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It is with particular pleasure that I present this publication which attempts a synopsis of the main presentations, conclusions
and best practices stemming from the tripartite conference organised in Limassol at the end of October 2012, on the subject of
tackling the gender pay gap. I firmly believe that in spite of the worst economic crisis in its history, the European Union and
its Member States must accelerate efforts towards achieving full and effective equality between men and women. Rather
than hampering economic recovery, investing in equality is a necessary tool in the fight for employment growth, economic
growth and improvement of European competitiveness. At the same time, policies and measures aiming at gender equality are
necessary to achieve fairness and the effective enjoyment of basic human rights for half of our population.

In this spirit, combating the gender pay gap is a priority. Despite years of efforts and despite the existence of a considerable
body of legislation, the gender pay gap forms a persistent problem across the European Union. This shows that legislation in
itself is not enough. Rather, it must be combined with appropriate policies and practices and must be implemented in an
effective manner. In this regard, there is an evident need for effective synergies. What is more, the continuous transformation of
our economies and of our employment relations models generates new phenomena which impact on the struggle for equality.
Policies must be able to address old and new factors giving rise to the gender pay gap and to reap the benefits of any opportunities
which this transformation may present us with. In all these respects there is a lot of work that still needs to be done.

The Cyprus Presidency of the Council of the European Union during the second half of 2012 sought to give emphasis to the
effort to reduce unemployment, to enhance quality in work and to promote social dialogue. Eliminating the gender pay gap
is relevant to all three objectives. The Cyprus Presidency also remains committed to the aims of the Europe 2020 strategy,
where equality between men and women and equal pay are overarching objectives. It is for this reason that the Cyprus
Presidency placed this tripartite conference under its auspices. I am pleased that the enthusiastic participation of so many
delegates from across the Member States made the event a successful one. It is clear that the acknowledgement of the need
for a more robust approach to tackling the gender pay gap was shared by all stakeholders, be it government representatives
or representatives of employers and trade unions. The challenge now is to transform this acknowledgement into action. I very
much hope that this publication will add its own contribution to this effort.

Sotiroula Charalambous, Minister of Labour and Social Insurance
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SUMMARIES OF SESSIONS, SPEECHES AND KEY PRESENTATIONS
Opening the conference the Director of the Department of Labour Relations, Mr Andreas Mylonas, stressed the need for
interventions in the area of equal pay that contribute actively to a better utilisation of all human resources, improving the
competitiveness of businesses, the economy of the Member States and the welfare of society. Moreover, he argued that just
as it is important to emphasise the economic dimension of the gender pay gap and to make the business case for pay equality,
it is equally important to acknowledge gender equality as a major achievement of modern European societies and as such it
should be preserved independently from any economic considerations.
In her welcoming address, the Minister of Labour and Social Insurance, Mrs Sotiroulla Charalambous, highlighted the resolve
of the Republic of Cyprus to accelerate efforts to eliminate the gender pay gap. The Minister referred to the complex factors
giving rise to the GPG and emphasised that legislation is important but not enough. The Minister noted that one of the biggest
challenges the European Union is called to face is to advance equality issues within the adverse economic environment brought
about by the continuing economic and monetary crisis. As Mrs Charalambous remarked, the Cyprus Presidency, determined
to move the matter, included this conference under its auspices.
Mrs Edit Bauer MEP presented a Report adopted by the European Parliament in May 2012 which contains a series of recommendations to the European Commission as to how to tackle the gender pay gap. Mrs Bauer was the Rapporteur of that
report. Amongst the recommendations is the need for clearer definitions of important notions, such as that of “employer”, transparency in pay structures and stricter enforcement of sanctions. As Mrs Bauer noted, one of the main considerations for the
Parliamentarians is how to utilise the large body of existing legislation in a manner which can produce better results. In the
Parliament’s view, implementation of the recommendations proposed in the report is fundamental to that effort.
Mr Aurel Ciobanu Dordea, Director of the Equality Directorate in DG Justice of the European Commission acknowledged that,
in spite of the fact that the Treaty and secondary law provide for the principle of equal pay, there is a persisting problem. As
Mr Ciobanu Dordea noted, differences exist amongst Member States but the gender pay gap affects all economies and
socio-economic models. For this reason, its elimination forms one of the priorities of the European Commission. The Commission
agrees that one of the key challenges is to apply and enforce existing rules more effectively. To this end, Commission action
focuses on three aspects: first, upholding better implementation and compliance with EU legislation; second, raising awareness
and, third, on actions to be undertaken by employers, including making the business case for equal pay.
Mrs Isabella Biletta, research manager at the European Foundation for the Improvement of Living and Working Conditions,
presented a series of findings by the Foundation on the issue of occupational segregation. According to Mrs Biletta, three key
features of occupational segregation are very important for comprehending and addressing this major contributing factor
to the gender pay gap: first, its persistency; second, its important cultural path-dependency and, finally, that it poses a challenge
for collective bargaining and policy makers.
Mr Philippos Soseilos, partner and Head of Human Capital, at PwC Cyprus, presented the actions taken by PwC Cyprus in
order to increase the participation of women in the more senior positions of the organisation. A combination of measures,
such as mentoring, training, developing women’s committees, targets and others are employed by PwC to this end. As Mr
Soseilos emphasised, we need to confront the bias in our systems to unleash each person’s talent and personal qualities as
well as to enhance accountability.
Dr Jane Pillinger, researcher and policy advisor, introduced the thematic session on job evaluation and job classification,
elaborating on the two concepts and on the principles which are pertinent to them. Dr Pillinger remarked that job evaluation
gives us transparency and the opportunity to look in an objective and analytical way how we value jobs in terms of their
content. In this respect she expanded on the key factors used in a job evaluation exercise – skill, effort, responsibility and
working conditions – and provided a number of guidelines for social partners, governments and collective agreements.
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Ms Sue Hastings, pay and employment advisor, presented the “Agenda for Change”, that is the job evaluation exercise undertaken
in the national health service in the United Kingdom, which probably forms the largest exercise of its kind in the world. Ms
Hastings focused on the aims and the methodology of the exercise, which was characterised by a partnership approach and
a will for consensus, as well as commented on the results and the lessons arising out of it. As Ms Hastings noted, the key lesson
is to take all available opportunities in relation to equal pay, not just to identify pay discrimination issues, but to take action
on them through whatever appears the most suitable tool in the circumstances.
Mr Jean-François Neven, Judge at the Labour Court of Brussels and visiting lecturer in the Catholique Université de Leuven-la-Neuve,
elaborated on the principles governing sanctions and restoration of justice that have been developed by the European Court
of Justice. In this regard Mr Neven commented on a number of cases decided by the Court as well as made reference to the
Recast Directive that was adopted in 2006. Mr Neven emphasised the importance of transparency and access to information
in respect of claims concerning pay discrimination and noted that there is room for improvement as regards judges’ handling
of sex discrimination cases.
A panel debate chaired by Mrs Monica de Coninck, Minister of Employment of Belgium with the participation of Mr Josef de Witte,
President of the European Network of Equality Bodies, Mrs Zetta M. Makri, Secretary General of the General Secretariat for
Gender Equality of Greece, Dr Charlotte Camilleri, Executive in EU and legal affairs of the Malta Employers Association, and
Mr Jean-François Neven concentrated on the issue of enforcement and sanctions. The importance of implementing the EP
recommendations on pay equality and the added risks for pay equality that are created by some changes in the employment
relations, such as the increasing individualisation of employment relationships, were some of the issues that were highlighted
during the debate.
In her address to the Conference, Ms Virginija Langbakk, Director of the European Institute for Gender Equality, remarked
on the significance of appreciating the broader socio-economic framework in order to be able to truly advance the discussion
on the four perspectives to tackling the gender pay gap. In this regard, Ms Langbakk considered some of the stereotypes
which sustain the gender pay gap, noting the need to adapt the organisation of society to a fairer distribution of women’s
and men’s roles. Additionally, she referred to the role of education and the importance of tackling segregation both in education
and in work in order to promote gender equality which is not only a fundamental right, but an indispensable factor for solidarity
and the development of our societies.
Talking on behalf of the International Labour Organisation, Ms Adrienne Cruz, Gender specialist of the ILO Bureau for Gender
Equality elaborated on a number of considerations on the role of social dialogue in tackling the gender pay gap in the European
context, stating that Europe provides an example of good practice in this respect. Referring to some of the weaknesses of
social dialogue, Ms Cruz stressed the need for more data and more analysis of the various aspects which pertain to the GPG
including the effects of the austerity measures which are imposed by many governments.
Dr Christine Aumayr-Pintar, Research Officer for Working Conditions and Industrial Relations at the European Foundation
for the Improvement of Living and Working Conditions, referred to the role of social dialogue changing the culture of secrecy
over pay in Austria through income transparency reports. Introduced as one of a series of measures aimed at reducing pay
inequalities income transparency reports are foreseen for employers with more than 500 employees and from 2014 for employers
with 150 employees and more, and involve a range of data that must be made available to works councillors in order to monitor
compliance with the principle of pay equality.
Dr Maria Hemström Hemmingsson, Head of the Delegation for Gender Equality in Working Life at the Ministry of Employment
of Sweden gave a presentation on the role of social dialogue in promoting equal pay at the workplace focusing on some of
the weaknesses of social dialogue. In particular, she concentrated on the methodology of collective bargaining concerning
pay increases and noted that this has the effect of sustaining and in some cases increasing the gender pay gap. According to
Dr Hemström Hemmingsson, reversing this situation requires the consideration of larger pay rises for the female-dominated
lower-paid professions and/or a greater share of GDP for the public sector.
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A debate on the loi Genisson and subsequent legislative and other developments in France was held between Ms Jacqueline Buysse,
Member of the Women-Men Equality Committe of Medef and Head of the WE Network of Areva ; Ms Laurence Laigo, National
Secretary of the Confédération française démocratique du travail (CFDT) and Ms Nathalie Tournyol du Clos, Head of Service
of the rights of women and of equality between men and women. The debate highlighted a number of actions currently taken in
France, including the use of gender mainstreaming in the public sector and efforts to enable smaller businesses to implement
good practices which are found in bigger companies.
A concluding panel discussion was held on the theme “Pay equality in times of crisis: the way forward or chimera?”. The debate
was moderated by Mr Andreas Mylonas, Director of the Department of Labour Relations and included Ms Adrienne Cruz,
Gender Specialist of the ILO Bureau for Gender Equality, Ms Anu Sajavaara, Chair of the Equal Opportunities Network of
BusinessEurope, Ms Claudia Menne, Confederal Secretary of ETUC, Ms Helen Hoffmann, Adviser for Social Affairs, UEAPME,
and Mr Mahtab Khan, Associate of the CEEP UK. The debate considered such issues as the role of gender equality in the current
environment; the role of EU institutions and of the European social partners; whether more legislation is necessary; the role
of quotas and the representativity of the social partners.
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HIGHLIGHTS FROM THE OPENING ADDRESSES TO THE CONFERENCE
In her welcoming address, Mrs Sotiroula Charalambous, Minister of Labour and Social Insurance of the Republic of Cyprus,
noted that Cyprus undertook the Presidency of the Council of the European Union at a particularly difficult time for Europe.
One of the biggest challenges of the period we are experiencing, the Minister said, is the path that will be followed as
regards equality issues and especially gender equality. Mrs Charalambous emphasised that it is necessary to place at the
heart of our policies one of the basic principles of the EU Treaty, which is the principle of full and effective equality between
men and women.

Investing in equality is necessary
to achieve fairness and to enable
the effective enjoyment of basic human
rights by women, as well as to make
employment attractive for women
for the purposes of employment growth,
economic growth and competitiveness
Mrs Charalambous noted that the legislative framework
on gender equality has contributed to the goal of equality;
however, it does not seem to be sufficient in itself but rather
needs to be combined with other policies and practices.
Legislation needs to be put into practice. Each Member State should ensure the full implementation of the law in all its
aspects, including equal pay, and put in place policies and effective mechanisms for monitoring implementation with the
ultimate aim of changing perceptions and stereotypes, establishing right foundations from childhood and incorporating the
principle of equality in all social and economic structures.
Referring specifically to Cyprus, the Minister noted that the country has one of the highest gender pay gaps in the European
Union, pointing to occupational segregation as one of the basic reasons for this situation, in particular the fact that a very
large number of women work in unskilled occupations and low paid sectors of economic activity. Stating that the origins
of the current multi-layered process for combating the GPG go back to 2006, she referred to the co-financed project “Actions
to reduce the gender pay gap between men and women” which runs to 2015. The Conference forms part of this project.
Concluding her address, Mrs Charalambous remarked that, due to the economic crisis, it is tempting to consider policies
and measures aiming at equal pay as an additional cost to be avoided. This, however, misses the point and ignores the
important costs of the continuing gender pay gap that may not necessarily appear in account or financial reporting. In contrast,
the benefits of pay equality for the economy and society as a whole can be significant and, with this in mind, the Cyprus
Presidency placed the Conference under its auspices.
Ms Edit Bauer MEP, Member of the European Parliament’s Committee on Women’s Rights and Gender Equality and Rapporteur
of Parliament’s “Report with recommendations to the European Commission on the application of the principle of equal pay
for male and female workers for equal work or work of equal value” presented the report that was adopted by the Plenary on
24 May 2012. Opening her presentation Ms Bauer noted that the question for the Committee was what to do with all the
existing EU legislation on equality and how to make it work better and produce better results.

As parliamentarians we have no other tools and must insist on better legislation
Ms Bauer then presented the EP report which contains a list of recommendations, concentrating on
(1) the need for clearer and more precise definitions, including of “employer” for the issue of work of equal value;
(2) the need to increase transparency, which is a particularly serious problem especially for the new Member States;
(3) job evaluation and job classification structures;
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(4) equality bodies and legal remedies, seeking to reverse the fact that despite the rather voluminous legislation very
few cases make it to courts, while in some Member States there is a trend towards limiting the powers of equality bodies;
(5) social dialogue, including the need for guidelines in this respect;
(6) prevention of discrimination, noting that a lot of work is still required in this regard;
(7) gender mainstreaming, particularly in the face of the demographic challenges;
(8) sanctions; and
(9) streamlining EU legislation and policy.
Concluding her address, Ms Bauer also referred to the fact that there is evidence that pay discrimination is even more prevalent
amongst part time workers and her disapproval of the fact that many Member States consider that they have already fulfilled
their obligations under the Recast Directive even without adopting specific implementing legislation.
Parliament’s recommendations are reproduced as an Annex. Visit also the website of the EP FEMM Committee at:
http://www.europarl.europa.eu/committees/en/femm/home.html

Mr Aurel Ciobanu Dordea, Director of the Equality
Directorate in the European Commission, addressed
the conference elaborating on the current actions
of the European Commission in tackling the gender pay
gap (these are highlighted in the box that follows this
section). Opening his address Mr Ciobanu Dordea stated
that tackling the gender pay gap is one of the priorities
of the European Commission. He acknowledged the fact
that despite a plethora of EU legislation - in the Treaty and
secondary law - providing for the principle of equal pay,
there is a persisting problem. Large differences exist
amongst Member States but the gender pay gap is found
in all economies and socio-economic models.Mr Ciobanu
Dordea noted that the slight decrease in the rate of GPG
in the past couple of years is probably attributed to the decrease in the pay of men as a result of the crisis and not because of
levelling up. What is more, research confirms that women have worse terms and conditions when entering the labour market
and that labour market imbalances are always to the detriment of women. Statistically, while the employment rate for men
in 2011 was 75%, for women it was only 62.3%. It is to be noted too that while only 7.5% of working men are part-time workers,
the rate for women reaches 32.1%. All this is despite the fact that six out of 10 graduates are women.

Gender equality is good for business, the economy and the society
Mr Ciobanu Dordea remarked that there are fewer cases of direct sex discrimination today, but the GPG remains high. This
entails significant costs and prevents the attainment of various objectives which have been set by the European Union. Mr
Ciobanu Dordea highlighted some of the main reasons creating and sustaining the gender pay gap, such as the undervaluation
of women’s work and skills compared to men; the concentration of women in undervalued and underpaid sectors and occupations;
obstacles in career advancement; gender imbalances in decision-making positions; and the unequal burden of responsibilities
at home. For the European Commission, the effective tackling of the gender pay gap requires the involvement of all stakeholders
and more effective application and enforcement of existing rules. Concluding his address, Mr Ciobanu Dordea emphasised
that equal pay is good in times of crisis as it can further both economic and social objectives, for instance it facilitates the entry
of women into the market, thus contributing to achieving the 75% rate of employment for women by 2020.
A great deal of useful information can be found on the website of the Directorate for Gender Equality at:
http://ec.europa.eu/justice/gender-equality/index_en.htm
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Ms Virginia Langbakk, Director of the European Institute
for Gender Equality, addressed the conference noting
that the four perspectives to tackling the gender pay gap
cannot be truly discussed if the broader framework is not
appreciated. In this respect she referred to the social norms
which “accept and justify a man-focused breadwinner
model” and to “attitudes and stereotypes which reinforce
occupational segregation”. Expanding on that she also
referred to the fact that 84% of working fathers have
neither considered nor taken parental leave. Women
still account for the vast majority of takers of parental
leave and risk obstacles to career advancement because
of child bearing. Focusing on time and participation,
Ms Langbakk referred to the policy framework for balancing
work and life and highlighted the need to adapt the
organisation of society to a fairer distribution of women’s and men’s roles. In particular, she noted that, despite recent trends
especially in some Member States, such as Sweden and Denmark, there is still unequal value attached to jobs performed
by women, coupled with the fact that because of the predominance of women in household roles, a considerable number
of women do not have an income.

