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Foreword

Gender equality and social dialogue are both furettdah values and cross-cutting issues
for the International Labour Organization. In 20@® International Labour Conference
concluded its discussion on ‘Gender equality athtbart of decent work’ by reaffirming
that social dialogue and tripartism are essentifity tools for advancing gender equality
in the world of work.

This paper forms part of a comparative researchegrovhose objective is to
demonstrate that gender equality and social di@@e mutually beneficial and that their
promotion should go hand in hand. Despite sevaudliess on each topic separately, there
is a knowledge gap worldwide on how gender equalityork is advanced through social
dialogue. The topic is examined from qualitative guantitative aspects:

= participation on an equal footing of men and wonresocial dialogue, in particular
in the national tripartite bodies, as well as witgovernment units, trade unions and
employers’ organizations;

= gender equality issues on the agenda of socialoglia, including collective
bargaining.

An interesting aspect of the social dialogue ardgarch for gender equality in the
European Union (EU) is the novelty of supranatideghl and institutional frameworks.
The unique framework above the national regulatafrthe 27 EU Member States inspires
interaction at the national and supranational kvel

The key issues of the European social dialogueemenciliation of professional and
family life, gender segregation, gender pay gaml w@olence and harassment at work.
There have been important achievements in the-sexgsral and sectoral European social
dialogue. At the cross-sectoral level these aréegefd in particular in a number of
Framework Agreements and in the Framework of Astion Gender Equality and the
related procedures for monitoring and evaluatirgjrtimplementation and results. In the
European sectoral social dialogue, actions havdtegkin various joint guidelines, tools,
declarations, positions, recommendations and moangoactions. However, despite the
efforts of the European social partners and thécigsl of the European Union, gender
inequality remains a fact in Europe. Regardlesamfincrease in female activity and
employment rates and remarkable improvements ineth&ational levels of women,
gender segregation in occupations and economiorseahd the gender pay gap persist.
Statistical data even reveal a widening of the gegdps.

This paper confirms the continued existence of asima gender representation gap in
European social dialogue, decision-making and ctile bargaining. On the basis of the
internal representation structures and effortsatkle the representation gap, it can be
concluded that the impetus for gender equalitydoiad dialogue at the European level
stems primarily from the trade unions or from therdpean Commission in tripartite
activities.

The paper is a collaborative effort of the thenustdal and Employment Relations
Department and the Bureau for Gender Equality. ds wrepared by Dr Anni Weiler.
Angelika Muller coordinated the comparative reskapeoject and national studies on
which the paper is based. Particular thanks formaents and assistance are due to Edward
Lawton and Line Begby. The paper was developed thithsupport of the Government of

Sweden.
Jane Hodges Moussa Oumarou
Director, Director,
Bureau for Gender Equality Governance and Tripartism

Department
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Legal and institutional frameworks for
social dialogue and gender equality

Ratification of ILO Conventions by the Member
States of the European Union

All 27 European Union (EU) Member States have imtifthe ILO Conventions on
Freedom of Association and Protection of the RtghDrganise (C87), Right to Organise
and Collective Bargaining (C98), Equal Remunerati@100) and Discrimination
(Employment and Occupation) (C111). Of the EU Menthtates, only Belgium, Bulgaria
and Ireland did not ratify Convention 135 on WogeRepresentatives. Luxembourg,
Malta and Slovenia did not ratify Convention 144 Bmpartite Consultation. The other
conventions (C151, C154, C156, C175, and C183) vetifeed only by around half or less
of the EU Member States (see table 1).

Table 1.
Ratification of ILO Conventions by EU Member States

Country C87 C98 C100 C111 C135 C144 C151 C154 C156 C175 C183
Austria o . . . . o o
Belgium . o o o o o o

Bulgaria . . o o . . .
Cyprus . . . . . . . o . .
CZeCh . ° . . . °

Republic

Denmark . . o . . . .

Estonia o o . . . o

Finland . . . . . . . . . o

France o . o o o . .

Germany . . o . . .

Greece o . o o o . . o .

Hungary . . . . . . . o o .
Ireland o . D . o

Italy o . o o o . . o .
Latvia o . o o o . . o .
Lithuania . . o . o . o o .
Luxembourg o . o o o . o .
Malta o . o o o

Netherlands o . o o o . . o . o .
Poland . . D . . . o

Portugal . . . . . . . . o

Romania . . . . . . . .
Slovakia o . o o o . . o . .
Slovenia . . o . . o . . .




1.2

Country c87 C98 C100 C111 C135 C144 C151 C154 C156 C175 C183

Spain . . . . . . ° ° °
Sweden . . . . . . . . . o
United
. . . . . . . .
Kingdom

Source: NORMLEX.

C87: Freedom of Association and Protection of the Right to Organise Convention, 1948; C98: Right to Organise and Collective
Bargaining Convention, 1949; C100: Equal Remuneration Convention, 1951; C111: Discrimination (Employment and Occupation)
Convention, 1958; C135: Workers' Representatives Convention, 1971; C144: Tripartite Consultation (International Labour Standards)
Convention, 1976; C151: Labour Relations (Public Service) Convention, 1978; C154: Collective Bargaining Convention, 1981; C156:
Workers with Family Responsibilities Convention, 1981; C175: Part-Time Work Convention, 1994; C183: Maternity Protection
Convention, 2000

Legal and institutional framework for gender
equality in the European Union

The European Union developed a unique and compseleersupranational legal and
institutional framework for its 27 Member StatesheTframework covers industrial
relations, social dialogue, working conditions,htigy at work and gender equality; it is
completed by national regulations.

Gender equality is a fundamental EU principle whigHaid down in EU Treaties.
Article 8 of the Treaty on the Functioning of ther&pean Union (TFEU) provides that, in
all its activities, the European Union shall aimeiaminate inequalities, and to promote
equality between women and men. Further, Articleobliges the European Union to
combat discrimination based on sex in defining amglementing its policies and
activities. Article 23 of the Charter of Fundamémahts of the European Union declares
that equality between women and men must be ensu@bareas, including employment,
work and pay. The Article further states that thegiple of equality shall not prevent the
maintenance or adoption of measures providing peciic advantages in favour of the
under-represented sex.

Article 153 of the TFEU compels the European Uniorpromote equality between
men and women with regard to labour market oppdrésnand treatment at work. Article
157 in particular deals with equal pay, equal opputies and equal treatment of women
and men. It has to be noted that the formulatiadus paragraph 2 of the Article is not
gender-neutral.

Article 157

1. Each Member State shall ensure that the principle of equal pay for male and female workers for
equal work or work of equal value is applied.

2. For the purpose of this Article, ‘pay’ means the ordinary basic or minimum wage or salary and any
other consideration, whether in cash of in kind, which the workers receive directly or indirectly, in
respect of his employment, from his employer.

Equal pay without discrimination based on sex means:

(a) that pay for the same work at piece rates shall be calculated on the basis of the same unit of
measurement;

(b) that pay for work at time rates shall be the same for the same job.

3. The European Parliament and the Council, acting in accordance with the ordinary legislative
procedure, and after consulting the Economic and Social Committee, shall adopt measures to
ensure the application of the principle of equal opportunities and equal treatment of men and
women in matters of employment and occupation, including the principle of equal pay for equal
work or work of equal value.




4. With a view to ensuring full equality in practice between men and women in working life, the
principle of equal treatment shall not prevent any Member State from maintaining or adopting
measures providing for specific advantages in order to make it easier for the underrepresented
sex to pursue a vocational activity or to prevent or compensate for disadvantages in professional
careers.

European Directives are widely used in the areauwbpean social policy and can be
an outcome of European social dialogue. The legsiskfor the enactment of directives is
Article 288 of the TFEU (Treaty on the Functioniafjthe European Union). Directives
are binding on each Member State with regard tadbkalts to be achieved, but they leave
to the national authorities the choice of form andthods to take account of different
national situations. Directives specify the datentnjch the national laws must be adapted.
Usually, Member States have a time frame of threars/ to implement a directive. A
directive is distinct from a regulation which isnding in its entirety and directly
applicable in all EU Member States.

Some of the most relevant European directives migalith gender equality at work
are:

=  Council Directive 2004/113/EC of 13 December 2004plementing the
principle of equal treatment between men and woiméhe access to and supply
of goods and services;

= Directive 2006/54/EC of the European Parliament ahthe Council of 5 July
2006 on the implementation of the principle of dgopportunities and equal
treatment of men and women in matters of employraadtoccupation;

=  Council Directive 2010/18/EU of 8 March 2010 implemting the revised
Framework Agreement on parental leave concluded8UB%INESSEUROPE,
UEAPME, CEEP and ETUCGand repealing Directive 96/34/EC,;

= Directive 2010/41/EU of the European Parliament ahthe Council of 7 July
2010 on the application of the principle of equalatment between men and
women engaged in an activity in a self-employedacdp and repealing Councll
Directive 86/613/EEC.

With regard to Council Directive 92/85/EEC of 19tQmer 1992, also known as the
Maternity Leave Directive, on the introduction oéasures to encourage improvements in
the safety and health at work of pregnant womenaoikers who have recently given
birth or are breastfeeding, the European Commisgpimposed to review the current
legislation as part of the ‘work-life balance’ page, based on the ILO Maternity
Protection Convention of 2000 (Commission of thedpean Communities, 2008). The
ILO Convention (C183) has been ratified by 12 EUnber States.

On 20 October 2010, during its deliberations onrthésion of the Maternity Leave
Directive, the European Parliament (EP) voted &t freading with a majority for
extending maternity leave to 20 weeks with full @ad an entitlement to paid paternity
leave of at least two weeks (European Parliamerdss® Release of 20.10.2010). In
contrast, the European Commission had proposechianonin of 18 weeks maternity leave
with full remuneration during the first six weekBhe Members of European Parliament
(MEPs) backed the European Commission’s proposal ¢h the total maternity leave
entittement six weeks should be taken after chitdbiwhich stated that when family-
related leave was available at the national letv, last four weeks of the 20 might be
regarded as maternity leave and must be paid sttd¢&5 per cent of salary.

! European Association of Craft, Small and Mediumedi Enterprises (UEAPME); European Centre of
Employers and Enterprises providing Public Servi€&SEP); European Trade Union Confederation (ETUC).




European employers’ federations warned the Europealiament in advance of the
vote that the proposal would impose massive c@tES(NESSEUROPE — Press Release
18.10.2010). UEAPME, the employers’ federation dafts, trades and SMEs, stated that
the organization was deeply worried by the EP \aitéirst reading. The view was that
setting the minimum leave period at 20 fully paieeks would lead to a dramatic increase
of costs for employers and public finances andterdesadvantages for young women in
the labour market.

At the time the ETUC saw a mixed outcome of theevntthe European Parliament. It
welcomed the stronger protection of pregnant woarehworking mothers, but expressed
disappointment that the vote on the Maternity Ritida Directive would not lead to fully
paid maternity leave in all Member States (Predsd®e of 21.10.2010).

In any case, the European Council rejected the iBPndments to the Maternity
Leave Directive on 6 December 2010. In its preb=ase, it stated that the length of leave
(20 weeks) and the remuneration of mothers (fu) peere the two issues on which the
Council’s decision differed from the one taken Ine tEP. Many ministers were also
against the inclusion on paternity leave within d@ft directive on maternity leave,
stating that it would not aim at improving the hikaind safety of pregnant workers but
rather at reconciliation of work, family and priedife, already covered by other EU rules.

The Belgian Presidency then announced that it wpuighare a document outlining
ways the Council could compromise its position oatemity leave and the rights of
women workers. The Council hoped to arrive at alfiposition on the document in
2011.The provisions on gender equality in the Eyplent Guidelines 2010 are also an
issue. Guideline 7 requests EU Member States tm@ie gender equality including equal
pay. Guideline 10 emphasizes that all measuresiglaim at promoting gender equality
(Council Decision 2010). However, the general fdatians in the Employment
Guidelines 2010 differ from those of the Employméntidelines 2003 which had more
specific objectives and measures, in particulareard to tackling the gender pay gap.
The formulation in the Employment Guidelines 2008w

Member States will, through an integrated approach combining gender mainstreaming and specific
policy actions, encourage female labour market participation and achieve a substantial reduction in
gender gaps in employment rates, unemployment rates, and pay by 2010. The role of the social
partners is crucial in this respect. In particular, with a view to its elimination, policies will aim to
achieve by 2010 a substantial reduction in the gender pay gap in each Member State, through a
multi-faceted approach addressing the underlying factors of the gender pay gap, including sectoral
and occupational segregation, education and training, job classifications and pay systems,
awareness-raising and transparency. (Council Decision 2003).

These formulations were not included in the EurapEaployment Guidelines for
subsequent years.

The Council Conclusion on strengthening the commaitihvand stepping up action to
close the gender pay gap, and on the review oipéementation of the Beijing Platform
for Action (Council of the European Union, 2010 dt)esses that there are a number of
causes underlying the gender pay gap, such asohtalzand vertical segregation, the
difficulties of reconciling employment and familyovk, the high share of part-time work,
career breaks and the impact of gender stereotypesher cause highlighted is the lack
of pay transparency.

While real progress has been made in identifying and understanding some of its multiple causes,
other aspects of the pay gap remain unexplained, and require further investigations, particularly as
regards the impact of job classification and the award of any consideration whether in cash or in
kind, other than the ordinary basic or minimum wage or salary, on which all the necessary data is
not available. (Council of the European Union, 2010 b).




The Council Conclusions propose a number of passitHasures such as:

= promotion of pay transparency, particularly regagdihe composition of pay and
structures;

= promotion of neutral evaluation and classificatidrfobs;

= improvement of the quality of employment, in partér in regard to insecure
employment and involuntary part-time work;

= elimination of vertical segregation;

= elimination of horizontal segregation;

= improvements in reconciling work, family and prigdife;
= promotion of appropriate policies on low pay;

= reinforcing the effective implementation of exigtidegislation on pay and
workplace equality.

The Council also encourages the European socidhegyar to agree on a new
framework for multi-annual action. This framewothoslld include active and coordinated
strategies and consider quantitative objectivesrgno achieve gender equality in pay
and work.

The Belgian Presidency 2010 of the European Unmmnniissioned a report on the
progress made towards the elimination of the gepdgmyap. The report was to provide an
overview on the gender pay gap on the basis of mdeators developed during the
Belgian Presidency in 2001 and to propose modifinatand update the indicators on the
basis of statistical developments and changesitetiislation (Belgian Presidency Report,
2010).

The second part of the report that was producea assult analyses the three
gualitative indicators and investigates legislatiopolicies and measures being
implemented. It is based on replies to a questioansent to Member States and the
European social partners and on relevant literaftmeone of these indicators, the analysis
focuses on the influence of collective bargainimgtiee promotion of equal pay and the
elimination of the gender pay gap. Owing to theyvdifferent systems of collective
bargaining in place in the EU, comparisons areatilf to make.

The report describes a number of measures at ttenablevel (table 2).

