4 to 1), there has been little support antimézrest for State female delegates from
DINATRA.
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Challenges for the future

Fulfilling commitments:

Make effective international agreements signed kg tcountry, particularly
encouraging family co-responsibility between wogkimen and women;

Promote gender mechanisms within the business aramalnd enhance the role of the
Gender and Equality Commission in the PIT-CNT;

Outline strategies for such mechanisms to achiex&ter power within organizations.

Promote the participation of women and men in pnadantly male or female sectors
respectively;

Continue to promote collective bargaining as arfota foster the above measures.

Development and growth of the CTIOTE's role and
influence:

Set an agenda that prioritizes and defines obgstideveloping strategies in each
sector in coordination with INMUJERES.

Monitor the implementation of national policiesregments, and the treatment of
new topics.

Promote a new view, help change the sectors’ ¢ham-perception about collective

bargaining as restricted to salary to include dsseaspects for equal opportunities
and quality of life of male and female workers,s@as initiatives to create systems of
care and promote co-responsibility in the recoatidn between work and family life.

Promote family responsibilities as a matter oftsga interest to the entire workforce
and businesses.

Promote the reorganization of working hours throagtective bargaining in order to
preserve the health and safety of male and femalkens, foster good family
relations, and promote gender equality.

Promote a greater presence of women in labour ardad business, as well as a more
active role in the process of collective bargaining

Encourage a hierarchical structure for delegatesach sector in all areas of social
dialogue, including the CTIOTE, in order to reagjieements, allow continuity, and
incentivize sectors to take ownership of thesegissu

Upgrade the role of the CTIOTE in different areashieving legitimacy based on
agreed visions and proposals with several stakehgldestablishing formal

mechanisms for the relationship with various orgatibns, balancing the autonomy
needed to function and formal ties; providing reses to carry out its own projects
and logistics to support its work (physical spaeeprds, secretarial, etc.).

When appropriate, include in the discussions stalkieins involved in the actions that
are being planned or have been already decidedDohsestic Service Law showed
the importance of having the participation of trerties involved. Therefore, it is
crucial to consider the involvement of this typeaofors, maintaining the participation
of the State, companies and workers, who are tieegssence of the CTIOTE.

The State is an actor of key importance that shoulébcus

In:

Promoting agreements between the parties and skaydeadership over social and
gender equality issues;
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Establishing strategic guidelines to consider geedeality in actions and policies at
different levels;

Allocating budget for activities aimed at gendeuady. Political will is not enough
as these need to be implemented through actionl&gigsp and resources. The
CTIOTE's operating budget must be considered aipyiohallenge.

Defining guidelines for actions and the participatiof the CTIOTE in conflicts

presented in the General Labour Inspection Office issues relating to equal
opportunities and treatment in employment. Alsosueimg compliance with the

objectives set by the CTIOTE regarding the autiiddtact in both the private and the
public sphere.
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Annex 1. Other tripartite organizations

Board of Directors of the Social Security
Bank (BPS)

The constitutional reform of 1967 created the Sd8ecurity Bank and stipulated that its
board should have three elected members, one aiif lmélactive affiliates, one on behalf
of passive affiliates, and another one by contiilgutcompanies. The constitutional
mandate was fully complied for the first time in0B0and elections were held with secret
and mandatory voting. After a long period in whibkse positions were not filled, only the
representative of the passive affiliates was etette the government from among the
names proposed by the most representative orgammigain the area of active affiliates,
from approximately 514,000 entitled to vote alm@8tper cent did. Among passives, from
approximately 481,000 entitled to vote 281,500 ditich represented 58.5 per cent of the
total (voting was not compulsory for those overy@ars old). In the business sector, those
entitled to vote were less than 100,000 and a lattler 86,000 voted

National Health Board (JUNASA) ©

It is an organization created by Law 18,221 whistaklishes the guidelines for the new
National Integrated Health System (SNIS) underNtigistry of Public Health (MSP). Its
mission is to manage the SNIS and observe com@iarnth the “guiding principles and
objectives of the SNIS, in accordance with thegied and regulations established by the
MSP.”

The National Health Board shall be honorary, memistrall be appointed by the
government, and they will have two MSP represergat(one of them will preside it), a
member of the Ministry of Economy and Finance (ME#&)representative of the BPS,
another one on behalf of providers (medical cared$uand hospitals), a sixth one on
behalf of workers (doctors and other health workensd a seventh one representing users.

