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ANAKOINQXH THX EOITPOITHE XTO LYMBOYAIO, XTO EYPQITAIKO
KOINOBOYAIO, XTHN EYPQIAIKH OIKONOMIKH KAI KOINQONIKH
EIIITPOIIH KAI XTHN EIIITPOIIH TQN IIEPI®EPEIQN

Kotamrorépnon Tov o10@opav 6115 opofés TV 0V0 GUAMV

1. EIZArQra

H Bgpelmong apyn g iong petayeipiong yovoukdv kot avopmv meptiappaverol and to 1957
ot ovvOnkn ¢ Pounc. H peimon tov dtopopdv otig apoBéc tawv 6000 pOAMY EVIAGGETAL
GTOVG GTOYOVG TNG EVPOTATKNG GTPATNYIKNG Yo TNV AVATTLEN Kot TV amacyOAnor. 261000,
6TO YAPTN TOPEIOS Yior TV 16OTITA HETAED YOVAIKdY Kot avdpdv' Toviletar 0Tt ot S1popéc
oT1G apo1Pég eEakoAovBoHV Vo VITAPYOLY TOPA TIG EVEPYELES TTOL £XOVV YIVEL KOl TOL LETPOL TTOV
€YOVV EQUPUOCTEL Y100 TNV KOTATOAEUNON TOVS. XOHva e o (Un dtopbopévo) deikt yo
TIG OPOPEG OTIS aKkabdploTeg mproieg amodoyés Tov dvo POAMY, ot yuvaikes KEpOLav TO
2005 xotd péco 6po 15% Arydtepo amd tovg dvopes otmv Evponaixn ‘Eveon. Tinote dev
TPOOLOVILEL TNV OVCIACTIKY LEIMON TOV S10POPOV QVTAHV.

‘Eva peydlo pépog tov dapop®dv deV UTOPOLV Vo amodoBovV GE GVTIKEWEVIKA KPLThplal,

YEYOVOS TTOL VIOONAMVEL TIG AVIGOTNTEG TOV VOIGTAVTOL E1G BAPOG TOV YUVOIK®V GTNV 0yopd
gpyaciag. Ot yvvaikeg epeaviCouv vynidtepo TOGOGTA EMTLYING OTO OYOAEl0 OO TOLG
Gvopec og OAOL TOL KPATN PEAT KOl OTOTEAOVV TNV TAELOVOTNTA TOV TTVYOVY®V TPLTOPAOag
exmaidevone. Ilog eényeiton, emopévmc, to yeyovog Ot petd v €000 TOLG Omd TO
EKTAOEVTIKO GUGTNUO 1 0YyOPA £PYOCIOG TOVG EMPVAACCEL AYOTEPO EVVOTKES GLUVONKEG GE
OY£0N HE TOUG AVOPEC KOl OV EKTIUG TANPOG TIS TOPUY®YIKES TOLG dvvortdtntes, Mia
GLYYPOVN KO OVTOYMVIGTIKT OIKOVOUID OEV UTTOPEL VO EMTPETEL 10, TETOL0 KATAGTOOT, 101mg
péAota v OYEL TOV TPOKANGEWV TOV ONUOYPUPIKAOV OAAAYDV KOl TNG OVOUEVOUEVIG
peimong Tov evepyov TANOLGHOD.

210 TAAIC10 OWTO EVIAGGETOL TO TAPOV EYYPOPO, TO OTOI0 OKOTO £YEL VO OVOADGEL TIG OUTIEG
TOV SPOPAV TG AUOPES TV 00 PUA®V Kot va Tpoteivel evépyeteg yia ) peiwon tovg. H
Emitponn dev pmopel va avipetoniost povn mmg v npokAnomn avt) Kabng, oe ToAAovg
topels, 10 kévtpo PBapovg PplokeTar ota KpATn HEAN KOl Ol EVEPYELEC OV TPEMEL VAL Yivouv
vrepPaivouv T1g appoddmTég TS, O aydvog yuo ™ Helwon Tov dopopdv 6TIg OUOPES TV
000 EOA®V B amatToEL, EMOUEVMG, TNV KIVNTOTOINGT OA®V TOV EVOLUPEPOUEVOV TAELPAOV,
010G d€ TOV KPOTAOV HEADV KOl TOV KOWOVIKOV £T0ip®V, Yoo va emttevydel mpoodog dGov
aPOPA TNV 16OTNTA YOVOIKOV KOl AVOPOV GTNV 0yopd EPYOCIOG.

! COM (2006) 92. To yfeopa tov Evpordikod KowvoBovAiov g 13ng Maptiov 2007 oyetikd pe to

yoapt mopelag (P6_TA(2007)0063) kaiel tv Emizpony va evepynoet yio v KOTOTOAEUNON TOV
SlQopdV oTIC ApoPEG .
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2. OI AIA®OPEX XTIXE AMOIBEX TON AYO ®YAQN: ENA ®AINOMENO ITOAYIIAOKO KAI
EINIMONO

2.1. Thv gvvoodpe 0tav Aépe dra@opés oTic aporPéc;

[Tpdxettar yio T GYETIKN SAPOPA TOV 0KAOAPIGTOV HECHV MPLAIMV OTOS0YMV YOVAIK®Y Kol
avopdV Y. T0 oLVOAO 1TnG owovopiag. Eivar évag amd tovg owopfpmtikovg JOeikTeg
TOPAKOAODONGNG TG EVPOTOIKNAG GTPATNYIKAS Y10 TV GVATTUEN KOL TV omaoyOAon’.

Ot mopdyovteg otovg omoiovg oeidovtol ot dlPopés otig apolPég oev etvar amiol. ‘Eva
&yypapo epyociog twv vanpecidv g Emitponng tov 2003 kataypdeet, avaidel kot eEetdlet
TI TOMTIKEG GUVETIELEG TOV SPOP®Y OTIC AMOPEC TOV 00 QOAOV'. ZT0 &yypopo avtd
toviletal 1 duoKOAiD ATOUOVMOONG TOV TOPAYOVI®MV GTOVG 0TOI0VG 0PEIAOVTOL O1 dLUPOPEG,
aQEVOG, KOl, OQPETEPOV, TMOV CLVETEWDV TOV OUECOV 1| EUUEC®V JOKPICEOV 1| GAA®V
TOPOAYOVIOV.

Ot dpopéc otic apolPés Tv 600 PUA®Y avTIKATOTTPILOVY €V HEPEL TI OVTIKEWUEVIKES
dpopés oe eminedo arouikav yopoxtypiotikowv (MAio, HOpEOTIKO eminedo, sumepia),
Oéanc epyaoias (emyyehpa, €idog cvpPaocng 1 ocvvinkeg epyaciag) M emyyeipnons (TOUENCS
dpaoctnpotag N péyedog). o mapdderypa, n eumepion yevikd avtopeifetor oty oyopd
gpyaciag. Edv ot avopeg drabétovy, Katd péco dpo, peyorvtepn eumelpio amd Tig yovaikes, 10
eninedo TV apolfov tovg Ba gival, katd péco O0po, e€icov peyolvtepo. QotdcO, givol
dvvaTdv va veioTaviol TPOKTIKEG dlakpioewv, AdY® @OAOV, Ol OMOIEC TANTTOLV TOLG
epyalopevoug. Oplopéves yovaikeg e enimedo eumelpiog avtioToryo He EKEIVO TOV AvVOPOV
ovpPaivel va apeifovrot Aydtepo yio v 01 epyacio Adym eokeUUEVNG O1AKPIOTC.

Qo01660, Ol OVIIKEWUEVIKEG OPOPES KOl Ol TPOKTIKEG OKPIoEMY OEV OPKOLV Yol Vol
eENYHo0VY TOVE AGYOLC Y10l TOVG OTTOIOVE EEAKOAOVOOTY Vo VILAPYOLV Sapopéc oTIC apoPéc’
Emiong, ot dwpopéc ovtég ovvOEoVTOLl HE VOUIKOUG, KOWMVIKOVUG KOl OIKOVOULKOLG
ToPAyovTeg o1 omoiol Eemepvoy Kotd TOAD TO amAd epMOTNUO TNG ioMg apoPng yu dpowa
gpyacia.

Xoppova pe ™ Xovinkn (apbpo 141) npénet emiong va eEacearileTon 1 1odTNTA TG AROPNG
v gpyacia g avtng a&ioc. ‘Etot tifetan 1o B¢pa g amotipmong g epyaciog tov Kafevog
Ko, 10img, g agloAdynong tov Bécewv epyacioc. To yeyovog 0Tt ot dtapopéc oTIc apolPég
TV 300 EUA®V g&akolovBolv va vdpyovv onpaivel eriong 6Tt Ta emaryyEApata Ko ot 0€Ge1g
€PYNGI0G 0TI OTOIEG KLPLOPYOVV O1 YUVOUKES OTOTILMVTOL GUGTNUOTIKE AYyOTEPO GE GYECT UE
To emayyéApato Kot TG 0€ce1g epyaciog ot omoieg Kuplapyovy ol AVIPES, YWPIG avtd va
OUTIOAOYEITOL VTTOYPEMTIKAE OO AVTIKEILEVIKA kprtnpar. [ mapdaderypa, Otav yovaikeg Kot
Gvopeg dbétovy ioa Tpoodvta, pumopel va Tpocdidetor peyorvtepn atio otn euotkn dvvaun
arn’ 6,1l 6TIG IKavOTNTEG 08 Bépata avOpdTIVOV oYEcemVy, 1| va TPpocdideTol peyardtepn asio
ommv €vbvvn Odwyeipiong kepoiaiov am’ 6,11 omnv €vBlVIN dlayeipong avBpdmivov
dvvopkod. Mo emyegipnon oavompocsdpuoce mpoceata Tn  poBoroywkn e KAipoko

H Sweopd (un dwopbopévn) tov pécov akafdplotov oploimv omodoymv avopdv Kol YOVOIK®V

EKQPAGHEVT] O TOGOOTO TV AOd0YMV TV avopdv. BA. opiopd 610 onpeio 2 tov mopapTtiHoTogs.