Table 2.
Examples of measures at the national level

Austria The Government and social partners agreed on the adoption in 2011 of a Law requiring employers, at
national level, to be transparent regarding information on pay.
In 2008, the social partners issued a position document which refers to the Framework of Actions on
Gender Equality and outlines measures adopted to promote economic equality and to reduce the
gender pay gap.
In 2010, the trade unions issued guidelines for their members on including gender equality in collective
bargaining.

Belgium Collective agreement No. 25 of 9 July 2008 guarantees equal pay for work of equal value and the
adoption of non-discriminatory job classification systems.

In 2004, the trade unions signed a Charter on Gender Mainstreaming. The Charter addresses the two
important issues of reducing the pay gap and adopting neutral function classification systems.

Bulgaria The collective agreement for the transport sector stipulates that employers must guarantee equal pay
for women and men.

Denmark Since 2002 the social partners have incorporated clauses into collective agreements directed towards
obtaining equal pay for women and men.
In 2009, the Government established a committee on pay for the public sector to deal with gender
segregation in the labour market and equal pay. The Danish Confederation of Trade Unions and the




Danish Employers’ Confederation are represented in the committee.
Finland Social partners participate in a tripartite equal pay programme.

France The 2004 agreement on professional gender equality in the banking sector:
- provides for specific measures directed towards closing the gender pay gap;
- aims at achieving an intermediate objective of 40% of management posts for women by 2010.

The banking and insurance sectors have implemented measures to reduce the pay gap for employees
absent for long periods on maternity, paternity or unpaid child-bearing leave.

Ireland The national agreement includes a number of commitments on gender equality.

Luxembourg  Social partners adopted an action plan (2009-2012) on gender equality. This action plan:
- aims at reducing or even eliminating stereotypes in the work environment;
- addresses the roles of women and men on the job market, reconciliation of professional and
private life, the balance between women and men in decision-making and pay equality.

Poland In 2007, the trade unions issued guidelines for their members on including gender equality in collective
bargaining.
Portugal Social partners carried out a project to promote gender equality (2007-2009). A gender-neutral function

analysis grid and a training reference system on pay equality were developed as part of the project.

Spain The trade unions adopted a joint statement highlighting the importance of equal pay for women and men
in pay negotiations.

Source: Belgian Presidency Report 2010

The report notes that all EU Member States hawedoted national legislation to
combat pay discrimination between women and mea. principle of equal pay for equal
work of equal value is fully reflected in nationadv.

Some EU countries have provided for certain prgaatibligations in their legislation
on gender pay equality. France, for example, adiogpteaw on Equal Pay for Women and
Men in 2006 which obliges enterprises to take @rgpuired steps to eliminate the gender
pay gap by 31 December 2010. Further the Law reguiompanies to adopt the principle
of pay adjustment following maternity or adoptiaave. According to this Law, pay
negotiations in sectors and enterprises must tedeuat of the gender factor. In Denmark,
the Law on Transparency in Information on Pay eaténto force on 1 January 2007. It
obliges enterprises with more than 35 employeesmork than 10 employees of each
gender in the same department to publish annugtgta on women’s and men’s pay.

On 21 September 2010, the European Commission misesehe new 2010-2015
strategy for promoting equality between women anédnnin Europe (European
Commission, 2010 d). This strategy translates thieciples set out in the European
Commission’s ‘Women’s Charter’ of 5 March 2010 (&pean Commission, 2010 a) into
specific measures according to identified five ptyoareas for future action:

= equal economic independence;

= equal pay for equal work and work of equal value;
= equality in decision-making;

= dignity, integrity and an end to gender-based vioge
= gender equality in external actions.

The actions proposed follow the dual approach afige mainstreaming and specific
measures. A key assumption is that economic antlsbenefits can be gained from
enhancing gender equality.

The European Commission announced the institutfoancannual top-level Gender
Equality Dialogue with the European ParliamentoTaf Council Presidencies, and key
stakeholders — in particular the European socidhpes and civil society.

The Strategy outlines key actions related to sodallogue. The European
Commission is determined to:




= assess remaining gaps in entitlement to familytedldeave, notably paternity
leave and careers’ leave, and the options for adohg them, and to consult the
social partners under TFEU Article 154 on furtherasures;

= explore possible ways to improve the transpareffigyag as well as the impact
on equal pay of arrangements such as part-time aodkfixed-term contracts,
with the European social partners while respectivggautonomy of the social
dialogue;

= encourage equal pay initiatives at the workplacehsas equality labels,
‘charters’, and awards, as well as the developneértbols for employers to
adjust unfounded gender pay gaps.

The European Trade Union Confederation (ETUC) sttpbe measures highlighted
in the Strategy to improve women’s employment s$itum It is especially supportive of
the actions identified in the area of working agaments, particularly the assessment — in
cooperation with the social partners — of the impafcpart-time work and fixed-term
contracts on women'’s working conditions. Furthengnts considered positive are:

= the planned evaluation of existing gaps with redgarmily-related leaves; and

= measures envisaged to advance women in decisiomgalositions in the
economy and society at large.

However, the ETUC is concerned that the Europeamr@igsion does not propose
any binding measures to achieve the goals and norete legislative proposal to tackle
the gender pay gap (ETUC, Press Release 22.9.2010).

In its response of 13 October 2010 to the Eurog@ammission consultation on the
roadmap for equality between women and men 2006-204d its follow-up strategy, the
employers’ federation BUSINESSEUROPE underlines libaefits of increased female
labour market participation at the macro and miex@ls. BUSINESSEUROPE considers
anti-discrimination legislation at EU level to becessary, but emphasizes that further
legislation at European level on equal opportusitie not needed to complement the
already substantial body of law. Further, BUSINES®BPE is opposed to establishing
guotas to promote gender equality.

1.3 European context of social dialogue
and gender equality

This section presents sex-segregated data on tgctidtes, employment rates,
unemployment rates, occupational and sectoral gatiom and the pay gap. The statistical
data build on harmonized European statistics adidators.

The activity rates in the European Union were geBcent for women and 77.8 per
cent for men in 2009 compared to 60.1 per cent/ant per cent respectively in 2000 (see

table 3).
Table 3.
Activity rates 2000-2009, %
Year Total Women Men
2000 68.5 60.1 77.1
2001 68.5 60.2 76.9
2002 68.6 60.5 76.8
2003 69.0 61.1 76.9
2004 69.2 61.5 76.9
2005 69.8 62.4 773




Year Total Women Men

2006 70.3 63.0 77.8
2007 70.5 63.3 A
2008 70.9 63.9 78.0
2009 711 64.3 77.8

Source: European Commission, DG Employment, Social Affairs, and Equal Opportunities. Indicators for Monitoring the
Employment Guidelines. 2010 compendium. Latest update: 20.07.2010; people in employment in age group 15-64.
EU 27; based on EU Labour Force Survey, annual average.

The target of the Lisbon strategy to raise the feramployment rate to 60 per cent by
the year 2010 was not achieved. However, the iidtendrease from 53.7 per cent in 2000
to 58.6 per cent in 2009. The employment gap batween and women decreased from
17.1 to 12.1 percentage points in the period 20009-Ztable 4).

Table 4.
Employment rates and gender employment gap, 2000-2009

Year Total Women Men Employment gap
% % % Percentage points
2000 62.2 53.7 70.8 171
2001 62.6 54.3 70.9 16.6
2002 62.4 54.4 704 16.0
2003 62.6 54.9 70.3 15.4
2004 63.0 55.6 704 14.8
2005 63.5 56.3 70.8 14.5
2006 64.5 57.3 71.6 14.3
2007 65.4 58.3 72.5 14.2
2008 65.9 59.1 72.8 13.7
2009 64.6 58.6 70.7 121

Source: European Commission, DG Employment, Social Affairs, and Equal Opportunities. Indictors for monitoring the Employment
Guidelines. 2010 compendium. Latest update: 20.07.2010; People in employment in age group 15-64. EU 27; based on EU Labour Force
Survey

The increase in women's employment rates in theotsy the last decade is strongly
related to their very large share in part-time wotkis share is four times higher than for
men. In terms of full-time equivalent, the employrmeate was 47.2 per cent for women
and 69.7 per cent for men in 2001. The correspgndites were 50.1 per cent for women
and 68.5 per cent for men in 2009. An analysiseniogr employment in terms of full-time
equivalent displays a considerably wider employngzt between women and men (table
5). The gap decreased from 23.1 percentage pai2800 to 18.4 in 2009.

Table 5.
Employment rates and gender employment gap in full-time equivalent,
2000-2009
Year Total Women Men Employment gap
% % % Percentage points
2000 - - - 23.1
2001 58.3 47.2 69.7 22.5
2002 58.1 47.3 69.2 218
2003 58.1 477 68.9 21.2

2004 57.9 47.6 68.6 20.9




Year Total Women Men Employment gap

% % % Percentage points
2005 58.3 48.0 68.9 20.9
2006 59.1 49.0 69.6 20.6
2007 60.0 49.9 70.5 20.5
2008 60.5 50.7 70.7 20.0
2009 59.2 50.1 68.5 18.4

Source: European Commission, DG Employment, Social Affairs, and Equal Opportunities. Indicators for monitoring the Employment
Guidelines. 2010 compendium. Latest update: 20.07.2010; Employment gap in full-time equivalent: Total hours worked divided by the
average annual number of hours worked in full-time jobs, calculated as a proportion of total population in the 15-64 age group; based on
EU Labour Force Survey.

The unemployment rate for women was higher thamen between 2000 and 2008.
In 2009, unemployment rates were almost equal ton@n (8.8 per cent) and men (8.9 per
cent). The long-term unemployment rates were 3rget for women and 2.9 per cent for
men in 2009. The long-term unemployment rate wassiderably higher for women at
4.6 per cent in 2000 than for men at 3.5 per dantthe gap narrowed over the decade to
2009 (table 6).

Table 6.
Unemployment rates and long-term unemployment rates,
2000-2009, %

Year Unemployment rate Long-term unemployment rate
Total Women Men Total Women Men

2000 9.2 10.6 8.2 4.0 4.6 35
2001 8.6 9.6 7.7 3.9 4.4 35
2002 8.9 9.8 8.2 4.0 45 3.6
2003 9.0 9.8 8.4 4.1 45 38
2004 9.2 9.9 8.6 4.2 4.6 39
2005 8.9 9.7 8.3 - - -
2006 8.2 8.9 75 3.7 4.0 35
2007 71 78 6.5 3.1 3.3 28
2008 7.0 75 6.6 26 28 24
2009 8.9 8.8 8.9 3.0 3.1 29

Source: European Commission, DG Employment, Social Affairs, and Equal Opportunities, Indictors for monitoring the Employment
Guidelines. 2010 compendium. Latest update: 20.07.2010; People in employment in age group 15-64. EU 27; based on EU Labour Force
Survey, annual average

In 2009, youth unemployment among women was coreditie lower than for men,
with rates of 7.5 per cent for women and 9.8 pet t& men. The gap in favour of women
was more pronounced in 2009 than in 2000 when diaghyunemployment rate for women
was 8.2 per cent compared with 8.7 per cent for (radaie 7).




Table 7.
Youth unemployment 2000-2009, %

Year Total Women Men
2000 8.4 8.2 8.7
2001 8.1 7.7 8.5
2002 8.3 7.7 8.9
2003 8.2 75 8.9
2004 8.2 76 8.8
2005 8.2 7.6 8.8
2006 76 7.2 8.1

2007 6.8 6.4 7.2
2008 6.9 6.3 75
2009 8.7 75 9.8

Source: European Commission , DG Employment, Social Affairs, and Equal Opportunities, Indicators for Monitoring
the Employment Guidelines. 2010 compendium. Latest update: 20.07.2010; People in employment in age group 15-
64. EU 27; based on EU Labour Force Survey

Youth unemployment: Total unemployed young people (15-24 years) as a share of total population in the same age
group

Occupational and sectoral gender segregationdagtnd very persistent (table 8) in
the EU. Gender segregation is monitored under tiregean Employment Strategy. The
value for equality can range from O per cent topg® cent. Table 8 shows that gender
segregation in occupations did not change much detv2000 (25.3 per cent) and 2009
(25.8 per cent). Gender segregation in economitemcreased from 17.7 per cent in
2000 to 19.8 per cent in 2009.

Table 8.
Gender segregation in occupations and economic sectors, EU27,
2000-2009, %

2000 2001 2002 2003 2004 2005 2006 2007 2008 2009
Occupations  25.3 25.3 25.3 25.5 255 25.7 25.8 25.9 25.9 25.8

Economic 17.7 17.7 17.8 18.1 18.5 18.5 18.7 18.8 19.8 19.8
sectors

Source: European Commission, DG Employment, Social Affairs, and Equal Opportunities. Indictors for monitoring the Employment
Guidelines. 2010 compendium. Latest update: 20.07.2010; Based on EU-LFS — Annual average data

Gender segregation in occupations/sectors is eamllas the average national share
of employment for women and men applied to eachupation/sector; differences are
added up to produce the total amount of gender lanba expressed as a proportion of
total employment (ISCO classification/NACE clagssfionY.

Occupational segregation in the EU is highest itofia, Slovakia, Bulgaria, Finland,
and Lithuania. Estonia, Slovakia, Finland, Latvia d.ithuania are the most segregated
insofar as economic sectors are concerned (table 9)

2 |SCO: International Standard Classification of Guations; NACE: EU Statistical classification ofoeomic
activities.
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Table 9.
Gender segregation in occupations and economic sectors in EU Member States,

2009, %
Occupations Economic sectors

Year 2006 2009 2006 2009
Country Country

Belgium 259 255 Belgium 18.3 19.6
Bulgaria 28.6 294 Bulgaria 19.7 21.8
Czech Republic 28.1 28.0 Czech Republic 19.1 20.7
Denmark 26.6 25.5 Denmark 18.7 19.7
Germany 26.2 26.2 Germany 18.1 19.5
Estonia 315 31.8 Estonia 24.0 254
Ireland 278 27.0 Ireland 228 221
Greece 223 220 Greece 15.8 16.0
Spain 27.0 271.0 Spain 20.5 20.8
France 26.5 26.0 France 18.2 19.0
Italy 234 244 Italy 17.7 19.8
Cyprus 294 29.0 Cyprus 19.4 19.7
Latvia 29.7 285 Latvia 225 23.6
Lithuania 294 292 Lithuania 227 22.7
Luxembourg 26.3 23.7 Luxembourg 18.3 16.5
Hungary 28.8 28.4 Hungary 19.8 20.8
Malta 231 234 Malta 15.0 16.4
Netherlands 25.5 249 Netherlands 17.9 18.7
Austria 26.1 26.1 Austria 18.9 19.5
Poland 255 26.2 Poland 19.2 20.6
Portugal 26.5 27.1 Portugal 20.2 216
Romania 218 23.1 Romania 15.3 17.3
Slovenia 26.4 26.1 Slovenia 17.6 18.5
Slovakia 29.8 304 Slovakia 22.7 24.6
Finland 294 29.3 Finland 224 241
Sweden 26.7 26.1 Sweden 215 219
United Kingdom 254 247 United Kingdom 18.5 19.5

Source: European Commission, DG Employment, Social Affairs, and Equal Opportunities. Indictors for monitoring the Employment
Guidelines. 2010 compendium. Latest update: 20.07.2010; Based on EU-LFS — Annual average data

As noted earlier, gender segregation in occupations/sectors is calculated as the average national share of employment for women and
men applied to each occupation/sector; differences are added up to produce the total amount of gender imbalance expressed as a
proportion of total employment (ISCO classification/NACE classification).