National Institute of Employment and
Professional Training (INEFOP)

The National Institute of Employment and Profesaldrraining (INEFOP) was created by
Law 18,406 of October 24, 2008 as a non-Statertiipgoublic entity. Its main task is to
implement policies for professional training andptmyment of male and female workers
in Uruguay.

It is run by a Board of Directors composed on pattite basis by seven heads, with
their respective substitutes, representing the morent, the business sector and unions.
The objective of this Institute is to contributedmployment and professional training in
the private sector.

53 Information from the official website and Law 1812
54 Information from the official website and Law 1864
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Annex 2. International regulations

At the international level, Uruguay has ratified namber of International Labour
Conventions that regulate social dialogue to somteng it supports the promotion of
collective bargaining (Convention 154), labour fielas in public administration

(Convention 151), tripartite consultation (Conventil44), the right to organise and
collective bargaining (Convention 98), freedom sd@ciation and protection of the right to
organise (Convention 87).

In regard to social dialogue

Convention Subject Date of adoption ~ Ratified in Year of Status
No. Uruguay ratification in
Uruguay
87 Freedom of 1948 Yes 1954 In force
association and
protection of the right
to organise
98 Right to organise and 1949 Yes 1954 In force
collective bargaining
135 Workers’ 1971 No - -
representatives
144 Tripartite consultation 1976 Yes 1987 In force
151 Relations in public 1978 Yes 1989 In force

administration

154 Collective negotiation 1981 Yes 1989 In force

In regard to gender equality

Convention Ratified in Year of
Subject Date of adoption ratification in Status
No. Uruguay U
ruguay
100 Equal pay 1951 Yes 1953 In force
No discrimination in
111 employment and 1958 Yes 1989 In force
occupation
Workers with family
156 responsibilities 1981 Yes 1989 In force
183 Maternity protection 2000 No - -
103 Maternity protection 1952 Yes 1954 In force
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Annex 3.

Information on interviewees (for the
elaboration of Section 5)

To determine the PIT-CNT’s view on the inclusiongeinder issues, two interviews were
conducted. The first one was with the current detle@f the Department of Gender and
Equity, Ms. Alma Fernandez, and the second one MithAriel Ferrari, Director delegate
representing the workers in the Social Security iBdormer delegate of the Social
Security Commission of the PIT-CNT, and former warlassociated with the Tannery
Union of Uruguay. Ferrari has been part of a vempartant process of social dialogue in
Uruguay for over 10 years, since the Social Sec@#tnk allows the participation of the
three entities and includes them in its directory.

In the business sector, an interview was condugiét Ms. Laura Acufa, business
delegate to the CTITOE, advisor for the metallumbigector to the Salary Councils, and
delegate of the CIU’s Labour Commission.

Interview form

Name:

Gender:

Institution to which he/she belongs:
Relation to the topic:

Date of interview:

Place of interview:

Explain the subject matter and objective of themiew:

Study under an ILO project — Seeking to carry ostualy of the Uruguayan reality on
gender in social dialogue. The information will leed by the ILO to conduct a
comparative study on the ways in which gender atyuséd being promoted through
dialogue at a national level, in different courdréad regions of the world.

The purpose of this interview is to analyze thaaibn of the employer and worker
sectors in regard to women's participation andpitesence of gender equality issues in
their agendas and actions.

Interview guide

Information on the interviewee and the organization

What organization do you belong to?
How many years have you been in the organization?
How many positions have you had? What is your cuipesition?

Regarding the organization

Do you know how many people does the organizataprasent? How many are
men and how many women?
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How many people are actively involved in the orgation? How many are men and
how many are women?

How is the hierarchical structure of the organima® How many women and how
many men have positions of power?

Does the organization have gender policies?
If not, why don't they exist?
Can you name which have been implemented overasieSpyears?

Is there any department that is responsible fodgerssues? Since when? Do you
know how it works? If not, why doesn't it exist?

What is your perception of the department? Whatlaedatest activities undertaken
by the department?

What do you think is the importance the organizagitves to gender issues? From 1
to 10 (with 1 being none, 10 a lot). Why?

Regarding collective bargaining
When did you first participate in an instance dfexive bargaining? What year?
If you attended before 2005, what are the diffeesngou found between that time
and today?