The goal of equality between women and men cannot be achieved by women only
Referring to the role of education, Ms Langbakk noted that even though there are more women graduates in general, there
is a big gender gap in certain fields like science, mathematics and engineering. The Europe2020 strategy sets targets in
relation to knowledge and education which are very pertinent to the effort to improve the situation in this context. Ms Langbakk
also noted that the experience of men and women in the domain of work varies significantly as women generally experience
a lower quality of work, lower participation rates and occupational segregation. In this respect, narrowing the level of
segregation could positively impact on both women and men in that it could contribute to a reduced gap in participation and quality.
Concluding her address, Ms Langbakk emphasised that for EIGE, equality is not only a fundamental right, but indispensable
for solidarity and the development of our societies especially in the context of demographic challenges. To this end, some
of the current actions of EIGE concentrate on the development and collection of data to support studies and research, on
promoting and disseminating good practice and on contributing to awareness-raising.
Visit EIGE’s website at: http://www.eige.europa.eu/

QBHF

OCCUPATIONAL SEGREGATION
Occupational segregation forms the single most important factor explaining the gender pay gap1. Despite a plethora of studies
pointing this out, occupational segregation remains one of the most difficult and elusive aspects of the effort to tackle the
gender pay gap.
Isabella Billeta from the European Foundation for the Improvement of Living and Working Conditions presented a number
of findings of the Foundation, introducing this thematic session of the conference. Some of the highlights of her presentation
include the following:
t (FOEFSJTTPDJBMMZDPOTUSVDUFEBOEJTOPUBIPNPHFOPVTDBUFHPSZ5IJTDPOTUSVDUJPODPNCJOFTFMFNFOUTGSPNJOTUJUVUJPOBM,
economic and cultural environments.
t 5ISFFLFZGFBUVSFTPGPDDVQBUJPOBMTFHSFHBUJPOBSFWFSZTJHOJöDBOU
> it is persistent;
> it follows an important cultural path-dependency; and
> it poses a great challenge for collective bargaining and policy makers
t 3FHVMBUJPOGSPNOBUJPOBMUP&VSPQFBOMFWFMJTFWJEFOUMZOPUTVóDJFOU0OMZ4XFEFOIBTBMSFBEZBDIJFWFEUIFUBSHFU
of employment rate for both sexes.
t (FOEFSTFHSFHBUJPOFYJTUTBUBMMMFWFMTUISFFöGUITPGUIFXPSLJOHQPQVMBUJPOXPSLJOHFOEFSTFHSFHBUFEPDDVQBUJPOTXPSLQMBDFT

Women entering the labour market have already ‘adapted their choice’.
t /PUPOMZBSFUIFUXPTFYFTDMVTUFSFEJOEJòFSFOUPDDVQBUJPOT CVUUIFZBSFOPUFWFOJODPNQBSBCMFQPTJUJPOT8PNFOBSF
confined to lower posts.
t 5IFSFJTTUJMMBMPUPGXPSLUPCFEPOFJOSFMBUJPOUPJODSFBTJOHUIFOVNCFSPGXPNFOJOTVQFSWJTPSZQPTJUJPOT*O
 POMZPGUIFTFQPTJUJPOTXFSFPDDVQJFECZXPNFO &$ #ZUIJTSBUFJODSFBTFEWFSZNPEFTUMZUP &6 
 PSGPS&$ 2.
t &WFOJOUIFTFTVQFSWJTPSZQPTJUJPOTXPNFOTFFNUPTVòFSGSPNBCJBTFEWJFXFEBTUPUIFJSDBQBCJMJUJFT5IVT XPNFO
supervisors are responsible on average for only 8 workers, while men are responsible for 24 workers. What is more, the
bosses of supervisors are almost always men.
t

Whatever the job configuration, men always do better in terms of pay.

t :FU NFOJOUIFZFBSTPGBHFDPIPSUBSFHFOFSBMMZOPUIBQQZXJUIUIFJSXPSLJOHIPVSTBOESFQPSUUIBUUIFZTVòFSGSPN
 VOCBMBODFESFQBSUJUJPOCFUXFFOXPSLJOHIPVSTBOEQFSTPOOFMGBNJMZUJNFUIJTDPVMECFPOFFMFNFOUQSFWFOUJOHUIFN
from taking more responsibilities at home.
t 1BSUUJNFXPSLGPSNFOJTPGUFOBUSBOTJUJPOBMQIBTF CVUGPSXPNFOJTBNPSFUZQJDBMDIBSBDUFSJTUJD
t 5IJTQMBZTJOUPBTUFSFPUZQFPGUFOVTFEQSFTFOUJOHXPNFO CFDBVTFUIFZPóDJBMMZXPSLGFXFSIPVST BTMFTTDPNNJUUFE
 UIBONFOUPQBJEXPSL5IJTEJTSFHBSETDPNQMFUFMZUIFSFTQPOTJCJMJUJFTPGXPNFOBUIPNF*GUIFTFBSFJODMVEFECPUIQBSU
time and full time women workers generally work more hours than men.

1

&VSPGPVOE "EESFTTJOHUIFHFOEFSQBZHBQ(PWFSONFOUBOETPDJBMQBSUOFSBDUJPOT  Q
&$DPVOUSJFTJOUIF&VSPQFBO$PNNVOJUJFTJOUIFTUIFGPVOEJOHDPVOUSJFT*5'3#&/--6%&QMVTKPJOJOHDPVOUSJFTBMPOH
UIFXBZGSPNUIFT6,%,*&  BOEUIFT&-  15BOE&4  

2
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t *OGFXDPVOUSJFTTPNFHFOEFSHBQT FNQMPZNFOUQBZ TFFNUPOBSSPXCVUUIJTIBQQFOTBTBDPOTFRVFODFPGXPSTFOFE
 XPSLJOHDPOEJUJPOTBMMBSPVOEBOEFTQFDJBMMZGPSNFO4PQBZJTOPUMFWFMMJOHVQ
t $VMUVSBMBUUJUVEFTBSFWFSZEJóDVMUUPDIBOHF5IFTFGBWPVSNFO XIJMFBDVMUVSFPGiPMENFODMVCwQFSTJTUT5IVT NFOBSF
 NPSFMJLFMZUPTPDJBMJTFBGUFSXPSL XIJMFXPNFOOFFEUPBUUFOEUPIPVTFIPMEOFFET0GUFO XJUIJOBOPSHBOJTBUJPO NFO
 FWFODPNFGSPNUIFTBNFTDIPPMT
t )PXFWFS XIFONFOBOEXPNFOXPSLJOTFHSFHBUFEPDDVQBUJPOTUIFZFYQSFTTMPXFSEFHSFFTPGKPCTBUJTGBDUJPO3FTVMUT
 PGUIF&VSPQFBO8PSLJOH$POEJUJPOT4VSWFZ &8$4 
t &NQMPZFSTBOEUSBEFVOJPOTBSFOPUCVJMUPOFRVBMJUZQSFNJTFTBOEUIFZMBDLCFIJOEJOFRVBMJUZJTTVFT/FFEGPSFRVBMJUZUP
 HFUIJHIFSPOUIFBHFOEBPGDPMMFDUJWFCBSHBJOJOH
t 5IFDSJTJTDBOGPSNBOPQQPSUVOJUZGPSSBJTJOHUIFQSPöMFPGFRVBMJUZBTXPSLJOHXPNFOCFDPNFLFZöHVSFTJOUIFIPVTFIPME
7JTJUUIF&VSPGPVOETXFCTJUFBUIUUQXXXFVSPGPVOEFVSPQBFV

PwC Cyprus: Promoting more women in senior positions
Highlights from the presentation of Philippos Soseilos, Partner PwC Cyprus
1X$$ZQSVTIBTCFFODPODFOUSBUJOHJUTFòPSUTUPSBJTJOHUIFOVNCFSPGXPNFOJOUIFUPQQPTJUJPOTXJUIJOUIFPSHBOJTBUJPO
XIJDIFNQMPZTBSPVOEFNQMPZFFT PGXIJDIQFSDFOUBSFXPNFOBOEQFSDFOUBSFNFO
5IJTIBTQSPWFEBNBKPSDIBMMFOHF%VSJOHUIFMBTUZFBSTnotable progress has been achieved in increasing the number of
women in the middle and senior managementQPTJUJPOT VQBOEQFSDFOUBHFQPJOUT SFTQFDUJWFMZ but the situation
remains virtually static as regards the number of women who are partners or directors.5IJTJTEFTQJUFUIFNBLJOHPGOFX
QBSUOFSTJOUIFMBTUEFDBEF$VSSFOUMZ POMZQFSDFOUPGQBSUOFSTBOEQFSDFOUPGEJSFDUPSTJOUIFPSHBOJTBUJPOBSFXPNFO
1X$$ZQSVTBDLOPXMFEHJOHUIFinsufficiency of provisions and structures that cater for the needs of diverse parts of the
organisation and especially women IBTJOUSPEVDFENPSFøFYJCJMJUZJOXPSLJOHUJNF*OBEEJUJPO UIFHFOFSBUJPOBMDIBMMFOHF
CSJOHTJOBOBEEJUJPOBMEJNFOTJPOBOEUIFOFFEGPSFWFONPSFøFYJCJMJUZJOXPSLJOHQBUUFSOT

5IFDIBMMFOHFJTUPDPOGSPOUUIFCJBTJOUIFTZTUFNBOEUPFOBCMFHSFBUFS
BDDPVOUBCJMJUZBTXFMMBTUPFOIBODFFBDIQFSTPOTQFSTPOBMBUUSJCVUFT
BOEUBMFOUJSSFTQFDUJWFPGHFOEFS
Actions are focused on aspirational targets SBUIFSUIBORVPUBTBOEGPSNQBSUPGBXJEFSEJWFSTJUZQMBO5IJTBMTPJODMVEFT
“succession schemes” TPUIBUXIFOUISFFQFSTPOTBSFHSPPNFEUPTVDDFFEBQBSUOFSPOFNVTUCFGSPNBEJWFSTFCBDLHSPVOE
"i8PNFOEFWFMPQNFOUQSPHSBNNFwJTCFJOHJNQMFNFOUFEXIJDIJOWPMWFTUSBJOFSTUPQSPWJEFmentoring and advice to
womenBTUPIPXUPCVJMEOFUXPSLT UPQSPHSFTTJOPOFTDBSFFSBOEUPSBJTFBOVNCFSPGSFMFWBOUJTTVFT5SBJOFSTBMTPTQFBL
UPUIFNBOBHFNFOUBCPVUTPNFPGUIFDPODFSOTXIJDIBSFSBJTFECZXPNFOEVSJOHUIFQSPHSBNNF
5IFSFJTBMTPBXPNFOTDPNNJUUFF.FNCFSTPGUIFDPNNJUUFFoQSFEPNJOBUFMZXPNFOoBSFUSBJOFEJONFOUPSJOH JTTVFT
PGFRVBMJUZBOESFMFWBOUNBUUFST
1SPNPUJPOQBOFMTHPUISPVHIbias awareness trainingUPVOEFSTUBOEUIFJTTVFTJOSFMBUJPOUPEJWFSTJUZBOEEJTDSJNJOBUJPO
5IFSFJTBMTPTQFDJöDQMBOOJOHBOEVTFPGstructured career development plansUPGPSDFUIFHMPCBMMFBEFSTIJQPGUIFPSHBOJTBUJPOUP
CSPBEFOUIFCBTFPGOFXSFDSVJUTJOUIFUPQQPTJUJPOT
1X$$ZQSVTVOEFSTUBOETUIBUeach level of the organisation needs to do their part.5IJTSFGFSTQSJNBSJMZUPUIFPSHBOJTBUJPOT
MFBEFSTIJQ IVNBODBQJUBMBTBXIPMFBOEXPNFOJOQBSUJDVMBS

QBHF

Highlights of the workshop discussions … on occupational segregation
Leader: Andreas Matsas, Cyprus Workers’ Confederation (SΕΚ)
t %FTQJUFJUTJNQPSUBODF PDDVQBUJPOBMTFHSFHBUJPOBTBTVCKFDUJTOPUWFSZIJHIMZSBOLFEPOUIFBHFOEBPGTPDJBMQBSUOFST
t 5IFSFJTBMBDLPGTVóDJFOUWPDBUJPOBMUSBJOJOHBOEBSFMBUFEEFGFDUJOUIFTZTUFNGPSHVJEJOHQFPQMFDIPPTFUIFJSDBSFFS
t 0DDVQBUJPOBMTFHSFHBUJPOCVJMETPOTUFSFPUZQFTBOEGPSNTQBSUPGUIFXJEFSTFYFRVBMJUZEJTDSJNJOBUJPOJTTVF
t 5IFSFJTMBDLPGBXBSFOFTTBOEPGDPPQFSBUJPODPMMBCPSBUJPOCFUXFFOUIFTPDJBMQBSUOFSTUIFNTFMWFTBOECFUXFFOUIF
 TPDJBMQBSUOFSTBOEPUIFSSFMFWBOUBVUIPSJUJFTTUBLFIPMEFST
t 8FOFFEUPJOWPMWFNPSFNFOJOUIFJTTVFTPGFRVBMJUZ
t %JòFSFOUBQQSPBDIFTBTUPTPMVUJPOTXFSFFWJEFOUJOUIFXPSLTIPQ QBSUMZBTBSFTVMUPGEJòFSFODFTJODVMUVSFT
 "OFYBNQMFPGUIJTJTUIFTVCKFDUPGRVPUBT GPSXIJDIWJFXTEJòFSFEBNPOHTUEFMFHBUFT

*OFRVBMJUJFTBUUIFXPSLQMBDFSFTVMUJOTPDJBMJOFRVBMJUJFT
Mary Koutselini-Ioannidou

Leader: Dr Eleni Stavrou Costea, Department of Public and Business Administration, University of Cyprus
t &WFSZPOFTIPVMEUBLFVQUIFJSSFTQPOTJCJMJUZ
t 4FHSFHBUJPOCFHJOTGSPNBWFSZFBSMZBHF
t "EWFSUJTFNFOUTBOEQVCMJDJUZDBNQBJHOTIFMQ
t #VTJOFTTFTOFFEUPBDUJWFMZMPPLGPSDPNQFUFOUXPNFO
t *O#FMHJVNFWJEFODFTVHHFTUTUIBU PODFRVPUBTZTUFNTBSFJNQMFNFOUFE SFTVMUTBSFQPTJUJWF
t *O'JOMBOEFòPSUTDPODFOUSBUFPOQSPNPUJOHBMFTTNBDIPDVMUVSFBOEPOFODPVSBHJOHNPSFQBSUJDJQBUJPOCZNFOJO
 IPVTFIPMEBDUJWJUJFT5IJTBMTPBQQMJFTUPUIFPóDF GPSJOTUBODFBTUPXIPNBLFTUIFDPòFFPSDMFBOTVQ
t *UJTWFSZJNQPSUBOUUPDIBOHFUIFQFSDFQUJPOTPGDMJFOUTUPP"WFSZSFMFWBOURVFTUJPOJOUIJTSFHBSEJTXIPEPFTUIF
 DMJFOUFYQFDUUPTFF"MMUPPPGUFODMJFOUTFYQFDUUPCFDPVOTFMMFECZNFO5IJTOFFETUPDIBOHF

Leader: Anastasia Kynighou, Department of Public and Business Administration, University of Cyprus
t 4UFSFPUZQFTCFHJOGSPNBWFSZFBSMZBHFUIVT FEVDBUJPOBJNJOHUPCSFBLTUFSFPUZQFTGSPNBZPVOHBHFJTDSVDJBM
t 4UFSFPUZQFTBCPVUUIFSPMFPGXPNBOJOTPDJFUZIBWFOPUTVóDJFOUMZDIBOHFE
t 3BJTJOHBXBSFOFTTJTWFSZJNQPSUBOU
t %VSJOHBSFMFWBOUDBNQBJHOJO"VTUSJBUIFTMPHBOiSFBMNFOUBLFQBSFOUBMMFBWFwXBTVTFEUPFODPVSBHFNFOUPUBLF
 QBSFOUBMMFBWFBOENPSFSFTQPOTJCJMJUJFTBUIPNF
t -FHJTMBUJPOTIPVMEHJWFJODFOUJWFTUPFNQMPZFST
t 1BSUJDJQBOUTJOUIFXPSLTIPQTFFNFEMFTTLFFOPOTBODUJPOTJOSFMBUJPOUPPDDVQBUJPOBMTFHSFHBUJPO
t 5SBOTQBSFODZJTJNQPSUBOUXFOFFEUPLOPXXIPBSFUIFEFDJTJPONBLFSTBOEQPMJDZNBLFST
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t $IJMEDBSFGBDJMJUJFTBSFUIFLFZUPQSPNPUJOHFRVBMJUZ
t *O%FONBSLUIFSFJTHFOFSBMBDLOPXMFEHFNFOUUIBUXFDBOOPUBòPSEOPUUPIBWFDIJMEDBSFGBDJMJUJFTPUIFSXJTFXPNFO
 DBOOPUFOUFSBOESFNBJOJOUIFMBCPVSNBSLFU UPTVTUBJOUIFDPVOUSZT(%1BOEUIFFNQMPZNFOUSBUF
t 5IFDPTUPGFRVBMJUZQPMJDJFTBOENFBTVSFTJTFWJEFOUMZBOJNQPSUBOUGBDUPSIPXFWFS UIFNBUUFSTIPVMECFMPPLFEBU
 GSPNBMMQFSTQFDUJWFT JODMVEJOHUIFDPTUPGOPQPMJDJFTUPXBSETFRVBMJUZBOEPGDPOUJOVJOHEJTDSJNJOBUJPO
t 5IFSFJTBUJNFMBHJOSFTQFDUPGSFUVSOPOJOWFTUNFOUJOFRVBMJUZQPMJDJFT
t 5IFSFXFSFEJWFSHFOUWJFXTPOUIFTVCKFDUPGDPNQVMTPSZRVPUBT
t *O'JOMBOEXIFSFRVPUBTJOQVCMJDPSTUBUFPXOFEPSHBOJTBUJPOTIBWFCFFOJOUSPEVDFE UIFZBSFCBDLFECZEBUBJOEJDBUJOH
 QPTJUJWFPVUDPNFT