The persistent gender pay gap is crucial. Sincé 2@ statistics on the gender pay
gap in the EU have been based on a harmonizedetiataes Structure of Earnings Survey.
The gender pay gap is defined as the differencedset women'’s and men’s average gross
hourly earnings as a percentage of men’s averaggs ¢gourly earnings.

Table 10 shows that the EU gender pay gap wasger.gent (provisional value) in
the year 2008, only slightly lower than the 17.7 pent in 2006. However, the country-
specific data for the 27 Member States reveal ttatgender pay gap had widened since
2006 in 13 countries. In some countries, the gemmsr gap expanded considerably
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between 2006 and 2008, for example in Lithuani& @ercentage points or pp), Malta
(4.0 pp), Hungary (3.1 pp), Czech Republic (2.9 Bpance (2.5 pp), Poland (2.3 pp) and
Luxembourg (1.7 pp). Only a minority of countriegjistered a slight decrease. All in all,
the gender pay gap differed significantly among MemStates. In 2007, the gender pay
gap ranged from 5.1 per cent in Italy to 30.9 metdn Estonia.

Table 10.
Gender pay gap 2006-2008, %

Country 2006 2007 2008
EU27 17.7 17.6 17.5 (p)
Belgium 9.5 9.1 9.0
Bulgaria 124 124 13.6
Czech Republic 234 23.6 26.2
Denmark 17.6 17.7 17.1
Germany 22.7 23.0 23.2
Estonia 29.8 30.9 -
Ireland 17.2 171 -
Greece 20.7 215 -
Spain 17.9 171 16.1
France 15.4 16.9 17.9
Italy 4.4 5.1 4.9
Cyprus 218 23.1 216
Latvia 15.1 15.4 13.4
Lithuania 171 20.0 216
Luxembourg 10.7 12.5 12.4
Hungary 14.4 16.3 17.5
Malta 5.2 76 9.2
Netherlands 23.6 23.6 19.6
Austria 255 255 255
Poland 75 75 9.8
Portugal 8.4 8.3 9.2
Romania 7.8 12.7 9.0
Slovenia 8.0 8.3 8.5
Slovakia 25.8 23.6 20.9
Finland 213 20.0 20.0
Sweden 16.5 17.9 171
United Kingdom 243 211 214

Source: Eurostat, Gender pay gap in unadjusted form in %; Structure of Earnings Survey methodology (Last update: 1 December 2010);
The unadjusted Gender Pay Gap (GPG) represents the difference between average gross hourly earnings of male paid employees and of
female paid employees as a percentage of average gross hourly earnings of male paid employees. The population consists of all paid
employees in enterprises with 10 employees or more in NACE Rev. 2 aggregate B to S (excluding O) — before reference year 2008: NACE
Rev. 1.1 aggregate C to O (excluding L). The GPG indicator is calculated within the framework of the data collected according to the
methodology of the Structure of Earnings Survey (EC Regulation: 530/1999).

p: provisional

The activity and employment rates for women were less affected than the corresponding rates for men by the financial and employment
crisis of 2009. Men suffered a larger increase in unemployment than women. A key explanation is the gender-specific allocation to sectors.
Some of the sectors severely hit by the crisis of 2009 are male-dominated sectors, such as the construction and the automotive sectors
(Weiler, 2009 a).




1.4

Framework of European social dialogue

Social dialogue in the European Union is uniquet diilds on supranational structures
covering all 27 Member States and is embeddedsirpeanational legal framework.

European social dialogue takes place at the cexdsisl and the sectoral level and is
part of European governance. Social dialogue isgeized as one of the pillars of the
European social model. The European Union also awletdges the autonomy of
European social partners. The Tripartite Social ®itnfor Growth and Employment
contributes to social dialogue (TFEU Article 152} the Summit, which usually takes
place before the Spring European Council, Europearal partners meet with the Council
Presidency, the two subsequent Presidencies arCotinenission. Its objective is to ensure
the effective participation of the social partneramplementing the EU’s economic and
social policies.

The cross-sectoral European social dialogue wasgsiet 1985. The dialogue plays an
important role in shaping European social policg aocial standards. TFEU Art. 154
obliges the European Commission to promote sobglue and to consult the European
social partners on a range of issues in two phbasésre submitting proposals in the
employment and social policy fields. In the firsige, the European Commission consults
the European social partners on the possible drectf the policy action. In the second
stage of consultation, the European Commissionuttenthe European social partners on
the content of the envisaged proposal.

Art. 155 of the TFEU offers the European socialtipenrs the possibility for
negotiating agreements on matters covered by /8 that can be implemented in
Member States, either by themselves (autonomoleeamgmnts) or at the joint request of
the signatory parties by Council Directive.

The European Commission has consulted the Europeeial partners on various
issues related to gender equality. Examples ofaaleconsultations over recent years are:

= Consultation on the roadmap for equality betweemem and men 2006—2010
and follow-up strategy;

= 2008: Consultation on equal treatment between menwaomen engaged in an
activity, in a self-employed capacity;

= 2006-2007: Consultation on protecting Europeanthesle workers from blood-
borne infections due to needle prick injuries;

= 2006-2007: Consultation on reconciliation of prefesal, private and family
life;

= 2005: Consultation on violence at the workplace.

At the European level the representative sociatnpas in cross-sectoral social
dialogue are the European Trade Union ConfederddnJC) and, on the employers’
side, BUSINESSEUROPE, the European AssociationraftCSmall and Medium-sized
Enterprises (UEAPME) and the European Centre of|l&yeps and Enterprises providing
Public services (CEEP). Two other organizations iax®lved in the European cross-
sectoral social dialogue. They signed a cooperagigieement in 2000, establishing a
liaison committee as a basis for participatingh@ dialogue. Eurocadres is associated with
the ETUC and represents professional and manageatilin Europe in all branches of
industry and public and private services. The EeampConfederation of Executives and
Managerial Staff (CEC) is a professional organaatindependent of the ETUC. Both
organizations are represented in the ETUC employdsegation. The European social
partners represent their national members.

In 1998, the European sectoral social dialogue @sablished. The sectoral social
dialogue committees deal with the specific issuethe different sectors. Currently, 40
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2.1

sectoral social dialogue committees have been gewhich cover almost 145 million
employees, representing more than three quarteteeoEuropean workforce and more
than 6 million undertakings (European Commissio@l® b; European Commission,
European Sectoral Social Dialogue, 2010 editioijeyT have produced more than 500
texts of varying legal status ranging from multtteeal and sectoral agreements to joint
opinions or declarations, guidelines and practizals.

The European sectoral social dialogue also cornribdirectly to shaping EU labour
legislation and policies, in particular through sohliation by the European Commission on
EU-level developments with social implications.

Participation of women in European
social dialogue

Representation of women in European
social dialogue

In the context of the European social dialogue {amsdown in Articles 154 and 155 of
the Treaty on the Functioning of the European Uni@#FEU) — the balanced

representation of women and men is not explicitgntironed, although equality between
women and men with regard to labour market oppdrésnand treatment at work is listed
among the objectives to be achieved in Europeaialguoalicy.

The Social Dialogue Committee at cross-sectoradll@xas set up in 1992. It is the
main body for bipartite social dialogue at Européarel. The Committee comprises 64
members (32 employers, 32 workers). Informatiothengender composition of the Social
Dialogue Committee is not available.

Equal representation of women and men is reguletatie Council Decision of 6
March 2003 establishing a Tripartite Social Sumfat Growth and Employment.
Article 3 prescribes:

The social partners’ representatives shall be divided into two delegations of equal size comprising
10 workers’ representatives and 10 employers’ representatives, taking into account the need to
ensure a balanced participation between men and women.

The Commission Decision of 20 May 1998 on the distatment of Sectoral Social
Dialogue Committees emphasizes that the aim shoaltb ensure that the membership
and activities of the Committees contribute to gvremotion of gender equality. The
European Commission regularly assesses participatio sectoral social dialogue
committee meetings. An analysis of the meetinggHeryears 2003—2008 highlighted the
comparatively low participation levels of women Bome committees (European
Commission, European Sectoral Social Dialogue, 28diflon). Although some sectoral
social dialogue committees have adopted texts mitidted projects on gender equality in
the labour market, such as equality action plargood practice guides for the workplace,
this does not affect participation in the commigtegelegations. In relation to their weight
in the sectors involved, women tend to be underesgmted (European Commission
2010b). The share of female participants at plemaegtings of sectoral social dialogue
committees ranges from 10 per cent or less in sestach as woodworking, professional
football, steel, shipyards and the sugar indusir§Q per cent to 50 per cent in commerce,
personal services, local and regional governmedtcartering, and more than 70 per cent
in hospitals and health care (European Commis&onopean Sectoral Social Dialogue,
2010 edition).

The representation gap is mainly related to theoimpyment process within national
affiliate organizations (European Commission, Eeap Sectoral Social Dialogue, 2010
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edition). The European Commission has invited theofean social partners to work with
their national affiliates to achieve better gentlatance in both participation rates and
representation on the boards of committees, thdudevelop existing actions, to consider
new actions to raise awareness and to keep gewngdetity on their agenda (European
Commission, European Sectoral Social Dialogue, Z@fifion).

Similarly, improving the role of women in decisiomking is one of the four
priorities  under the Framework of Actions on  GendelEquality
(ETUC/UNICE/UEAPME/CEEP, Framework of Actions on rgler Equality, 2005)
agreed by the European social partners in 2005etJpdority 2 ‘Promoting women in
decision-making’, the social partners emphasize:

Promoting women’s role in the social dialogue at all levels, both on the employers’ side and the
trade union side, is important, notably in collective bargaining committees and units. Special
attention should be paid to the possibility for women to take up responsibilities in worker
representation, both in terms of scheduling of meetings and availability of facilities.

The evaluation report on the Framework of ActiongGender Equality provides only
a few examples of measures put in place by soeidhers to improve the representation
and participation of women in decision-making witltheir organization at the national
level (Denmark, Portugal, United Kingdom) (Europeanfrade Union
Confederation/BUSINESSEUROPE/UAPME, 2009).

Data for the year 2009 from the European Commissidatabase ‘Women and Men
in Decision-making’ clearly illustrates the repretsgion gap of women in the highest
decision-making bodies of European social partngamizations (Table Al, annex). Total
figures for all European social partner organizagishow that 291 (16 per cent) members
of the highest decision-making bodies are women Bbd2 (84 per cent) are men. Of
these highest decision-making bodies, 7 have alécamal 70 a male president.

The gender representation gap is present in batetrunion and employers’
organizations. In the European trade union orgéiniza only 22.7 per cent of the
members of the highest decision-making bodies amem and only 5 of 17 presidents of
these bodies are female. Even more marked is teruapresentation of women in the
European employers’ organizations. Of the 1,141 bemof the highest decision-making
body only 11.7 per cent are female and just 2 gbre8idents of these bodies are women.

A similar picture emerges in the analysis of theaexive heads of European social
partner organizations (table A2). Overall, 19 woneempared to 58 men are executive
heads. In the trade union organizations, 3 womehl1men are executive heads. The
corresponding figures for the employers’ organ@agiare 16 women and 45 men.

2.2 Representation of women in European
trade unions

In 1975, a Women’s Committee was established within ETUC comprising experts
working on gender equality from all national aites. The Women’s Committee has three
seats on the ETUC Executive Committee and one enSteering Committee. It meets
twice a year, adopts positions on issues relatngguality between women and men, and
monitors the implementation of gender mainstrearfifitinger, 2010).

The ETUC Gender Equality Plan of 2003 takes thd dpproach of tackling specific
gender equality issues and gender mainstreaming. Pian refers to the concept of a
representation gap, which is understood to be tfierehce between the proportion of
women in the organization's decision-making boe@ied the proportion of women in the
overall membership. The Plan has three main obstivhich are binding on all national
confederations, all industry federations and th&ETtself.
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The first objective is to eliminate the female es@ntation gap in decision-making
bodies. Key measures to achieve a reduction bydfdtfe representation gap in decision-
making bodies — in a first step — are:

= an equality plan with quantified objectives, a tiai#de and a clear indication of
the need for follow-up and evaluation;

= provision of statistics, including statistics on r&pean works councils, the
Executive Committee, Congress, and the number afemonegotiators;

= adapting the ways in which meetings are held.

The second objective is to extend gender mainstrepiirstly by including the
gender dimension in collective bargaining and/ollective bargaining guidelines and
secondly by putting gender equality at the heaa péw social welfare architecture.

The third objective is to strengthen the role oé thody responsible for gender
equality policy. The Mid-Term Review of the ETUEsjuality Action Plan recommended
in 2006 that unions should provide more comparabla on women’s participation and
representation and put in place measures to emabteen to take up leadership positions
(Pillinger, 2010).

The ETUC Charter on gender mainstreaming in tradiens was adopted at the
ETUC Statutory Congress in 2007. Article 4 of thea@er aims at the elimination of the
gender representation gap and called for a nunftectimns such as the provision of good
and comparable data. It describes requirementaffitiates to provide statistics on their
membership and representation in decision-makingjelsoand introduced an annual 8
March Survey.

The 8 March survey among affiliates and Europeadusdiry Federations was
conducted in the years 2008, 2009 and 2010 and sawiey emphasized a particular
issue. The 3rd Annual ETUC 8 March Survey 2010 (ET2010) looked at gender
representation in ETUC member organizations anc@ito assess progress in reducing
the gender representation gap and to highlightessfal gender mainstreaming activities.
The specific theme of the 3rd Survey was women dnigion-making positions within
trade unions and women’s presence in collectivgaiaing negotiations and units.

Pillinger (2010) summarized the findings of the @0durvey on the three most
important barriers to women taking up leadershigitims in trade unions:

= work-life balance and unequal sharing of familyp@ssibilities;

= preconceived and stereotyped ideas concerningdleeof women, leading to
attempts to dissuade them from seeking leadersispigns;

= Jack of specific policies within the trade uniorganization.

The four main factors that limited the presencenvofmen in collective bargaining
units were:

= lack of time for female trade unionists;

= Jack of specific policies within the unions addiegsthe issue of women in
bargaining units;

= discouragement or hostile reactions from male aglles;

= lack of specific knowledge in women of bargainingthods.