Regarding gender issues, do you see differences?

What gender aspects you know have been horizontaliyemented in collective
bargaining since 20057

Do you consider it necessary to include gendersesun collective bargaining?
Why?
Regarding the future

What would you say are the short and long termativjes of the organization in
general? How do you think they incorporate or coutdorporate a gender
perspective?

What is the organization’s agenda regarding gender?
Does the organization have plans to take actiopsamote gender equality?




Annex 4. Ways in which provisions ratifying
existing rights have been incorporated in
Salary Councils agreements

1.

“The parties agree to encourage compliance of tilewiing gender laws: Law
16,045 on gender discrimination, Law 17,514 on dsiioeviolence, and Law 17,817
on xenophobia, racism and all forms of discrimioatiThe parties jointly reaffirm
the principle of equality, treatment and equityemployment, without distinction or
exclusion based on gender, race, sexual orientatidrreligion, in accordance with
the laws in force (ILC 100. 156, Law 16,045 and MEBSUR'’s Socio-Labour
Declaration).

Compliance of the following provisions is expresatyreed: Law 17,242 on the
prevention of genital and breast cancer; Law 16,@4ich prohibits any
discrimination that violates the principle of equedatment and opportunities for
both sexes in any sector, and ILO Conventions 100and 156.

It is expressly stated that gender cannot be theeckor any difference in pay,
therefore categories refer equally to men and worfike parties agree to form a
bipartisan commission before February 28, 2009 whiéhpurpose of discussing and
implementing the objectives of this provision.”

“The parties agree to encourage compliance of tflewing gender laws: Law
16,045 on gender discrimination, Law 17,514 on dstioeviolence, and Law 17,817
on xenophobia, racism and all forms of discrimiomti

The parties jointly reaffirm the principle of eqiml treatment and equity in
employment, without distinction or exclusion based gender, race, sexual
orientation and religion, in accordance with thedan force (ILC 100. 156, Law
16,045 and MERCOSUR'’s Socio-Labour Declaration).

Compliance of the following provisions is expresatyreed: Law 17,242 on the
prevention of genital and breast cancer; Law 16,@4Bich prohibits any
discrimination that violates the principle of equedatment and opportunities for
both sexes in any sector, and ILO Conventions 100and 156.

It is expressly stated that gender cannot be theeckor any difference in pay,
therefore categories refer equally to men and woimen

“The companies will promote gender equality inlatiour aspects. For this purpose,
they commit not to discriminate at the time of assion to employment,
promotions, appointing tasks, and setting saldries.

“The parties will respect the principle of non distnation on grounds of race, sex,
gender, etc., and will fully respect Law 16,045 e¥will promote equality, non-
discrimination on any account in employment, aslvaes the prevention and
punishment of moral and sexual harassment. Theycalsimit to comply with ILO
Conventions 100, 111, 156 ratified by Law 16,063.”

“It is expressly stated that gender cannot be these for any difference in pay,
therefore categories refer equally to men and women

“Transitional provision: The signatories to thisregment declare their decision to
conduct a review of job descriptions, categoriesl eorresponding wages scales of
workers of the textile industry, in order to makeriw assignments more flexible,
decrease and upgrade categories, and simplify mmimrage scales.
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10.

11.

12.

For this purpose a Special Technical Bipartisan @asion will be appointed,
which must operate during the term of this agre¢mand that will undertake such
review considering the following guidelines:

Eliminate any reference to gender differentiationthie same task, or indication
of tasks as exclusively female. In these situatisame tasks will be matched in all
cases to the one with the highest scale of legailhniim wage. (...)"

“The parties will respect the full realization et principle of non discrimination on
grounds of race, gender, etc., and fully respeat 16,045.”

“Employers will promote gender equality in all lalvaaspects. For that purpose they
will respect the principle of equal pay for work efjual value and commit not to
discriminate when deciding or appointing tasks.”

“The parties state that they will ensure strict ptiance to current legislation so that
there are no discriminatory practices in the sectéerms of gender.”

“c) For the purposes of entry and development lofirgking career, companies agree
not to discriminate on the basis of sex, racegiet, politics, etc.”

“The parties agree to promote gender equality Inaapects of labor relations,
including when deciding promotions and appointiagks.”