Closing remarks …
"UUIFFOEPGUIFQSFTFOUBUJPOTPGUIFXPSLTIPQT 1SPGFTTPS%S.BSZ,PVUTFMJOJ*PBOOJEPV )PMEFSPGUIF6/&4$0$IBJSJO
(FOEFS&RVBMJUZBOE8PNFOT&NQPXFSNFOU BUUIF6OJWFSTJUZPG$ZQSVTNBEFBOVNCFSPGöOBMSFNBSLTPOUIFJTTVF5IFTF
JODMVEFEUIFGPMMPXJOH
t 0DDVQBUJPOBMTFHSFHBUJPODPOUJOVFTUPFYJTUBUBMMMFWFMTBOEPDDVQBUJPOT7FSUJDBMTFHSFHBUJPONJSSPSTTPDJFUZTQSFKVEJDFT
 4JNJMBSMZ IPSJ[POUBMTFHSFHBUJPOJTCBTFEPOPVUEBUFEBUUJUVEFTBCPVUUIFSPMFPGXPNFO
t :FU UIFUSBEJUJPOBMJEFOUJöDBUJPOPGUIFUXPLJOETEPFTOPUSFQSFTFOUUIFXIPMFQJDUVSFBUIJSEUZQFJTFWJEFOUXIJDI
 IBTUPEPXJUIPDDVQBUJPOBMTFHSFHBUJPOBTSFHBSETQBSUUJNFXPSL
t 5IFSFJTBTFSJPVTOFFEGPSBNVMUJEJNFOTJPOBMBQQSPBDIUPUIFJTTVFPGHFOEFSJOFRVBMJUZ
t 5IFJOUSPEVDUJPOPGRVPUBTJTPCWJPVTMZBDPOUSPWFSTJBMJTTVF)PXFWFS JUJTJNQPSUBOUUPJOUSPEVDFUIFN XIJMFUIFJS
 JOUSPEVDUJPOEPFTOPUNFBOUIBUXPNFOBSFGBWPVSFE

XFDBOOPUTQFBLBCPVUQSPHSFTT QSPEVDUJWJUZBOEEFWFMPQNFOUXJUIPVU
FMJNJOBUJOHUIFEBOHFSPGXPNFOTNBSHJOBMJTBUJPO
t "NBOTUIPVHIUEVSJOHUIFTFMFDUJPOPSBTTFTTNFOUQSPDFTT BTNFNCFSTPGQBOFMT DBOCFDIBSBDUFSJTFEBTiIPNPTFYVBMw
 XIFSFBTXPNFOTBUUJUVEFBTiIFUFSPTFYVBMw5IJTNFBOTUIBUNBMFDBOEJEBUFTBSFGBWPVSFECZCPUINFOBOEXPNFO
 NFNCFSTPGTFMFDUJPOQBOFMT
t *UJTFTTFOUJBMUPJOUFHSBUFUIFFDPOPNJDDPOUFYUPGUIFöOBODJBMDSJTJTJOUPUIFEJTDVTTJPOPOPDDVQBUJPOBMTFHSFHBUJPO
t 'SPNB&VSPQFBOQFSTQFDUJWFBMBSHFQSPQPSUJPOPGUIF&6FNQMPZNFOUEFöDJUDBOQBSUMZCFFYQMBJOFECZCPUIUIFMPX
 GFNBMFFNQMPZNFOUSBUFBOEUIFBTTPDJBUFEJTTVFPGPDDVQBUJPOBMTFHSFHBUJPO
t 6OGPSUVOBUFMZ UIF&VSPQFTUSBUFHZ EFTQJUFJUTQSPDMBNBUJPOTUPUIFPQQPTJUF JOQSBDUJDFFYDMVEFTXPNFOGSPN
 QBSUJDJQBUJPOJOJUTJNQMFNFOUBUJPO
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CYPRUS: Training the educators
Within the framework of the project “Actions for reducing the gender pay gap”, the Department of Labour Relations has
commissioned an action plan to provide specialised training to 10,000 primary and secondary education teachers, as well as
education and career counsellors. This ambitious action plan also includes information activities for parents, regarding their
children’s education and occupation choices.
GENERAL OBJECTIVE
The overall objective of the action plan is to break stereotypes and combat occupational segregation which accounts for the
greatest part of the pay gap that exists in the country where women are often confined to specific, mainly low-paid, occupations
(horizontal segregation) as well as lower levels of hierarchy (vertical segregation). The aim should be done by training professional
education and career counsellors, teachers of primary and secondary education and finally informing parents about breaking
stereotypes.
SPECIFIC OBJECTIVES
The specific objectives of the action plan comprise the following:
t

Preparing a diagnostic study for the professional and/or educational choices of students in relation to gender;

t 1SFQBSJOHBNBOVBMGPSFEVDBUJPOBOEDBSFFSDPVOTFMMPST
t 5SBJOJOHFEVDBUJPOBOEDBSFFSDPVOTFMMPSTBOEJNQSPWJOHUIFFóDJFODZPGUIFTFSWJDFTPòFSFECZUIFNUPTDIPPMDIJMESFO
t 1SFQBSJOHBHVJEFGPSUFBDIFSTBUBMMMFWFMTPGFEVDBUJPOGPSSBJTJOHBXBSFOFTTBOEFMJNJOBUJOHHFOEFSTUFSFPUZQFTJOUIF
educational process;
t 5SBJOJOHBOESBJTJOHBXBSFOFTTPGUFBDIFSTPGQSJNBSZBOETFDPOEBSZTDIPPMTGPSFODPVSBHJOHTUVEFOUTUPTFFLFNQMPZNFOU
according to their abilities and aspirations and to end the division between "female" and "male" occupations;
t 1SFQBSJOHBHVJEFGPSJOGPSNJOHBOESBJTJOHBXBSFOFTTPGQBSFOUTJOFMJNJOBUJOHHFOEFSTUFSFPUZQFT
t )PMEJOHJOGPSNBUJPOTFNJOBSTGPSQBSFOUTJOSFMBUJPOUPFMJNJOBUJOHTUFSFPUZQFTBOEPDDVQBUJPOBMTFHSFHBUJPOBOE
promoting equality and equal pay.
Implementation of the project will commence with the start of the academic year in 2013 and will last for two years.

EU: Proposed directive on quotas for board members
On 14 November 2012 the European Commission proposed a Directive with the aim of attaining a 40% objective of the
under-represented sex in non-executive board-member positions in publicly listed companies, with the exception of
small and medium enterprises. Currently, boards are dominated by one gender: 85% of non-executive board members and
91.1% of executive board members are men, while women make up 15% and 8.9% respectively.
The proposal is expected to apply to around 5 000 listed companies in the European Union. It does not apply to small and
medium-sized enterprises (companies with less than 250 employees and an annual worldwide turnover not exceeding 50 million EUR)
or non-listed companies.

This measure is there to swiftly bring about gender equality in Europe's
corporate boardrooms. It will no longer be needed once progress
in this area has been achieved
European Commission Vice-President Viviane Reding
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MAIN ELEMENTS OF THE PROPOSAL
The proposed Directive sets a minimum objective of 40% by 2020 for members of the under-represented sex for non-executive
members of the boards of publicly listed companies in Europe, or by 2018 for listed public undertakings. The proposal
also includes, as a complementary measure, a “flexi quota”: an obligation for listed companies to set themselves individual,
self-regulatory targets regarding the representation of both sexes among executive directors to be met by 2020 (or 2018 in
case of public undertakings). Companies will have to report annually on the progress made.
Qualification and merit will remain the key criteria for a job on the board. The directive establishes a minimum harmonisation of
corporate governance requirements, as appointment decisions will have to be based on objective, gender-neutral qualifications
criteria. Inbuilt safeguards will make sure that there is no unconditional, automatic promotion of the under-represented sex.
In line with the European Court of Justice's case law on positive action, preference shall be given to the equally qualified
under-represented sex, unless an objective assessment taking into account all criteria specific to the individual candidates
tilts the balance in favour of the candidate of the other sex.
Member States that already have an effective system in place will be able to keep it provided it is equally efficient as the proposed
system in attaining the objective of a presence of 40% of the under-represented sex among non-executive directors by 2020.
And Member States remain free to introduce measures that go beyond the proposed system.
Member States will have to lay down appropriate and dissuasive sanctions for companies in breach of the Directive.
The Directive is a temporary measure and is set to expire in 2028.
From the European Commission press release IP/12/1205, 14 November 2012
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JOB EVALUATION / JOB CLASSIFICATION
The undervaluation of women’s work accounts for a great part of the gender pay gap. The fact that occupational segregation
means that the two sexes engage in different occupations or activities prevents an automatic direct comparison of these jobs
with the result that all too often women’s work is valued less than that of men.
The terms ‘job evaluation’ and ‘job classification’ mean different things.
Job, or work, evaluation refers to a gender-neutral approach to job evaluation that compares the relative value of two jobs.
A job classification system refers to the structure of pay systems.
Dr Jane Pillinger, researcher and policy advisor, introduced this thematic session and also made some final remarks at the
end of the presentations of the workshop discussions. Some of the highlights of Dr Pillinger’s talks include the following:
t *ODSFBTJOHMZ UIFSFJTSFDPHOJUJPOPGUIFOFFEGPSNPSFQSPBDUJWFBQQSPBDIFTUPFRVBMJUZUPEFBMXJUIUIFGVOEBNFOUBM
and underlying causes of the gender pay gap.

We have been classifying jobs for a long time; the challenge is how to perform job
evaluation and arrive at job classification structures free of gender bias
t 8FBSFPGUFOEFBMJOHXJUIWFSZIJTUPSJDBMMZMPBEFEBTTVNQUJPOTBCPVUXIFSFQFPQMFöUJOUPUIFKPCDMBTTJöDBUJPOTDIFNF
 BOEIPXXFWBMVFUIFXPSLXIJDIJTDBSSJFEPVU*OQBSUJDVMBS UIFSFJTBIJTUPSJDHFOEFSCJBTJOBTTFTTJOHXPNFOTXPSL
Similarly, gender stereotypes impact on how we value women’s work and skills.
t 8PNFOTTLJMMTBSFPGUFOSFHBSEFEBTiOBUVSBMwGFNBMFDIBSBDUFSJTUJDTSBUIFSUIBOBDRVJSFETLJMMTFHUIFVOEFSWBMVJOHPGDBSFXPSL
t *UJTWFSZVOMJLFMZUIBUXFXJMMTFFBHFOFSBMQVCMJDEVUZPSMFHJTMBUJPOBDSPTTDPVOUSJFTPOKPCFWBMVBUJPO
t +PCFWBMVBUJPOHJWFTVTUSBOTQBSFODZBOEUIFPQQPSUVOJUZUPMPPLJOBOPCKFDUJWFBOEBOBMZUJDBMXBZIPXXFWBMVFKPCT
in terms of their content rather than in terms of the individual characteristics of the worker because the latter leads to
subjective ideas.
t "TJOBMPUPGCJHPSHBOJTBUJPOTBOEJOUIFQVCMJDTFDUPSKPCFWBMVBUJPOTIBWFCFFODBSSJFEPVU USBEFVOJPOTDBOIFMQUBLF
those examples and implement them on smaller scales and companies.
t 5SBEFVOJPOTDBOBMTPUBLFVQUIFSFTVMUTGSPNKPCFWBMVBUJPOFYFSDJTFTBOEJODPSQPSBUFUIFNJOUPUIFJSQBZCBSHBJOJOH
to help mitigate the problem of low pay / low pensions.
t &WJEFODFTIPXTUIBUXIFSFKPCFWBMVBUJPOTDIFNFTIBWFCFFODBSSJFEPVU UIFSFJTOPEPVCUUIBUDPMMFDUJWFCBSHBJOJOH
 IBTUIFOIFMQFEUPSFEVDFQBZJOFRVBMJUJFT
t .BLJOHUIFCVTJOFTTDBTFUPUIFFNQMPZFSTJTJNQPSUBOUSFUBJOJOHUIFCFTUUBMFOUBOEIFMQJOHUPSFHFOFSBUFUIFFDPOPNZ
are two factors that must be constantly reminded to employers.

Carrying out job evaluation free from gender bias
t Pay is determined by:
> scoring points for factor or sub-factors, or
> ranking jobs
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t





+PCBOBMZTJTFOBCMFTUIFSFMBUJWFWBMVFPGKPCTUPCFFTUBCMJTIFEJOBOPCKFDUJWFBOEBOBMZUJDBMXBZ VTJOHGPVSkey factors:
 4LJMM
 &òPSU
 3FTQPOTJCJMJUZ
 8PSLJOHDPOEJUJPOT

t 5IFBOBMZTJTDBOUBLFBDDPVOUPGBXJEFSSBOHFPGGBDUPSTPSTVCGBDUPST
t $PNQBSJOHGBDUPSTJTNPSFMJLFMZUPBEESFTTHFOEFSCJBT CVUJUJTJNQPSUBOUOPUUPPWFSMPPLXPNFOTiUBLFOGPSHSBOUFEwTLJMMT
t +PCFWBMVBUJPODBOCFDPNQMFYJOMBSHFBOEEJWFSTFPSHBOJTBUJPOT
t *UJTJNQPSUBOUUPIBWFBDMFBSKPCEFTDSJQUJPOKPCDPOUFOUTFUUJOHPVUUIFUBTLT EVUJFTBOESFTQPOTJCJMJUJFTGPSFBDIKPCCFJOH
 FWBMVBUFE
&YUSBDUGSPN%S+BOF1JMMJOHFSTQSFTFOUBUJPO

Checklist for social partners
t )BWFFNQMPZFSTBOEUSBEFVOJPOTKPJOUMZEFWFMPQFEHFOEFSOFVUSBMDSJUFSJBGPSKPCFWBMVBUJPO
t %PFTUIFKPCFWBMVBUJPOUPPMNJOJNJTFHFOEFSCJBTBOEUBLFBDDPVOUPGUIFCSFBUIPGXPNFOTTLJMMTBOEGBDUPSTUIBUBSFPWFSMPPLFE
t )BTHFOEFSCJBTFEMBOHVBHFCFFOVTFEUPEFTDSJCFKPCEFTDSJQUJPOTBOEKPCGBDUPST
t *TUIFGVMMSBOHFPGXPSLDBSSJFEPVUJOUIFPSHBOJTBUJPODBQUVSFE
t "SFUSBEFVOJPOTFNQMPZFFTJOWPMWFEJOBHSFFJOHKPCEFTDSJQUJPOTBOEGBDUPSTUPCFVTFEJOUIFKPCFWBMVBUJPO
t )BTBTZTUFNCFFOQVUJOQMBDFUPJNQMFNFOUUIFPVUDPNFTPGKPCFWBMVBUJPO
t %PFYJTUJOHHSBEFTQBZTDBMFTJOKPCDMBTTJöDBUJPOTZTUFNTQSPQFSMZSFøFDUUIFWBMVFPGXPNFOTXPSL
t %PFTUIFKPCDMBTTJöDBUJPOTZTUFNOFFEUPCFSFWJFXFETPUIBUHSBEFTQBZTDBMFTBSFHFOEFSOFVUSBM
&YUSBDUGSPN%S+BOF1JMMJOHFSTQSFTFOUBUJPO

&WJEFODFTIPXTUIBUXIFSFKPCFWBMVBUJPOFYFSDJTFTIBWFCFFODBSSJFEPVU UIFSFJTOP
EPVCUUIBUDPMMFDUJWFCBSHBJOJOHIBTUIFOIFMQFEUPSFEVDFQBZJOFRVBMJUJFT
Jane Pillinger

Checklist for collective agreements
t *TKPCFWBMVBUJPOJODMVEFEJOXPSLQMBDFPSTFDUPSXJEFQBZBHSFFNFOUT
t )BWFDPMMFDUJWFBHSFFNFOUTCFFOAFRVBMJUZQSPPGFE FHJEFOUJGZJOHEJTDSJNJOBUPSZDMBVTFTUIBUNBLFBTTVNQUJPOT
 BCPVUUIFWBMVFPGXPNFOTXPSL
t )BWFBMMBTQFDUTPGQBZCFFOUBLFOJOUPBDDPVOU&HCPOVTFT BEEJUJPOBMQBZNFOUT OPONPOFUBSZQBZNFOUT DSJUFSJB
 GPSQFSGPSNBODFSFMBUFEQBZ
t "SFUIFSFQBSUJDVMBSHSPVQTPGXPSLFSTFHQBSUUJNFPSUFNQPSBSZXPSLFSTUIBUFYQFSJFODFQBZEJTDSJNJOBUJPO
t %PDPMMFDUJWFBHSFFNFOUTJODMVEFFRVBMJUZDMBVTFTUPJNQSPWFUIFQBZPGMPXQBJEXPSLFSTJOGFNBMFEPNJOBUFETFDUPST
 PSPDDVQBUJPOT
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t "SFOFHPUJBUPSTUSBJOFEJOHFOEFSFRVBMJUZ
t "SFXPNFOSFQSFTFOUFEJOOFHPUJBUJOHUFBNT
&YUSBDUGSPN%S+BOF1JMMJOHFSTQSFTFOUBUJPO