About 55 of 82 national confederations from 30t(oli36) countries responded to
the 2010 survey. Despite a general decrease ihttatle union membership, the number
of female members grew constantly over the yeadid. Nonetheless, in terms of trade
union leadership the presence of women remaineg liraited with almost no progress
over those years. The survey showed that the lefvéémale representation in ETUC
affiliates’ decision-making bodies lagged behindttaf men. It also revealed that ETUC
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affiliates were putting in place various initiatdsand instruments in order to mainstream
gender equality in their collective bargaining syst

Table 11.
Representation of women in top positions in ETUC affiliates

Decision-making position Women Total
President 4 42
Vice-President 24 71
Secretary General 8 39
Deputy Secretary General 7 22

Note: The numbers cover only the organizations that responded to the survey; the role of the positions
differs between organizations.

Source: ETUC, 2010.

As regards the representation of women in the trtadens’ governing bodies and
general councils, only a few confederations regbtitat the number of women delegates
was proportional to their female membership.

Collective bargaining was considered key to the lémentation of gender
mainstreaming. Several confederations had adoptedelines to enhance the gender
dimension in their members’ collective bargainingqices. About 60 per cent of the
respondents (31 confederations) had establishéectioe bargaining guidelines in regard
to gender equality, setting up common principlemtiinstream gender equality at various
levels of the negotiations. The guidelines’ highpsorities were given to tackling the
gender pay gap (ETUC 2010).

In the survey, several confederations reportednigagarried out training sessions for
their negotiators. The view was that gender masasting could affect the content of
negotiations in various ways. The confederationscied the manner in which they
implemented such a key principle to influence teadger dimension of their bargaining
practices. The majority (77 per cent) discussedydraer dimension of general issues (e.qg.
wages, working time) in collective bargaining. Aball per cent of the confederations
noted that legislative instruments (laws, colleetagreements and/or government policies)
that dealt with gender equality were supportiveirdumnegotiations. The majority of the
organizations added issues to the collective banmggiagenda that are traditionally seen as
women’s issues (e.g. childcare, flexible work agements). However, some trade unions
emphasized the fact that gender mainstreaming waamissue that they dealt with (e.qg.
Solidarnosc Poland). By contrast, the Trades Unmngress (TUC) in the United
Kingdom reported on equality audits to analysegherities and the climate for equality
in bargaining (ETUC, 2010).

Ten recommendations were put forward to the ETUQgBess 2011 to provide
guidance to trade union leaders, decision-makeds members in tackling the gender
representation gap (ETUC Newsletter No. 51, Nover2ba0). The recommendations are
(Pillinger, 2010):

1) Make the arguments for gender-balance a core priority;

2) Actively promote gender equality at all levels loé torganization through gender
mainstreaming;

3) Introduce statutory rule changes on gender balance;

4) Prepare women for decision-making and leadershifesrotraining and
mentoring;

5) Engage men to build a consensus for balanced gesml&sentation;
6) Address the image and culture of unions;
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7) Build union organizations so that women’s activisdgcision-making and
involvement exists at all levels of the union;

8) Ensure that trade union organizations promote geddersity in their own
internal human resources;

9) Provide gender disaggregated data;

10) Develop concrete and wide-ranging action plansmprove the visibility of
gender equality.

Only four European industry federations (out of d&jponded to the ETUC 8 March
survey. After three years of internal consultatioasd discussions, the European
Federation of Food, Agriculture and Tourism (EFFA&popted some important
amendments to its Statutes with regard to womereseptation in its governing bodies.
The proportion of mandates allocated to women i@ HFFAT bodies and working
structures must/should correspond to the propodidheir membership. Two motions on
gender equality were adopted at their 2009 Congiidssse asked for the elaboration of a
gender equality plan, including concrete goals endgr-balanced participation, gender
mainstreaming and a timetable for implementatioRE, 2010; European Trade Union
Confederation/BUSINESSEUROPE/UAPME, 2009).

The European Federation of Public Service UniorRS&) is one of the European
industry federations with a better gender balanteits governing bodies. A study
promoted by the EPSU Gender Equality Committee (SEPSU, Women's
representation in EPSU and affiliates) revealed thaerall female membership was
increasing slightly in all EPSU constituencies atsdaffiliates’ decision-making bodies
(ETUC, 2010).

The European Transport Workers' Federation laundhed‘ETF Action Plan on
Gender Equality 2009-2013’, defining areas of axtabjectives and evaluation measures.
One area of action focuses on better representafowomen in trade unions. The
objective is to achieve a balanced representatfowamen transport workers in their
decision-making bodies by 2013. This implies theiemement of the same proportion of
women in decision-making bodies as the proportiowamen in the overall membership
rate. Key measures are:

= setting up equality plans with specific quantifiedjectives, a timetable, clear
indication of the need for follow-up and evaluation

=  monitoring gender-based membership trends;

= developing mentoring programmes (ETF Action PlarGamder Equality 2009—
2013).

In Belgium, the three representative trade unioigmesl a Charter on Gender
mainstreaming on 23 September 2004. The objectivi® iincrease the involvement of
women in trade unions systematically and with imiatedeffect. The result was, among
others, an effective increase in the number of fereaecutives at the top of the cross-
sectoral organization and sectoral associations rof@an Trade Union
Confederation/BUSINESSEUROPE/UAPME, 2009).

In Denmark, the Danish Confederation of Trade UsiqhO) provides gender
equality audits which closely monitor developmeintgender representation at all levels
in the Confederation and in its member unions.

The trade union federation TUC in the United Kingdalso fosters the representation
and participation of women in trade union organaa. A report published in 2008
highlighted both the progress made and challentijé$ased by women within the trade
unions. The report provided gender disaggregatéa ala stewards, branch officials and
representatives in the trade union movement. Itriesd actions taken by unions to
improve the representation of women in trade urfi@rarchies and TUC's efforts to
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continue to monitor progress through internal ‘difpaudits’ of its affiliates (European
Trade Union Confederation/BUSINESSEUROPE/UAPME, 900

2.3 Representation of women in European
employers’ organizations

None of the cross-sectoral European employers'rétidas (BUSINESSEUROPE, CEEP,
UEAPME) have specific committees dealing with gerglguality or specific programmes
to improve gender representation in their decisimking bodies. Only
BUSINESSEUROPE has established a Working Group quaEOpportunities within its
Social Affairs Committee. UEAPME, the employers’'ganization representing the
interests of European crafts, trades and SMEs alekél, issued a compendium on good
practices of diversity and non-discrimination. Té@mpendium describes initiatives on
grounds such as ethnicity, disability, gender agel & the context of gender, it refers to
initiatives relating to work-life balance, femalateepreneurship and fighting stereotypes.
These include projects on part-time vocationahtraj, online-qualification and coaching,
and the entity’s equality plans.

2.4  European works councils and gender
representation

European Works Councils (EWC) play a crucial roletlze transnational level for
multinational companies within Europe and beyoncetdidled data on the gender
composition of European Works Councils is not alzé.

An analysis of 41 company case studies on Euroféark Councils (Weiler, 2004)
looked, among other matters, at gender representadithough the questionnaire for the
case studies carried questions on the gender camoposf the workforce and of the
European Works Councils, information was providaty in 23 cases. In these, the under-
representation or non-representation of women wigng. Only four cases reflected the
gender composition of the workforce in the représ@m of women in the EWC. Only
one of the 41 EWCs investigated was chaired by mamw Among the key reasons given
by the respondents for the absence or significaderrepresentation of women were the
national procedures for the election or appointm&@nEWC members and the fact that
women were not in key positions in company empleyealies at national level or in trade
union organizations.

With the revision of the EWC Directive (DirectiveD@/38/EC of the European
Parliament and of the Council of 6 May 2009 on ¢s&ablishment of a European Works
Council or a procedure in Community-scale undeng&iand Community-scale groups of
undertakings for the purposes of informing and otimgg employees), the mandatory
requirements that negotiating partners must respben establishing a Works Council
were strengthened. Article 6 of the Directive oe ttontent of the agreement between
central management and special negotiating bo@N8) stipulates that the composition
of the EWC should take into account the need foalanced representation of employees
in regard to their activities, category and gender

The European Federation of Food, Agriculture andribmn (EFFAT) provides an
example of efforts to ensure a balanced represemtaf women in European Works
Councils. EFFAT set up an action plan on ‘Promotyggmder equality in EWCs’ on 10
October 2005. The plan requires the compositiorthef EWC to reflect the gender
proportions of the EWC workforce. The plan alsoalibges measures to increase the
participation of women in EWCs and to put genderadity issues on EWC agendas.

Further, EFFAT policy documents on European Worksur@ils ensure the
incorporation of the gender equality dimension ihaspects of their work (European
Trade Union Confederation/BUSINESSEUROPE/UAPME,®0The measures include:
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3.1

= monitoring the composition of special negotiatimglies and EWCs by gender;

= an action plan ‘Promoting gender equality in EWGsipulating what the
respective national unions and EFFAT should doomsbwomen’s participation
in EWCs and foster debate on gender-equality iSsuE%VCs;

= the compilation of a list of questions on equal apymnities for women and men
that could be taken up in European Works Coun€is.30 September 2009,
EFFAT issued such a list of questions.

Gender issues in European cross-sectoral
social dialogue

Key instruments and key outcomes of European
cross-sectoral social dialogue

The European social partners at the cross-sedémell have concluded a number of cross-
industry Framework Agreements under Articles 154 db5 of the Treaty on the
Functioning of the European Union (TFEU). Severl kutcomes of the European cross-
sectoral social dialogue are strongly related4ads of gender equality.

The European social partners negotiated three imgrs that have been implemented
by Council Directive:

=  Framework agreement on parental leave (1996);
=  Framework agreement on part-time work (1997);
=  Framework agreement on fixed-term contracts (1999).

In 2009, the European social partners agreed omvesion of the Framework
agreement on parental leave of 1996. The revisegeagent was also implemented by a
Council Directive.

Four so-called autonomous agreements have beemiatedo The implementation of
these autonomous agreements is the responsibifitythe social partners. These
autonomous agreements are:

=  Framework agreement on telework (2002);

=  Framework agreement on work-related stress (2004);

=  Framework agreement on harassment and violencer&t(2007);
=  Framework agreement on inclusive labour market&@20

Of these framework agreements, the agreements @mtphleave, part-time work,
harassment and violence at work and, to some extemtagreement on telework and on
inclusive labour markets in particular are stronglevant to gender equality.

Two frameworks of actions are other important ootes of European cross-sectoral
social dialogue. In 2005, the Framework of Actians Gender Equality was adopted.
Earlier, in 2002, the Framework of Actions for ttilelong Development of Competencies
and Quialifications was put into place.

The Framework of Actions on Gender Equality of 2arbh 2005 sets out four
priority areas for action:

= addressing gender roles;
= promoting women in decision-making;

= supporting work-life balance;
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= tackling the gender pay gap.

The European social partners agreed to monitorezatuate the implementation of
the Framework of Actions on Gender Equality. Thegarted on the actions taken in three
jointly drawn up annual follow-up reports in 2008007 and 2008 and presented an
evaluation report in 2009 covering the period 2QIH9.

The European Social Dialogue Committee was entlusith the preparation of the
overall European evaluation report. The report aised national evaluation reports
jointly elaborated by the social partners in thifedent Member States. The European
social partners also reported on actions takeneaEtropean level (European Trade Union
Confederation/BUSINESSEUROPE/UAPME, 2009).

The introduction to the evaluation report highligghtthe political impact of the
Framework of Actions and emphasized its importasie rin influencing EU policy
developments in the area of gender equality. Thecties of the Framework were
specifically recalled by:

= the 2006-2010 Road Map on Gender Equality;

= the 2008 Communication on ‘Tackling the pay gapvMeen women and men’,
and

= the two-stage consultation on reconciliation of kydamily and private life.

At the European level, the focus was mainly on efigsating the Framework to
influence European policies. Among the examplesryief joint actions and projects at the
European level were the following:

= presentation of the Framework's rationale and ¢ibgin 12 national capacity-
building seminars;

= organization of a number of conferences and semiinarthe context of the EU
Presidencies;

= support of projects carried out — often financewulgh EU Structural Funds and
EU Commission budget lines — by Members;

= translation of the Framework of Actions into vasolanguages through the
Translation Fund jointly managed by ETUC and BUSBSEUROPE (on behalf
of the European employers’ organizations).

The evaluation report further described unilatarions taken by the European social
partners. The ETUC:

= organized various training seminars;

= Jaunched an annual 8th of March Survey in 2007 Withaim of monitoring and
assessing the presence of women in the trade udecision-making bodies;

= organized conferences and round-table debates.
The European employers’ organization BUSINESSEUROPE

= participated in a European survey of women’s preseim decision-making
bodies of BUSINESSEUROPE and its members in 2009;

= contributed to the European Commission’s 2009 médion campaign on equal
pay.
UAPME reported on a variety of measures promotegdle entrepreneurship and
gender equality such as:

= contribution to the European Commission’s publmatiDiversity at work — A
Guide to SMEs’ in 2009
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3.2

= publication of the ‘Compendium of good practices difrersity and non-
discrimination initiatives in European Crafts, Shmand Medium-sized
Enterprises and their organizations’ in 2007;

=  management of Business Support Programme |l (RBB3—2009 which aimed
at familiarizing SME member associations with geandgquality and female
entrepreneurship;

= participation in the EU project and study ‘Busin€ssse for Diversity in SMES'.

CEEP undertook direct actions in the area of geadaality as well as actions within
the wider framework of policies promoting equal ogpnities for all and through
diversity management in employers’ organizationd anterprises providing services of
general interest. The main findings of the ‘Equddiyerse’ project are that public service
employers have an excellent track record of implging innovative anti-discrimination
and equal opportunities measures, and have propalty more female senior managers
and a narrower pay gap. CEEP focused also on gpecibrities of the Framework of
Actions, such as the gender pay gap. It launchiegether with member organizations led
by the British section — a project to provide ifpiontant background information to enable
it to contribute to the review of Equal Pay ledisla (European Trade Union
Confederation/BUSINESSEUROPE/UAPME 2009).

Gender segregation

Gender segregation in European employment is egtsepersistent, despite an increase in
female employment rates and clear improvementierparticipation of women in higher
education. This applies to both occupational amtbsal segregation (tables 8 and 9).

Further, gender segregation has two main formdzttal and vertical segregation.
Horizontal segregation means the segregation ofemoand men into different kinds of
work. Vertical segregation is the segregation om&a and men into different hierarchical
levels.

In the Framework of Actions on Gender Equality, Engopean social partners deal to
a certain extent with the issue of horizontal oatigmal segregation under priority 1
‘Addressing gender roles’. Vertical gender segriegat addressed partially under priority
2 of the Framework ‘Promoting women in decision-ingk

Although the Framework reduces the issue of hotalasegregation to ‘stereotyped
gender roles on the labour market’ and does neudssthe underlying societal structures
and discriminatory practices, it sets out someoastito tackle gender segregation on the
labour market. The Framework stresses that soddin@rs have a responsibility for
addressing gender roles and stereotypes in emplayamel in the workplace. It notes that
women are over-represented in certain occupatiodssactors such as care, education,
cleaning and retail, and tend to be under-repredgeat higher occupational levels. It
regards the desegregation of labour markets asattaachieving gender equality.