“The companies will promote gender equality inadpects of labor relations. For
this purpose they will respect the principle of dafjpay for work of equal value”
and commit not to discriminate in promotions or@ippng tasks.”
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Annex 5.

Group 1. Processing and preserving of food, beverages and tobacco

1. Dairy industry
1.1 Dairy industry
1.2 Distributors of dairy products

2. Packing and packaging of fruits, legumes and véfetaCold storage services for
fruit, concentrate processing plants and othewdegves of citrus.

Production of ice and cold chambers.
Sugar industry
Rice mills

o o b~ w

Wheat mills, flour, starch, salt and balanced fpodions factories
6.1 Wheat mills
6.2 Balanced portions factories

7. Sweets, chocolates, candies, cookies and alfajpesta factories, bakeries, yerba,
coffee and tea and other food products

7.1 Sweets, chocolates, candies, cookies, alfajoregtnad foods
7.2 Pasta factories
7.3 Industrial bakeries
7.4 Yerba mills
7.5 Coffee and tea mills
8. OQils of animal or vegetable origin for human orusttial use
8.1 Oil factory
8.2 Fats and margarines
9. Non alcoholic drinks, beers and malted barley
9.1 Non alcoholic drinks and beers
9.2 Malt houses
10. Liquor stores
11.Warehouses

12. Ice cream factories; bakeries and patisseriesprithessing plant, candy store, fresh
pasta manufacturing and catering

12.1 Bakeries and patisseries with processing plantatishnal catering
12.2  Pasta factories
12.3 Industrial catering
13.Tobacco and cigarettes
13.1  Tobacco and cigarettes

13.2  Tobacco leaves stocking and processing plants
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Group 2. Cold-storage industry

1.

2
3
4.
5

Cold-storage industry

. Meat industry

. Sausage industry

Poultry industry

. Loading and unloading of meat in chambers, waret®asd ports

Group 3. Fishing

1.

4.

Catch

Chapter deck personnel
Chapter skippers

Chapter engineers

Chapter anchovies

Chapter tuna

Chapter administrative staff
Processing plants

Loading and unloading of fish
3.1. Fresh

3.2. Frozen

Hatcheries and sea farms

Group 4. Textile industry

1.
2.

Laundries, combing, spinning, weaving and manufaajuof various textile products.
Manufacture of knitted fabrics.

Group 5. Leather industry, clothing and footwear

1. Tannery and its products
2. Leather

3. Clothing and related

3.1 Clothing
3.2 Chapter zipper factory

4. Footwear

Group 6. Wood, pulp and paper industry

1. Pulp, paper, diapers, cardboard and its preduct

Sawmills with and without remanufacturing, ltsaand panels plants, wood chipping
plants and impregnation plants

Manufacture of parquet, unspecified wood presjumork and wicker, furniture (except
metal and plastic)
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Group 7. Chemical, drug, pharmaceutical, fuel and related industry

1. Drugs for human use (not negotiated in 2006 ddonhaving an agreement in force)

2. Chemicals, basic chemical and its products

3. Perfumes
4, Paint
5. Petroleum and coal by-products, asphalt, flgbsicants, bituminous products

6. Processing of rubber, tires, rubber goods

6.1. Rubber various products

6.2. Retreading

7. Drugs and pharmaceuticals for animal use

Group 8. Mechanical products, machinery and equipment industry

1.

Basic metal industries, metal products, reagctif metal products; aluminum frames,
metal furniture. Dikes, docks, naval shipyards aodkshops. Machinery and
equipment (motors, pumps, compressors, refrigeratio

2. (Deleted)
3. Electrical and electronic appliances. Equipmeatio, television and communication
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equipments and appliances. Medical, optical andigian instruments. Office,
accounting and computing machines.

Bodywork and upholstery factory, assembly otaneehicles, trailers, semi-trailers,
bicycles, other transport equipment.

Vehicle repair, bodywork and paint shops. Medte assistance.
5.1 Vehicle repair, bodywork and paint shops.

5.2 Mechanical assistance (was established inQ86 eund, before they were
together)

Mining of metal ores, precious and semi-pregistones; jewelry factory, costume
jewelry, polishing and carving of precious or sygith stones.

Plastic products and toys

Industrialization of glass, fiberglass andoitsducts (except installation of glass and its
products).