The UK national health service job evaluation scheme
Highlights from the presentation of Sue Hastings
INTRODUCTION
5IF/)4KPCFWBMVBUJPOTDIFNFCFHBOJOXJUIUIFQVCMJDBUJPOPGB(SFFO1BQFSUJUMFE“Agenda for Change”BOEGPSNT
XIBUJTCFMJFWFEUPCFthe world's largest job evaluation exercise"GUFSöWFBOEBIBMGZFBSTPGEFWFMPQJOHUIFTDIFNF JUXBT
JNQMFNFOUFEEVSJOH DPWFSJOHNPSFUIBOPOFNJMMJPOFNQMPZFFTBDSPTTUIF6OJUFE,JOHEPN
1SJPSUPUIFi"HFOEBGPS$IBOHFwUIF6,IBEPOFPGUIFMBSHFTUSBUFTPG(1(BDSPTTUIF&6o&WFOBGUFSUIFJNQMFNFOUBUJPO
PGUIFTDIFNF UIF(1(DPOUJOVFTUPTUBOESFMBUJWFMZIJHIBU0OFPGUIFGFBUVSFTXIJDINBLFTUIFFYFSDJTFVOJRVFJTJUTTJ[F
BOETDBMF"OPUIFSGFBUVSFJTUIFEJWFSTJUZPGUIF6,IFBMUITFSWJDF5IFSFXFSFBCPVUEJòFSFOUQBZTDBMFTCFGPSFUIFFYFSDJTF
AIMS
5IFNBJOTUBUFEBJNXBTto modernise NHS pay structures in order to provide more efficient and effective services to patients.
"OJNQPSUBOUTVCTJEJBSZBJNXBTUPavoid more equal pay claimsCZmoving towards harmonised structures delivering
equal pay for equal work.
METHODOLOGY
"partnership approachXBTVTFEUPDBSSZPVUUIFFYFSDJTF5IJTXBTfundamental to the success of the project."MMJTTVFT
XFSFSFTPMWFEUISPVHIQSPCMFNTPMWJOHUFDIOJRVFTBOEFWFOUVBMDPOTFOTVT
"KPCFWBMVBUJPOTVCHSPVQ LOPXOBTJob Evaluation Working Party**PSJEWP XBTTFUVQUPEFWFMPQBKPCFWBMVBUJPOTDIFNF
UPQSPWJEFUIFGPVOEBUJPOTGPSUIFOFXQBZTUSVDUVSFT+&81CFHBOJUTXPSLXJUITPNFFYBNQMFTPGGBDUPSTGSPNPUIFSKPC
FWBMVBUJPOTDIFNFTBQQMJFEUPIFBMUITFSWJDFKPCT BMJTUPGDPNNPOMZPDDVSSJOH/)4KPCTDVMMFEGSPNUIFEJòFSFOUDPMMFDUJWF
BHSFFNFOUTUPGPSNBCFODINBSLTBNQMFBOEBQSFWJPVTMZEFWFMPQFEFRVBMJUZDIFDLMJTU"QBSUGSPNUIBUthe group started
literally with a blank sheet of paper5IFSFXBTOPQSFEFUFSNJOFEPVUDPNF
5IFequality checklistDPWFSFEUIFEFTJHOPGUIFTDIFNF GPSFYBNQMF FOTVSJOHUIBUUIFGBDUPSTXFSFBQQSPQSJBUFUPBMMIFBMUI
TFSWJDFKPCTJNQMFNFOUBUJPOJTTVFT TVDIBTKPCIPMEFSJOWPMWFNFOU DPNQPTJUJPOBOEUSBJOJOHPGFWBMVBUJPOQBOFMTBOEWBSJPVT
TUBUJTUJDBMDIFDLTUPCFVOEFSUBLFOUPFOTVSFUIFTDIFNFXBTNPWJOHUPXBSETFRVBMQBZGPSXPSLPGFRVBMWBMVF
5IFkey feature of the development of the scheme was the amount of testing BUFBDITUBHFPGJUTEFWFMPQNFOU XIJDIXBT
GVOEFECZUIF%FQBSUNFOUPG)FBMUIBOEIBEJOQVUTGSPNBMMPWFSUIF6,This reflects the commitment of stakeholders.5IF
TDIFNFXBTQJMPUFEBUBOVNCFSPGXIBUXFSFDBMMFE&* &BSMZ*NQMFNFOUFSTJUFT IFBMUITFSWJDFPSHBOJTBUJPOTXIJDIWPMVOUFFSFE
GPSUIFQVSQPTF
The resulting Agenda for Change Job Evaluation Scheme has 16 factors;UIJTJTMBSHFCZDPNQBSJTPOXJUINBOZPUIFSTDIFNFT 
CVUJOQSBDUJDFJUXBTFBTJFSUPFWBMVBUFTNBMMSBUIFSUIBODPNQPTJUFBTQFDUTPGKPCT"MTPNPSFGBDUPSTBMMPXGPSUIFTZTUFNUP
EFNPOTUSBUFUIBUJUDPWFSTBMMIFBMUITFSWJDFKPCTThe scheme is very prescriptive XJUIEFUBJMFEHVJEBODFOPUFTPOJOUFSQSFUBUJPO
5IJTJTCFDBVTFJUXBTintended to achieve the same results across the UK health service.
'VMMEFUBJMTPGUIFTDIFNFDBOCFGPVOEBU
IUUQXXXOITFNQMPZFSTPSH1BZ"OE$POUSBDUT"HFOEB'PS$IBOHF+PC&WBMVBUJPO1BHFT+PC&WBMVBUJPO)0.&1"(&BTQY

IMPLEMENTATION
*UXBTBQQBSFOUBUBOFBSMZTUBHFPGUIFQSPKFDUUIBUJUXBTJNQPTTJCMFUPFWBMVBUFBMM/)4KPCT5XPTUFQTXFSFUBLFOUPGBDJMJUBUF
UIFQSPDFTTöSTU UPTFUVQBcomputerised administration system.+PCBTTFTTNFOUTXFSFBOEBSFDBSSJFEPVUCZKPJOUQBOFMT 
CVUBMMUIFSFDPSETBSFDPNQVUFSJTFE
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The second step was to start developing benchmark profiles against which most jobs could be matched on the basis of job
descriptions rather than requiring completion of an exhaustive Job Analysis Questionnaire. After some initial degree of reluctance,
NHS employees came to want their jobs to be matched to a profile rather than be evaluated from scratch, perhaps because
the former provide a higher degree of certainty.
An additional benefit of matching to centrally evaluated profiles was an increase in consistency of outcome compared
to evaluating all jobs at local level. This advantage would apply in much smaller organisations than the UK NHS, especially
those with similar jobs in multiple locations, for example, banks and retail chains. An organisation does not need more than
say 250 employees for a central profiling system to be a worthwhile investment.
OUTCOMES - EQUALITY
The “Agenda for Change” might not have delivered ‘equal pay for work of equal value’ but it represented a significant step towards
this goal.

Gender pay gaps are primarily the product of the distribution of men and women
across the organisational hierarchy, and only secondarily the result of pay
discrimination which is what an exercise like Agenda for Change sought to address
There were also significant pay increases for predominantly female job groups in the health service, which must have contributed
to the decrease in the gender pay gap during 2004 to 2007. Also we know that there was some impact on healthcare salaries
in other parts of the public sector, for example, further and higher education, the prison service and in the private healthcare sector.
OUTCOMES - THE LESSONS
The role of partnership and the importance of testing all aspects of any job evaluation system before applying across an organisation
are two key lessons that the exercise brought to light. Another lesson is that even though the “Agenda for Change” was unique
in terms of its size and scale, the principles and practices adopted, especially in relation to equality, can apply to a job evaluation
exercise of any size.
Yet the key lesson is to take all available opportunities in relation to equal pay, not just to identify pay discrimination issues,
but to take action on them through whatever appears the most suitable tool in the circumstances. The tool in the case of
the UK NHS was a massive job evaluation scheme.
Sue’s presentation and useful documents at www.tripartiteconference-equalpay.com/presentations.htm

Highlights of the workshop discussions … on job evaluation / job classification
Leader: Barbara Collins, Government Equalities Office, United Kingdom
t 5IFEJWFSTJUZPGUIFHSPVQIFMQFEUIFEFCBUF
t 5IFSFXFSFDBMMTGPSTPNFEFHSFFPGMFHJTMBUJPOIPXFWFSWJFXTPOUIFJOUFOTJUZPGJU
t 8PSLJOHJOQBSUOFSTIJQJTDSJUJDBMGPSUIFTVDDFTTPGBOZQSPKFDUPOKPCFWBMVBUJPO
t 5IFVOEFSWBMVJOHPGGFNBMFKPCTJTBNBJOQSPCMFNXIJDISFRVJSFTNPSFTPQIJTUJDBUFESFTQPOTFT
t &WFOJOUSBEFVOJPOTNFODBOCFUFSSJUPSJBMBOEQSFWFOUXPNFOGSPNHFUUJOHUPTPNFQPTJUJPOT

Leader: Dr Maria Michailidi, Dean of Faculty of Economics, University of Nicosia
t $PVOTFMMJOHJOQSJWBUFJOEVTUSZJTJNQPSUBOU
t )POFTUZ BCPVUXIBUJTHPJOHPOJOUIFKPC JTDSVDJBM
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t 5IFSFJTBOFFEGPSMPHJDBM XFMMTUSVDUVSFETZTUFNT
t )PXFWFS FWFOXJUIJOIPOFTU XFMMTUSVDUVSFETZTUFNTUIFSFJTBQSPCMFNJOUIBUXPNFOPDDVQZUIFMPXFTUTDBMFT
 PDDVQBUJPOBMTFHSFHBUJPOJTUIVTBQFSTJTUFOUGBDUPSJOUIF(1(
t *O.BMUBUIFZBSFUSZJOHUPJOUSPEVDFTZTUFNTPGKPCFWBMVBUJPOJOUIFQSJWBUFTFDUPS

Leader: Jette Lykke Jensen, Danish Confederation of Trade Unions
t 8IFOFNCBSLJOHPOEJTDVTTJOHFRVBMQBZGPSXPSLPGFRVBMWBMVFZPVWFSZPGUFOFOEVQUBMLJOHBCPVUFRVBMQBZGPSFRVBMXPSL
t 4UBUJTUJDTBOE SFMBUFEMZ UIFMBDLPGUIFNoBTXFMMBTTFDSFDZBSFWFSZJNQPSUBOUGBDUPSTUIBUDBOJOIJCJUUIFFòPSUUP
 DPOEVDUQSPQFSKPCFWBMVBUJPOTBOEQSPWJEFUSBOTQBSFOUKPCDMBTTJöDBUJPOTUSVDUVSFT
t $ZQSVTJTTUBSUJOHPOBCJHQSPKFDUUPUFBDIMBCPVSJOTQFDUPSTUPNBLFKPCFWBMVBUJPOT
t 5IBUXPVMEOFWFSIBQQFOJOBDPVOUSZMJLF%FONBSL CFDBVTFUIFTPDJBMQBSUOFSTXPVMEDPOTJEFSUIJTBTBOFODSPBDINFOU
 PGUIFJSQSFSPHBUJWFTBUXPSL

BELGIUM: Reporting on the rates of pay
"OFXMBXQBTTFECZUIF#FMHJBO1BSMJBNFOUJO.BSDIPCMJHFTCVTJOFTTFTFNQMPZJOHNPSFUIBOQFSTPOTUPSFQPSUPO
UIFSBUFTPGQBZPGUIFJSNBMFBOEGFNBMFFNQMPZFFT5IFQVSQPTFPGUIFMBXJTUPEFUFDU NPOJUPSBOEVMUJNBUFMZSFEVDFUIF
HFOEFSQBZHBQJOUIFDPVOUSZXIJDIBMSFBEZIBTPOFPGUIFMPXFTUSBUFTPG(1(JOUIF&VSPQFBO6OJPO
5IFOFXMFHJTMBUJPOJOUSPEVDFTNFBTVSFTUPNPOJUPSBOEBEESFTTQBZHBQTBUDPNQBOZ TFDUPSBMBOEJOUFSTFDUPSBMMFWFMBTGPMMPXT
AT COMPANY LEVEL
&NQMPZFSTNVTU
t 3FQPSUUIFXBHFTPGNBMFBOEGFNBMFFNQMPZFFTJOUIFATPDJBMCBMBODFTIFFUUIBUBMM#FMHJBODPNQBOJFTBSFSFRVJSFEUP
 JODMVEFJOUIFJSBOOVBMBDDPVOUT5IJTTFDUJPOHJWFTEFUBJMTPGUIFTPDJBMJNQBDUPGBCVTJOFTT TVDIBTFNQMPZFFNPWFNFOUT
 BOEUSBJOJOHQSPHSBNNFT
t 1SPWJEFBCJFOOJBMBOBMZTJTPGUIFJSQBZTUSVDUVSF XIPTFDPODMVTJPOTNVTUCFTVCNJUUFEUPUIFDPNQBOZTXPSLTDPVODJM
 BOEIBWFUPJODMVEFUIFXBHFT TPDJBMCFOFöUT TVQQMFNFOUBSZJOTVSBODFTBOEPUIFSGSJOHFCFOFöUT NFBTVSFEBTGVMMUJNF
 FRVJWBMFOUT BOECSPLFOEPXOCZHFOEFS CMVFXIJUFDPMMBSTUBUVT KPCMFWFM TFOJPSJUZBOEMFWFMPGRVBMJöDBUJPO
&NQMPZFSTNBZBMTPBQQPJOUBNFEJBUPS XIPNBZCFBVOJPOSFQSFTFOUBUJWF XJUIJOUIFDPNQBOZ5IFNFEJBUPS XIPXJMMBDU
JOEFQFOEFOUMZ XJMMCFBCMFUPIFBSDPNQMBJOUTGSPNFNQMPZFFTXIPDPOTJEFSUIFNTFMWFTWJDUJNTPGQBZEJTDSJNJOBUJPOBOE
TFFLUPöOEBTPMVUJPOXJUIPVUUIFOFFEGPSSFDPVSTFUPUIFDPVSUT XIPTFKVSJTEJDUJPOSFNBJOTPGDPVSTFVOBòFDUFE 

AT SECTORAL LEVEL
4FDUPSBM+PJOU$PNNJUUFFT DPNQSJTFEPGCPUIVOJPOBOEFNQMPZFSTSFQSFTFOUBUJWFT XJMMIBWFUPEFWFMPQTQFDJöDNFBTVSFT 
TVDIBTHFOEFSOFVUSBMKPCGVODUJPODMBTTJöDBUJPOT

5IFTFNFBTVSFTNVTUUIFOCFTVCNJUUFEUPUIF'FEFSBM1VCMJD4FSWJDFGPS&NQMPZNFOU -BCPVSBOE4PDJBM%JBMPHVF XIJDI
XJMMBTTFTTUIFNBHBJOTUUIFiDIFDLMJTUGPSHFOEFSOFVUSBMJUZJOKPCFWBMVBUJPOBOEDMBTTJöDBUJPOwUIBUIBTCFFOEFWFMPQFECZ
BGFEFSBMQVCMJDCPEZ UIF*OTUJUVUFGPS&RVBMJUZCFUXFFO8PNFOBOE.FO5IFTFPCMJHBUJPOTTFFLUPGVSUIFSUIFQSJODJQMFPG
FRVBMQBZUPDPNQBOJFTXIJDIFNQMPZGFXFSUIBOQFSTPOT
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AT INTER-SECTORAL LEVEL
t 0CMJHBUJPOUPJODMVEFBTFDUJPOXBHFHBQJOUIFKPJOUSFQPSUTPGUIF/BUJPOBM8PSL$PVODJM $/5 BUSJQBSUJUFJOUFSTFDUPSBM
 PSHBOJTBUJPOUIBUOFHPUJBUFTJOUFSTFDUPSBMBHSFFNFOUT BOEUIF$FOUSBM&DPOPNJD$PVODJM $$& JTBUSJQBSUJUFJOUFSTFDUPSBM
 BEWJDFDPVODJM POUIFFWPMVUJPOPGFNQMPZNFOUBOEMBCPVSDPTUT5IFTFSFQPSUTBSFTVNNJUFEUXJDFBZFBS
t %VSJOHUIFCJFOOJBMCBSHBJOJOHPOUIF*OUFSTFDUPSBM"HSFFNFOU *1" XIJDIJODMVEFTNFBTVSFTPOFNQMPZNFOUBOEUIF
 EFUFSNJOJOHPGUIFNBYJNVNNBSHJOGPSMBCPVSDPTUT TPDJBMQBSUOFSTNVTUOPXBMTPOFHPUJBUFPONFBTVSFTUPNBLF
 KPCDMBTTJöDBUJPOTZTUFNTHFOEFSOFVUSBM
8JUIUIBOLTUP4BMJNBUB4JTTPLPBUUIF.JOJTUSZPG&NQMPZNFOUPG#FMHJVN