The European social partners identify key elemantie fight to remove stereotyped
gender roles on the labour market as follows:

= promoting education without a gender bias and iefitcand non-stereotyped
career advice services to ‘enable individuals t&kembetter informed education
and career choices’;

= attracting girls and young women into technical acigntific professions;

= advancing the recruitment and retention of wometh men with adequate skills
at the enterprise level in sectors and occupatiehere they are under-
represented;
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acknowledging and possibly enriching the skillsteaih of female occupations in
order to create more beneficial career paths ambroymities for women in
female-dominated sectors;

raising awareness among middle managers in conpafieneans to promote
equal opportunities;

fostering entrepreneurship as a career option étn ivomen and men at sector
and/or national level,

encouraging competence development to enable wamdmmen to develop in
their careers throughout life and to address defareated by the structure of the
education system in the past.

The ‘Framework of Actions on Gender Equality - Fifavaluation Report 2009’
(European Trade Union Confederation/BUSINESSEUROQREME 2009) highlighted
actions taken by national social partners with reéda the priority 1 ‘Addressing gender
roles’ and gender segregation on the labour market.

In several countries (Austria, Finland, Poland Bpéainited Kingdom), the social
partners had cooperated with government authoritiehe formulation and revision of
relevant legislation such as labour codes and Eduehtment Acts. Gender-specific
considerations were integrated into collective agrents between social partners (e.g. in
France), in conjunction with diversity managemeaaicices in companies.

The Framework of Actions stimulated a number ofabie or tripartite approaches
with multiple actors:

national frameworks of action and cooperation platis between social partners
— and in some cases public authorities — in ordeimprove the situation of

women on the labour market through positive actiooprporation of gender

priorities into collective agreements and/or amscdmination measures

(Austria, Belgium, Finland, Latvia, Portugal, Urdt&ingdom);

guidance and orientation programmes to encourageemwdo enter occupations
where they are under-represented (Austria, BelgN@therlands);

initiatives to stimulate girls’ and women’s interes entering male-dominated
professions, and vice versa;

positive action and specific incentives for emplsyd¢o recruit women in
industries/sectors where they are under-represd@edmany, Portugal, United
Kingdom);

measures to improve the consideration of underesspted groups in
recruitment procedures and to promote transpapéntipssification schemes and
job evaluation structures based on neutral andctiagecriteria (Belgium, Czech
Republic, Denmark, Spain).

Other national examples include several measungs@iat:

fighting discrimination in access to employment;

improving recruitment procedures and classificataystems, for example by
abandoning gendered titles in professional clasgifin systems;

developing positive action measures to fight geiségregation.

In Belgium, the Cross-Sectoral Agreement 2007-2@@®ord inter-professionnel —
AIP) placed the fight against different forms obaimination (including gender-based
discrimination) among the major priorities for wdrk the social partners. The agreement
comprised two major approaches: combat discrimronaéind promote greater equality of
opportunity. However, in the Cross-Sectoral Agreett2009-2010, the explicit attention
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3.3

given to gender equality in the preceding agreemastnot reiterated. This was explained
by the social partners as an impact of the econoseiession.

In Finland, the social partners undertook a joirjgct in 2007 to encourage young
people to make untraditional and unbiased careeiceb. During the previous year, they
concluded a joint analysis of the gender aspectoléctive agreements. For the analysis,
they gathered the gender-related provisions ofectile agreements and recommended
that their member organizations (employer assagiatiand trade unions) regularly
monitor, for example, the state of gender equatie gender aspects into account in
negotiations and follow developments in the gemmsr gap. In 2009, the social partners
updated their analysis and recommendations.

In 2008, the social partners in Luxembourg agreedroaction plan covering several
years (2009-2012), addressing the specific topipromoting equality between women
and men each year.

In 2008, the Spanish employers’ and trade unioarizgtions decided to extend the
Interconfederal Agreement on Collective Bargain{fddNC, 2007) which included some
general criteria for equal treatment and opporiesitor women and men. The extension
developed various measures related to the prisritiethe Framework of Actions and
aimed to remove obstacles to the equal participatfowomen in some sectors or jobs.
The measures included the following:

= discriminating job titles should be abolished ire throfessional classification
system (categories, functions, duties);

= positive action clauses in agreements should eagewvomen’s access in those
sectors where women are currently under-represented

= selection systems, classification, promotion améhing should be reviewed on
the basis of neutral and objective criteria.

Women in decision-making

‘Promoting women in decision-making’ is addressedoeority 2 in the European social
partners’ Framework of Actions on Gender EqualReferring to the partners' clear
responsibility for ensuring that the overall worgianvironment supports a more balanced
participation of women and men in decision-makitlge Framework states that the
following policy elements are key to an improvemanall levels within enterprises:

= promoting competence-based gender-neutral recroitmenterprises;
= retaining women in enterprises, to avoid loss ohpetence;

= encouraging the career development of both womdmaen on the basis of top
management’'s commitment to initiatives promotingnea in decision-making
positions;

=  promoting female entrepreneurship as a complememtay of increasing the
proportion of women in decision-making and raisifggnale labour market
participation.

In their joint evaluation report on the FramewofkAations (European Trade Union
Confederation/BUSINESSEUROPE/UAPME, 2009), the paem social partners stressed
promoting women in decision-making as a shared atib In the long run, these
endeavours should also have an impact on redunowrie differentials between women
and men. It was seen as important to implemengémeler mainstreaming principle — in
particular in regard to women in top positions.

The social partners’ actions at the national lamled at obtaining a more balanced
representation of women in decision-making pos#tiohhe national actions sought to
increase the number of female entrepreneurs, anfiieomen in decision-making bodies
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also within social partner organizations and/orgharing units. Innovative measures
adopted and described in the 2009 evaluation repoided joint social partner actions
and unilateral actions by trade unions.

In Austria, joint social partner actions focusedtba identification of equality and
discrimination at all levels within companies.

The social partners’ most frequently used appro@ctihe gathering of gender
disaggregated data to enable them to make regssassments and put forward concrete
recommendations. Examples of recommendations are:

= to monitor the representation and participationmoimen within organizations
(Denmark, Portugal, United Kingdom) or

= to put into place specific training or mentoringpgrammes, such as leadership
courses, to attract and develop more women in tshgeroles (Poland, United
Kingdom).

A cross-industry agreement dealing with the issugeader data is extension 2008 of
the Interconfederal Agreement on Collective BarggnANC) in Spain. The extension
specified different measures related to the prewiof the Framework of Actions. To
promote women in decision-making, the Agreemenuged on measures to study or
establish different recruitment, classificatiomaiting and promotion systems, based on
technical, neutral and objective gender grounds.

In Sweden, a joint social partners’ programme twmmte women in decision-making
was created with the 2002—2004 framework agreefioerthe central government sector.
This work was continued and the social partnersdeecto put additional effort into
reducing the gender pay gap in the central govenhsector in the 2007—2010 framework
agreement.

Social partners in the United Kingdom participatedhe work of the Women and
Work Commission, which identified vertical segregatas one of the wide-ranging causes
of the gender pay and opportunity gap and issuedtipal recommendations for all
stakeholders to take action on.

3.4 Work-life balance and reconciliation

Two framework agreements negotiated by the Eurogeaial partners and implemented
as European directives are strongly related to igseie of work-life balance and

reconciliation. These are the Framework AgreementParental Leave (1995) and the
Framework Agreement on Part-time Work (1997). Oth@mework agreements referring
to the reconciliation of professional and familyeliare the autonomous Framework
Agreement on Telework (2002) and the autonomouméwnsrk Agreement on Inclusive

Labour Markets (2010).

The Framework Agreement on Parental Leave — 1986034f 3 June 1996 set out
minimum requirements on parental leave and timefraifn work on grounds of force
majeure. The Directive entitled mothers and fatheran individual right to take parental
leave to enable them to take care of a child féeast three months. Member States and/or
the national social partners were to implement Dit@ctive's provisions in accordance
with national practices. The Directive did not mentpayment of parental leave.

In 2006 and 2007, the European Commission consthiedEuropean social partners
on the reconciliation of professional, private dathily life and addressed the issue of
updating the regulatory framework at European Comitpulevel. The Commission
encouraged the partners to review the provisionghefr Framework Agreement on
Parental Leave of 1996.
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On 18 June 2009, a revised Framework Agreementaoenial Leave was concluded
and implemented by Council Directive (2010/18/Ew) & March 2010. Member States
were given one year to implement the Directive liirt national laws. The revised
Framework Agreement increases the duration of palrégave from three to four months.
At least one of the four months is non-transferaiddween the parents in order to
encourage a more equal take-up of leave by botangarThe Agreement states that it
applies to all workers, regardless of their typecofitract (fixed-term, part-time, etc.) It
provides parents returning to work after parergalé the right to request a change in their
working conditions (e.g. working hours). The redségreement further increases
protection against any kind of unfavourable treathaes a result of exercising the right of
parental leave.

The preamble to the Agreement states that in maesnidér States encouraging men
to take parental leave has not led to sufficiestiits. More effective measures should be
taken to encourage a more equal sharing of fanaidpansibilities between women and
men. Referring to experiences, the preamble nbegsnaking the leave non-transferable
can act as a positive incentive for take-up by degh Therefore, the European social
partners agreed to make a part of the parentat Ieam-transferable. The preamble further
observes that the level of income during pareet@alé is one factor that influences take-up
by parents, especially fathers. The Agreement Istips that all matters related to income
are for consideration and determination by MemhtateS and/or social partners according
to national law, collective agreements and practidee role of income — among other
factors — in the take-up of parental leave is tdaben into account. The preamble further
observes that parental leave is distinct from miétieteave.

On 6 June 1997, the European social partners abextithe Framework Agreement
on Part-time Work. It was adopted as a Europeaediire on 15 December 1997. The
Framework Agreement carries provisions importantégonciling work and family life. It
sets out general principles and minimum requiremegiiting to part-time work. It aims at
eliminating discrimination of part-time workers aatlassisting the development of part-
time work arrangements on a basis acceptable tdoges and workers. A ‘part-time
worker’ is defined as:

... an employee whose normal hours of work, calculated on a weekly basis or on average over a
period of employment up to one year, are less than the normal hours of work of a comparable full-
time worker.

In the general considerations in the introductmthe Agreement, the social partners
stress that they attach importance to measuredatiditate access to part-time work for
women and men in order to reconcile professiondl family life. The purpose of the
Agreement is firstly to improve the quality of péirhe work and to eliminate any
discrimination against part-time workers. The piptes of non-discrimination implies that
part-time workers are not to be treated in a lassudrable manner than comparable full-
time workers only because they work part-time wlédferent treatment is justified on
objective grounds. The principle of pro rata tengp@in proportion to the length of time
involved) applies. The second objective is to fati the development of part-time work
on a voluntary basis and to contribute to the Bexiorganization of working time in a
manner that takes into account the needs of emyd@yel workers.

Employers should give consideration — as far asiples— to requests by workers to
transfer from full-time to part-time work or fropart-time to full-time work or to increase
their working time. Employers are requested toliftate access to part-time work at all
levels of the enterprise, including skilled and awgerial positions. Where appropriate,
employers should facilitate access by part-timekers to vocational training to enhance
career opportunities and occupational mobility.

On 25 March 2010, the European social partners EHCES, BUSINESSEUROPE,
UEAPME and CEEP signed a Framework Agreement olusive Labour Markets. It is
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an autonomous agreement in the context of Arti@® &f TFEU and commits member

organizations to promoting and implementing it icc@dance with procedures and

practices specific to management and labour in Ebkr States and the countries of the
European Economic Area.

In Annex 1, the European social partners make rez@mdations to public authorities
and other actors. With regard to the adequacy @észcto care, public authorities and other
actors should:

= ensure the availability, affordability, sustain@iiland quality of social physical
infrastructures such as care;

= putin place the Framework to develop workplacestizas improving the work-
life balance and in this way promote full use of ffroductive potential of the
European labour force.

In 2002, the European cross-sectoral social pat@greed on the Framework
Agreement on Telework. In the general consideratitwe social partners stress that they
see:

... telework both as a way for companies and public service organisations to modernise work
organisation, and as a way for workers to reconcile work and social life and giving them greater
autonomy in the accomplishment of their tasks.

Despite this general statement, the Agreement doegrovide specific provisions on
the issue of reconciliation.

Supporting work-life balance is the third priority the Framework of Actions on
Gender Equality. The European social partners stitegt in addition to employers and
workers, public authorities have a crucial roleptay in addressing the wider societal
aspects and in providing affordable quality camlitees for children, the elderly and other
dependents to allow women and men to join the labrarket.

The European social partners say that the follovalegnents are key to supporting
good work-life balance:

= flexible working arrangements including leave agements, designed in a way
that does not undermine long-term participation g@usition on the labour
market;

= promotion of more balanced take-up of possibiliteesase work-life balance and
specific encouragement of men;

= development by public authorities of strategiegyt@arantee the availability of
accessible and affordable childcare facilities obdy quality and, for example,
tools such as the creation of funds by collectiggeaments or other means to
‘mutualize’ the costs of maternity or parental le@adowances.

In their joint evaluation report on the FramewofkAations (European Trade Union
Confederation/BUSINESSEUROPE/UAPME, 2009), the paem social partners state
that the issue of the reconciliation of work, faménd private life was considered by a
number of social partners one of the areas whee were most active during the period
2006—-2009. At tripartite level, national social tpar organizations often engaged in
consultations on legislative changes to leavangements (maternity, parental, paternity
leave) or working time arrangements, such as pag-provisions or telework. In bipartite
action, social partners have negotiated collecigeeements in order to improve the
reconciliation of work and family, at both crosshiustry level and sectoral level (ltaly,
Spain, Sweden).

There are visible differences between countridtekible working arrangements. The
focus ranges from broadening the possibility to pag-time work to exploring ways to
limit the potentially negative factors linked toluntary or involuntary part-time work.

27



Table 4A in the annex to this study lists a numiifeother bipartite and tripartite actions
taken by national social partners to promote wdegkHalance.

In 2008, the European social partners issued & joingress report evaluating
progress made by Member States in promoting biettenciliation of professional, private
and family life over the period 1998-2008. (ETUCBIMESSEUROPE/UAPME/CEEP,
Progress Report, 2008)

The Progress Report referred to the European Casionis second-stage
consultation with European social partners on #eomciliation of professional, private
and family life of 30 May 2007. It also referredtt@ social partners' joint letter of 11 July
2007 to the Commissioner for Employment, Socialbikff and Equal Opportunities of the
European Commission expressing their commitment to:

=  assess progress made under the Framework Agreem@&arental Leave;

= evaluate parental leave arrangements in connegtittnother work-life balance
arrangements, such as flexible work organizatiahdanild care;

= determine whether joint actions need to be taken.

The Report noted that on 7 November 2007, the Sd@uglogue Committee had
decided to launch a consultation of national sopgitners and to set up an Ad Hoc
Working Group on Work-Life Balance. The Progresppéte remarked that there was
evidence that parental leave arrangements werebeiog fully used for a number of
reasons, including the lack or low level of incofsee also CEEP Activity Report 2008).