3 SEC(2003)937

«The Gender Pay Gap — Origins and Policy Responses», Opddo epumelpoyvopévmy GYeTIKA LE TO GUAO,

TNV KOWOVIKN €VTaén KoL TNV amacyOAnon:

X http://bookshop.europa.eu/eubookshop/FileCache/PUBPDF/KE7606200ENC/KE7606200ENC_002.pdf
COM (94) 6
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TOmOHETOVTAG TOVG/TIG TOUIEC COVTEPUAPKET GTNV 1d10 KATNyopio LE TOVG CLVAOEAPOVS TOVG
TOV TPOCOMIKOV O1oKivIoTG.

Ao por GAAN mhevpd, ot Jpopég ot apolPBéc eivar duvatov va  aviikatonTpilovv
avIGOTNTEG Ol OTOIEG, TPAYUOTL, TANTTOVV KLUPIMG TIC YUVOIKEG OGOV aPOPd T GLUUETOXN
TOLG GTNV AYOPd £PYOGLOG.

AVTO aQopd Yoo TaPAdEYH TO dtaywplouo ™G oyopds epyaciog. Paivetor Tt Ol yuvaikeg
GLYKEVTPAOVOVTIOL GE TOAD 7O TEPLOPICUEVO aplOud TOPEMV Kol ETAYYEAUATOV o’ O,TL Ol
dvtpeg. Qo1660, TO EMAYYEALOTO QVTE OMOTILAOVTOL AyoTEPO Kot apeifovtal Aydtepo amod
eketva ot omoia amacyoAovvToL Kupimg AvOopec. Tovg TOUEIS TG vYEing, TNG EKTAidEVONC N
g onuoctog dtoiknong amacyoieital to 40% mepimov TV yuvakdv Kot povo 1o 20% twv
avopav. EEGAAov, ot yuvaikeg epydlovion kvpimg wg otowkmrikoi PBonboi, mwATpleg M
epyalOUeVES LE TEPLOPIGUEVT 1 KOpio E10TKEVOT], KOl TO EXOYYEALATO OVTE VTITPOCOTEVOVY
TO NUIOL GYEdOV TV Bécewv epyaciag TV yuvalkav. Avtifeta, povo to €va TPito TOV
VYNAOBabumV oterexdv givar yuvaikeg otic emyeipnoelg g EE.

O Sy p1opdg avTdHS EVICYVETAL A0 TAPAIOTELS KO GTEPEOTVTO, TTOL ENNPEALOVY TNV ETIAOYN
™G LOPPM®ONC, TNV OTOTIUNCT 1] TNV KATATOEN TOV EMOYYEAUATOV, KOOMOG KOl T GUUUETOXN
otV ayopd epyoaciag. Ewwotepa, ot yovvaikeg eaxolovbodv vo avtpetomilovv
TEPLOCOTEPEG OVOKOMES GE OYEOM HE TOVG AVOPEG OGOV 0QOPA T/ cvuUPIliwen THS
emayyeuotikng xor g 1iwtkns (ons. To yeyovog avtd emmpedler v emAoyn g
oTOO0dpOpIaG KO 00MYEL TIG YUVOIKEG VO KATAPEHYOLV TOAD GLYVOTEPO OO TOVG AVOPES GTN
AOoM TG HEPIKNG amaoyOANoNG, KaOMG Kol Vo S1aKOTTOVY TOAD cLyVOTEPA TN GTAO00pOuin
TOVG, UE OMOTEAEGHO VO EMNPEAlETaL OpVNTIKA 1 emayyeAUaTIKY Tovg eEEMEN. To éva tpito
oYEdOV TOV YuvaIK®V gpydlovior LE ®PAPLO UEPIKNG OMACYOANONS, EVAO TO OVTIGTOU(O
TO0GO0TO TV avopmV glvar poAG 8%. Ilapodro mov 1 emAoyn avToL TOL TPOTOL Epyaciag Oa
UTOpoVoE VO, avVTIKOTONTPILEL TPOCMOTIKES TPOTIUNGEIS KOL VO, EVVOEL TN CLUUETOYN| TV
YOVOIK®V GTNV 0yopd £PYOGIOC, 1 S1POPd LETAED YUVUIKAV KOl OVOPAV OTTOOEIKVOEL OTL OEV
YPNOLOTOLOVV TO XPAVO TOVG LE TOV 1010 TpOTO Kot OTL 1 €vBHVN Yo TaL eEapTAOUEVO LEAT TNG
owoyévelng Papaivel kKatd KOplo Adyo Tig yovaikes. H avicoppomio avt) evicyvetan and v
EMeWYT TPOooPACIU®VY, OIKOVOUIKO TPOGITMOV KOl TOLOTIKMOV VLTNPECIOV (PPOVTIONS T®V
moaddv. Katd tov 1010 tpdmo, n xpnon g yovikng aoetag eEaxorovdel va amotedel kotd
KOpo A6yo emthoyy Tev yovokdv’. H 810tnta Tov yovén pEWdVEL Sl0pKOS TO TOGOGTO
AmocyOANCNG TOV YOVOIK®OV, 0AAG KABOAOVL TO aVTIOTOLXO MOGOGTO TV avop®dv. Apa, M
EMAYYEALATIKT] GTOO00POUIN. TV YOVOIKAOV SOKOTTETAL TOAD GLYVATEPO, £ival TO apYT| Ko
L0 GUVTOUN KOl ETOUEVAOS TTOAD AYOTEPO TPOGOS0POPAL.

Koatd v epunveia tov deiktn TV dtapop®dv oTig apoléc mpénel va Aapfavetal vwoyn 1o
yEYOVOG OTL dev emMUTPEMEL TN SPOPOTOINCT HETAED TOV EMEENYNUATIKOV OVTIKELEVIKMDV
TOPOYOVTIOV Kol EKEVOV IOV aroppEovV amd T1G dLOKPIGELS 1] ALV TaPAYOVIMV.

2.2, XopoKTNPLoTIKG TOV 010QP0Pp@OV 6TIS ApoLPég TV V0 pVA®Y oty EE

Kotd 1o 2005 ot dwapopég otig apotfés tov 600 eOAmY vroroylotav oto 15% otv EE-27,
OnAadn 600 povadeg mo Kdtw ond To avTicToyo 1ocoatd Tov 1995 (PBA. mapdptnua). Avtiy M
oxetikn otobepodtnTa Epyeton oe avtifeon pe v aloonpeiont adénon Tov TOGOCTOV
AmOCYOANCTG TV YUVOIK®V, 1] OO0 )TOV GLUVEXNG.

EvpoPopoperpo 189 /59.1
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e eminedo KpaT®V HEADV 01 SLoPOPES VoL TOAD SNUOVTIKES, KOOMG 01 O10popES KupaivovTot
arno 4% (MT) éwoc 25% (EE, CY). Qot660, ot dtopopéc otig apolPég dev amoteAodv yeVIKO
delkn ™ 100TNTAG TOV dVO PUA®MY aPOV aPopobV UOVO TOLG WeBwTovg Kot Tpémel va
epUNVEDOVTOL GE CLVAPTNOT HE AAAOVG GYETIKOVS OgikTeC TNG ayopds epyaciog. XvvnOwmg
avtikoTonTpilovv Ta dtdpopa POVl epyaciag Tov yuvalkav. 'Etol, oTic meplocdteped
YDPEG OTIG OMOIEG TO TOGOGTO OMAGYOANONG TOV YOVaK®V givar younio (m.x. MT, IT, EL,
PL) ot dwgpopéc otig apoéc eivor yauniotepeg amd 10 HEGO Opo, YEYOVOS TOL
avTKoTonTPilel T0 WKPO TOGOGTO GLUUETOYNG TOV YUVOIKOV HE TEPLOPICUEVN 1 Kopia
€1dikevon oto epyaTikod duvaptkd. Ot peydreg dtopopés otic apolBég cvpPadilovv cuvnBwmg
pe peydio dwywpiopd g ayopds epyosiog (m.y. CY, EE, SK, FI) | pe peydho mococtod
YOVOIKOV OV emMAEYoLV TN pepikt| amacyoinon (n.y. DE, UK, NL, AT, SE). EEaAlov, ta
feopikd cvoTiUoTo Kot ol unyoviopol kabopiopod Tov apolpodv pmopodv emiong vo
EMMPEACOVV TIG SLUPOPES OTIC OUOPES.

Ot d1popég oTig apolPéc Tv 6vo POAMY @aivetal emiong va eitvar vynmAdtepeg amd 0 LEGO
0po OTIG EMYEPNOES TOV WBOTIKOD Topéa’ (25%), dmov mowkikovwv oe peyého Bodud
avAAOYO LE TO OTOMIKG YOPOKTNPLOTIKA, TNV emyeipnon kot T 0éom epyaciog (PA.
OTATIOTIKA OTOEll OTO TOPAPTNUR). ALOTIGTOVOVUE, YO TOPASEYUa, OTL Ol OLPOPES
avédvovtal avdioya pe to péyebog g emyeipnong, v nikio Kot to eninedo KatdpTiong
Kol Tpocovtwv. Me dAha Adylo, TO TPOGOVTO KOl 1) EUTELPIO TOV OTOKTOVV Ol YLVOIKEG
apeifovratl Aydtepo amd To Tpoodvta Kot TV epmelpio v avopmv. Ot topeic 6Tovg omoiovg
ol Olpopéc otig auolPés eivar evrovotepeg €ivor 1 Propmyovia, ot LVANPEGiE TPOS TIG
EMYEPNOELG KO O1 YPNLUATOOIKOVOULKES OpacTNPLOTNTES.