Group 9. Construction industry and related

1. Construction industry and installations
2 and 3.

a) Quarries in general, limestone quarries, batjaarries; stone, sand and clay
extraction; cement and its quarries; drilling irarsd of water.

b) Mixed and precast concrete
¢) Red, white, refractory, gray ceramic and brick
d) Operation of toll booths located on domestidesu

e) Handcrafted ceramic and plaster products
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Group
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17.
18.
19.
20.
21.
22.
23.
24,

Group
Group
Group

1.
2.
3.

4.
5.

10. General trade

. Shops

. Household items

. Office machines

. Bazaars, hardware stores, paint stores anddoss electricity and electronics shops.
. Wholesalers and importers and wholesale store

. Music shops

. Bookstores and stationery stores

. Construction shack (construction goods and nadser

. Pharmacies, herbalists and homeopathic remedies

. Optician store

. Photography shops

. Dental stores (sale of dental items)

. Drugstores. Distribution of pharmaceutical prctd

. Photo labs (not negotiated in the 2006 round)

. Sale of motorcycles, mopeds, its parts andsaoces

. Companies that sell hospital medical produtes)s and/or equipment and/or for
laboratory use

Automotive parts

Supermarkets

ANDA

Domestic products barracks and cooperative
Supergas packaging

Supergas distribution

Supergas freighters

Consumption cooperatives

10. Residual

11. Food retail business

12. Hotels, restaurants and bars

Hotels, apart-hotels, motels and inns

Camps, bungalows and similar (including inteoratl hostels network)
Other accommodation establishments

3.1 High turnover hotels

3.2 Guesthouses

Restaurants, grills, pubs

Food chains
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6. Other forms of food service and beverage sakass)
7. Cafes, bars and pubs

8. Rotisseries
Group 13. Transportation and storage
1. Urban ground passenger transportation (not reggdtin the 2006 round for having

current agreement in force)

2. International, inter-departmental, departmeintarcity, inland urban and touristic
ground passenger transportation

2.1. Companies providing ticketing, subscriptiangjling and delivery services of
transportation companies of the subgroup 2.0

3. Ground passenger transportation. School children

4. Ground passenger transportation. Radio cabcgstvi

5. Ground passenger transportation. Taxi and stigporices
5.1. Drivers
5.2. Radio operators

6. Passenger transportation. Suburban

7. Ground freight transport. National. All typesfadight transport for third parties, except
those mentioned in other groups. Forklifts seryiceanes and freight transport equipment
with driver and operator

7.1 Transportation of beverages
7.2. Transportation of bulk milk
8. International ground freight
9. Maritime transport: Cabotage, high cabotagersmas and containers.

10. Complementary and auxiliary maritime activitiglsipping agencies, port operators and
terminals. Port warehouses.

10.1. Shipping agencies
10.2. Port operators and terminals
10.3. Port warehouses
11. Complementary and auxiliary services for trantgtion:
a) Logistics services (2006 negotiated along wjith ¢

b) Stevedoring, handling loading and unloadingasfo and baggage, regardless of
means of transport used (2006 negotiated withH) d,

c) Storage and warehouses for third parties (2@@@tmated together with a)

d) Organization and coordination of transportatorbehalf of third parties. Charters
(2006 negotiated with b, f, h)

e) Reception and control of load (not negotiateAd66)
f) Packaging for transport (2006 negotiated with b)
g) Cargo agencies (not negotiated in 2006)

h) Ground freight terminals (2006 negotiated witd bf)
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12. Air transport of passengers and cargo regulaob Complementary and auxiliary
activities at airports

12.1. Foreign airlines

12.2. Pilots of light and small size aircrafts

12.3. Airline pilots

12.4. Spray planes

12.5. Light aircraft workshops

12.6. PLUNA ground personnel and flight attendants
12.7. Airport concessionaires

12.8. Ramp service
Group 13. Residual
Group 14. Financial intermediation, insurances and pensions

1. Banks and other financial companies
1.1. Banks
1.2. IFES (did not negotiate in the 2006 roundf@aving an agreement in force)
1.3. AFAPs
1.4. Electronic Stock Exchange (BEVSA) (not estdidd in the 2006 round)

1.5. Credit cards processors (did not negotiatetalesisting agreements per
company)

1.6. ATM networks
2. Entities that provide credit outside the banldggtem
2.1. Credit cards
2.2. Credit managers
2.3. Rotating savings and credit associations
3. Private social security agencies