The Progress Report observed that the Frameworkehgent on Parental Leave had
been transposed in Member States but it did iyt &chieve objectives such as gender
equality, reconciliation and sharing responsilgtbetween women and men.

The three main categories of instruments used bywEbhber States to achieve work-
life balance in practice are flexible working amgaments, leave arrangements and care
facilities. A working group highlighted the impontarole that social partners play at all
levels. In order to improve the level and qualifywomen’s participation in the labour
market, to create conditions to enable men to algyeater role in family and private life,
and thus to continue to make progress on the isbueconciliation, it was agreed that a
balanced, integrated and coherent policy mix shbelgut in place covering three areas:
leave arrangements, working arrangements and mfrastructure.

The European social partners agreed to carry oot gmtions to better achieve the
aims of the Parental Leave Directive as part of wleer work on reconciliation. The
objective was to find the right balance to enshet leave arrangements did not undermine
efforts to increase labour market participationefBfiore actions should support workers
returning from leave and prevent negative effeattheir career.

With regard to working arrangements, the Europeaciab partners stressed the
importance of regulating and organizing working dinm a way that reconciled the
demands of the job with the demands on women amdamsing from family life such as
caring for children or other dependent family mersb& general family-friendly working
time organization required flexible working timeargements (such as adapted schedules)
and possibilities for reducing or extending onetyking time (such as reversible part-time
work). The European social partners committed tledves to assessing if and in what
form innovative and adaptable working arrangemdotswomen and men could be
promoted.

Regarding care infrastructure, the European squmaainers reiterated their call to
Member States to accelerate progress on the sddalircelona targets in the succeeding
two years.

The Barcelona targets aimed to achieve by 2010 the:
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= provision of childcare for 90 per cent of childleetween 3 years of age and the
mandatory school age;

= provision of childcare for at least 33 per centlofdren under 3.

On 7 July 2008, the European social partners sgaintiletter on childcare to the
Commissioner for Employment, Social Affairs and Blg@pportunities of the European
Commission. The joint letter presented the Europsacial partners’ key messages on
childcare and built upon the assessments of Elbmaltisocial partners of the progress
made in that field at the national level. The Ewap social partners warned that without
greater efforts the Barcelona targets would noaddgeved by 2010 and noted that in the
majority of EU countries the situation remainedatisfactory.

There was still a significant gap between supplg aemand in regard to good
quality, accessible and affordable childcare infradures. The European social partners
stressed that specific measures should be takegivéo unemployed people access to
childcare facilities. Although the social partneesognized the complementary role that
social partners could play, they called on publitharities to ensure that childcare was
affordable for all parents. The examples givenngbriovements included the extension of
opening hours, greater flexibility in childcare ex§ and the abolition of pre-scheduled
closing days in childcare institutions.

The social partners argued that improving the guali childcare services was at the
same time an approach to raising the quality os jwbthe sector. In view of the large
number of women working in childcare services, iayimg working conditions could also
contribute to the EU overall strategy of bettermmgmen’s access to quality employment
and reducing the gender pay gap.

3.5 Gender pay gap

The principle of equal pay for women and men fouaqwork was incorporated in

European legislation as early as the Treaty of Rdah® founding document establishing
the European Union in 1957. The background forRbee provision was the initiative of
France to prevent unfair competition between atesit(Weiler, 1994). The ILO

Convention 100 of 1951 also referred to the prilecipf equal pay for ‘work of equal

value'. In the European Union, the principle of uat pay for work of equal value’ was
implemented only with the Equal Pay Directive in7%9 The Directive also imposed
requirements in relation to the content of job sifsation systems.

The issue of the pay discrimination led to the esiee case law of the European
Court of Justice. The European Court of Justiceelbped key requirements for
classifications in collective agreements: transpeyeand gender-neutral selection of
factors, application of factors and compositiotha entire system (Weiler, 2001).

In the EU, there is still a persistent gender pay @lable 10) and in some countries a
widening of the gender pay gap is observable. prosiounced persistence of the gender
pay gap makes it evident that such a complex isanée tackled only if it is embedded in
a comprehensive approach. Pay consists of sevderaépts such as basis pay differentials,
performance-related pay, bonuses, profit-relateg, E®niority-related pay. Research
demonstrates that the pay position is stronglytedlao social status. Improvements, for
example, in basic pay (which is the key focus @& #gual pay for equal or comparable
work approach) often lead to new differences ireptbay elements. In order to tackle the
gender pay gap the entire pay structure and pagrrdetation must be in the focus.
Although the gender pay gap cannot be reduced thnbugh collective bargaining, it is
important to monitor and assess all elements ofdetigrmination and particularly the pay
structure dynamic which re-establishes relatiorsf positions for groups of employees
even if specific regulations are modified and imnya (Weiler, 2001; Weiler, 1994;
Weiler, 1992).
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Job evaluation as a means to achieving gender gaigyeis an ambivalent tool.
Depending on the system and the political intentadhsteps of job evaluation can either
discriminate against women or be used to re-evaliyagical women’s jobs. This applies to
all steps of job evaluation: job analysis and dpton of job elements, selection of
factors, weighing of factors, assessment of jobairsy selected factors, and the
assignment of the calculated job value to pay grade

The gender pay gap cannot be abolished simply jofiirevaluation systems or with
policies to tackle the similarly persistent horitnor vertical gender segregation of the
labour market. It can be dealt with only from a goahensive viewpoint encompassing
the pay structure dynamic, the different positiohisvomen and men, as well as societal
valuation of work in a long-term process (Weile992).

The European social partners jointly addressedidbee in their Framework of
Actions on Gender Equality. Priority 4 of the Framoek is ‘tackling the gender pay gap’.
The Framework underscores the clear obligatiom@fbcial partners in all Member States
to ensure that the pay systems they implement ¢idead to pay discrimination between
women and men. It notes that the social partnerstanck by the persistence of the gender
pay gap across Europe and stresses the importdmeaahing a better understanding of
the numerous and complex factors causing the gap. social partners identify the
elements which are critical to tackling the genoley gap. These are:

= information on existing legislation and guidance dosing the pay gap at
different levels;

= development of clear and up-to-date statistickingginto account a wide range
of variables — at sectoral and national level tabém the social partners to
analyse and understand the complex causes of fiaxediials;

= ensuring transparent and gender-neutral pay systewcisding job evaluation
schemes and paying attention to the possible digwaiory effects of secondary
elements of pay.

The social partners emphasize the need to devedtipoais and instruments to address
the gender pay issue in a systematic way that alloanitoring and evaluation as part of a
wider strategy. Examples of practical tools are:

= screening job descriptions to uncover possibleridigoatory elements;
= reviewing pay criteria to identify possible disciiratory aspects;
= developing toolkits for negotiators and offering@ical advice;

= use of online tools providing information on wagernhation and enabling
individuals to compare their salaries with thosetbier employees.

The evaluation report on the Framework of Actions@ender Equality considered
the gender pay gap a complex issue with multiplesea to be addressed at different
levels. The report placed specific emphasis orectitig information on the issues of equal
pay in Member States. Several social partners gabmal, sectoral and company level)
developed toolkits aimed at tackling the gender gay in negotiations and in collective
bargaining — either jointly or on a unilateral lsasbender-specific pay statistics or sectoral
surveys on the pay gap were considered effectigbs tior comparing the pay levels of
men and women (Framework of Actions on Gender Hiy&lvaluation report, 2009).

Table 4A presents some examples from EU Membees$Stait bipartite or tripartite
actions to tackle the gender pay gap. The actianger from provisions in collective
agreements to achieve gender-neutral job classdicand pay reviews, to participation in
tripartite commissions and projects investigating tauses of and means for tackling the
gender pay gap.
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Despite the joint endeavours of the Framework ofiohs on Gender Equality, the
positions of the European social partners on theeiof tackling the gender pay differ
significantly.

In their position papers, the European employergapizations do not emphasize
collective bargaining as a central instrument afiaopartners for tackling the gender pay
gap and gender-biased pay structures. In its nsgpof 13 October 2010 to the European
Commission Consultation on the roadmap for equddyween women and men 2006—
2010 and follow-up strategy, BUSINESSEUROPE obséthat *...the main underlying
reason behind the gender pay gap is gender seigregéhe focal point for future policy
and action has to be on better understanding #mons for segmentation and addressing
them through better informed education and careeices for both women and men.’

In its opinion on the Commission’s Communicatiora¢kling the pay gap’, CEEP
pointed out that 15 per cent of the gender pay gsgf ‘... cannot be attributed
exclusively, or even mainly, to directly discrimtogy practices and therefore a failure to
provide equal pay for equal work.” CEEP also ndtet most of the gender pay gap was
attributable to occupational segregation. Therefaations towards reducing the gender
pay gap should concentrate on measures tacklingipational segregation. CEEP
highlighted the importance of eliminating gendeersbtypes in education and career
choices. It said that the cross-sectoral Europeapiayers’ organizations agreed that the
current European legislative framework in relattongender pay discrimination already
provided strong protection. It stressed that ‘... potential review of this legislation must
therefore be accompanied by a robust assessmettteotosts and benefits of any
suggested changes.’

On the European Commission’'s Communication on ‘liagkthe pay gap between
men and women’ of 2007 and the ETUC Resolution, Eheopean Trade Union
Confederation (ETUC) said that it considered it amant to place the equal pay debate in
a wider context and emphasized collective barggi@ind negotiations of wages as the
core business of social partners (ETUC 2008a; 2)0Bolicies which aimed to tackle the
pay gap should fall into one of the following farategories:

= equal pay policies: equal pay and anti-discrimovatiegislation, gender-neutral
job-evaluation schemes;

= wage policies: targeted wage policies for femalssishated jobs, professions and
sectors;

= employment policies: tackling gender segregation;

= social policies: policies on care addressing begtiie full participation of women
in employment.

The ETUC pointed out the need to shift the focuayafvom ‘the gender pay gap’
towards policies which tackled the undervaluatibwomen’s work. Women'’s skills were
not recognized and therefore not valued and paglingasystems were still likely to be
based on male skills models. Therefore, a regeew of pay scales, job classification
and job evaluation was required.

The ETUC welcomed the Commission’s proposal onesgirig the legal framework.

It called for obliging employers, via legislatioim, produce pay audits and annual action
plans covering all aspects of the pay gap on a atang basis. It recalled that the 2003
Employment Guidelines specified a substantial rédacof the gender pay gap but the
reformulation of the European Employment Strateg2005 removed this target. It asked
for the reintroduction of a clear target for redigcthe gender pay gap in the Employment
Guidelines and demanded a stronger role in mongoand enforcing the Employment

Guidelines for equal pay. On European statistid® ETUC suggested gathering

comparable data on the part-time gender pay gagalletl for data on the pay gap to be
broken down by sector and sub-sector.
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3.6

Violence and harassment at work

The Fourth European Working Conditions Survey (EW@®5) provided evidence that

women tended to be more concerned with violence terdssment at the workplace,

particularly bullying and sexual harassment (EuaspEoundation, 2010). Young women

faced the greatest risk of all. ‘Around 6% of yowagmen under the age of 30 report that
they have been exposed to sexual harassment preékimus 12-month period, compared
to only 1% of men in the same age group’ (Eurogeamdation, 2010). Regarding threats
of physical violence and actual acts of violenceréhwere no differences between young
women and young men.

The cross-sectoral European social partners coadladFramework Agreement on
Harassment and Violence at Work on 26 April 2007aasautonomous agreement. The
Agreement was to be implemented in the contexttidlea 139 of the TFEU [now Article
155] and committed the national members of BUSINBISOPE, UEAPME, CEEP and
ETUC (and the liaison committee EUROCADRES/CES)riplementing it in accordance
with national procedures and practices in MembexteSt and in the countries of the
European Economic Area within three years. A faflart on implementation actions was
to be prepared by the Social Dialogue Committee.

The Agreement describes different forms of harassmend violence at the
workplace:

= physical, psychological and/or sexual,
= incidental or systematic patterns or behaviours;

= Dbetween colleagues, between superiors and subtedina by third parties such
as clients, customers, patients, pupils etc.;

=  minor cases of disrespect to more serious acts.

The Agreement aims to increase awareness and tenaidirsg and provide an action-
oriented framework for the identification, prevemtiand management of problems of
harassment and violence at work. It defines ‘hanas$’ and ‘violence’ as follows:

Harassment occurs when one or more worker or manager are repeatedly and deliberately abused,
threatened and/or humiliated in circumstances relating to work.

Violence occurs when one or more worker or manager are assaulted in circumstances relating to
work.

The Agreement says that awareness and appropaatag of managers and workers
can reduce the likelihood of harassment and vi@eaiowork and that enterprises need to
make a clear statement that harassment and violgtliceot be tolerated. It describes a
suitable procedure for dealing with the occurremfeharassment and violence. In
consultation with workers and/or their represewésj employers are to establish, review
and monitor their procedures to ensure that theye#lective in preventing and dealing
with the issue.

On 21 November 2007, the EU social partners joiptgsented the Framework
Agreement at a public hearing organized by the Citteenon Women’'s Rights and
Gender Equality in the European Parliament on ‘Sekarassment in the workplace’.

In 2008, 2009 and 2010, the European social pariatethe cross-sectoral level drew
up joint tables showing actions taken to implemehe Agreement (ETUC/
BUSINESSEUROPE/UAPME/CEEP Framework Agreement orakEment and Violence
at work, Yearly Joint Table 2010; 2009; 2008). Dmfieg as they did on national
legislation and collective agreements, the actarsthe stages of implementation differed
considerably between EU Member States. In sometgesrihe social partners concluded
collective agreements implementing the FrameworkeAment (Denmark, Latvia, Spain:
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public sector; Italy: public sector, Poste Italipnim others, the partners recommended
implementation based on legislation, often in tbenf of an amendment of the relevant
legislation (Czech Repubilic).

In some countries, the social partners agreeddbiédctive agreements or national
legislation already included the provisions of tReamework Agreement (Belgium,
Germany, Portugal) or even went beyond the prowssaf the Agreement.

However, the social partners in several countriesewdiscussing joint actions on
implementation which included translation into treional language, studies, conferences,
issuance of brochures to raise awareness on the, isgpport negotiations and preparing
for national implementation (Luxembourg, Slovergaeden).

4.  Gender issues in European sectoral
social dialogue

Among the most prominent topics on the agenda agbf@an sectoral social dialogue
committees are equal opportunities, diversity mansnt and non-discrimination,
including equal treatment, equality plans at therkptace, gender pay gap, gender
portrayal and positive discrimination in recruitrhgpolicies (European Commission,
European Sectoral Social Dialogue, 2010 editioj, 10

In the period 2007-2009, eight sectoral socialodjaé committees covered gender
equality in their work programmes (table 12).