3. KATATIOAEMHZH THE MIZOOAOTTKHE ANIZOTHTAX TQN AYO ®YAQN

H «xotomoAépnon tov Sweopdv oTlg opolés tov 600 @UA®V oamotelel TOMTIKN
mpotepotoTnTa Yoo v Evpomaikn Emitpony|, kot avtd emiPefordverar ko pe 1o xbptn
mopeiag yo v 166TNTA TOL £YKPiBNKE Yoo TNV Tepiodo 2006-2010.

Ot dwpopéc oTig apoPEc €YoV ONUOVTIKEG EMMTMOCELS o1 BE0mM TOV YLUVUIKOV GTNnV
OLKOVOLKT] Kol KOwvmvikn {on ko’ 0An ) didpkela Tov emayyeipatikod Plov Kot mépa and
avTOV. ATOTEAODV EUTOSIO YO TNV LGOTIUTN OWKOVOULKT aveapTnoio YOVOIK®V Kol ovOp®V.
Emnpedlovv avamdQevukTa TIG OTOUIKES EMAOYEG OTAV TPOKELTAL, Yo TOPAOELY LD, Yol TOV
TPOTO KOl TN OPKED TNG €PYOCIONG, TN OWKOMN TNG OTASIOOPOIOG 1| TNV KOTOVOUN TV
OIKIOKAV KOl OWKOYEVEWKADV gvBuvov. AvEdvouv Tov Kivouvo NG QTOYEWS OV
avTipeTOmilovy o1 yuvaikes, Kuplwg OTIC HOVOYOVEIKEG owoyéveles. Ot oUVETEIEG TOLG
yivovtor ooOnTéc akdun Kot HETA ToV emoyyeApatikd Plo, 6tav ot dpopég oTic apoPEg
petoTpémovtol oe OlPopss ot ovvtdéels. Ilpdkettor yoo amapddeKTn KOTOGTATAAN G
TOp®V TOGO Yo TNV OWKOVOUio. OGO Kol Yo TNV Kowvmvia, 1 omoio 0gv eMTPEMEL TV TANPN
a&10moinomn TV ToPAYWYIK®OV SLVATOTHTOV TOV YUVUIKOV.

Ot moMTikéG mov €QOPUOLOVTAL OTOGKOTOVGOV TAVIOTE GTNV OVIWETOTION OAOV TV
fepatov mov cvvodovtal pe TG Spopég ot apolPéc. Agevog, €xel onuovpyndel Eva
ONUAVTIKO KEKTNUEVO Y10 TNV KOTATOAEUNGT] TOV OloKpicE®V Kol TN dac@dAion g iong
HETOEIPIONG Kal, APETEPOV, UEYAAOG aplOUOC Un VOUOBETIKOV HETP®V Kol TPOTOPOVAIDV
&xovv cuuPdarel 6TV TPo®ONoN TG 1I6OTNTAG TV 600 POAMY GE OAOVS TOVG TOUETLS.

BA. mapdéptpa, onpeio 3.
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Qc1000, T0 YEYOVOS OTL €£aKOAOVOODV v LITAPYOVY OLAPOPES OTIS OUOPES ATOOEIKVVEL OTL
VILAPYEL AVAYKN VO SIEPELYNOOVV GUYKEKPIUEVEG EVEPYELES Y10 VAL LELWOOVV Ol OOIKALOADYNTES
pioBoroyikés  avicotntes. 'Eyouvv  mpocodlopiotel  TéooEPLS  TOWPEIS  TPOTEPALOTHTMV,
CLUTANPOUATIKOL HeTa&D Tovg. Ao vopobetikn dmoyr, n Emitpony opeidel va emPrénet tnv
AP €QPAPULOYN KOL LAOTOINOT TOL VRAPYOVTOG TANGIoV, €EETALOVTOC TAPAAANAL TIG
duvatotteg PEATIOCE®Y. XTOLG TOUEIC Ol OmOoiol OeV  OMOTEAOVV OMOKAEICTIKN NG
appoddtra, n Emrtponn mpémer va vmoloyiler otnv evepyd décuevon OAwV TV
EVOLAPEPOUEVOV LEPDOV KOl WOOUTEPA TOV KPATOV HEADV KOl TOV KOWOVIKOV £ToipwV. AVt
onpoaivel kKopimg v TANpN a&lomoinon TG EVPOTUIKNG CTPATNYIKNG Yo TNV OVATTLEN Kot
TNV omacyOANcn Kot TNV mpo®Onorn g WGOoAOYIKNG 160TNTAG GTOVS E£PYOOOTEG. LTOVG
€PY000TEG EVATOKELTOL, LAAOTO, KOTA TPMTO AOYO M €POPUOYN TNG aPYNS TS ong apoPng
vy opowo epyacia M gpyacio g avtg adiag. Télog, N avtodiayn opbdV TPOKTIKOV o€
KowoTiké eninedo Ba cuuPdAiel oV KOAHTEPN KOTOVONGT TOL PAIVOUEVOD Kol GTN S10O00N
KOVOTOU®V ADGEDV Y10 TV KOTOTOAEUNGT TOV.

3.1. Avéivon tov dvvatoTiTOV Peitioong Tov vopobetikov mAowciov Ko TNG
£QappoYiG TOL

H ovvOnkn g Pounc mepredappove and 1o 1957 oto dpbpo 119 v apyn g todmrog g
apoPng YOVOIKGOV Kot avopmv epyalopévov yio dpota gpyasio. To apBpo avtd, 1o omoio
é&ytve 10 apBpo 141 g XvvOnkne, mpoPArémer 6Tt kdbe kpdroc pérog eacearilel v
EPOPUOYN TNG OPYNG NS 10OTNTOGS TNG OUOPNG HETAED OVOPOV KOl YUVOIKAOV Yio OOl
gpyacia N v epyasio g avtng a&iog (BA. Tapaptnua).

To apBpo 141 exktdg amd v avompn de jure £pPopUOYN TNG GOTNTOS, avayvopilel v
avaykodtrto g de facto 10oTaG. 'l T0 AOY0 0vTO, GTNV TOPAYpaPo 4, ETITPENEL OTA
KpATN UEAT, TPOKEIUEVOD VO, ECO0POMOTEL EUTPAKTIOS N TANPNS 1GOTHTO. UETOLD OVOPDV KOl
YOVaIKOV OTHY Epyooia, vo. dutnpnoovy N vo Oeomicovv BeTikd pétpo pe okomd va
O1EVKOADVOVY  TO  A1YOTEPO  EKTPOCWTOVUEVO  QPUAO VO, OOVEYITEL IO,  ETOYYEAUOTIKN
OpaoTHPLOTHTA.

To 1975, to ZvpPodio e&édwoe v odnyia 75/117/EOK mepi mpoceyyicems twv vopobesimv
TOV KPOTAOV HEADV TOV 0POPOVV TNV EPAPLOYN TS apyNS TG 160TNTOG TOV apoPdv HETaED
gpyoalopévav avopdv kot yovorkav. H odnyla avt) mpoPiémetr, kvpiog, O6tL M apyf g
160TNTAG TOV ApoPBoV petald avdopmdv kol yovoukmv epyalopévav onuoaiver v eEdisnym,
OGOV aPopd TO GLVOAO T®V GTOYElOV KOl TV cuvONK®OV apoPne, Kabe ldovg dtdkpiong
AOY® @ULOL Yo Opota epyacia 1 Yo gpyacia otnv omoia tpocdidetal ion aio.

To Awaoctiplo €yl emavelinUUEVE EKODGEL ATOPACELS GYETIKA e TIC JLOTAEES AVTES, GE
TOMEC VTODEGELS TOL ElYOV GIUAVTIKO AVTIKTVTIO 6TO S{KALO0 TOL TOpEN 0VTOV®.

To KOWOTIKO KEKTNUEVO GTO BEUO AVTO AMOTEAEGE TNV ATOPYN Y0 TO LEYOADTEPO UEPOG TV
eBvikov vopoBectdv oyeTIKA pe TV opyn TG 10O0TNTAG TNG OUOPNC Kol EYEL, GLVETMG,
dwdpapatiost kePaAoid@on pOAO oV €EEMEN NG KOTAGTAONG TMOV YUVOIK®OV GTNV oyopd
gpyaciag. Qotd60, TO KEKTNUEVO aVTO eV EMETPEYE TN UEIMON TOV O10POPOV GTIG OUOPES
TV dVO PUA®V.

BA. mapdéppa, onpeio 1.
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Ot dropopég oTIC apolPEG 0eV OQEIAOVTOL ATAMG GTNV OVETOPKN 1| OTNV KOKT EQUPLOYT TOV
VOOV, LOAOVOTL 1] GOGTH EQPUPLOYT TOV VOUOL UTTOpEl v Sladpapaticet ouavtikd poro’ yio
™ Beltimon ¢ KOTAGTOONC.