SWEDEN: Pay survey and action plan for equal pay
-FHJTMBUJPOJO4XFEFOPCMJHFTFNQMPZFSTUPBTTFTTPOBUISFFZFBSMZCBTJTUIFUFSNTBOEDPOEJUJPOTPGFNQMPZNFOUSFMBUJOH
UPQBZBOEUIFQBZEJòFSFODFTCFUXFFONBMFBOEGFNBMFFNQMPZFFTGPSXPSLXIJDIJTDPOTJEFSFEUPCFFRVBMPSPGFRVBMWBMVF 
JOPSEFSUPEFUFSNJOFXIFUIFSUIFTFBSFEJSFDUMZPSJOEJSFDUMZSFMBUFEUPUIFTFYPGUIFXPSLFS"QBZFRVBMJUZQMBOGPMMPXTUIJT
BTTFTTNFOUXJUIUIFPCKFDUJWFPGSFNFEZJOHBOZQBZEJòFSFOUJBMTXIJDIBSFBUUSJCVUBCMFUPHFOEFS
5IFBTTFTTNFOUNVTU JOQBSUJDVMBS SFGFSUPEJòFSFODFTCFUXFFO
t .FOBOEXPNFOQFSGPSNJOHXPSLDPOTJEFSFEBTFRVBM
t (SPVQTPGFNQMPZFFTJOPDDVQBUJPOTJOXIJDIUIFNBKPSJUZPGFNQMPZFFTBSFXPNFO
t (SPVQTPGFNQMPZFFTQFSGPSNJOHXPSLSFHBSEFEBTPGFRVBMWBMVFJOPDDVQBUJPOTJOXIJDIXPNFOEPOPUHFOFSBMMZ
 GPSNUIFNBKPSJUZPGFNQMPZFFT
Employers must analyse the pay criteria used in their businesses as well as other terms and conditions of employment
JOPSEFSUPEFUFSNJOFXIFUIFSUIFTFBSFHFOEFSOFVUSBM
Employers must also analyse any pay differentials between male and female employees who perform equal workJOPSEFS
UPEFUFSNJOFXIFUIFSUIFTFBSFPCKFDUJWFMZKVTUJöFEBOEIBWFOPDPOOFDUJPOXJUIHFOEFSThe analysis must explain the
pay gap in its entirety;QPTTJCMFKVTUJöDBUJPOTBSFOPUTVóDJFOU
*OMJLFUFSNT employers must analyse pay differentials between work mainly performed by women and work of equal value
not performed by mainly women,JOPSEFSUPEFUFSNJOFXIFUIFSUIFTFEJòFSFOUJBMTBSFPCKFDUJWFMZKVTUJöFEBOEIBWFOP
DPOOFDUJPOXJUIHFOEFS8PSLJTSFHBSEFEBTPGFRVBMWBMVFJGPOBOPWFSBMMBTTFTTNFOUPGJUTOBUVSFBOESFRVJSFNFOUT JODMVEJOH
TLJMMT SFTQPOTJCJMJUZ FòPSUBOEXPSLJOHDPOEJUJPOT JUJTEFFNFEUPCFFRVBMJOWBMVFUPUIFXPSLJUJTDPNQBSFEUP
&WFSZUISFFZFBSTFNQMPZFSTNVTUESBXVQBOaction plan for equal payJOXIJDIUIFZSFQPSUUIFSFTVMUTPGUIFJSTVSWFZBOE
BOBMZTJT5IJTQMBONVTUJOEJDBUFBOZQBZBEKVTUNFOUTBTXFMMBTGVSUIFSNFBTVSFTUIBUIBWFUPCFUBLFOJOPSEFSUPBDIJFWF
FRVBMQBZGPSXPSLDPOTJEFSFEFRVBMPSPGFRVBMWBMVF5IFQMBONVTUBMTPDPOUBJOBDPTUFTUJNBUFBOEBUJNFGSBNFXPSLPG
OPNPSFUIBOUISFFZFBSTUPBDIJFWFQBZFRVBMJUZ
Cooperation with workers’ representatives is fundamental to the whole scheme.8PSLFST SFQSFTFOUBUJWFT XJUI XIPTF
PSHBOJTBUJPOT UIF FNQMPZFS IBT B DPMMFDUJWF BHSFFNFOU NVTU CF QSPWJEFE XJUI UIF OFDFTTBSZ JOGPSNBUJPO TP UIBU UIFTF
PSHBOJTBUJPOTDBODPPQFSBUFJOUIFTVSWFZBOEBOBMZTJTPGXPSLJOHDPOEJUJPOTBOEQBZEJòFSFOUJBMTBOEJOESBXJOHVQBOE
JNQMFNFOUJOHUIFBDUJPOQMBOGPSFRVBMQBZ
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CYPRUS: Examining job classification structures
Cyprus legislation on equal pay adopted in 2002 gives officials of the Ministry of Labour and Social Insurance the power to
conduct examinations on the job classification structures of every employer.
The purpose of the law is to detect and remedy unjustified pay differentials and to reduce the gender pay gap in the country
which continues to have a high pay gap, despite a notable reduction over the past five years.
CRITERIA FOR COMPARISON AND EVALUATION
The legislation is rather unique in the sense that it lays down specific criteria for comparison and evaluation, relevant to the
specific occupational category or field of economic activity, examined. These include the following:
t UIFOBUVSFPGEVUJFT
t UIFEFHSFFPGSFTQPOTJCJMJUZ
t UIFRVBMJöDBUJPOT TLJMMTBOETFOJPSJUZ
t UIFSFRVJSFNFOUTSFMBUJOHUPQIZTJDBMPSNFOUBMRVBMJöDBUJPOT
t UIFDPOEJUJPOTPGXPSL
t UIFJNQPSUBODFPSGSFRVFODZPGEJòFSFODFTJOUIFXPSLQMBDFJOSFMBUJPOUPUIFUPUBMPGXPSL
COMPLAINTS
The above criteria are also used by labour inspectors when examining specific complaints by individuals who consider themselves
victims of sex discrimination. Following such an examination, where a case is not settled by the inspector, it may be referred
UPB$PNNJUUFFGPS*OWFTUJHBUJPOBOE"TTFTTNFOUPG8PSL XIJDIJTBQQPJOUFECZUIF.JOJTUFSPG-BCPVSBOE4PDJBM*OTVSBODF
JODPOTVMUBUJPOXJUIFNQMPZFSTBOEXPSLFSTPSHBOJTBUJPOT5IF$PNNJUUFFIBTUIFSFTQPOTJCJMJUZUPJOWFTUJHBUFUIFDBTF UBLJOH
into account the above criteria, and to prepare a report within three months to be submitted to the inspector. The labour
inspector should attempt once more to settle the dispute and if they prove successful they should prepare the minutes of
DPNQSPNJTF*GUIFFOEFBWPVSEPFTOPUZJFMESFTVMUT UIFEPTTJFSXJUIBMMUIFSFMFWBOUEPDVNFOUTJTLFQUGPSFWFOUVBMVTFCZ
a court of law if needed.
CERTIFICATIONS
Implementing the project “Actions to reduce the gender pay gap between men and women” the Ministry of Labour and Social
Insurance is introducing an equality certification scheme, whereby upon request, employers’ practices will be evaluated using
a set of criteria and, if found to be promoting gender equality, including the principle of equal pay, an equality certificate will
be issued.
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ENFORCEMENT AND SANCTIONS
One of the most important issues concerning equal pay is the enforcement of legislation and, relatedly, the sanctions which are
foreseen for instances of non-compliance with it. A pertinent issue concerns access to justice for the victims of pay discrimination.
Mr Jean-François Neven, Judge at the Labour Court of Brussels and visiting lecturer in the Catholique Université de Leuven-la-Neuve,
gave an opening lecture elaborating on the principles governing sanctions and restoration of justice that have been developed
by the European Court of Justice in its long jurisprudence in the area of sex equality.
Following this a panel debate took place. The debate was chaired by Mrs Monica de Coninck, Minister of Employment of Belgium
with the participation of Mr Josef de Witte, President of the European Network of Equality Bodies, Mrs Zetta M. Makri, Secretary
General of the General Secretariat for Gender Equality of Greece, Dr Charlotte Camilleri, Executive in EU and legal affairs of
the Malta Employers Association, and Mr Jean-François Neven. Participants to the conference also had the opportunity to ask
questions and make comments.
The discussion touched on a number of issues relevant to the main theme. Some of the points that were made include the following:
t 5IF&1SFDPNNFOEBUJPOT JOQBSUJDVMBSBTSFHBSEEFöOJUJPOT FRVBMJUZCPEJFT USBOTQBSFODZBOETBODUJPOTBSFWFSZJNQPSUBOU
and must be implemented.

The traditional model of enforcement has been to rely on an individual
complaint/action, but new approaches are developing with an institutional
character to claims regarding gender inequality
Monica de Coninck, Minister of Employment of Belgium
t 8FOFFEUPBEESFTTUIFMBDLPGLOPXMFEHFUIBUBòFDUTUIFKVEJDJBSZ USBEFVOJPOJTUTBOEPUIFSSFMFWBOUQMBZFST
t .VMUJQMFEJTDSJNJOBUJPOJTJODSFBTJOHMZSFMFWBOUUPFOGPSDFNFOUPGMFHJTMBUJPO*OUIJTSFTQFDUDMBSJöDBUJPOPGUIJTDPODFQUJTOFFEFE

Trade unions have an important role to play, since in practice it is often rather difficult
for an individual to instigate a lawsuit against their employer.
Thus, trade unions can be the primary means for enforcing legislation
Josef de Witte, President of EQUINET
t .BOZTBODUJPOTBSFSBUIFSTJNQMJTUJD CBTFEBTUIFZBSF POBTJNQMFiZFTPSOPwSBUJPOBMF5IFMBCPVSNBSLFUJTNVDINPSF
complex than that.
t *OTPNF.FNCFS4UBUFTXIBUJTNPSFJNQPSUBOUUPEBZJOUIFFòPSUUPDPNCBUEJTDSJNJOBUJPOJTUIFOPOMFHBMBTQFDUT
t 3FNVOFSBUJPOJTDPNQPTFECZEJòFSFOUFMFNFOUTBOEJODPMMFDUJWFCBSHBJOJOHPWFSQBZUIFTBMBSZPGFYFDVUJWFTEPFTOPU
 GPSNQBSUPGOFHPUJBUFEBHSFFNFOUT"MTP NBOZFYUSBCFOFöUTBSFBMTPOPUJODMVEFEJODPMMFDUJWFBHSFFNFOUT"MMUIJT
creates a problem for transparency.
t *OEJWJEVBMDPOUSBDUTNBLFUSBOTQBSFODZNPSFEJóDVMU5SBOTQBSFODZJTFOIBODFEXIFOUFSNTBOEDPOEJUJPOTBSFSFHVMBUFE
through collective agreements.

The limitation of the role of collective agreements through the measures imposed
by the Troica entails the risk of creating more problems for transparency
Zetta M. Makri, General Secretariat for Gender Equality of Greece
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t 4PDJBMEJBMPHVFTIPVMECFBTPVSDFPGJOGPSNBUJPO"OPOZNPVTJOGPSNBUJPOBOETUBUJTUJDBMEBUBBSFBMTPJNQPSUBOU

&NQMPZFSTTIPVMEOPUCFBHBJOTUTBODUJPOTTJODFUIFTFBSFFOGPSDFEBHBJOTUCBE
FNQMPZFSTBOEDBOFOTVSFGBJSDPNQFUJUJPOBOEBMFWFMQMBZJOHöFME
Danuta Barbara Wojdat, NSZZ “Solidarnosc”
t 8FTIPVMEOPUCFBGSBJEUPiOBNFBOETIBNFwFNQMPZFSTXIPBSFGPVOEUPEJTDSJNJOBUFBHBJOTUTPNFPGUIFJSFNQMPZFFT
t 8IBUTIPVMECFDPOTJEFSFEBTiEJTTVBTJWFwJTBSBUIFSEJóDVMUQPJOU0GUFOTBODUJPOTBSFMJNJUFEUPöOBODJBMSFQBSBUJPO
 QSPQPSUJPOBMUPUIFEBNBHFTPUIBUUIFFNQMPZFSJTQBZJOHXIBUUIFZTIPVMEIBWFQBJEGSPNUIFCFHJOOJOH#VUJTUIJT
 EJTTVBTJWF 

Access to justice: Why such a limited number of court cases and why despite
generally good legislation is there still such a high rate of gender pay gap?
t 5IF&$+HFOFSBMMZHJWFTKVEHFNFOUTBOEHPPEKVTUJöDBUJPOTGPSJUTEFDJTJPOTCVUUIFOPUJPOTJUBEWBODFTNBLFJUTPNFUJNFT
 WFSZEJóDVMUUPGPMMPXBOEVOEFSTUBOE
t /BUJPOBM KVEHFTUIFNTFMWFTEPOPUBMXBZTIBWFUIFSJHIUSFøFYFTXIFOJUDPNFTUPEJTDSJNJOBUJPO TPNFUJNFTEVFUP
 MBDLPGFYQFSJFODFXJUIUIJTBSFB5IVTXIFOGBDFEXJUIBDBTF BKVEHFNBZTPNFUJNFTFSSJOBQQMZJOHCBTJDQSJODJQMFT
 GPSJOTUBODFPOUIFCVSEFOPGQSPPGUPUIFEFUSJNFOUPGUIFDPNQMBJOBOU
t 5IFGBDUUIBUUIF4UBUF SBUIFSUIBOUIF&6 IBTUIFNBJODPNQFUFODFBTSFHBSETUIFEFöOJUJPOT EFUFSNJOBUJPOPGTBODUJPOT
 BOEQSPDFEVSBMSVMFTNBZ EFTQJUFUIFHVJEFMJOFT SFTVMUJOPCTUBDMFTGPSBDDFTTJOHKVTUJDF
t "DDFTTUPSFMFWBOUJOGPSNBUJPOBOEUSBOTQBSFODZBSFDSVDJBMUPBDDFTTJOHKVTUJDF5IFTFNBUUFST IPXFWFS BSFPGUFOQSPCMFNBUJD
5IJTTFDUJPOJTUBLFOGSPNUIFMFDUVSFPG+VEHF+FBO'SBOÎPJT/FWFO

Sanctions and restoration of justice - governing principles
5ISFFQSJODJQMFTHPWFSOUIFNBUUFSPGsanctions5IFTFBSFBMTPFYQSFTTFEJOWBSJPVTMFHJTMBUJWFNFBTVSFTBEPQUFECZUIF
&VSPQFBO6OJPOBOEDPODFSOUIFGPMMPXJOH
 4BODUJPOTNVTUCFFòFDUJWF
 UIFZNVTUCFQSPQPSUJPOBMBOE
 UIFZNVTUCFEJTTVBTJWF
*OMJLFUFSNT restoration of justiceGPSWJDUJNTPGQBZEJTDSJNJOBUJPOTIPVMEBEIFSFUPUIFGPMMPXJOHHVJEFMJOFT













3FQBSBUJPOTIPVMEBEIFSFUPUIFQSJODJQMFPGMFWFMMJOHVQ TPUIBUUIFEJTDSJNJOBUFEQBSUZJTBMJHOFEUPUIFQPTJUJPOPGUIF
GBWPVSFEQBSUZ $BTF .BD%FSNPUUBOE$PUUFS 
5IFSFTIPVMECFOPVQQFSMJNJUPOEBNBHFTSBUIFS DPNQMFUFBOEDPNQSFIFOTJWFSFQBSBUJPOPGUIFQFSQFUSBUFEEBNBHF
JTSFRVJSFE DBTF$ .BSTIBMM 
8IFSFB.FNCFS4UBUFPQUTGPSBTBODUJPOGPSNJOHQBSUPGUIFSVMFTPODJWJMMJBCJMJUZ BOZJOGSJOHFNFOUPGUIFQSPIJCJUJPO
PGEJTDSJNJOBUJPOTVóDFTJOJUTFMGUPNBLFUIFQFSTPOHVJMUZPGJUGVMMZMJBCMF BOEOPSFHBSENBZCFIBEUPUIFHSPVOET
PGFYFNQUJPOFOWJTBHFECZOBUJPOBMMBX DBTF$ %FLLFS 
1SPDFEVSBMSVMFTBOESFNFEJFTNVTUCFFRVJWBMFOUUPUIPTFBQQMJDBCMFUPJOGSJOHFNFOUTPGEPNFTUJDMBXPGBTJNJMBSOBUVSF
BOEJNQPSUBODFBOENVTUOPUNBLFUIFFYFSDJTFPGBOFRVBMQBZUSFBUNFOUDMBJNFYDFTTJWFMZEJóDVMU $BTF$ -FWF[ 
0ODFBQSJNBGBDJFPGEJTDSJNJOBUJPOJTFTUBCMJTIFE UIFCVSEFOPGQSPPGTIJGUTUPUIFFNQMPZFSXIPNVTUKVTUJGZUIFDPOUFTUFE
NFBTVSF $BTF$ %BOGPTT 
.FNCFS4UBUFTTIPVMEUBLFNFBTVSFTUPQSPUFDUDPNQMBJOBOUTGSPNSFUBMJBUPSZUSFBUNFOU $BTF$ $PPUF 
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Directive 2006/54, the so-called Recast Directive, codifies most of those principles and also:
1. Extends the principle of protection from retaliation;
2. Grants organisations and associations with a legitimate interest in the compliance of the principle of equal treatment locus
standi to engage either on behalf or in support of the complainant with his/her approval in judicial or administrative proceedings;
3. Provides for the designation of equality bodies to promote, analyse, monitor and support equal treatment; and
4. Obliges Member States to initiate dialogue with social partners and civil society on equality.
5. Provides that there must be judicial procedures that are available to all persons who consider themselves wronged by
failure to apply the principle of equal treatment, even after the relationship in which the discrimination is alleged to
have occurred has ended.
This section is taken from the lecture of Judge Jean-François Neven

The crucial importance of information and transparency
The reversal of the burden of proof, important as it might be, does not solve the entire problem. Let’s take the example of indirect
sex discrimination: even if there is a reversal of the burden of proof, you first need to establish that a worker of another sex is
paid more. Hence, information on this matter is of fundamental importance and the same goes for transparency.
We are faced with a question of values: on the one hand, the complainant needs to have this vital information; on the other,
the employer is entitled to keep this type of information confidential.
In 1988 the Commission adopted a proposal for a directive on the issue, proposing that the concerned party be entitled to all
relevant information if that information is necessary for the party to defend its rights. The Economic and Social Council accepted
the idea but never adopted the proposal.
Two decisions of the European Court of Justice show the limits to the right to information that the complainant has. Kelly and
Meister decision (C 415/10): discrimination on professional training (refusal) and recruitment respectively.

Case C-104/10, Case Kelly v National University of Ireland
Mr Kelly was a qualified teacher who applied for a vocational programme in the form of a Master’s degree that was offered by the
defendant educational institution. When he was informed that he was not selected for the course, he appealed the decision
claiming that he was better qualified than the least-qualified female candidate to be offered a place. During the ensuing judicial
proceedings he sought to obtain the scoring sheets of the candidates whose applications were successful.

Case C 415/10, Meister v Speech Design Carrier Systems GmbH
Ms Meister was a Russian national who applied for the position of an “experienced software developer” with the defendant
employer. She brought a claim for discrimination on the basis of sex; age and ethnic origin, requesting that the employer produce
the file of the person who was ultimately employed as she was convinced she was more qualified.
In both cases the Court ruled that the Equal Treatment Directive does not give such a right (of disclosure) to persons who consider
themselves victims of discrimination. However, and rather confusingly, it added that the fact that the employer refused to reveal
such information could give right to a presumption of discrimination.