Table 12.
Gender equality in sectoral social partners’ work programmes, 2007-2009

Sector Year work programme
Catering 2007-2008

Cleaning industry 2008

Commerce 2008

Hospitals 2008-2012

Local and regional government 2008-2010

Private security 2007-2008

Railways 2008-2009

Temporary agency work 2008-2009

Source: European Commission, Industrial relations in Europe 2008

The broader topics of equal opportunities, divgrsibn-discrimination in the period
2005-2010 were included in the work programmes #4f skctoral social dialogue
committees. Sexual harassment was in the work anogres of three sectoral social
dialogue committees (table 13).
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Table 13.
Equal opportunities, diversity, non-discrimination
in sectoral social partners’ work programmes

Sector 2006 2007 2008 2009 2010
Equal opportunities, diversity, non-discrimination

Audiovisual services . o .

Contact catering . . . o .

Central administration . o .

Commerce . . o .

Electricity . . . .

Gas . .

Insurance .

Hospitals and healthcare . D .

Local and regional . . . . .

government

Railways . o . .

Road transport . .

Private security o .

Telecommunications J o . .

Temporary agency work . o o .

Sexual harassment
Horeca .
Electricity o

Local and regional
government

Source: European Commission, European Sectoral Social Dialogue, Recent developments, 2010 edition

Issues of gender equality were taken up in a nurobgoint texts of the European
social partners at the sectoral level (table 14e Key issues of the agreements, joint
declarations, guidelines, tools, or recommendatiamese gender equality and equal
opportunities, harassment and violence, corporateials responsibility (CSR), and
representation of women in the sectoral sociabdia.

The social partners in the sectoral social dialogitle local and regional governments
agreed on guidelines for drawing up gender equalition plans. They state that equality
plans should be drawn up and implemented by empdgecooperation and dialogue with
trade unions and employees and should have sugipalitlevels of leadership. The social
partners emphasize that ‘clear and strong politiwatking is essential to ensure the
successful development and implementation of geadeality plans.” The proposed steps
for preparing a gender equality plan are:

= set up a joint employer-trade union working group;

= determine the gender composition of the workforce;

= find out where inequalities exist;

= develop a set of actions to resolve the inequalidentified;
= monitor, report on, and evaluate progress.

The guidelines describe in detail issues that camddressed in equality plans and
provides an example of an equality checklist.
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The sectoral European social partners in the @#dgtindustry (EPSU and EMCEF
for the trade unions and EUROELECTRIC for the emele) and also in the gas sector
(EPSU and EMCEF for the trade unions and Eurogaghi® employers) issued a joint
declaration on ‘Harassment and Violence at WorlkNovember 2007 in their sectors. The
joint declarations refer to the cross-sectoral FEnaork Agreement and call upon their
affiliated member associations to implement therfeaork Agreement before April 2010
in the gas and before May 2010 in the electriciégtar. The sectoral social partners
declared their intention to monitor the implemeiotaiof the Agreement in their respective
sectoral social dialogue committees.

The European social partners in the commerce seitoeloped a toolkit on
‘Preventing third party violence in commerce’ intGlmer 2009.

Several European sectoral social partners agreé@dutisectoral guidelines to tackle
third-party violence and harassment related to vank 30 September 2010. The
guidelines were signed by EU-level social partrierthe healthcare, education, local and
regional government, commerce and private secwségtors. They complement the
Framework Agreement on Harassment and Violence atkVoncluded by the cross-
sectoral European social partners in 2007. Thewsfoon third-party violence and
harassment in the sectors covered. They aim toosupptions by employers, workers and
their representatives/trade unions to prevent,aedund mitigate violence and harassment
related to work. The guidelines describe variousfoof work-related third-party violence
and harassment and key elements of good practitestaps to tackle the problem. The
European sectoral social partners involved agreellaw up a progress report in 2012 and
a final joint evaluation in 2013.

Gender equality and equal opportunities were ameiss a number of actions in the
European sectoral social dialogue on corporateakoesponsibility (CSR). In the sectoral
social dialogue committees in the hotels and reatds sector and in contract catering,
CSR initiatives contained provisions on equal opputies, non-discrimination and fair
pay. The agreement between the European Fedexdtibood, Agriculture and Tourism
Unions (EFFAT) and the European Federation for @attCatering Organisations
(FERCO) in the contract catering sector of 31 Jan@807 encourages social partners at
all levels to promote equal opportunities and wagkinst all types of discrimination and
ensure the full integration of each employee indniker working environment, regardless
of his or her gender. The social partners requetdrgrises to develop explicit policies
against discrimination in hiring, salary, promotidraining and termination of contract and
to be open to a better work-life balance. The @mtcatering social partners recognize the
right of employees in similar conditions to receagual pay for equal work and refer to
the ILO Convention (No. 100) and the relevant Egldtion. Similarly, the agreement of
December 2004 in the hospitality sector betweenF&nd HOTREC (Confederation of
National Associations of Hotels, Restaurants, Caféd Similar Establishments in the
European Union and the European Economic Area) asipes the responsibility of the
social partners at all levels for promoting equapartunities and for combating all types
of discrimination. Furthermore, the agreement erages enterprises, such as those in the
catering sectors, to take concrete actions on tissses and stresses the importance of not
tolerating harassment and bullying. The socialneag declare that the principle of non-
discrimination should also apply to all aspects wbrking conditions and work
organization and in relation to pay levels.
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Table 14.

Gender-related activities and outcomes of European social dialogue

Sector Topic Title Type Year
Local and regional Gender equality Guidelines in drawing up gender equality Guidelines 2007
government action plans in local and regional government
Electricity Gender equality Equal opportunities and diversity toolkit/ best Tool 2006
practices guide
Electricity Equal opportunities/  Joint declaration on equal Declaration 2003
diversity opportunities/diversity
Textile and clothing Equal opportunities Equal opportunities guide related to the Guidelines 2000
employment and working conditions of women
Multisectoral Violence and Multisectoral guidelines to tackle third-party Guidelines 2010
(healthcare, harassment violence and harassment related to work
education, local and
regional government,
commerce, private
security sector)
Commerce Violence Preventing third party violence in commerce—  Tool 2009
A toolkit
Electricity Harassment, Joint declaration on harassment and violence Declaration 2007
violence
Gas Harassment, Joint declaration on violence at work Declaration 2007
violence
Maritime transport Harassment, Guidelines: Equality of opportunity and Guidelines 2004
bullying diversity in the European shipping industry —
Eliminating workplace harassment and
bullying
Banking CSR The social partners adopted a joint statement Declaration 2005
on Corporate Social Responsibility (CSR). The
statement:
= reiterated the commitments on lifelong
learning;
= highlighted good practice to a work-life
balance such as part-time work, parental
leave facilities and the use of telework;
= encouraged to promote policies of
diversity and equality;
=  recognised the need to promote equal
opportunities for employees in relation to
lifelong learning.
Contract catering CSR Adoption of policies on CSR that suggest Policy orientation 2007
areas for action, beyond legal requirements
with regard to equal opportunities and non-
discrimination.
Electricity CSR Compliance with equal opportunity policies Joint position 2009
and principles
Monitoring CSR activities with a focus on Monitoring 2004
equal opportunities
HORECA CSR Adoption of policies on CSR that suggest Policy orientation 2004
areas for action, beyond legal requirements
with regard to equal opportunities and non-
discrimination
Telecommunications CSR Diversity at work 2007




Sector Topic Title Type Year

Railways Representation Joint Recommendations for better Recommendations 2010
representation and integration of women in
the railway sector. Status and how to apply
the Joint Recommendations

Joint recommendations for better 2007
representation and integration of women

Final report on ‘Representation and better Follow-up 2005
integration of women in the different
professions of the railway sector’

Source: European Commission, European Sectoral Social Dialogue, 2010; Social dialogue text database,
http://ec.europa.eu/social/main.jsp?catld=521&langld=en; European Commission, Industrial relations in Europe 2008

Two sectoral agreements have an impact on womeorkimg conditions because of
the high proportion of women employed in these®sctThe Framework Agreement on
prevention from sharp injuries in the hospitals amehlthcare sector concluded by
HOSPEEM and EPSU and implemented as Council Due@10/32/EU of 10 May 2010
is a major achievement. The other agreement cosmdbm personal services sector. The
Agreement on the Implementation of the Europeamdfessing Certificates was signed on
18 June 2009.

5. Conclusions

An interesting aspect of the social dialogue arel ¢barch for gender equality in the
European Union is the novelty of supranational llegal institutional frameworks. The
common legal and institutional framework sittingpab the national regulations of 27 EU
Member States is not only unique but it also irepiinteraction at the national and
supranational levels and interchange between Meldtaes. It affects efforts to promote
and achieve gender equality and the developmestafl dialogue because of its role in
European governance and its significant influentsaxial policy.

The key issues in the European social dialogueesr@nciliation of professional and
family life, gender segregation, gender pay gaml w@iolence and harassment at work.
There have been important achievements in the -sexgsral and sectoral European social
dialogue. At the cross-sectoral level these includ@mber of Framework Agreements and
the Framework of Actions on Gender Equality andridated monitoring and evaluation
procedures on their implementation and results. Aitsanework of Actions has brought
about various joint guidelines, tools, declaratjop®sitions, recommendations and
monitoring procedures. However, despite the effofthhe European social partners at the
cross-sectoral and sectoral levels and the polafiise European Union, gender inequality
continues to exist. Regardless of the increasenmafe activity and employment rates and
remarkable improvements in the educational levélsvomen, gender segregation in
occupations and economic sectors and the gendeggmayersist. In fact, statistical data
reveal a widening of the gender gaps.

As regards the terminology in policy strategies gqudicy instruments related to
gender equality, it appears that there has beatkddsh. Focusing on gender stereotypes
and career choices is not sufficient for achievwiygmnder equality. The same applies to
arguments that the reduction of gender segregagian key instrument for tackling the
gender pay gap. The persistence not only of geselgnegation in occupations and sectors,
but also of vertical (hierarchical) segregatioragsstrong as that of the gender pay gap.
Furthermore, a look at national data on genderegggion and the pay gap shows that
there is no convincing correlation observable betw#he two. The gender pay gap is not
smaller in those countries with less gender setgedabour markets and vice versa. The
issues of gender pay inequality and gender segoegate closely interrelated but arguing
that one can eliminate the persistent gender ppygaombating gender segregation only
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postpones the resolution of the problem. Womeniglies over some decades have
highlighted, for example, that women have accessctupations and sectors when these
are less interesting for men. The central focusafetrategy to achieve gender equality has
to be on the societal status of women and menfangaluation of women’s and of men’s
work. The core focus of policy strategies must bele societal and economic structures
which are the real blocks to progress. What is edes a comprehensive strategy
considering all aspects of the gender gaps andliséacles and barriers to achieving
equality as well as a related policy concept withambitious approach and predetermined
targets.

It is also remarkable that collective bargainirap gvaluation and pay determination
which are at the fore in EU policy documents ar¢ gigen enough importance in the
context of the gender pay gap, although these em&at instruments of both the social
partners and social dialogue. One example is thkcyp@oals formulated in the
Employment Guidelines 2003 which have clear indicest of targets to be achieved and
instruments to be used. In comparison, the fornariatin the Employment Guidelines
2010 are tantamount to mere appeals for action.

There is still a massive gender representation igafuropean social dialogue,
decision-making and collective bargaining. On tlasi® of the internal representation
structures that have evolved and efforts to tadkie representation gap, it can be
concluded that the impetus for gender equalitydoiad dialogue at the European level
stems primarily from either the trade unions or BExgopean Commission in tripartite
activities.
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Annex

Table 1A.
European social partner organizations (highest decision-making body)

Social partner organizations President Members
Women Men Women Men Women Men
(no.) (no.) (no.) (no.) (%) (%)

Trade union organizations

European Trade Union Confederation (ETUC) 1 0 66 178 27 73
Eurocadres 0 1 2 5 29 7
European Cockpit Association (ECA) 0 1 0 7 0 100
European Confederation of Executives and Managerial Staff (CEC) 0 1 4 30 12 88
European Federation of Building and Woodworkers (EFBWW) 0 1 2 39 5 95
European Federation of Journalists (EFJ) 0 1 2 7 22 78
European Federation of Public Service Unions (EPSU) 2 0 20 32 38 62
European Federation of Trade Unions in the Food, Agriculture and Tourism sectors and alied branches (EFFAT) 0 1 7 13 35 65
European Metalworkers’ Federation (EMF) 0 1 9 81 10 90
European Mine, Chemical and Energy workers’ Federation (EMCEF) 0 1 7 22 24 76
European Trade Union Federation: Textiles, Clothing and Leather (ETUF:TCL) 1 0 5 5 50 50
European Transport Workers’ Federation (ETF) 0 1 8 37 18 82
Global Union: Media, Entertainment & Arts (EURO-MEI) 0 1 6 1 35 65
International Federation of Actors (FIA) 1 0 3 4 43 57
International Federation of musicians (FIM) 0 1 0 6 0 100
Fédération Internationale des Associations de Footballeurs Professionnels (International Soccer Federation) 0 1 0 10 0 100

(FIFPro)
Union Network International — Europe (UNI-Europa) 0 1 16 48 25 75




Employers’ organizations

Confederation of European Business (BUSINESSEUROPE)

European Centre of Employers and Enterprises providing Public services (CEEP)
European Association of Craft, Small and Medium-Sized Enterprises (UEAPME)
Airports Council International — Europe (ACI Europe)

Association of Commercial Television in Europe (ACT)

Association of European Airlines (AEA)

Association of European Public Postal Operators (POSTEUROP)

Association of European Radios (AER)

Association of Mutual Insurers and Insurance Cooperatives in Europe (AMICE)
Association of National Organizations of Fishing Enterprises in the EU (EUROPECHE)
Civil Air Navigation Services Organisation (CANSO)

Coiffure EU

Community of European Railways and infrastructure companies (CER)
Community of European Shipyards Associations (CESA)

Confederation of National Associations of Tanners and Dressers of the European Community (COTANCE)

COPA-COGECA (Committee of Professional Agricultural Organisations- General Committee for Agricultural
Cooperation in the European Union)

Council of European Municipalities and Regions (CEMR)
EUROGAS

European Apparel and Textile Organisation (EURATEX)
European Association for Coal and Lignite (Euracoal)
European Association of Co-operative Banks (EACB)
European Association of Mining Industries (Euromines)
European Association of Potash Producers (APEP)

European Banking Federation (EBF)
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European Barge Union (EBU)

European Broadcasting Union (EBU)

European Chemical Employers Group (ECEG)

European Club Association (ECA)

European Committee of Sugar Manufacturers (CEFS)

European Community Shipowners Associations (ECSA)

European Confederation of Iron and Steel Industries (EUROFER)
European Confederation of Private Employment Agencies (Eurociett)
European Confederation of the Footwear Industry (CEC)

European Confederation of Woodworking Industries (CEl — Bois)
European Construction Industry Federation (FIEC)

European Coordination of Independent Producers (CEPI)
European Federation of Cleaning Industries (EFCI)

European Federation for Contract Catering Organisations (FERCO)
European Federation of Insurance Intermediaries (BIPAR)
Confederation of European Security Services (CoESS)

European Furniture Industries Confederation (EFIC)

European Furniture Manufacturers Federation (UEA)

European Hospital and Healthcare Employers’ association (HOSPEEM)
European Industrial Minerals Association (IMA)

European Insurance and Reinsurance Federation (CEA)

European Professional Football Leagues (EPFL)

European Rail Infrastructure Managers (EIM)

European Regions Airline Association (ERA)

European Savings Banks Group (ESBG)

European Skippers Organization (ESO)
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European Telecommunications Network Operators’ Association (ETNO) 0 1 2 9 18 82
Hotels, Restaurants and Cafés in Europe (HOTREC) 0 1 2 6 25 75
International Air Carrier Association (IACA) 0 1 2 14 13 87
International Aviation Handlers Association (IAHA) 0 1 1 8 11 89
International Federation of Film Producers Associations (FIAPF) 0 1 3 16 16 84
International Road Transport Union (IRU) 0 1 0 12 0 100
Performing Arts Employers Associations League Europe (PEARLE) 0 1 3 5 38 62
The Retail, Wholesale and International Trade Representation to the EU (EUROCOMMERCE) 0 1 3 19 14 86
Union of the Electricity Industry (EURELECTRIC) 0 1 2 31 6 94
Total 7 70 291 1542 16 84

- not applicable

: notavailable

Source: European Commission, Database on Women and Men in Decision-making (WMID)
Data collected between 17/06/2009-19/10/2009.