H xowotikr] vopoBecio vinpée amoteAecpatikn og 0,TL agopd TV eEAAeyn TOV QAUECOV
OloKkpioemV, OTI TEPIMTAOCELS, ONANOY, KOTA TIC omoieg o yovaika eAdpPove youniotepn
apoln amd évav dvopa cuvadeAo g Yo Opota epyacio. Ot TEPIMTMOGEIS TOV VIAPYOVV
aKOUN  UTOpPOVV VO OVTIUETOMIOTOVV OMOTEAECUOTIKO HE OIKOLOOOTIKOVG 1 GAAOVC
pUnyovicpobg oe eBvikd eminedo.

Qaoto00, 1 vopobeosia avtn vIPEe AMYOTEPO AMOTEAEGUATIKT] OGOV 0QOpd TNV EACOAAION
™G THPNONG TG opyNS ™S odtTag TG apoPng vy gpyacio iong a&lag. Mmopeil va
TPOKELTAL, Y10 TAPAOELYLLOL, Y10, TN OLOPOPETIKN amoTiunomn 000 16oTiH®V BécemV epyaciag o
Qo emyeipnon, ot pio and TS 0moieg Vo amacyoAohvTol KOTd KOPLo AOY0 YUVOIKEG Kot GTHV
GAAN va amacyolovvTon Kotd KOplo A0Yo avopes. MdAiota, avtov Tov €100V¢ 01 dl1aKPIioELg
elvar amiBavo va @Tdoovy 6To JKAGTAPLO AOY® TOV OTL, aPEVOS, To. SLVNTIKG BOHOTO dEV
GUVELONTOTOLOVV TNV KATAGTAOT Kol, GQETEPOV, EMEWN €ivor mOAD dVoKoAO vo otnpiydel
VHOeoT Yo S10KPICEIS GE TOPOUOLES TEPTTMGELS.

2VVENWMGS, YWPIC Vo TPOKATUAAUPAVOLLLE TO AMOTEAECUATO TNG OVAALOTG, TPETEL Vo eEETAOTEL
eqv etvar emBountd va yivoov oAlayég ©0TO KOWOTIKO VouoBeTiKO TAaiclo Yoo va
eEAOQAALOTEL OTL O1 GPEGESG KO O1 EUPETES O1OKPIoELS amoKAEIOVTOL KLUPIWG ad To GLGTILLOTOL
kaBopiopod Tov apopov. ['a 10 okomd avtd, Ba propovoape vo eEETACOVUE TV EvioyLon
TOV JTAEE®V OV amoPAETOVY GTNV EEAAEWYT TV OTOLKEI®V TOV dNUIOVPYOVV SLOKPICELS
€1G Papog Tov evoc amd T V0 POAN GTO GUGTIUATO TOV AUOPOV.

[Ipéner emiong vo e€etaotel 0 pOAOG NG SPAVEING GE OAEG OVTEC TIG TTLYEC Ko Vol
avaALBoVV, 6T0 TAAIGLO 0VTO, 01 JATAEELS TOV APOPOVY TNV EVIUEP®ON Kol TN Sl fodAgvon
He Tovg epYalOUEVOVG KOl TOVG EKTTPOCMOTOVS TOVG GYETIKA LLE TNV KOTdoTooN Kot TV e£EMEN
TOV QUOBAOV YOVAIK®OV Kol ovOpdV oTnV emyeipnon, Onmg mpoPfAénetot Non and v odnyia
2002/73/EK.

Téhog, Y VO OVTILETOMOTEL O JYWPIGUOC NG ayopds epyaciog, to Kpatn WéEAn Oa
pmopovcav vo a&loTo|couy TEPIGGOTEPO TN OLVATOTNTA ANYNG OETIKOV pETpOV, HECH GTA
opla TG voporoyiag Tov Awaotnpiov.

H Emtpomn 0a e&akorovdnoetl va dadpapatifel to porlo tov Bepoatopvrakao TV cuvOnKov
Kot vo EMPAETEL TN COGTY LETOPOPE KOl EPOUPLOYT TOV CYETIKOV KOwoTikoD dikaiov. Katd
™V AoKNo™ TV KafNKovtog TG avtov, umopel va otnpytel 6tovg eBvikov popeig mov sivar
EMUPOPTIGUEVOL LE TNV TPOMON O™ TNG 10MG LETAYEIPIONG YUVOIKADV KOl AVOPDV .

H epappoyn tov vépov Bo umopovoe emiong vo PeAtiobel pe v kaAvtepn d1ddoon TV
TANPOPOPLOV Kol TV aHENCT NG EvasOnTOTOINoNG GYETIKA LE TIG VILAPYOVGES VOUOOETIKES
owtdEelg. Ot dNUOCKOTNOELS OTOOEIKVOOVY OTL TO KOWO OgV €ivol OPKETE EVNUEPOUEVO
OGYETIKA LE TO VPOTATKO diKato OGOV apopd ta BEpata g 16dTTaG TV apoPdv, TG iong
petoyeipong Ko tv duvatottev tpocpuyns. Koatd péco 6po, 10 éva tpito povo twv

«Report on Equal Pay», Aiktvo ave&dpmntov VOUIKOV EUTEPOYVOUOVOV OTOVG TOMELS Tng
ATOoYOANOTG, TOV KOWMVIKOV VITOBEGEMV KOL TNG 1GOTNTOG TMV dV0 PUAMV:
http://ec.europa.eu/employment_social/gender equality/legislation/report _equal pay.pdf

ApBpo 8a g odnylag 76/2007/EOK, 6nwg tpomononke pe v odnyia 2002/73/EK.
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noMtdv PeBondvet 6Tt Yvopilet Ta SIKAGUATE TOV 6TNV TEPITT®ON 1oL VITooTEl Stokpioels' .
Emopévamg, givar avaykaio va cuveylotel n eviuépmon TOG0 TOV TOAT®OV YEVIKA OGO KOl TOV
EKTPOCAOTOV TOV EPYULOUEVOV KOl TOV EPYOO0TAOV, 1| OKOUN KOl OCMV dPACTNPLOTOI0VVTOL
EMOYYEAUATIKA GTOV TOUEN TNG OIKALOGVVTG.

TéNog,  dLVATOTNTA GLUEIM®ONG TNG EMOYYEALATIKNG Kot TNG WOTIkNG {ong euvoel v
KOADTEPT KOTOVOUN TOV OKIOKAV KOl OWKOYEVEWNK®V KAONKOVIOV HETA) YUVOIKOV Kot
avOpOV Kol PE TOV TPOTO avtd eVOOPPOVEL TI] CUVETECTEPT] GUUUETOYN TOV YOVOUIK®OV GTNV
ayopd epyaciog, yeyovog mov cuUPdAlel ot peiwon Tov dtapopdv otig apoBés. H Emtponn
&xel Eexvnoel OSPodAELON HE TOVG KOWMVIKOUG ETAIPOVG OYETIKA HE TO Ofpo g
GULEIMOONG emoyyEANaTIKAC Ko WoTikhg (ong'?, extudvrog ott Ba ftav yphoo vo
EMKOPOTONHOVV 01 KOWVOTIKEG KOVOVIOTIKESG OL0TAEELS.

H Emurponn:

e 0o ovveyloel tov evoeAeyr] €AEYYO OYETIKA HE TN UETOPOPA KOl TNV EQAPUOYN TNG
KOWOTIKNG VvopoBesiog ota kpdtn AN kot Bo otnpiytel 610 dikTvO TOV APUOSIOV Yo TV
160TNTA TOV OVO EVAMV EBVIKOV POPEMV PE GKOTO VO GLVEIGPEPEL GTNV EVioia epunveia
Kot epappoyn Tov dwkaiov ota Bépata 16dTTAG TNG ALOPNS:

e 0o mpaypotomomoel, Kotd ) odpkew tov 2008, avdivon TOV TPEXOVCHV SATAEEMV
eEetalovtag TNV KOTOAANAOTNTO TOV VOUIKOV LECOV GE GYECT] LE TIC KOTOYPOPEIGES oNTiES
TOV Seopdv oTig auolPéc kot Bo mpoteivel, Katd mEPIMTMOOT, TPOCOPLOYY| TOL
KOWOTIKOV vopofeTikod mAoisiov:

e kalel Ta kKpATN HEAN Vo BEGOVV TANPWOG GE EQPOPUOYT TIS VILAPYOLGES OOTAEELS Yol TNV
EVNUEPMOOT) TOV £PYOLOUEVOV EK PHEPOVS TV EPYOS0TMV OGOV apopd TV iom petoyeipion
OTIC EMLYEPTGELS

e fo peletost MV avaykoldTnTo TOPOYNG KATEVBIVOEMV 1| SEVKPIVIGEWV GYETIKA LE TN
AMYM BETIKOV PETPOV Y1 TNV KOTOTOAEUNGT TOL SLOY®PICUOV TG oyopds epyaciog:

e Qo evieivel TiIc dpaoTnplOTTEG EVNUEPOONG Kot gvoucOntomoinong o€ oyéon pe v
vrdpyovoa vopobecio Kol TIC OLVATOTNTEG TPOCELYNG OTNV TEPIMTOON Ol0KPICEWDV,
CUUTEPIAOUPAVOUEVOV TOV EVOLAPEPOUEVMOV UEPADV TOV JIKAGTIKOD GUGTILOTOC

e kot mepintwon, Ba mpoteivel, VotePA amd OPOVAELOT| LE TOVG KOWMOVIKODS ETOIPOLG,
LETPOL OE KOWOTIKO EMIMEDO YO TNV KOAVTEPT CLUUPIMMON NG EMAYYEALOTIKNG KOl TNG
WOTIKNG (oNg, £tol dote va 600l o yuvaikeg Kot avopeg n dvvotdtn o TpocPaong Kot
TOPOLOVIG OTNV 0yopa epyaciag ent {Goig 0pols.