Comment by Judge Neven:

In such cases it appears that there is no other solution but to ask
for an investigation to be carried out, either by a judge or an equality body.
This is a point which should be reflected upon
This section is based on the lecture of Judge Jean-Francois Neven
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MALTA: Enforcing legislation on equal pay
Malta has one of the lowest rates of gender pay gap, but it also has the lowest employment participation rate for women in
the European Union, and the two may be correlated. 97% of the companies are small and micro businesses, employing 50%
of the workforce. Collective agreements do not generally cover sectors; individual contracts prevail.
In 1994 the principle of equal pay for work of equal value was inserted into the Constitution. In 2002 the Employment and
Industrial Relations Act extended this principle across the board to include same-sex comparisons.
Whoever breaches the provisions of the Act may be liable to criminal prosecution, though to-date no cases involving criminal
proceedings for breach of the principle of equal pay have been reported.
A person who considers themselves victimised on the basis of pay discrimination can go directly to the Industrial Tribunal, or
they can apply to the Department of Industrial and Employment Relations which, following an initial investigation, can refer the
matter to the police which can then prosecute the employer.
In cooperation with the European Social Fund, the Maltese government has also been implementing a co-financed project
called “Unlocking the female potential”. Employers may submit an application to the National Commission for the Promotion
for Equality which will then examine the procedures that exist in the company and issue a certification in the form of an “equality
mark”. The number of applications has been overwhelming indicating perhaps that in Malta this method is preferable than a
system based on sanctions to convince employers to have equality plans in their companies.
With thanks to Dr Charlotte Camilleri at the Malta Employers Association

UK: Employment tribunals to impose equal pay audits
Recently proposed legislation seeks to give employment tribunals the power to impose a mandatory equal pay audit for the
employers who are found to have breached legislation on equal pay. The proposal is part of a wider attempt by the current
Government to combat the gender pay gap and promote equal pay in the country which, despite a long tradition of anti-discriminatory
measures and a rich body of case law, still has a rate of GPG which is above the EU average.
The proposal was set out in the Modern Workplaces Consultation in May 2011 - http://www.bis.gov.uk/Consultations/modern-workplaces.
The Government response to the consultation was published in June 2012. It set out the commitment to proceed with the
proposal, subject to further consultation on the details of equal pay audit orders.
The government response and related documents are available at:
http://www.homeoffice.gov.uk/publications/equalities/womens-equality/modern-workplaces-consultation/.
To proceed with the proposal, the Government has recently taken a power in the Enterprise and Regulatory Reform (ERR) Bill that would
enable Ministers to make future Regulations which will give employment tribunals the power to impose an equal pay audit in any case
where there has been a breach of equal pay law. The ERR Bill has been debated in the House of Commons and is now before the House of Lords.
Work is currently underway to develop a consultation paper to seek views on the specific details of equal pay audit requirements.
Issues to be considered will include:
t UIFDPOUFOUPGGVUVSFFRVBMQBZBVEJUPSEFST
t UIFQPXFSTBOEEVUJFTPGBUSJCVOBMGPSEFDJEJOHXIFUIFSBOPSEFSIBTCFFODPNQMJFEXJUI
t UIFQVCMJDBUJPOBOEEJTDMPTVSFSFRVJSFNFOUTUPCFBEIFSFEUPCZFNQMPZFST
t UIFQBSUJDVMBSDJSDVNTUBODFTJOXIJDIBOFRVBMQBZBVEJUXJMMOPUCFPSEFSFEBOE
t UIFQFOBMUJFTGPSOPODPNQMJBODF
The consultation is likely to be published in late spring 2013.
With thanks to Barbara Collins and Evelyne Doh at the Government Equalities Office, UK
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SOCIAL DIALOGUE AND EQUAL PAY
The importance of social dialogue for the promotion of equal pay cannot be emphasised enough. Research consistently makes
a link between social dialogue and better results in terms of equality. Nevertheless, some weaknesses should not be brushed
aside. In particular, one should note the insufficient participation of women in the decision making bodies of trade unions and
employers’ associations. Moreover, it is a fact that pay equality does not feature as prominently as it should be on the agenda
of pay negotiations. Enhancement of social dialogue with more emphasis on the issues of representativity and bargaining
equality appear fundamental to the effort to eliminate the gender pay gap.3
Introducing the thematic session on social dialogue and equal pay, Adrienne Cruz, Gender Specialist in the ILO Bureau for
Gender Equality, elaborated on a number of considerations on the role of social dialogue in tackling the gender pay gap in
the European context, referring as well to some of its weaknesses and finally to some thoughts for the way forward in these
times of crisis. Some of the highlights of her presentation include the following points:
t 4PDJBMEJBMPHVFSFGFSTUPBMMUZQFTPGOFHPUJBUJPO DPOTVMUBUJPOTBOEJOGPSNBUJPOTIBSJOHBNPOHSFQSFTFOUBUJWFTPGHPWFSONFOU,
employers and workers on issues of common interest relating to economic and social policy. It can be bipartite or tripartite.
t $PMMFDUJWFCBSHBJOJOHMFBETUPTUBCMFXBHFTFUUJOHBOEMPXFSXBHFJOFRVBMJUJFT*OUVSO UIJTMFBETUPMPXFSHFOEFSQBZHBQ
and greater income equality.
t &VSPQFJTPGUFOTJEFEBTQSPPGUIBUTPDJBMEJBMPHVFMFBETUPMPXFSQBZHBQTBOEBOFYBNQMFPGHPPEQSBDUJDF$PNQBSFE
 UP CZUIF(1(XBTSFEVDFEJOBMMCVUGPVSPGUIF&6FDPOPNJFT

Estimates suggest that a 1% increase in “coverage” of collective agreements
reduces the GPG by 0.16%, which is a significant change. This can happen even
in the absence of centralised collective bargaining
t 4PDJBMEJBMPHVFNBUUFSTBTBQSPNPUFSPGDPMMFDUJWFCBSHBJOJOHBHSFFNFOUT ZFUXIBUJTNPSFJNQPSUBOUJTUIFQFSDFOUBHF
coverage of these agreements. For instance, Belgium with 96% rate of coverage has a rate of GPG which is 7% below
the average for the EU.
t $POUSBTUUIJTUPMFHJTMBUJPOXIJDIEPFTOPUOFDFTTBSJMZXPSL&YBNQMFTPGUIJTSFMBUFUP'SBODFBOE*UBMZ XJUIMPXFSSBUFT
of coverage, which have been struggling to reduce the GPG despite the existence of a significant body of legislation.
t 8PNFOBSFVOEFSSFQSFTFOUFEJOTPDJBMEJBMPHVFBUBMMMFWFMT
t 8FOFFEBCFUUFSVOEFSTUBOEJOHPGUIFDPTUPGUIFHFOEFSQBZHBQ

Somebody somewhere is making rents from women
t 3FOUTBSFPOMZQPTTJCMFJOBNPOPQTPOJTUJDTUSVDUVSF"NPOPQTPOZJNQMJFTTVCPQUJNBMMBCPVSNBSLFUPVUDPNFT
t "CJHSFDFOUTUVEZCZUIF*-0POUIFFòFDUTPGBVTUFSJUZNFBTVSFTTIPXTBOFHBUJWFJNQBDUPODBSFTFSWJDFTGPSUIFFMEFSMZ
and child care and on fertility rates. European countries in general are not replacing their populations and this entails
a huge cost on businesses.
t 8FOFFENPSFEBUBBOEUSBDLJOHPOTFYEFTFHSFHBUFEEBUB UIFDPTUPG(1(BOEUPFWBMVBUFUIFBVTUFSJUZNFBTVSFTPOUIF(1(
t 5IFSFJTBOFFEGPSNPSFFòFDUJWFTBODUJPOTJODBTFTPGOPODPNQMJBODFXJUIMFHJTMBUJPO
3

$G-#SJTLJOBOE".JMMFS 1SPNPUJOHHFOEFSFRVBMJUZUISPVHITPDJBMEJBMPHVF(MPCBMUSFOETBOEQFSTJTUFOUPCTUBDMFT 8PSLJOH1BQFS 
*OEVTUSJBMBOE&NQMPZNFOU3FMBUJPOT%FQBSUNFOU %*"-0(6& *-0 %FDFNCFS

QBHF

t &NQMPZFSTOFFEJOGPSNBUJPOCBTFEPOTPVOEFNQJSJDBMBOBMZTJTPOUIFJSöSNTBOEJODFOUJWFT
t 8FOFFEUPVQHSBEFXPNFOTTLJMMTBOEUPSFEVDFUIFHBQCFGPSFFOUFSJOHUIFMBCPVSNBSLFU
5*1"XFBMUIPGJOGPSNBUJPODBOCFGPVOEPOUIF*-0TXFCTJUF JOQBSUJDVMBSJUT53"7"*- $POEJUJPOTPG8PSLBOE&NQMPZNFOU#SBODI
IUUQXXXJMPPSHUSBWBJMMBOHFOJOEFYIUN BOE(&/%&3 #VSFBVGPS(FOEFS&RVBMJUZIUUQXXXJMPPSHHFOEFSMBOHFOJOEFYIUN TJUFT

Highlights of the workshop discussions … on social dialogue and equal pay
Leader: Michalis Antoniou, Cyprus Industrialists and Employers Federation
t 4IPSUUFSNUBSHFUTDBOCFVTFGVMJOBEWBODJOHUIFMPOHUFSNBJNPGFMJNJOBUJOHUIF(1(
t 5IFSFJTBSPPNGPSMFHJTMBUJPO QBSUJDVMBSMZCFDBVTFPGEJòFSFODFTJODVMUVSFTBOEUSBEJUJPOTZFU TPDJBMEJBMPHVFSFNBJOT
 UIFQSFGFSSFENFBOTPGGVSUIFSJOHFRVBMJUZPCKFDUJWFT
t #BSHBJOJOHPOQBZTIPVMECFDPOöOFEUPUIFTPDJBMQBSUOFST0OUIFPUIFSIBOE GPSNVMBUJOHQPMJDJFTPOQBZUPJODMVEF
 FRVBMJUZPCKFDUJWFTTIPVMEFYUFOEUPDJWJMTPDJFUZ

Leader: Marina Koukou, Pancyprian Federation of Workers
t 5IFDPOGFSFODFJTUBLJOHQMBDFBUBUJNFXIFSFTPDJBMEJBMPHVFJTRVFTUJPOFEBDSPTTNBOZ.FNCFS4UBUFT
t 4PDJBMEJBMPHVFJTWFSZJNQPSUBOUJOUIFFòPSUUPBEESFTTQBZEJTDSJNJOBUJPOCVUJUJTOPUFOPVHIUIFSFJTBOFFEGPSTVQQPSU
 GSPNUIFHPWFSONFOU
t *UJTJNQPSUBOUUPMPPLBUUIFMFWFMPGQBSUJDJQBUJPOBOEUIFSPMFPGXPNFOJOUSBEFVOJPOEFDJTJPONBLJOHCPEJFT
t 3FQSFTFOUBUJWFTGSPNUIFDPVOUSJFTXIJDIIBWFSFTPSUFEUPUIFSFTDVFNFDIBOJTNIBWFHSBWFDPODFSOTBCPVUUIFQSPNJOFODF
 PGFRVBMJUZBUUIFBHFPGBVTUFSJUZ

QBHF

Leader: Dr Savvas Katsikides, Professor of Sociology, University of Cyprus
t 5IFSFJTBOJODSFBTFEVOEFSTUBOEJOHPGUIFMJOLCFUXFFOQBSUJDJQBUJPOPGXPNFOJOUSBEFVOJPOEFDJTJPONBLJOHPSHBOT
 BOEHFOEFSFRVBMJUZ
t 1BSUJDJQBOUTJOUIFXPSLTIPQFYQSFTTFEEJWJEFEWJFXTPOUIFNBUUFSPGRVPUBT
t *UJT VOGPSUVOBUFMZ BGBDUUIBUOPUBMMTUBLFIPMEFSTIBWFBHFOVJOFJOUFSFTUJOQSPNPUJOHTPDJBMEJBMPHVF FWFOUIPVHI
 UIFZQBSUJDJQBUFJOUIFQSPDFTT
t #FUUFSSFQPSUJOHJTJNQPSUBOU

Social dialogue can work … but some weaknesses cannot be ignored
*OIFSQSFTFOUBUJPO FOUJUMFEi"SPBEUPHFOEFSFRVBMJUZJOXPSLJOHMJGF w Dr Maria Hemström HemmingssonUBMLFEBCPVU
UIFDIBSBDUFSJTUJDTPGUIF4XFEJTIMBCPVSNBSLFU DPODFOUSBUJOHPOUIFHFOEFSQBZHBQXIJDIDVSSFOUMZTUBOETBUQFSDFOU 
BOESJTFTUPQFSDFOUJGQBSUUJNFXPSLFSTBSFUBLFOJOUPBDDPVOU"DDPSEJOHUP%S)FNTUSÚN)FNNJOHTTPO TPNFPGUIF
QPTJUJWFGBDUPSTXIJDIDPOUSJCVUFUPUIFDPNQBSBUJWFMZWFSZIJHIFNQMPZNFOUSBUFPGXPNFOJO4XFEFOBSFOPUBUUSJCVUBCMFUP
TPDJBMEJBMPHVFQFSTF3BUIFS UIFZPSJHJOBUFJOlabour market reforms in the 1970sXIJDISFTVMUFEJOBgenerous parental
leave system, inexpensive child careBOEBTZTUFNPGseparate taxation5IFTFUISFFGBDUPSTGPSNBTUSPOHCBTJTGPSUIFHPPE
BDIJFWFNFOUTJOUFSNTPGparticipation of women in employment,XIJDIJTan indicator of gender equality."UUIFTBNF
UJNF IPXFWFS the Swedish labour market is very segregated.*OQBSUJDVMBS NFOEPNJOBUFUIFJOEVTUSZBOEDPOTUSVDUJPO 
XIFSFBTXPNFOPDDVQZNBJOMZKPCTJOUIFQVCMJDTFDUPS TVDIBTJOFEVDBUJPO IFBMUIBOEDBSFBMMPGXIJDIBSFUZQJDBMMZMFTT
XFMMQBJEUIBOPDDVQBUJPOTXIJDIBSFEPNJOBUFECZNFO
5IFTZTUFNPGXBHFOFHPUJBUJPOXIJDIGBMMTVOEFSUIFSFNJUPGUIFTPDJBMQBSUOFSTIBTBTBOVOJOUFOEFEDPOTFRVFODFUIF
QFSQFUVBUJPOPGUIFHFOEFSQBZHBQ5IFTZTUFN XIJDIJTUIFSFTVMUPGBDPOTFOTVTCFUXFFOUIFTPDJBMQBSUOFSTGPSNBMJTFE
JOB5SFBUZJO QSPWJEFTUIBUwage increases should not exceed productivity increases.5IFbenchmark for the entire
economy is set by the export-oriented (and male dominated) industryBOESFMBUFEPDDVQBUJPOT JOPSEFSUPFOBCMFUIFDPVOUSZ
UPSFNBJODPNQFUJUJWFJOUIFJOUFSOBUJPOBMTDFOF5IJTNFUIPENBZIBWFIBEBCFOFöDJBMJNQBDUPOUIFDPVOUSZTBCJMJUZUP
SFNBJODPNQFUJUJWFCVUJUIBTBEWFSTFDPOTFRVFODFTGPSUIFFòPSUUPSFEVDFUIFHFOEFSQBZHBQ5IJTJTCFDBVTFevery rate
increase of wages across the board naturally results to a widening of the income disparities in absolute numbers between
the highest and lowest paid workers, in other words between men and women.
'PSJOTUBODF POUIFCBTJTPGBJODSFBTFJOXBHFTBDSPTTUIFCPBSE BDPOTUSVDUJPOXPSLFSUZQJDBMMZNBMFXIPQSFWJPVTMZ
FBSOFEUIFFRVJWBMFOUPGFVSPBNPOUIXJMMOPXFBSOFVSP UIBUJT BNPOUIMZOFUEJòFSFODFPGFVSPT"DBSFXPSLFS 
UZQJDBMMZGFNBMF QSFWJPVTMZFBSOJOHUIFFRVJWBMFOUPGFVSPBNPOUI XJMMTFFIFSTBMBSZJODSFBTFCZPOMZFVSP5IFSF
JTDPOTFRVFOUMZBSFTVMUJOHXJEFOJOHPGJODPNFEJTQBSJUZPGFVSPFBDINPOUI NBLJOHVQBOBOOVBMJODSFBTFJOJODPNF
EJTQBSJUZPGFVSP
"DDPSEJOHUP%S)FNTUSÚN)FNNJOHTTPOTPDJBMEJBMPHVFJTOPUUPCFCMBNFEGPSUIJTTJUVBUJPOIPXFWFS UIFJTTVFNVTUCF
SFøFDUFEVQPOXJUIBWJFXUPöOEJOHTPMVUJPOTXIJDIDBONPWFUIFFòPSUUPSFEVDFUIFHFOEFSQBZHBQGPSXBSE5XPQPTTJCMF
TPMVUJPOTXFSFTVHHFTUFE'JSTU UIBUtrade unions in male-dominated export oriented occupations accept higher increases
for female-dominated occupations.)PXFWFS UIJTIBTQSPWFEWFSZIBSEBOEJUXBTQPJOUFEPVUUIBUTPDJBMEJBMPHVFJTOPU
POMZBiHBNFwCFUXFFOFNQMPZFSTBOEFNQMPZFFT CVUBMTPCFUXFFOEJòFSFOUUSBEFVOJPOTBOEUIBUJOUIJTSFTQFDUUIFSFJT
NVDIUPCFJNQSPWFE"TFDPOEXBZUPBEESFTTUIFJTTVFJTGPSUIFQVCMJDUPBHSFFUPBMBSHFSTIBSFPGDPVOUSZT(%1GPSUIF
QVCMJDTFDUPSXIJDIJTGFNBMFEPNJOBUFE&WJEFOUMZ IPXFWFS JOUIFTFEJóDVMUUJNFTTVDIBQSPTQFDUJTNFUXJUIEJóDVMUJFT
$POTFRVFOUMZ JO4XFEFOBUMFBTU JOUIFSPBEUPHFOEFSFRVBMJUZPUIFSUIJOHTDVSSFOUMZNBUUFSNPSF
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Income transparency reports in AUSTRIA
Highlights from the presentation of Dr Christine Aumayr-Pintar
THE BACKGROUND
Austria has one of the largest rates of GPG across Europe with high intersectoral wage differentials and high occupational
and sectoral gender segregation.
The country has a very high level of coverage of collective agreements but still the GPG is high. This is because the actual rate of
pay above the minimum rates agreed collectively is negotiated at the individual level.
People do not like to talk in public about their wages. Thus there is a problem of secrecy and lack of transparency which impacts
negatively on the effort to reduce the gender pay gap.
NATIONAL ACTION PLAN “GENDER EQUALITY IN THE LABOUR MARKET”
This plan was presented by the Minister of Women and Civil Service for the period 2008-2013 and aims to improve the position
of women in the labour market, to reduce gender-specific differences in employment and to make progress on the path to
true equality.
Extensive consultation was carried out with the social partners in 2009; other stakeholders were also involved. At the end of this process,
the Government suggested 55 measures to reduce pay inequalities and indicated who would be responsible for each action.
In May 2010 the social partners agreed on supporting 16 selected measures which directly or indirectly influence the GPG.
IMPROVING TRANSPARENCY IN PAY
Three of the 16 agreed measures relate to the objective of improving transparency in pay. More specifically these concern
the following:
1. On-line pay calculator: The introduction of this calculator enables men and women to compare their own earnings with
the sectoral or regional average.
2. Pay transparency in job announcements: A law has made it compulsory for employers in the private sector to state how
much they would pay for an advertised vacancy. Employers have to refer at least to the level of pay as per collective agreement
applicable and potentially, if and ideally also how much they'd be willing to pay on top. A first survey conducted by the
Chamber of Labour has shown that a large degree of compliance - 90% and above – even with only moderate fines
being in place.
3. Income transparency reports: These have been introduced since 2011 for companies with more than 1000 employees
and since 2012 for companies with at least 500 employees. From 2014 they will also apply to companies with 150 employees
and more.
INCOME TRANSPARENCY REPORTS
Every employer coming under the scope of the regulation must prepare an income transparency report every two years. These
reports must state for men and women separately the average or the median pay by occupational category (as per collective
agreement) and potentially also by years of service. The reports should be made available to the works council representative
or, if a works council does not exist, to all employees. Reports should be broken down by gender and ideally by years of service
too. They cannot be communicated to the media in order to ensure confidentiality, but they may be used in a court of law
during legal proceedings over a pay discrimination claim.
ACTIONS BY THE SOCIAL PARTNERS
The main employers’ organisations (Federal Chamber of Commerce and the Federal Council of Industry, WKO and IV) have issued
guidelines for companies on how to make the reports. They have also taken some other initiatives focusing on occupational
choice.
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Employee organisations have also issued guidelines for employee representatives and held training seminars (some of them jointly
with the Ministry), as well as prepared a checklist for analysis of the reports, and guidelines for negotiators of collective agreements.
EXPERIENCES WITH FIRST REPORTS - PRELIMINARY FINDINGS
Employers’ organisations have reported that they did not observe any major instances of pay discrimination. Observed wage
differences are reportedly mainly due to the use of shift work, night-work and field work; differences in occupations, the greater
use of part-time work by women and compensation of overtime use. Regarding the latter, employers state that while men
usually opt for overtime payments, women opt for extra time-off.
Employers do report some additional administrative burden as a result of the introduction of the reporting obligations, but
not to a large extent. However, they do warn that the obligations may have a disproportional burden on smaller employers
who will soon be covered by the process.
Employee organisations state that no extensive feedback has been received as yet from employee representatives at company
level, though discrimination has been noted in studying some reports. Employees’ representatives appear to intend to use
the reports mainly as instruments for sensitising on the issue of pay gaps and for further negotiations. At the same time, as
wage differences are observed between different groups of employees there is a fear of eventual unrest amongst employees.
Some evidence suggest also that employees’ representatives may not be too inclined to focus too much on the topic of pay
discrimination for fear of losing negotiating power elsewhere.
The process appears to be working fairly well because it has been agreed upon by the social partners in a bargaining process. Yet, as it
tries to break with a long-held culture of secrecy its eventual results in combating the gender pay gap are as yet difficult to predict.