Definitions: European social partner organizations: employer and trade union organizations at EU level which engage in the European social dialogue - i.e. discussions, consultations, negotiations and joint actions taking place between
employers and trade unions at European level as well as between them and EU institutions.

Positions covered:

=  President —head of highest decision-making body

= Members — members of highest decision-making body (count includes the president)
=  Executive head — usually designated as the secretary-general or managing director
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Table 2A .

European social partner organizations (executive head)

Social partner organizations

Executive head

Women (no.) Men (no.)
Trade union organizations
European Trade Union Confederation (ETUC) 0 1
Eurocadres - -
European Cockpit Association (ECA) 0 1
European Confederation of Executives and Managerial Staff (CEC) 1 0
European Federation of Building and Woodworkers (EFBWW) 0 1
European Federation of Journalists (EFJ) 0 1
European Federation of Public Service Unions (EPSU) 1 0
Europgan Federation of Trade Unions in the Food, Agriculture and Tourism Sectors 0 1
and Allied Branches (EFFAT)
European Metalworkers’ Federation (EMF) 0 1
European Mine, Chemical and Energy Workers’ Federation (EMCEF) 0 1
European Trade Union Federation Textiles, Clothing and Leather (ETUF:TCL) 0 1
European Transport Workers’ Federation (ETF) 0 1
Global Union Media, Entertainment & Arts (EURO-MEI) 0 1
International Federation of Actors (FIA) 0 1
International Federation of musicians (FIM) 0 1
International Organisation of Professional Football Players’ Associations (FIFPro) 0 1
Union Network International — Europe (UNI-Europa) 1 0
Employers’ organizations
Confederation of European Business (Businesseurope) 0 1
European Centre of Enterprises with Public Participation and of Enterprises of General 1 0
Economic Interest (CEEP)
European Association of Craft and Small and Medium-Sized Enterprises (UEAPME) 0 1
Airports Council International — Europe (ACI Europe) 0 1
Association of Commercial Television in Europe (ACT) 0 1
Association of European Airlines (AEA) 0 1
Association of European Public Postal Operators (POSTEUROP) 0 1
Association of European Radios (AER) 0 1
Association of Mutual Insurers and Insurance Cooperatives in Europe (AMICE) 0 1
Association of National Organisations of Fishing Enterprises in the EU (EUROPECHE) 0 1
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Social partner organizations Executive head

Women (no.) Men (no.)

Civil Air Navigation Services Organisation (CANSO) 0 1
Coiffure EU 0 1
Community of European Railways and infrastructure comp. (CER) 0 1
Community of European Shipyard’s Associations (CESA) 0 1
Confeder.ation of National Associations of Tanners and Dressers of the European 0 1
Community (COTANCE)

COPA-COGECA 0 2
Council of European Municipalities and Regions (CEMR) 3 2
EUROGAS 0 1
European Apparel and Textile Organisation (EURATEX) 0 1
European Association for Coal and Lignite (Euracoal) 0 1
European Association of Cooperative Banks (EACB) 0 1
European Association of Mining Industries (Euromines) 1 0
European Association of Potash Producers (APEP)

European Banking Federation (EBF) 0 1
European Barge Union (EBU) 1 0
European Broadcasting Union (EBU) 0 1
European Chemical Employers Group (ECEG) 0 1
European Club Association (ECA) 0 1
European Committee of Sugar Manufacturers (CEFS) 1 0
European Community Shipowners’ Associations (ECSA) 0 1
European Confederation of Iron and Steel Industries (EUROFER) 0 1
European Confederation of Private Employment Agencies (Eurociett) 0 1
European Confederation of the Footwear Industry (CEC) 0 1
European Confederation of Woodworking Industries (CEl - Bois) 0 1
European Construction Industry Federation (FIEC) 0 1
European Coordination of Independent Producers (CEPI) 1 0
European Federation of Cleaning Industries (EFCI) 0 1
European Federation of Contract Catering Organisations (FERCO) 1 0
European Federation of Insurance Intermediaries (BIPAR) 0 1
European Federation of Security Services (CoESS) 1 0
European Fumiture Industries Confederation (EFIC) 0 1
European Furniture Manufacturers’ Federation (UEA) 0 1
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Social partner organizations

Executive head

Women (no.) Men (no.)

European Hospital and Healthcare Employers’ Association (HOSPEEM) 1 0
European Industrial Minerals Association (IMA) 1 0
European Insurance and Reinsurance Federation (CEA) 1 0
European Professional Football Leagues (EPFL) - -
European Rail Infrastructure Managers (EIM) 0 1
European Regions Airline Association (ERA) 0 1
European Savings Banks Group (ESBG) 0 1
European Skippers Organization (ESO) - -
European Telecommunications Network Operators’ Assoc. (ETNO) 0 1
Hotels, Restaurants and Café in Europe (HOTREC) 1 0
International Air Carrier Association (IACA) 1 0
International Aviation Handlers’ Association (IAHA) 0 1
International Federation of Film Producers Associations (FIAPF) 0 1
International Road Transport Union (IRU) 0 1
Performing Arts Employers’ Associations League Europe (PEARLE) 1 0
The Retail, Wholesale and International Trade Representation to the EU 0 1
(EUROCOMMERCE)

Union of the Electricity Industry (EURELECTRIC) 0 1
Total 19 58

- not applicable
: not available;

Source: European Commission, Database on Women and Men in Decision-making (WMID)

Data collected between 17 June 2009 and 19 October 2009.
Definitions:

European social partner organizations: employer and trade union organizations at EU level which engage in the European social dialogue - i.e. discussions,
consultations, negotiations and joint actions taking place between employers and trade unions at European level as well as between them and EU institutions.

Positions covered:
= President — head of highest decision-making body

= Members — members of highest decision-making body (count includes the president)
= Executive head — usually designated as the secretary-general or managing director
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Table 3A.
Examples of actions taken at the national level to promote work-life balance in the context of Priority 3 of the Framework on Actions on Gender Equality

Country Bipartite Tripartite Level Short description

. National Involvement of social partners in the tripartite consultation (Council of Economic and Social Arrangement) in the development of national policies (legal
and non-legal framework) focusing on the reconciliation of family, private and professional life.

Czech Rep.

Denmark . National The Danish Confederation of Trade Unions (LO) and the Danish Employers Organisation (DA) are members of the ‘Project Child Care’ initiative, which
campaigns for fewer closing days and longer opening hours in daycare institutions.

Finland o National The social partners had been involved in the amendment of Finnish legislation on family leave in 2006 and 2007. They agreed to lengthen the parental
leave and childcare leave of adoptive parents and to enable parents of disabled children and children having long-term illnesses to have part-time
childcare leave. The amendments also clarified rights for childcare leaves of parents living apart from their children. The family leave regime was revised
with the aim of sharing the costs of family leaves more equally between all employers and encouraging fathers to take up more often parental leave.
The social partners further participate in a committee dealing with the reform of the family leaves regimes, set up in August 2009 under the Ministry of
Social Affairs and Health.

France ¢ ¢ National A Comparative Situation Report (RSC) must be drawn up in companies with more than 50 employees. Within social dialogue a working group has worked
company to improve the Comparative Situation Report which has led to a modification of some indicators but also made this tool more accessible to companies.
Further, a guide was developed for the use of this report by large and small companies alike.

The law of 23 March 2008 introduced a new criterion in the Comparative Situation Report. Companies must now indicate the actions they put in place to
ensure gender balance (e.g. encouragement not to hold meetings at the end of the day, financial assistance for childcare for employees who have to take
a training course, etc.).

Latvia * National Experts of the Free Trade Union Confederation of Latvia (LBAS) and the Employers’ Confederation of Latvia (LDDK) work in the government commission
for the improvement of childcare provisions facilitating better work-life balance.

Netherlands o National In June 2007, social partners and the Government agreed at the Summit on Participation to increase the participation of women by giving more attention
to the reconciliation of work and private life in the collective agreements. The goal of the Task Force Part-time plus is to stimulate women to work more
hours, and to consider which conditions regarding the work-life balance (such as childcare, appropriate working hours) should be met in order to reach the
mentioned objective.

Spain . National In the extension 2008 of the Interconfederal Agreement on Collective Bargaining (ANC), measures related to supporting work-life balance were included
which focus on:

— regulations of leaves and benefits linked to maternity, paternity and any other family responsibilities
— working time regulations to help balance personal and working life.

Sweden o National The Swedish social partners have supported work-life balance through collective bargaining. The provisions focus for example on the possibilities for
combining work and parenthood in the context of work organization, working time, work from home, on measures for further training, education or
information during standard working hours, equality of normal wage trend despite absence due to parental leave, etc.

UK . National The Trade Union Congress (TUC) and Confederation of British Industry (Business Europe) CBI have undertaken a number of actions since 2005 to
support better work-life balance.
During 2007-08, the TUC, CBI and members of Partnership of Public Employers (PPE) participated in an ongoing review commissioned by the
Government of the right to request flexible working for parents of school-age children.

Source: European Trade Union Confederation/BUSINESSEUROPE/UAPME 2009.
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Table 4A.

Examples of actions taken at the national level to tackle the gender pay gap in the context of priority 4 of the Framework on Actions on Gender Equality

Country Bipartite Level Short description

Belgium ° National Collective labour agreement 25 of 9 July 2008:
Guarantees equal pay for work of the same value, non-discriminatory — gender-neutral — job classification systems;
Social partners explicitly state in the text that sectors and companies must review their job classification systems and salaries and ensure gender
neutrality.

Czech Republic ® National Both social partners have developed projects focused on gender mainstreaming in collective bargaining because a balanced participation of women and
men in negotiating teams at all levels could lead to an improvement in regard to the gender pay gap.

Denmark Sectoral In early 2009, the Government established a wage commission for the public sector with a focus on the gender-segregated labour market and equal
wages. LO and DA have seats on the commission.

Finland National Since 2006, the social partners have been involved in an extensive tripartite gender equality programme (Equal Pay Programme). The national social
partners participated in the drafting of the programme from 2004 to 2005. It is implemented through tripartite cooperation.
Objectives of the programme:
- diminish the gender pay gap, calculated on the basis of regular monthly working hours, from the present approximately 20 per cent by at least 5

percentage units by 2015;
- have every fifth wage earner employed in occupations employing a 40 per cent to 59 per cent proportion of both women and men by 2012;
- giving women and men equal opportunities for career advancement;
- have half of all managerial posts filled by women by 2020.
The programme included several research, development and training programmes to support the jointly set goals. Two major projects are related to the
development of pay systems.
- SAPTU project: provides information on the impact of new pay systems on women’s and men’s pay in the private and public sector.
- TAPAS: A three-year research and development project developing pay systems on the basis of job evaluation and the employee’s performance.
The aim is to promote equal and fair pay and provide incentives.

Finland ° Sectoral Some sectors introduced in the negotiation round the pay discussion model which ensures regular wage check-ups. The negotiation round 2007-2008
was very strongly influenced by a seminar on wage policy organized by the Equal Pay Programme.

Germany . Sectoral BAVC and IG BCE planned to produce joint position papers on the issue of equal pay for autumn 2009.
Employers and trade unions seek to draw attention to the various causes of remaining pay differences.

Netherlands National The social partners regularly meet in the Labour Foundation to discuss the issue of the gender pay gap. In 2006, they participated in the National Working
Group Equal Pay, established by the Government..
‘In 2006 the Labour Foundation revised its Checklist Equal Pay for men and women and updated the appendix of the checklist with relevant legislation
and pronounced judgements in 2009 .

Portugal Sectoral From 2006-2009, the project ‘Equal - To revalorise Work to promote Equality’ took place in the food and beverages sector in collaboration with the ILO.

Based on the analysis of 79 jobs and the identification of 8 strategic occupations a methodological guide and a function analysis grid have been
developed. They are based on four factors (competence, responsibility, effort and working conditions) and are meant to be used to evaluate work value in
a gender-neutral way in the food and beverage and other sectors. A training material on wage equality was also produced.
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Country

Bipartite

Tripartite

Level

Short description

Sweden

United Kingdom

United Kingdom

National
Sectoral
Company

National

Sectoral

Whereas the old Equal Opportunities Act imposes an obligation to write a gender equality plan and conduct a survey of pay differentials between women
and men every year, the new Act requires this only every third year and only for companies with 25 and more employees instead of 10 in the former
provisions. The employer is obliged to survey and analyse:

- provisions and practices regarding pay and other terms of employment that are used at the employer’s establishment, and

- pay differences between women and men performing work that is to be regarded as equal or of equal value.

Many collective agreements had included parts of the wordings of the old Equal Opportunities Act, i.e. the annual comparisons of women’s and men’s
salaries to discover unjust differences. The social partners have developed different means to support employers and unions at company level in the
conduct of the survey and the analysis pay differentials between women and men.

The social partners are members in a governmental committee investigating the costs and effects of the positive actions of the old Equal Opportunities
Act.

In 2004, the UK Government established the Women and Work Commission to investigate the causes of the persistent gender pay gap. The CBI, TUC
and members of PPE were represented by Commissioners; trade unions, public and private sector organizations were also represented. In 2006, the
Commission published 40 recommendations directed towards Government, employers and trade unions which focused on improving good practices from
education into employment in an effort to close the pay gap. The Commission was unable to reach consensus around mandatory pay reviews.

The employers’ federation opposes the Government’s plan to introduce into the Equality Bill mandatory gender pay gap reporting.

Central and local Government and the National Health Service have agreed a framework for job evaluation through social dialogue.

Source: European Trade Union Confederation/BUSINESSEUROPE/UAPME 2009.
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