H EvpoPopopetpo 263 / 65.4
12 SEC(2007)571
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3.2. [Ipng alromoinoen TG EVPOTUIKNG OTPATNYIKNG Y10 TNV avdmTuEn Ko TNV
amacyoAN o

H evponaikn otpoatnykn yu v avdmtoén kot v anacyoinon amoterel facikd péco yio
Vv Tpo®Bnomn ¢ 166TTag TOV dV0 VAWMV GTNV ayopd epyaciag, Le TNV LIOoTHPEN TOV
Swpbpotikdv tapeiov. H avowt| pébodog cuvtoviopuol yio TV KOW®OVIKY TPOSTACio Kot
TNV KOWOVIKY €vTaén, TOV GUVOEETOL LE TN CTPATNYIKY oTH, avayvopilel and v TAevpd
™G OTL 1| TPOMON oM TV {C®V EVKAIPLOV OTOTEAEL AVOTOCTOGTO LUEPOG TOV TPOGTUOELDV TOV
KAToBAAAOLY TO KPATN WEAN Yo TNV EVIOYLON TNG KOW®MVIKNG CLUVOYXNG OTO £0MTEPIKO TNG
EE.

270 VIAPYOV TANIGLO TNG EVPOTAIKNG CTPATNYIKNG Yot TNV OVATTLEYN Kot TNV amacydAnon, n
peioon Tov dpopmdv oTic apolPEg TV dV0 POLA®V OVOEEPETOL GE VO KOTELOLVINPIES
ypomuég13 . 2115 Kotevbuvinpleg avtés ypoupés evBappvvovial, emiong, to KpATn HEAN vo
TPOGOI0PIGOVV TIG OECUEVGELS KOl TOVG GTOYOVS TOVG GE GYECN HE TIG TPOTEPOLITNTES TTOV
&xouv 1ebel. LTO «EVPOTATKO GUUPOVO Y10 TNV 1GOTNTA TOV PUA®V», TO 0010 £YKpidnKe 61O
Eapwvd Evporaikd Zvppovito 1o Mdptio tov 2006, amodeikvietol capéotata 11 OEGHUEVOT
TOV KPATOV HEADV VO OPAGOVY OTOPAGIGTIKA GTOV TOUEN OVTOV.

H xotamoAépnon tov dapop®dv oTic apoléc amoutel o tpocéyyion 1n onoia o otoyevel
0TO OGUVOAO T®V OYETIK®V Tapoyovtwv. TToAld kpdtn péAn éxovv AdPer pétpa yo v
KOTOTOAEUNOT TOV SO MPIGHOV TNG OYOPAS EPYNCING, TNG EKTAIOELONG KOl TNG KATAPTIONG
Yol T CUUEIM®ON TNG EMAYYEALOTIKNG Kol TNG WITIKNG Long. Qotdc0, oty etoto £kBeon
¢ Emtponic tov 2006 yio v avamTuén Kot TV anacyOAnor Kot oty Kot £kfeon yu
mv omacyohon 2006-2007"7 ekppaleTon OmOYOHTELOY] OYETIKG HE TO YEYOVOS OTL Ol
dlapopéc otig apolPéc eEakoAovBovy va vdpyovy Kol 6To 0evTEPO Eyypapo Toviletor Ot
«uovo o0vo ywpes Eypovv opioel aroyovs (EE, Fl), eva ta mepiocotepa kpdtn weAn oev Eyovv
0oy0lnBel ue to TPOPANUaN.

Kabe xpovo, n €kBeon g Emirponng yia v 166t 10. TV d00 @OA®V mov vrofdAieTon 6TO
Evponaixkd Zoppoviio tovilel mn cvvexillopevn dmopén HeyOA®V S10QOpdV GTIC AUOPES Kot
KaAel Ta kKpdTn péEAN va Kotafdriovy kdbe duvartn Tpootadela Yo TNV KATATOAEUNOT OA®V
tov atiov. Etvoar mhéov emBounto ta kpdn péEAN va kotaypdyouvv, ota e8vikd Tpoypdupoto
petappubpicemv, TIC OLYKEKPUEVEG TPMOTOPOVAIEG mov  €yovv  avaAdfel  yw TV
KOTOTOAEUNOT TOV O10POPAOV GTIC AUOPBES KO TOV Ola®PIoUoD TG ayopds epyaciag, Kabmg
Kol Yoo T CLUEW®oN TG emayyeApatikng Kot g wWwwtikng Cong. H Emupormm 6o
eEaxolovOnocel va kotaypaeetl Tig eEEAEEIG OGOV 0POPE TIC OOPOPES OTIC OUOPES KOt TIg
TOMTIKEG OV VIOBETOVVTIOL GTO TANIGIO TOV UNYOVICUADV THG EVPOTOIKNG GTPUTNYIKNG Yo
TNV OVATTLEN KO TNV amacyOANnoT, Wimg o otnv emota £kBeon mPoddoL Kol GTNV KON
éxBeon vy v amacyoAnon. Erniong, elvan onuavtikd va eEacpoiotel 1 mopokoiovdnon
TOV TOMTIKOV HUE GUVEKTIKEG, GUYKPIGUUES, OAOKANpOUEVES Kol dabéoipeg o g0BeTo YpOHVO
OTOTIOTIKEG. AVTO aQOpd KLPIS TV AVATTLEN TG KOVOTNTOG OVOADONG KOl KOTOVONOTG
TOV KOPLOV KOOOPIGTIKOV TAPAYOVIOV GTOVS 0TO10VG 0QeIAoVTaL Ol d1apOPES, e GKOTTO Va
dtepeuvnBovv o1 mbavég evépyeteg Yoo T Pk avTipet@nion tovg. o 1o okond avtd, M
Eurostat cuykpotnoe 10 2007 pia opdoda epyoaciog 6e cuvepyacia Le To KPATN UEAN LE OKOTO
™ BerTioon g ToOTNTOS Kot THG CLYKPIGILOTNTOS TOV VPIGTAUEVOL dlapBp®TIKOV deikT).

B Andépaon 2005/600/EK tov Zuppoviiov, kotevBuviipieg ypappés 18 ko 22.

14 COM (2006) 816
15 "Eyy. 6706/07 Tov Zvpfoviiov.
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H Empomn

e Qo Peltidoel TV TOPOYN KOL TNV TOWOTNTO TOV GYETIKOV CTOTIOTIKOV GTOWEI®MV OTO
owpbpotikd deiktn Yo TG OWPOpPES OTIG  OMOBEG, cvumeptlapupavouévay TV
AMOPOITNTOV  OTOTICTIKOV  OVOADCEDV KOl TOV €PYOAEl®V 7OV  €mMTPEMOVY  TOV
TPOGOIOPIGHO KoL TNV EPUNVELR TOV KOOOPIGTIKOV TOPOYOVTWV GTOVG 0010V oPeilovTon
01 010pOopEG oTIS ApoPEC, Kot Ba eEacparicel TNV KOTAAANAN d10000T| TOVG:

e 0o afloloynoet 10 KoOAOTEPO HEGO TTOPAKOAOVONONG TNG KOTATOAEUNONG TOV JUPOPDV
0TS apoBEG TV 600 POUAMV 6TO TAOIGI0 TOV ENOUEVOV OAOKANPOUEVOVY KATELOLVTPLOV
ypappadv 2008-2010 g oTpatnytkig Yo TV ovamTuén Kot TV omacyoAnon:

e kolel amd onuepa To Kpatn péEAN va kabopicovv otdyovg Ko mpobecpieg oe €Bvikod
eminedo vy ™ pelwon TOV dPop®V oTIS ARoPBEG TV dVo POAWV, PACEL GUVEKTIK®V,
GLYKPIGIL®V KOl OAOKANPOUEVOV GTOTIOTIK®OV GTOLYEI®MV:

e kolel ta KpdTn WHEAN va aflomomoovv TANP®G TIG OLVOTOTNTEG TOL TPOCPEPEL TO
Evponaixkd Kowvovikd Tapeio, kuping yioo ™ pliky aVIILETOTION TOV AUECHOV 1| EUUECHV
QLTIOV OTLG OToieg 0PEIAOVTOL Ol SLPOPES OTIG AOIPBEG TV dVO UA®V, T PBeAtioon g
TPOGPOCNC TOV YOVOUK®OV GTNV 0yOPA £PYACING KOl TOV TEPLOPIGUO TOL OoYWPIoUOD AdY®
@OAOV NG ayopds epyaciog.

3.3. [po®Onon g predoroyikig 160TNTES GTOV KOKAO TOV EPYOO0TAOV

O pdAog TV €PYOSOTAOV GTNV EEAAELYN TOV OOIKOLOAOYNTOV OVIGOTNTOV OTIS aoBEG elvat
moAD onuovtikds. Etvar vrevBuvorl yua 1o oefacpd g oyetikng vopobesioc. Etvor, emiong,
TPOG TO GLUPEPOV TOVS VO EVEPYOVV LE LITEKOLVO TPOTO YL TNV TPOWONGN TNG 1GOTNTOG
YOVOIK®V KOl 0vOP®V GTOVS KOATOUG TMV OPYOVIGU®V TOLG. AvTtd 16Y0El TOCO Yo TIG
WIOTIKEG 000 Kol Yy TIg onuooteg emyyepnoels. H Emitpomn epapuoler éva mpdypapipo
opdong oyetikd pe TG ioeg evkaupieg v o mpocomkd . Ilpéner va onueiwdel ot
olapopéc otig apoBéc e€axorovfohv va VITEPYOLVY Kol GTIC ONUOGIES VIINPEGIES: Ol OLPOPES
avTES opeiAovTal Kupimg GTOV EMOYYEAUATIKO OLOY®MPIGUO KOl GTNV TEPLOPIGUEVT TOPOVTIH
TOV YOVAIKOV 6€ DYNAOPBabueg Béoelg kat BEoelg AMymg anopdcemy.