3.1. Parastatal pension funds (did not negotiatedtd existing agreements per
company)

3.2. Supplementary funds
3.3. Aid funds
4. Conveyor of values
5. Credit and savings cooperatives
5.1. Capitalization cooperatives
5.2. Limited operating cooperatives
. Currency exchange offices
. Central offices of payments and collection nekso

. Insurance companies
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. National Development Corporation (negotiatedttier company)
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10. Lottery agencies and banks
10.1. Lottery agencies
10.2. Lottery banks

Group 14. Residual
Group 15. Health and related services

1. Private health

2. Companion services

3. Nursing homes, residential homes and nursinggsom
3.1 For-profit (in the 2005 round for-profit andmprofit were negotiated together)
3.2 Non-profit (in the 2005 round for-profit andmprofit were negotiated together)

4. Ambulances
Group 16. Education services

. Preschool education (was never established)

. Preschool, school, secondary and higher edurcatio

. Technical, commercial, drivers’ school (was meastablished)
. Especial for people with disabilities (was neestablished)

. Language education

. Tutors and other education or training (was negeablished)
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. Non-formal education
Group 17. Graphic industry

1. Printing works (pre-printing, printing on anybstrate, post printing production,
binding, publishing, engraving and photographiacodpction, photomechanical, laser and
digital editing).

2. Graphic workshops of media companies, newspamerpublications.

3. Advertising on public roads.
Group 18. Cultural, entertainment and communications services

1. Film, theater and music
1.1. Cinemas in Montevideo and seaside area oBdkeCoast
2. Printed media and their digital editions
2.1. Printed media of and their digital editiondMontevideo
2.2. Printed media and their digital editions iman
3. Radios and their digital editions
3.1. Radios and their digital editions in Montevade
3.2. Radios and their digital editions inland
4. Open and pay television and their digital edsio
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4.1. Open TV and their digital editions in Montesd
4.2. Open TV and their digital editions inland
4.3. Pay TV and their digital editions in Montevide
4.4. Pay TV and their digital editions inland
4.5. Content production companies for open anddgrip/
5. News and photo agencies
5.1. International news agencies
6. Game rooms, equestrian society, studs and stable
6.1. Equestrian society, electronic casinos andrafk betting agencies
7. Official printing and publications (IMPO)
8. Rental and distribution of films, videos or dami
Chapter: Rental and distribution of motion pictures

Group 18. Residual

Group 19. Professional, technical, specialized services and those not included
in other groups

. Customs brokers

. Labour providing companies

. Building personnel

. Funeral and wake services

. Real estate and property management
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. Waste collection
6.1 Collection of household waste and street cteani
6.2 Collection of medical waste
7. Cleaning companies
8. Security and surveillance companies
8.1. Electronic security
8.2. Personal security
9. Courier and private mail
10. Service stations, tire shops and parking lots
11. Travel agencies (excluding those owned by praiation companies)
12. Advertising agencies
13. Market research and social studies
14. Rental and distribution of films, videos anahi&r
14.1 Rental and distribution of films
15. Unisex hairdressing salons (for ladies, menciildren)
16. Green areas

17. Professional and non-professional accountimgsfi




18. Sanitary services
19. Provision of telephone services
19.1. Call centers
19.2. 0900 Services
20. Private cemeteries
21. Management of shopping, industrial and servesgers
21.1. Management of shopping, industrial and serganters
21.2. Operators and/or managers of commercial sinidiliand service tax free zones

22. Information technology
Group 19. Residual
Group 20. Union, social and sport entities

1. Sport entities
1.1. Basketball (was established in the 2006 round)
1.2. Soccer

2. Union entities (negotiated in conjunction wigog and social entities in the 2005
round)

3. Social entities (negotiated in conjunction wdgort and union entities in the 2005
round)

Domestic activity

Group 21. Domestic workers or domestic services (no subgroup)

Rural activities
Group 22. Livestock, agriculture and related activities

1. Sugar cane plantations
2. Rice plantations

3. Dryland agriculture

4. Dairy farms

Group 23. Vineyards, fruit growing, horticulture, floriculture, poultry farms,
swine, apiculture and other activities not included in Group 22.

Group 24. Forestry (including woods, mountains and peatland)
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