Decentralised wage formation in Sweden - A positive impact on pay equality?
Developments over wage-setting in Sweden over the last two decades have meant that the country has moved from a strongly
egalitarian, centralised system to one in which wages are set locally. Industry-level agreements continue to be negotiated but,
increasingly, these merely set general guidelines to be followed by the parties at their negotiations at the local level. In certain
cases they act as a fall-back mechanism in case of failure to reach agreement at the local level. Having said this, trade union
density remains very high, at about 70% and collective agreement coverage approaches 90%.
The pay review model is increasingly used in wage formation. The model provides that the individual and the manager should
meet regularly to discuss wages and employers must speak with workers before they set wages. The use of the pay review
model is explicitly provided in some industry-level agreements. Unions thus have a role in developing the framework as well
as in its implementation, through training and advice to their members before the pay review talks. At the same time, managers
are given greater powers to determine wages which are used as incentives for increased productivity and performance. The
system can be characterised as an institutionalised form of decentralised wage formation (1). It should be clarified that a
pay review does not necessarily mean pay negotiation. Direct individual bargaining between an employee and the manager
on wages can take place outside the framework of a pay review model; in such cases unions’ control is very limited.
Research into the operation of the pay review model and of individual bargaining over wages between employees in the private,
state and municipality sectors who are affiliates to SACO, the Swedish Confederation of Professional Associations (covering
22 unions with 630,000 members who are academics or graduate professionals with university or college degrees), on the one
hand, and managers who may or may not have the power to set wages, on the other, suggests that there may be a premium
for the worker from this decentralised form of wage setting particularly when the manager has the power to set wages (2).
In the case of women employed by the State in particular, the difference can be quite substantial. A further interesting finding
is the fact that, while in the case of pay review it appears that the main beneficiaries are employees in lower-wage categories,
especially in the private and state sectors, in the case of individual wage bargaining the main beneficiaries are employees in
the higher-wage categories, in particular in the municipality sector (3). A tentative conclusion is that this institutionalised
form of decentralised wage formation can be beneficial for lower-wage earners, in their majority women, who are employed
by the state or in low-paid private occupations, and thus it can be useful to the effort to reduce the gender pay gap.
(1), (2), (3) L. Granqvist and H. Regnér, ‘Decentralized Wage Formation in Sweden’ 46 (2008) British Journal of Industrial Relations 500-520
With thanks to Josefin Edström at SACO
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FRANCE: Recent developments
France is a country with a gender pay gap of about 16 per cent, just below the EU average. For a number of years it has been
attempting to reduce the gender pay gap through a mix of actions, some of which are legislative. In 2001 a law, termed
loi Genisson, was adopted (named after Catherine Génisson who was the rapporteur of a report on equality between men and
women in professional life that led to the adoption of the law). It provided for the obligatory inclusion of equality considerations
as regards remuneration, training and the organisation of work in the annual negotiations between the social partners in each
enterprise, on the basis of a report that must be prepared by the employer to this effect. In like terms, sectoral level bargaining
must also take into account equality matters on a three-yearly basis.

Some of the weaknesses of the loi Génisson related to the enforcement of sanctions
since these were not well defined in the law. Mere intention is not enough…
Lawrence Laigo, Confédération Général Démocratique du Travail
Since 2001 four new laws have rendered the original act rather complicated as well as somewhat obsolete. In 2006 a new law
was adopted inserting an obligation on employers and workers’ representatives to negotiate how to reduce the gender pay
gap with a view to achieving a substantial reduction by 2010. The targets were not met however. In 2011 a new law was enacted
which provides as a sanction the equivalent of one per cent of the total amount given as salaries for all of the employees working
in an organisation if this organisation does not have an equality plan.
Currently a range of actions are being implemented or planned. Some of these include the following:
t 6TFPGHFOEFSNBJOTUSFBNJOHBDSPTTUIFCPBSEJOUIFQVCMJDTFDUPSBOENPSFCSPBEMZUIJTJODMVEFTUIFDVSSFOUOFHPUJBUJPOT
on the future of employment relations.
t *OWPMWFNFOUPGTFWFSBMHPWFSONFOUEFQBSUNFOUTBOENJOJTUSJFTJOUIFFòPSUUPCSFBLTUFSFPUZQFTBOEUPSFEVDFUIF(1(
in the public sector, for example the Ministry of Defence.
t "EESFTTJOHUIFHFOEFSQBZHBQBUSFHJPOBMMFWFM
t 5BSHFUJOHTQFDJöDQSPGFTTJPOT TVDIBTUIBUPGUIFSFBMFTUBUF
t #JHHFSDPNQBOJFTUPQSPWJEFTVQQPSUUPTNBMMFSDPNQBOJFTUPIFMQUIFNBEESFTTUIFHFOEFSQBZHBQBOECSFBLTUFSFPUZQFT.
There is currently discussion of an agreement on identifying best practices in big companies and then disseminate these
to subcontractors and networks of associated smaller companies across France.
t "EESFTTJOHUIFJTTVFPGSFQSFTFOUBUJWJUZXJUIJOUIFTPDJBMQBSUOFSTPQFSBUJOHJODPNQBOJFT
t %FCBUFTPOUIFEFWFMPQNFOUPGCVTJOFTTFTUPNBLFBMJOLXJUIUIFJTTVFPGXPSLMJGFCBMBODF
5IJTTFDUJPOJTCBTFEPOUIFEJTDVTTJPOCFUXFFO.T+BDRVFMJOF#VZTTF .FNCFSPGUIF8PNFO.FO&RVBMJUZ$PNNJUUFFPG.FEFG
BOE)FBEPGUIF8&/FUXPSLPG"SFWB.T-BVSFODF-BJHP /BUJPOBM4FDSFUBSZPGUIF$POGÏEÏSBUJPOGSBOÎBJTFEÏNPDSBUJRVFEVUSBWBJM
$'%5 BOE.T/BUIBMJF5PVSOZPMEV$MPT )FBEPG4FSWJDFPGUIFSJHIUTPGXPNFOBOEPGFRVBMJUZCFUXFFONFOBOEXPNFO

page 32

PAY EQUALITY IN TIMES OF CRISIS: THE WAY FORWARD OR CHIMERA?
“Is pay equality in times of crisis the way forward or a chimera?”. This was the theme of the final panel discussion that was moderated by Mr Andreas Mylonas, Director of the Department of Labour Relations and included Ms Adrienne Cruz, Gender Specialist
of the ILO Bureau for Gender Equality, Ms Anu Sajavaara, Chair of the Equal Opportunities Network of BusinessEurope, Ms Claudia
Menne, Confederal Secretary of ETUC, Ms Helen Hoffmann, Adviser for Social Affairs, UEAPME, and Mr Mahtab Khan, Associate of
the CEEP UK.
The debate considered such issues as the role of gender equality in the current environment; the role of EU institutions and of the
European social partners; whether more legislation is necessary; the role of quotas and the representativity of the social partners.
The discussion showed a consensus on the fact that pay equality should not be seen as a luxury but rather as an essential element
to advancing competitiveness and employment growth. Adrienne Cruz remarked that wherever there is a crisis there is also
an opportunity and Mahtab Khan added that because something is challenging it does not mean it should not be addressed.
Rather, he said, it is exactly in these difficult times that our energy should be focused on achieving the targets set in relation to
gender equality. Anu Sajavaara emphasised that we must not look at gender equality as an isolated issue but should
embed it in all our policies.
At the same time there was acknowledgement of the big differences that exist across Member States both as regards provisions in
relation to such things as child care, and on the operation of social dialogue at national level. It was noted that, when considering
agreements at the EU level, the European social partners need to determine common denominators and do a balancing act.
Yet, there was common agreement on the need to keep equality issues high on the agenda of social dialogue and for work
on this matter to continue. As Claudia Menne noted, “European social partners have the right and the responsibility to do
more regarding equality issues”.
There was a lesser degree of consensus on the controversial issue of quotas. While the need to promote more women in senior
position was shared by all, not all participants thought that quotas are the right way to go about it. Mahtab Khan commented
that quotas might be necessary if it would take another 100 years for the situation to change, but if there are alternative ways
to progress with this subject then they should be given preference. Anu Sajavaara remarked that we have to make leadership
roles more attractive for women and to provide the essential supporting structures - by improving services for child care,
adapting working times etc - to enable women to rise to the top positions, rather than approaching the matter on the basis
of quotas. Adrienne Cruz expressed the view that such measures are not the goal but a means to address historical imbalances
and are of a temporary nature. She noted that regardless of the view one takes on them, quotas do force certain conversations
which can further the objective of equality.
Participants agreed that legislation at the EU level seems quite adequate and that the big challenge is to implement it correctly.
Helen Hoffmann added that we now need to look beyond legislation, into practical measures which can promote equality
at the workplace. Claudia Menne agreed with the need to ensure compliance and remarked that some Member States have
not yet transposed the provisions of the new Parental Leave Directive. Referring to the situation across the globe, Adrienne
Cruz said that 173 countries have basic provisions on such things as maternity leave, but effective implementation in general
remains a challenge.
On the representativity of the social partners it was stated that at the European level a lot of work has been done in recent years.
Claudia Menne referred to the developments that have taken pace in ETUC, while Helen Hoffman referred to the fact that
UEAPME now has a female president. There was agreement that it is difficult to impose any particular changes at national
and local levels. The fact that in many Member States involvement with trade unions is done on a purely voluntary basis was
mentioned as a factor which, in practice, results in more men being able to participate than women.
Closing the discussion, Andreas Mylonas noted that each one of us is asked to contribute to the effort to promote equality,
adding that Europe must remain faithful to its values and principles, in particular of solidarity and equality. He ended by
stating that reducing the gender pay gap will be the key to the course of the European economy in the coming years.
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SOME CONCLUSIONS
The compilation of the following conclusions builds on the workings of the conference seeking to distil some of the main issues
that stemmed from the discussions and presentations.

1. Τhe factors giving rise to the gender pay gap are many and multifaceted.
The first and perhaps most evident conclusion relates to the multiplicity of factors which create and sustain the gender pay gap.
From the stereotypes about the role of the two genders in society and at work, to working time, the availability of child care
facilities, educational qualifications, to the existence of sanctions and of effective monitoring mechanisms, it is obvious that
no single factor can be pointed out as the predominant one. It follows that policies and measures targeting the gender pay
gap should also be varied and combine a mix of responses but that does not mean that a coordinated synergistic policy
framework is not possible. On the contrary, this is both possible and necessary. It may be said that today we have a more
sophisticated understanding of the causes of the gender pay gap. In this regard, our responses can also be more sophisticated and efficient.

2. Current developments in the labour market and elsewhere add new risks for an increase
of the gender pay gap.
There can be no doubt that the on-going economic crisis, together with the accompanying austerity measures that are imposed,
has a negative impact on the effort to eliminate the gender pay gap and promote equality. It might be the case that the reduction
of the general level of wages, and its disproportional effect on men’s wages in certain cases, has brought about a slight decrease of
the gender pay gap in some instances, but this is obviously not the right way of reducing the gender pay gap but an unintended
incidental consequence of a particularly negative development. Rather, cuts in public spending in a range of matters including
child care, care for the elderly, lifelong education programmes, and related downward pressures on minimum wages, are bound to
have adverse repercussions on the effort to reduce the gender pay gap. At the same time, wider developments, like the individualisation
of employment relations, may pose new risks by making comparisons harder to make and by reducing transparency.

3. At the same time new measures and processes for tackling the gender pay gap are conceived
and adopted across Member States and enterprises both in the public and private domains.
An array of new measures is being conceived both by governments, social partners and enterprises with a view to tackling the causes
of pay inequality in particular and gender inequality more generally. Equal pay audits, equality mediators in private companies,
ombudsmen for equality, accreditation bodies for equality, adaptation of wage bargaining systems, career counselling,
advertisements and campaigning are just some of the measures which are being adopted across Europe and were referred
to in the conference. It is also nowadays the case that the private sector, in particular bigger companies, can be a leader in
the adoption of policies and practices which can make a difference in eliminating the gender pay gap. This is a very welcome
development as, traditionally, equality initiatives were concentrated on the public sector, excluding a great number of workers
from their scope.

4. All stakeholders must work together to eliminate the gender pay gap.
It follows from the above that everyone must contribute to the effort to eliminate the gender pay gap. Governments at all levels,
social partners, educators, activists, jurists - everyone has a role to play. It was rightly noted in the conference that equality will not be
brought about by women only. Men must take up their responsibilities - particularly when it comes to home responsibilities - and
in this regard a lot of work still needs to be done. In a similar vein, more focus should be placed on actors-factors who can
influence the area of gender equality. For instance, it was pointed out that clients are an important factor in this regard. A
client can be a human being who needs to change their perception as to who they want to see and do business with; it can
also be a big company which can influence its trading partners to adopt equality plans if is itself a leader in this respect.
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5. Examples of best practices can be found in a large number of cases and their dissemination
is particularly useful for tackling the gender pay gap.
The conference pointed to a number of best practices and no doubt many more are found across the private and public sectors
throughout Europe. A first thing to note in this regard is the importance of funding of projects setting out best practices,
particularly for smaller companies. This does not mean that equality should be seen as a cost; on the contrary it should be seen
as an investment - towards securing the best talent, towards achieving fairness in the enterprise and thus a constructive climate of
industrial relations, towards avoiding costly litigation, to name but a few benefits that equality yields for employers. A second
important aspect concerns the need to disseminate best practices. This conference and similar events form a means of achieving
this objective and the present publication seeks to add to the growing body of publications by numerous sources, including
organisations such as the European Union and the ILO, joint publications by social partners at the EU level and others. Developments across Member States whereby bigger companies seek to disseminate their good practices to smaller companies with
which they trade are particularly encouraging.

6. Occupational segregation remains one of the hardest aspects to tackle.
This is despite the fact that occupational segregation accounts for the greater part of the pay gap. It seems to be the case that,
as decisions on selecting a career path appear formally an individual’s own choice, legislative and other measures influencing
this choice have a limited role to play. Yet, it is precisely the case that “women entering the labour market have already adapted
their choice”. It follows that the root factors influencing these decisions must be targeted to a more adequate degree than has
been so far. Incidentally, occupational segregation depicts, perhaps more than any other theme that was discussed in the
conference, the limitations of legislation as an instrument for changing attitudes. In this respect the role of education in changing
stereotypes cannot be overemphasised. Initiatives regarding the imposition of quotas, controversial as they might be, do hold
the potential to accelerate the effort to promote more women in senior positions, but they cannot address the problem of
horizontal occupational segregation.

7. Transparency is crucial to the effort to reduce the gender pay gap.
Whether in the context of identifying proper comparators in the course of legal proceedings; or in the context of a pay audit
or reporting on job classification structures, transparency is fundamental to the effort to advance pay equality. At the same
time, it remains one of the most difficult aspects to tackle, clouded as it is in legal obstacles or cultural traditions. What is more,
the reported weakening of the role of collective agreements by the measures which are imposed by the Troica in the countries
which have acceded to the rescue mechanism bears new risks for transparency due to the individualisation of contractual
arrangements. All these factors hold back progress and diminish accountability too. On a more positive note, new initiatives
across Member States on compulsory reporting hold the potential to address this problem, at least to some extent. Voluntary
schemes such as the accreditation of employers who submit their pay structures - and company practices - to examination
by relevant bodies also contribute to greater transparency. The matter of course does not solely pertain to employers, but touches
on the willingness of workers too to be transparent about their pay. In this regard, a cultural shift is required but progress is slow.

8. Compliance with, and enforcement of, relevant legislation remains a challenge.
While the need for new legislation on equality may be a mood point, consensus exists across all sides that compliance with
existing legislation remains a challenge. In this respect everybody must take up their responsibilities. Instances of wrongful
or no implementation of EU norms are still observed. At national level employers’ degree of compliance must be substantially
improved. Obstacles with accessing justice add to this unsatisfactory situation. Principles such as the reversal of the burden
of proof go some way towards addressing some of the problems. Provisions in the Recast Directive on the powers of equality
bodies and on granting locus standi to trade unions and other interested parties must be applauded. All in all, a lot of more
effort must be put towards ensuring proper compliance with the legislation and towards enabling better access to justice and
adequate compensation for victims of discrimination as well as dissuasive sanctions for those who breach the principle of equal pay.
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9. The lack of adequate participation of women in trade union and employers’ bodies hampers the
effort to tackle the gender pay gap.
One of the more disappointing issues that came up during the debate on pay equality is the fact that the issue could feature
more prominently on the agenda of the social partners if more women participated at the decision making bodies of the
respective organisations. It is not, it appears, that men do not want to promote pay equality; it is rather that in male dominated
trade union and employer bodies the issue of pay equality is not considered a priority, perhaps as a result of an insufficient
appreciation of the degree of the problem and the reasons which sustain the gender pay gap. Developments occurring at
the level of the European social partners give room for optimism, with changes in the working rules of some organisations
and the election of women as presidents or secretaries general. Admittedly progress at national level remains a challenge. It
was pointed out that the fact that in many Member States involvement with trade unions is completely on a voluntary basis has
as an unintended consequence the imbalanced representation of men and women, for reasons which should be obvious.