H mpodBnon tg w60émrag dev elvar povo Bépa deovroroyiag, aArd dmuovpyst Kot éva
OVTOYOVIOTIKO TAEOVEKTNUO OTIS EMYEPNCES TPOCPEPOVTAS OTO TPOCHOTIKO TOVG TN
SuVaTOTNTO VO OVOTTOEEL TANPMG TIG TOPAY®YIKEG TOV dvvatotntes. H 160t Tov dvo
@OAOV gvidooetal, EEAALOV, GTOVG TOUEIG OPACTS TPOTEPALATNTOS TTOV £YOVV TPOCIIOPIOTEL
and v Bvponaiky Zvppoayio ywo v Etopuey Kowvovikn El)@'()vn16 (EKE). H Emitpom
KkaAel 010 mAaiclo avtg ™G Xvppoayiog va vroPAnBovv mpotdoelg Yo mpoTofoviieg pe
o100 TV afloAdynomn TV 0pHdV TPUKTIKOV GYETIKA LE TNV KOTATOAEUNGT TOV SOPOPHOV
oTIG apOPES.

Opopéva kpdn pérn vrootnpilovv i Tpocmdbeles TV £pyod0T®V, 8IS e T XOpNynon
EWOIKOV ONUATOV GTIG ETLYEIPNGELS Ol OTOIEG, GTOV TOUEN TNG EMAYYEAUATIKNG 10OTNTOG KOl
g dweipong tov avlpdmivav Topwv, £PopUOlovy TPAKTIKES Yol TNV Tpo®OnoTm NG
160TNTag TV 0vo eOAwv. H Emutpony| 6o umopovoe va copfdirer oty aviailoyn opbov
TPOUKTIKAOV 6TOV Topéd avTtdv. Yroompiler mAéov Tig evépyeteg evarcOntonoinong pe otdyo

e COM (2006) 136
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NV KOTOTOAEUNON TOV GTEPEOTONTOV TOV QUA®V OTIS EMYEPNOELS, 10I0G UECH® TOV
npoypappotoc PROGRESS.

E&dAhov, ot dnuocieg dtotknoelg dtodpapatilovy onuoavtikd poro otig eBvikég owovopieg,
a@oV ot dnuocieg ovuPacels avtmpocwnevovy 10 16% tov kowotwov AEyyIl. Eivo,
emopéves, o€ Béomn va evBapphvouy Toug mpounbevtég TOLg VO VIOBETNGOVY KOWVMOVIKA
vevBuvee ovpmeptpopéc. T 10 okomd autd, ot 0dnyiec 2004/17/EK' kor 2004/18/EK '
poPAETOVY OTL «O1 aVvaOETOVDOES OPYES UTOPOVY VO ETLPAILODY EIOIKODS OPOVS GYETIKG. UE THV
extéleon e ovuPfoons (...) [or omoiol] umopodv va apopodv 10lwg KOIWVOVIKES KOl
TEPLPOLLOVTIKES TOPOUETPOVSY.

H Empomm

o xalel Tig €0vikég O10KNTIKES 0pyES va kaTtafdiiovy Kdbe dvvartn mpoomadelo Yoo va
TEPLOPIGOVV TIG SLOPOPEG OTIG AUOPES OTO EGMTEPIKO TOLG KOL VO YPNCLOTOW|COVV TIG
owoikacieg avdbeong tov onudciwv cvpPdacemv étor @ote va evBappviVOLV  TOVG
TpoUNBeLTEG TOVS VO VIOBETNGOLV TPOKTIKES TPOMONGONG TG UIGHOLOYIKNG 16OTNTOC:

* 0o evoopaT®GEL TIG S00TAGELS TG toMg peTayeipong Kot g LicBoAoyIKnG 16OTNTOG GTOV
00Mny6 mov grotpdlet Yo to 2008 oyeTIKA e TNV EVOOUATOGCT TOV KOWOVIKOV KPUtnpiov
OT1G O1001KOGTES ovaBeoNG TV ONUOCIOV GUUPACEWV.

34. Ynootpién g avtairayng 0pO@OV TPUKTIKOV 6€ KOWVOTIKO ETITESO

Apketd Kphn pEAN Exovv avaAdPel TpoToPovAieg 6g £BVIKO EMIMEDO Yot TNV KOTATOAEUNON
TOV JQOPOV OTIS aUolBég twv dvo eUA®Y. Ot TpwtoPoviiec aLTEG 0POPOLV KLPIMG:
VOUOBETIKEG evépyeleg VTEP TNG MICHOAOYIKNG 160TNTAG, T.X. Yo TNV &vBdppuvvon Tov
EMYEPNOEOV 1 TNV OToUTNON om0 OVTEC VO OVOADGOLV KOl VO OTOKATOGTHOOLV TG
AdKOOAOYNTEG O10POPEG OTIG AUOPES TV epYaloUEVOV TOVG OPUCTIKEG TOATIKEG Yl TNV
100TNTA TOV EOAWMV, LE OKOTO KLpimg TNV e€dAetyn TV SopOlpOTIKGOV 0VICOTHTOV GTNV
ayopdg epyoaciog UoBoAoYIKEG TOMTIKES, e OKOTO TNV €MavaElOAOYNON TOV ETAYYEALATOV
7oL Ogv apeIPovTal IKOVOTOMTIKAL.

Mia and 115 TpoTEPAdTNTEG TOV TAOLGIOL dpdomg Yo TV 1I60TNTA TV 600 VAWV, TO 0ol
eykpinke 10 Mdaptio Tov 2005 amd tovg gVPOTOIOVE KOWWOVIKOVS £Taipovg, elvarl 1 peimon
TOV OQopdV oTIG auolPéc. ZOpeove e TV TPOTN £€kbeon mopakoiovbnong g
eQapuoYNs, N omoia eykpibnke otig apyés tov 2007, to mAaiclo dpdong £xel OMOEL TO
gvavoua yioo TV avaAnyn onuovtikod aptBpod mpwtofoviidv o €Bvikd emimedo, pe
YPNON OPOPOV HEGMV, 10IMG EVEPYELDY €VAICHNTOMOINOTG Ko KATAPTIONG, TV OVATTLEN
gpyoreiov Yo ™ oOyKplon TV ebdv 1 Tov Kabopiopud oTpaTNyIK®V Yo T HEl®oTn TV
SLLPop®V oTIG OOPES.

H mowilopopeio twv mpoceyyicewv tovilel v moAvmhokdtnta Tov atvopévov. H 1ot ta
TOV OUOIPOV UTopel Vo TPOKOLYEL HOVO VOTEPO. OO GLUVOLOCUEVEC EVEPYELEC GE OAOL T
eMimeda, e TN GUUUETOYN OA®V TV EVOLLPEPOUEVOV LEPDY KOL TNV OVIILETOTION OAOV TOV
TOPOYOVTIOV GTOLG Omoiovg o@eidlovtol ot dtpopés. Emouévemg, eivar moAd onuoviikn m
EVOEAEYNG YVAGT TOV GLUVETELOV TOL TPOKAAOVV 01 SLOPOPES OTIS AOPES Kot 1 5140001 TV

Odnyia 2004/17/EK tov Evponaikod KotvoPoviiov kot tov Zvppoviiov g 31ng Maptiov 2004.
Odnyia 2004/18/EK tov Evponaikod Kotvofoviiov kot tov Zvppoviiov g 31ng Maptiov 2004.
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opfdv mpoktikedv mov gpappdlovror. H Emtponny Ba vmootpiler v aviailayn opbov
TPOKTIKOV GTOV TOUEN QVTOV.

To Evponaikd Ivetitovto ywo v Iedtta tov Dorov'’ Bo UTOPOVGE VO TPOCPEPEL TEYVIKT)
GULVOPOLY| OTIG TPOCTADEIEG Y10l TV KOTUTOAEUNGT TV S10POPAV GTIG OUOPES.

e H Emurpont| KaAel To0 KOW®OVIKOUS £TAIPOVG VO GLUVEXIGOLY TNV EPAPLOYT TOV TANLGIOV
dpdong yoo v 6o TA TOV 000 PUA®V, 1010 0 O,TL APOPA TNV TPOTEPAULOTNTA Y0 T
Helwon TOV SPOop®V GTIC AUOPBES.

4. Y YMIIEPAZMATA

H 106mt0o tov gOA®V Kot 1 un S1eKpLtikny PEToEiplon amotelovv HEPOG TV BepeEM IV
apy®v ™m¢ Evponaikng ‘Evoong. To yeyovog 0t ot dtapopés otig apoPég tov 6o pOAmV
eEaxolovBovv va vdpyovv onpaivel 0t ot yuvaikeg eEakolovfodv vo veioTavTol AUECES Kol
éupeceg olakpioelg Kol dvion petayeipion otnv oyopds £pyaciog HE amOTELECUN VO PNV
UmopoHV vo avartuEouy TANPOG TIG TOPAYOYIKEG TOVS SVVATOTNTEG, OAAG KOl VO UMV ival
duvatn M emitevén TOV oTOYOV TNG EVPOTAIKNG CTPATNYIKNG YloL TNV AVATTLEN KOl TNV
amocyOANnon.