10. Social dialogue is vital to the effort to eliminate the gender pay gap but its role in this respect
can and should be strengthened.
There can be no doubt that social dialogue ultimately remains the most appropriate means to regulate the employment relationship
in general and pay in particular. Social partners as the actors most intimately involved with the world of work have the primary
responsibility to ensure that workers are paid according to their skills and abilities and not according to their gender. Empirical
research consistently shows that negotiated solutions continue to provide the best guarantee for effective implementation and
improve the sense of ownership which is crucial to the willingness to engage with the process. Yet, as some of the discussions
in the conference have shown, social dialogue has not always worked towards the realisation of the principle of equal pay.
Whether as a result of the insufficient degree of representation of women in decision making bodies, or as unintended consequence of wage setting structures, pay equality has not always advanced sufficiently through social dialogue. This can and
should change. The participation of so many trade union, employer and government delegates to the conference is surely a
measure of the degree of commitment to overcoming weaknesses in the social dialogue process and to gearing it towards
achieving true equality for all.
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ANNEX:
European Parliament resolution of 24 May 2012 with recommendations
to the Commission on the application of the principle of equal pay for male
and female workers for equal work or work of equal value (2011/2285(INI)) Annex: Detailed recommendations as to the content of the proposal requested.

Recommendation 1: DEFINITIONS
Directive 2006/54/EC contains a definition of equal pay, by copying the provisions of Directive 75/117/EEC. To have more precise
categories as tools for dealing with the gender pay gap (GPG) it is important to define the different concepts more precisely, such as:
t (1( UIFEFöOJUJPOPGXIJDINVTUOPUDPWFSHSPTTIPVSMZQBZBMPOF XIJMFUIFSFOFFETUPCFBEJTUJODUJPOCFUXFFOVOBEKVTUFE
and ‘net’ gender pay gap;
t %JSFDUBOEJOEJSFDUQBZEJTDSJNJOBUJPO
t 3FNVOFSBUJPO UIFEFöOJUJPOPGXIJDITIPVMEDPWFSBOZOFUXBHFTBOETBMBSJFTBTXFMMBTBOZXPSLSFMBUFEöOBODJBM
 FOUJUMFNFOUTBOEJOLJOECFOFöUT
t 1FOTJPOHBQ JOEJòFSFOUQJMMBSTPGQFOTJPOTZTUFNT FHJOQBZBTZPVHPTZTUFNT PDDVQBUJPOBMQFOTJPOT BTBDPOUJOVBUJPO
of the pay gap after retirement);
t 8PSLUSFBUFEBTAFRVBM JOJOEJWJEVBMDBUFHPSJFTPGPDDVQBUJPOT 
t 8PSLPGUIFTBNFWBMVF TPUIBUSFMFWBOUGBDUPSTBSFNFOUJPOFE
t &NQMPZFS UPFOTVSFUIBUSFTQPOTJCJMJUZGPSUIFFNQMPZFFhTQBZBOEBOZQPTTJCMFJOFRVBMJUZJOQBZ JTDMFBSMZEFöOFE
t 1SPGFTTJPOTBOEDPMMFDUJWFBHSFFNFOUToJUTIPVMECFNBEFNPSFDMFBSUIBUKPCTSFMBUFEUPEJòFSFOUDPMMFDUJWFBHSFFNFOUT
 BOEEJòFSFOUQSPGFTTJPOTDBOCFDPNQBSFEJODPVSU QSPWJEFEUIBUUIFKPCTBSFDPNQBSBCMFBTFRVBMXPSLPSXPSLPGFRVBMWBMVF

Recommendation 2: ANALYSIS OF THE SITUATION AND TRANSPARENCY OF RESULTS
2.1.5IFMBDLPGJOGPSNBUJPOBOEBXBSFOFTTBNPOHFNQMPZFSTBOEFNQMPZFFTBCPVUFYJTUJOHPGQPTTJCMFQBZHBQTXJUIJOUIFJS
DPNQBOZBTXFMMBTUIFJSJHOPSBODFXFBLFOTUIFJNQMFNFOUBUJPOPGUIFQSJODJQMFFOTISJOFEJOUIF5SFBUZBOEJOFYJTUJOHMFHJTMBUJPO
2.2."DLOPXMFEHJOHUIFMBDLPGBDDVSBUF DPNQBSBCMFBOEDPIFSFOUTUBUJTUJDBMEBUB JODMVEJOHPOUIFQBSUUJNFHFOEFSQBZHBQ
BOEUIFHFOEFSQFOTJPOTHBQ BOEUIFFYJTUJOHMPXFSQBZSBUFTGPSXPNFOFTQFDJBMMZBDSPTTQSPGFTTJPOTUSBEJUJPOBMMZEPNJOBUFE
CZXPNFO .FNCFS4UBUFTTIPVMEUBLFGVMMBDDPVOUPGUIFHFOEFSQBZHBQJOUIFJSTPDJBMQPMJDJFTBOEUSFBUJUBTBTFSJPVTQSPCMFN
2.3. It is therefore essential that regular pay audits, as well as the publication of their results, bearing in mind the personal data
QSPUFDUJPO BSFNBEFDPNQVMTPSZXJUIJODPNQBOJFT FHJODPNQBOJFTXJUIBUMFBTUFNQMPZFFTBOEFBDITFYJTSFQSFTFOUFE
in at least 10 % of the employees). The same requirement can also apply to information on remuneration in addition to pay. This
information should be accessible to employees, trade unions and adequate authorities (e.g. labour inspections, equality bodies).
2.4.&NQMPZFSTTIPVMEQSPWJEFFNQMPZFFTBOEUIFJSSFQSFTFOUBUJWFTXJUISFTVMUTJOUIFGPSNPGXBHFTUBUJTUJDT CSPLFOEPXO
by gender but bearing in mind the personal data protection. This data should be compiled at sectoral and national level in
each Member State.
2.5. There should be a requirement on employers to adopt transparency policy in relation to wage composition and structures,
JODMVEJOHFYUSBQBZ CPOVTFTBOEPUIFSBEWBOUBHFTGPSNJOHQBSUPGSFNVOFSBUJPO
2.6.8IFOXBHFTUBUJTUJDTTIPXHSPVQPSJOEJWJEVBMEJòFSFODFTJOQBZPOHSPVOETPGTFY FNQMPZFSTBSFPCMJHFEUPBOBMZTF
these differences further and react to eliminate them.

Recommendation 3: WORK EVALUATION AND JOB CLASSIFICATION
3.1.5IFDPODFQUPGUIFWBMVFPGXPSLNVTUCFCBTFEPORVBMJöDBUJPOT JOUFSQFSTPOBMTLJMMTBOESFTQPOTJCJMJUZFNQIBTJTJOH
RVBMJUZPGXPSL XJUIUIFBJNPGQSPNPUJOHFRVBMPQQPSUVOJUJFTCFUXFFOXPNFOBOENFO5IJTDPODFQUTIPVMEOPUCFNBSLFE
CZBTUFSFPUZQFEBQQSPBDIVOGBWPVSBCMFUPXPNFO GPSFYBNQMFQVUUJOHUIFFNQIBTJTPOQIZTJDBMTUSFOHUISBUIFSUIBOPO
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interpersonal skills and has to ensure that work involving responsibility for human beings is not considered of lower value
than those with responsibility for material or financial resources. Women must therefore be provided with information, assistance
and/or training in wage negotiations, job classification and pay-scaling. It must be possible for sectors and companies to be
asked to examine whether their job classification systems reflect the gender dimension in the required manner, and to make
the necessary corrections.
3.2. The Commission's initiative should encourage Member States to introduce job classification complying with the principle
of equality between women and men, enabling both employers and workers to identify possible pay discrimination based
on a biased pay-scale definition. Respecting national laws and traditions concerning industrial relations systems remain important.
Work evaluation and classification should also be transparent and be made available to all stakeholders and to labour inspectorates
and equality bodies.
3.3. Member States should carry out a thorough assessment centred on professions dominated by women.
3.4. A gender-neutral job evaluation should be based on new systems for classifying and organising staff and organising work
and on professional experience and productivity assessed above all in qualitative terms, such as education and other qualifications,
mental and physical requirements, responsibility for human and material resources, for use as a source of data and assessment
grids for determining pay, with due regard to the principle of comparability.

Recommendation 4: EQUALITY BODIES AND LEGAL REMEDY
Equality promotion and monitoring bodies should play a greater role in diminishing GPG. The bodies should be empowered
to monitor, report, and, where possible, enforce gender equality legislation more effectively and more independently while
they should be adequately funded. Article 20 of Directive 2006/54/EC should be revised so as to enhance the bodies‘ mandate by:
t TVQQPSUJOHBOEBEWJTJOHWJDUJNTPGQBZEJTDSJNJOBUJPO
t QSPWJEJOHJOEFQFOEFOUTVSWFZTDPODFSOJOHUIFQBZHBQ
t QVCMJTIJOHJOEFQFOEFOUSFQPSUTBOENBLJOHSFDPNNFOEBUJPOTPOBOZJTTVFSFMBUJOHUPQBZEJTDSJNJOBUJPO
t MFHBMQPXFSTUPJOJUJBUFUIFJSPXOJOWFTUJHBUJPO
t MFHBMQPXFSTUPJNQPTFTBODUJPOTJODBTFTPGCSFBDIJOHUIFQSJODJQMFPGFRVBMQBZGPSFRVBMXPSLBOEPSUPCSJOHXBHF
 EJTDSJNJOBUJPODBTFTUPDPVSU
t QSPWJEJOHTQFDJBMUSBJOJOHGPSUIFTPDJBMQBSUOFSTBOEGPSMBXZFST KVEHFTBOEPNCVETNFOCBTFEPOBUPPMCPYPGBOBMZUJDBM
instruments and targeted measures to be used either when drawing up contracts or when checking whether rules and
policies to address the pay gap are being implemented, as well as providing training courses and training materials on
non-discriminatory job evaluation for employers.

Recommendation 5: SOCIAL DIALOGUE
Further scrutiny of collective agreements and applicable pay scales and job classification schemes are necessary, mainly concerning
the treatment of part-time workers and workers with other atypical work arrangements or extra payments/bonuses including
payments in kind. Such scrutiny should cover not only primary but also secondary working conditions and occupational social
security schemes (rules on leave, pension schemes, company cars, childcare arrangements, flexible working time, bonuses etc.).
Member States, while respecting national law, collective agreements or practice, should encourage social partners to introduce
gender-neutral job classifications, enabling both employers and employees to identify possible pay discrimination based on a
biased pay-scale definition.
Management can play an important role not only with regard to pay equity, but also in terms of creating a climate to support
the equal sharing of care responsibilities and careers advancement for both male and female workers.

QBHF

The social partners should be empowered to put equal pay issues on the agenda, not only within their own sectors, but also
to opt for an intersectoral balance.4
The Commission should work out an operative, practical and user-friendly guidebook for social dialogue in companies and
Member States. This should include guidelines and criteria for deciding the value of work and for comparing jobs. It should
also include suggestions for possible job evaluation methods.

Recommendation 6: PREVENTION OF DISCRIMINATION
Specific reference should be made to pay discrimination in Article 26 (on prevention of discrimination) of Directive 2006/54/EC,
with a view to ensuring that Member States, with the involvement of the social partners and equal opportunity organisations, adopt:
t TQFDJöDNFBTVSFTSFMBUJOHUPUSBJOJOHBOEKPCDMBTTJöDBUJPO BJNFEBUUIFWPDBUJPOBMUSBJOJOHTZTUFNBOEEFTJHOFEUPSFNPWF
and prevent discrimination in training and classification and in the economical valuation of skills;
t TQFDJöDQPMJDJFTUPNBLFJUQPTTJCMFUPSFDPODJMFXPSLXJUIGBNJMZBOEQFSTPOBMMJGF DPWFSJOHIJHIRVBMJUZBOEBòPSEBCMF
childcare and care for other dependent persons, as well as other care services, flexible work organisation and hours, and
maternity, paternity, parental and family leave;
t DPODSFUFBDUJPOT VOEFS"SUJDMF  PGUIF5SFBUZPOUIF'VODUJPOJOHPGUIF&VSPQFBO6OJPO UPSFESFTTUIFQBZHBQ
 BOEHFOEFSTFHSFHBUJPO UPCFHJWFOFòFDUCZUIFTPDJBMQBSUOFSTBOEFRVBMPQQPSUVOJUZPSHBOJTBUJPOTBUWBSJPVTMFWFMT
both contractual and sectoral, such as: promoting pay agreements to combat GPG, investigations in relation to equal pay
for equal work, setting of qualitative and quantitative targets and benchmarking and supporting the exchange of best practice;
t BDMBVTFJOQVCMJDDPOUSBDUTSFRVJSJOHSFTQFDUGPSHFOEFSFRVBMJUZBOEFRVBMQBZGPSFRVBMXPSL

Recommendation 7: GENDER MAINSTREAMING
Gender mainstreaming should be enhanced by including in Article 29 of Directive 2006/54/EC precise guidelines for the Member
States concerning the principle of equal pay and closing the gender pay gap. The Commission should gear itself to providing
assistance to the Member States and to stakeholders as regards practical measures to bridge the gender pay gap by means
of the following:
t

devising reporting schemes for the purposes of assessing pay gaps between men and women;

t DSFBUJOHBEBUBCBOLDPOUBJOJOHJOGPSNBUJPODPODFSOJOHDIBOHFTUPUIFTZTUFNTGPSUIFDMBTTJöDBUJPOBOEUIFPSHBOJTBUJPO
of workers;
t DPMMBUJOHBOEEJTTFNJOBUJOHUIFSFTVMUTPGFYQFSJNFOUTSFMBUJOHUPUIFSFGPSNPGXPSLPSHBOJTBUJPO
t EJTUSJCVUJOHJOGPSNBUJPOBOEHVJEFMJOFTPOQSBDUJDBMNFBOT QBSUJDVMBSMZGPS4.&T FHPO*5CBTFEUPPM-0(*#% PGSFESFTTJOH
the pay gap, including national or sectoral collective agreements;
t EFWFMPQJOHB&VSPQFBOFRVBMQBZRVBMJUZDFSUJöDBUFJODPPQFSBUJPOXJUITPDJBMQBSUOFSTBOEBTTPDJBUJPOT XIJDIJOTUJUVUJPOT
undertakings and authorities could use to advertise their compliance with specific criteria in relation to equal pay,
e.g. wage transparency;
t EFWJTJOHTQFDJöDHVJEFMJOFTGPSUIFNPOJUPSJOHPGQBZEJòFSFOUJBMTXJUIJOUIFDPOUFYUPGDPMMFDUJWFCBSHBJOJOH UPCFNBEF
available on an internet site translated into various languages and accessible to all.

4

&VSPQFBO'PVOEBUJPOGPSUIF*NQSPWFNFOUPG-JWJOHBOE8PSLJOH$POEJUJPOT"EESFTTJOHUIFHFOEFSQBZHBQ(PWFSONFOUBOETPDJBM
QBSUOFSBDUJPOT .BSDI QBHF
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Recommendation 8: SANCTIONS
8.1. The legislation in this field is for different reasons evidently less effective and, bearing in mind that the whole problem
cannot be solved by legislation alone, the Commission and Member States should reinforce the existing legislation with appropriate
types of effective, proportionate and dissuasive sanctions.
8.2. It is important that Member States take the necessary measures to ensure that infringement of the principle of equal pay
for work of equal value is subject to appropriate sanctions according to the legal provisions in force.
8.3. In spite of the existing legislation, inspections and punitive action are often woefully inadequate where the principle of
equal pay is concerned. These matters need to be treated as a priority, and the agencies and bodies responsible for them must
be provided with the necessary technical and financial resources.
8.4. It is recalled that under Directive 2006/54/EC, Member States are already obliged to provide compensation or reparation
(Article 18), as well as penalties (Article 25). However, these provisions are not sufficient to avoid infringement of the equal pay
principle. For this reason, it is proposed to conduct a study on the feasibility, effectiveness and impact of launching possible
sanctions such as:
t

penalties, which must include the payment of compensation to the victim;

t BENJOJTUSBUJWFöOFT GPSFYBNQMFJOUIFFWFOUPGGBJMVSFPGOPUJöDBUJPOPSPGDPNQVMTPSZDPNNVOJDBUJPOPSVOBWBJMBCJMJUZ
of analysis and evaluation of wage statistics disaggregated by gender (according to Recommendation 2)) requested by labour
inspectorates or the competent equality bodies;
t EJTRVBMJöDBUJPOGSPNQVCMJDCFOFöUT TVCTJEJFT JODMVEJOH&6GVOEJOHNBOBHFECZ.FNCFS4UBUFT BOEQVCMJDQSPDVSFNFOU
procedures, as already provided for by Directives 2004/17/EC5 and 2004/18/EC6 concerning the procurement procedure;
t

identification of offenders, which should be made public

Recommendation 9: STREAMLINING OF EU REGULATION AND EU POLICY
9.1. One area for urgent action concerns the fact that a wage penalty appears to be linked to working part-time. This requires
an evaluation and possible revision of Council Directive 97/81/EC of 15 December 1997 concerning the Framework Agreement
POQBSUUJNFXPSLDPODMVEFECZ6/*$& $&&1BOEUIF&56$"OOFY'SBNFXPSLBHSFFNFOUPOQBSUUJNFXPSL 7 which prescribes
equal treatment between full-time and part-time workers as well as more targeted and effective actions in collective agreements.
9.2. A concrete target for reducing the pay gap should be introduced urgently in the Employment Guidelines, inter alia regarding
access to vocational training and recognition of women's qualifications and skills.

5

OJ L 134, 30.4.2004, p. 1.
OJ L 134, 30.4.2004, p. 114.
7
OJ L 14, 20.1.1998, p. 9.
6
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