Kotd mpdto Aoyo mpémel va avomtuyBel n kovodmTa avdAvong tov povouévov ovtov, To
omoio e&akorovBel va givor moAOTAOKO Kol dev Exel yYivel TANpwC kKatavontd. Me tov Tpdmo
avtd B MnpovpynBodv KatevBIVOELS Yo EMKEVIPOUEVEG EVEPYELES KOt B TPOGdLOPIoTOVV
ol ovvaTOTNTEG PEATiONS TOL VIAPYXOVTOG VOoUoBeTIKOD TAouciov mov o pumopécovv va
001 YOOV GE CNUOVTIKY LEIMOT) TOV dOPOPDOV GTIC OUOPEC.

210Y0G TG TapovoNg avakoivmong elval va d0dcel pia véa mOnon oty tpoonddeio yio tnv
KOTOTOAEUNOT TOV S0POPDOV TG AUOPES. ATodekvoel Ty TANPN déopevon g Emttponng
va Kavel 0, givat duvatodv yia vo, eEarelpfohv ot adkatoldynTes LIGOOAOYIKEG OVIGOTNTEG
petalld yovaik®v kot avopmv. o to okond avtdv, Ba ypelactel TV evepyd Kivntomoinom
OA®V TV EVOLAPEPOLEVOV HEPDV, 101G O TV KPATMV HEADV KOl TOV KOWMOVIKOV ETOIP®V.

19 Kavoviopog EK 1922/2006
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ANNEX

1. LEGAL FRAMEWORK

The principle of equal pay for equal work between male and female workers was embedded in
the Treaty of Rome. In its current wording, article 141 EC (ex-article 119) foresees that
Member States shall ensure that the principle of equal pay for male and female workers for
equal work or work of equal value is applied. For the purpose of this article, "pay" means the
ordinary basic or minimum wage or salary and any other consideration, whether in cash or in
kind, which the worker receives directly or indirectly, in respect of his employment, from his
employer. Article 141 EC foresees also that "with a view to ensuring full equality in practice
between men and women in working life, the principle of equal treatment shall not prevent
any Member State from maintaining or adopting measures providing for specific advantages
in order to make it easier for the underrepresented sex to pursue a vocational activity or to
prevent or compensate for disadvantages in professional careers" (positive actions).

On 10 February 1975, the Council adopted Directive 75/117/EEC on the approximation of the
laws of the Member States relating to the application of the principle of equal pay for men and
women. The Directive notably foresees that the principle of equal pay means, for the same
work or for work to which equal value is attributed, the elimination of all discrimination on
grounds of sex with regard to all aspects and conditions of remuneration. In particular, where
a job classification system is used for determining pay, it must be based on the same criteria
for both men and women and so drawn up as to exclude any discrimination on grounds of sex.

The Court of Justice developed a significant case law related to article 141 of the Treaty (ex
article 119) and to Directive 75/117/EEC. In particular, the Court very soon underlined that
the principle of equal pay numbered amongst the fundamental principles of the Community
and could be invoked by any citizen in front on national jurisdictions (direct effect).

The Court of Justice was asked to interpret the concept of "pay" and has by this way
considerably broadened its scope. The Court held that constitutes "pay" within the meaning of
Article 141 EC, notably, a contribution to a retirement benefits scheme which is paid by an
employer in the name of employees by means of an addition to the gross salary (case 69/80,
Worringham), benefits paid by an employer to a worker in connection with the latter' s
compulsory redundancy (case C-262/88, Barber), a pension paid under a contracted-out
private occupational scheme (case C-262/88, Barber), a survivor's pension provided for by an
occupational pension scheme (case C-109/91, Ten Over), benefits granted under a pension
scheme, including survivors' benefits (case C-147/95, Ilektrismou), compensation received for
losses of earnings due to attendance at training courses imparting the information necessary
for performing staff council functions. (case C-457/93, Lewark), a monthly salary supplement
(case C-381/99, Brunnhofer), a Christmas bonus (case C-333/97 Aboulaye). According to
case C-400/93 (Royal Copenhagen), it also applies to piece-work pay schemes.

The case law of the Court has also interpreted extensively the notion of “equal work™. In case
129/79, Macarthys), the Court held that the principal should not be restricted by the
introduction of a requirement of contemporaneity. In case 61/81 (Commission v. UK), the
Court said that it is the responsibility of the Member States to guarantee the right to receive
equal pay for work of equal value even in the absence of a system of job classification. It
follows that where there is disagreement as to the application of the concept of "work to
which equal value is attributed", the worker must be entitled to claim before an appropriate
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authority that his work has the same value as other work and, if that is found to be the case, to
have his rights under the treaty and the directive acknowledged by a binding decision. In case
157/86 (Murphy), the court held that the principle covers the case where a worker is engaged
in work of higher value than that of the person with whom a comparison was to be made.

A number of judgements of the Court deal with the indirect discrimination in situations of
part-time work. In case 96/80 (Jenkins), the Court held that the principle applies to the
payment of lower hourly rates of remuneration for part-time work than for full-time work. In
case 170/84 (Bilka), the Court found that Article 119 (now 141) was infringed when an
employer excludes part-time employees from its occupational pension scheme, where the
exclusion affects a far greater number of women, unless the undertaking shows that the
exclusion is based on objectively justified factors unrelated to any discrimination on grounds
of sex. In case 171/88 (Rinner-Kiihn), the Court held that this Article precluded a legislation
which permits employers to exclude certain part-time employees from the continued payment
of wages in the event of illness. In case C-33/89 (Kowalska), the Court ruled that a clause in a
collective agreement under which employers may exclude part-time employees from the
payment of a severance grant was contrary to Article 119 when in fact a considerably lower
percentage of men work part-time. In case C-184/89 (Nimz), the Court declared contrary to
Article 119 a collective agreement that provides for the seniority of workers performing at
least three quarters of normal working time to be fully taken into account for reclassification
in a higher salary grade, where only one half of such seniority was taken into account in the
case of workers whose working time was inferior, where the latter group comprises a
considerably smaller percentage of men than women. On the other hand, in case joint cases C-
399/92, C-409/92, C-495/92, C-34/93, C-50/93 and C-78/93 (Helmig), the Court ruled that
this Article did not prevent a collective agreement from restricting payment of overtime
supplements to cases where the normal working hours for full-time employees were exceeded.
In case, C-1/95, the Court found that it was contrary to Community law to require that, for the
purpose of calculating the length of service, periods of part-time employment of one-half and
two-thirds of normal working time were counted only as two thirds of normal hours, except if
justified by objective criteria unrelated to any discrimination on grounds of sex. In case
281/97 (Kriiger), the Court decided that an exclusion by a collective agreement from
entitlement to a special annual bonus of persons in employment which involves a normal
working week of less than 15 hours and normal pay not exceeding a fraction of the monthly
baseline and is, on that basis, exempt from compulsory social insurance constitutes indirect
discrimination based on sex, where that exclusion applies independently of the sex of the
worker but actually affects a considerably higher percentage of women than men.

On the other hand, the court has admitted that a classification system use the criterion of
muscular effort of the work. Nevertheless, in order for a classification system not to be
discriminatory as a whole, it must take into account criteria for which workers of each sex
may show particular aptitude. In case 109/88 (Danfoss), the Court ruled that when an
undertaking applies a non transparent system of pay, it is up for the employer to prove that it
is not discriminatory in practice. On the other hand, the Court held also that the employer had
to justify the recourse to the criteria of mobility and training, but not the recourse to the
criterion of length of service. In case C-127/92 (Enderby), the Court held that where
significant statistics disclose an appreciable difference in pay between two jobs of equal
value, one of which carried out almost exclusively by women, Article 119 requires the
employer to show that the difference is based on objectively justified factors unrelated to any
discrimination on grounds of sex. The fact that the pay rates were agreed by collective
bargaining is not sufficient objective justification for the difference in pay. In case C-17/05
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(Cadman), the Court confirmed its previous case law (Danfoss) and held that since, as a
general rule, recourse to the criterion of length of service is appropriate to attain the legitimate
objective of rewarding experience acquired which enables the worker to perform his duties
better, the employer does not have to establish specifically that recourse to that criterion is
appropriate to attain that objective as regards a particular job, unless the worker provides
evidence capable of raising serious doubts in that regard.

There are other Directives in the field of equality between men and women which are relevant
as far as the gender pay gap is concerned.

It is the case, notably, of Directive 76/207/EEC, as amended by Directive 2002/73/EC, which
aims at implementing the principle of equal treatment for men and women as regards access
to employment, vocational training and promotion, and working conditions, which states that
"the application of the principle of equal treatment means that there shall be no direct or
indirect discrimination on the grounds of sex in the public or private sectors, including public
bodies, in relation to (...) employment and working conditions, including dismissals, as well
as pay as provided for in Directive 75/117/EEC".

It has also to be noted that Directive 97/80/EC on the burden of proof in cases of
discrimination based on sex applies to the situations covered by Article 141 EC and Directive
75/117/EEC. This Directive lays down that "Member States shall take such measures as are
necessary, in accordance with their national judicial systems, to ensure that, when persons
who consider themselves wronged because the principle of equal treatment has not been
applied to them establish, before a court or other competent authority, facts from which it may
be presumed that there has been direct or indirect discrimination, it shall be for the respondent
to prove that there has been no breach of the principle of equal treatment".

Extracts from the Treaty establishing the European Community
Article 2

The Community shall have as its task, by establishing a common market and an economic and
monetary union and by implementing common policies or activities referred to in Articles 3
and 4, to promote throughout the Community a harmonious, balanced and sustainable
development of economic activities, a high level of employment and of social protection,
equality between men and women (...).

Article 141

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

(2) For the purpose of this article, "pay" means the ordinary basic or minimum wage or
salary and any other consideration, whether in cash or in kind, which the worker
receives directly or indirectly, in respect of his employment, from his employer.

Equal pay without discrimination based on sex means:

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

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

4)

The Council, acting in accordance with the procedure referred to in Article 251, and
after consulting the Economic and Social Committee, shall adopt measures to ensure
the application of the principle of equal opportunities and equal treatment of men and
women in matters of employment and occupation, including the principle of equal
pay for equal work or work of equal value.

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

The Lisbon strategy has stressed the need to address gender inequality in the EU labour
markets, including the gender pay gap, and put forward an employment rate target for women.
Structural indicators measuring the female employment rate and the gender pay gap were
included. The gender pay gap (in unadjusted form) - measuring the difference in average
gross hourly earnings between men and women across the whole economy and all
establishments — is one of the structural indicators to monitor progress in the framework of
the Lisbon Strategy.

In 2003, the Commission realised a Staff Working Paper "Gender pay gaps in European
labour markets - Measurement, analysis and policy implications" (SEC(2003)937) with the
purpose to review the definition of the structural indicator to monitor the overall size and
evolution of the gender pay gap; to summarise recent work analysing factors related to the
gender pay gap; and to discuss the implications of the results of these analyses for measuring
both the gender pay gap and progress to reduce it, for data provision and for policies to tackle
gender pay gaps. Excerpts from this document are provided hereafter as background
information on the indicator.

2.1. Definition
The definition currently used by Eurostat is as follows:

The gender pay gap is given as the difference between average gross hourly earnings of male
paid employees and of female paid employees as a percentage of average gross hourly
earnings of male paid employees. The gender pay gap is based on several data sources,
including the European Community Household Panel (ECHP), the EU Survey on Income and
Living Conditions (EU-SILC) and national sources. The target population consists of all paid
employees aged 16-64 that are 'at work 15+ hours per week'.

Hourly earnings are obtained by dividing gross monthly normal earnings from the main job
by four times the number of worked hours per week in the main job, including normal
overtime, but excluding bonuses, irregular overtime, any 13th month payments and the like.
EU estimates are population-weighted averages of the latest available national data, adjusted,
where possible, to take into account a change in the data source. Countries without any
previous gender pay gap data for a specific year are excluded from the EU estimates. Where
data have been provided by the National Statistical Offices based on national sources, the
indicators for these countries cannot be considered to be fully comparable.

It should also be noted that measures of the gender pay gap are sensitive to the data source,
the sample restrictions and the choice of the dependent variable (hourly or monthly earnings;
net or gross earnings; inclusion of bonus payments; etc.).
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2.2 Explanatory factors

The gender pay gap varies considerably by individual, job and firm characteristics. While
these findings provide important information on the nature of gender imbalances in the labour
market, they do not allow conclusions as to the relative impact of the various factors on the
overall gender pay gap. Further analyses are needed to identify the factors related to the
gender pay gap. The observed gender pay gaps could be due to a whole range of factors,
including:

e personal characteristics such as age, educational background, family background,
presence of children, experience in the labour market, previous career interruptions and
tenure on the job;

e job characteristics such as occupation, working time, contract type, job status, career
prospects and working conditions;

e firm characteristics such as sector, firm size, work organisation, recruitment behaviour and
the firm's compensation and human resources policies;

e gender segregation by occupation or sector;

e institutional characteristics including education and training systems, wage bargaining,
wage formation and tax and benefit systems, industrial relations, parental leave
arrangements and the provision of childcare facilities before and during compulsory school
years; as well as

e social norms and traditions regarding education, labour market participation, job choice,
career patterns and the evaluation of male- and female-dominated occupations.

The above personal, job and firm characteristics reflect systematic differences in the
composition of the male and female workforce. They can reflect objective differences in
productivity - which in turn would lead to differences in wages - as well as differences in
incentives, opportunity costs and preferences for job and firms characteristics — which would
explain systematic differences in labour market participation, job access and career
progression

Many of these labour market characteristics, however, could themselves be the outcome of
discriminatory processes, including institutional settings, pay policies and social norms and
traditions. It is obvious that, in the presence of such ‘indirect discrimination’, gender pay gaps
do not just reflect systematic pay differences due to differences in choice behaviour,
productivity or labour market characteristics. Moreover, women or men could also be subject
to ‘direct discrimination’ by receiving lower pay than workers with the same characteristics
and job performance.

It is therefore one of the main challenges to distinguish pay differences resulting from
different labour market characteristics, on the one hand, and differences due to indirect or
direct discrimination, on the other, including the societal differences in the evaluation of work
in male and female dominated sectors or occupations.
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2.3. Implications for the gender pay gap indicator

The above analysis on the determinants of gender pay gaps in the European labour markets
show to what extent these factors and their impact on gender gaps vary across Member States.
They also highlight the role of both direct and indirect discrimination for the gender pay gap
and the related statistical problems due to e.g. (endogenous) educational or occupational
choice and (selective) labour market participation in measuring and analysing the gender pay
gap, thus clarifying the difficulties encountered when adjusting gender pay gaps and
interpreting the results.

The results summarised above confirm in particular the complex nature of gender equality and
gender gaps in labour markets as multi-facetted social and economic phenomena, including
the working of education and training, job classification and wage formation systems as well
as social norms and traditions. In particular no clear borders exist between composition
effects and remuneration effects. Furthermore, selection effects might complicate the analysis.
The gender pay gap (in unadjusted form) gives an overall picture of gender pay equality and
has therefore so far been chosen as structural indicator to measure gender inequalities in
earnings and express the related challenges.
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3. STATISTICS ON THE PAY GAP AND THE SITUATION OF WOMEN ON THE LABOUR

MARKET
Figure 1 — Gender pay gap in the EU, 2005 (%) (1)
30 4
25 |
20 -
15
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Source: Eurostat.

Administrative data are used for LU, Labour Force Survey for FR and MT. Provisional results of EU-SILC
(Statistics on Income and Living Conditions) are used for BE, EL, ES, IE, IT, AT, PT, and UK. All other sources
are national surveys. EU27 estimates are population weighted-averages of the latest available values.

(1) The gender pay gap in unadjusted form is a structural indicator adopted for the follow-up of the European
Strategy for growth and employment. It is defined as the difference between average gross hourly earnings of
male paid employees and of female paid employees as a percentage of average gross hourly earnings of male
paid employees. The population consists of all paid employees aged 16-64 that are at work 15+ hours per week.
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Table 1 — Gender pay gap (%) in the EU

1995 1996 1997 1998 1999 2000 2001 2002 2003 2004 2005
EU-27(¢) 17 17 16 17 16 16 16 16 15 15 15
BE 12 10 10 9 1 13 12 6(2) 7
BG 22 21 18 16 16
cz 21 21 25 2 2 20 19 19 19 19
DK 15 15 13 12 14 15 15 18 18 17 18
DE 21 21 21 2 19 21 21 222 23 23 22
EE 27 27 28 26 26 25 24 24 24 24 25
EL 17 15 13 12 13 15 18 17 11@ 10 9@
ES 13 14 14 16 14 15 17 21@ 18 15 13(3)
FR 13 13 12 12 12 13 14 13 12 12 12
IE 20 21 19 20 22 19 17 142 118) 903
T 8 8 7 7 8 6 6 703 9
cY 29 28 27 26 27 26 26 25 25 25 25
LV 20 20 20 16 16 16 15 17
LT 27 22 23 2 16 16 16 16 17 16 15
LU 199 19 19 18 17 15 16 17 15 14 14
HU 22 23 24 23 21 21 20 16 12 14 11
MT 11 9 6(2) 4 4 4
NL 23 23 2 21 21 21 19 19 18 19 18
AT 2 20 22 21 21 20 20 172 18 18(3)
PL 15 12 1 11 10 10
PT 5 6 7 6 5 8 10 8 9 5@ 9
RO 21 24 24 20 17 17 18 17 18 14 13
sl 14 15 14 11 14 12 1 9 8(3) 8@
SK 23 22 23 27 23 24 24
FI 17 18 19 19 17 17 20@ 20 20 20
SE 15 17 17 18 17 18 18 17 16 17 16
UK 26 24 21 24 22 21 21 232 22 22 203

Source: Eurostat, Structural Indicators.

(1) Estimate. (2) Break in series (3) Provisional value.
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Figure 2 - Gender pay gap, breakdown by personal characteristics (1) (%)

Age

Tertiary 32

Post-secondary 35

Upper secondary 25

13

Educational attainment

Low er secondary

Lenght of service

Source: Eurostat: Structure of Earnings Survey 2002.

(1) The unadjusted gender pay gap (GPG) is defined as the difference between men's and women's average gross
hourly earnings as a percentage of men's average gross hourly earnings. The data presented above (EU-27)
covers enterprises, with 10 or more employees, in the sectors of industry and services excluding public
administration (NACE Rev.1.1 C to K).
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Figure 3 - Gender pay gap, breakdown by enterprise characteristics (1) (%)

Total Industry & services — 25
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Source: Eurostat: Structure of Earnings Survey 2002.

(1) The unadjusted gender pay gap (GPG) is defined as the difference between men's and women's average gross
hourly earnings as a percentage of men's average gross hourly earnings. The data presented above (EU-27)
covers enterprises, with 10 or more employees, in the sectors of industry and services excluding public
administration (NACE Rev.1.1 C to K).
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Figure 4 - Gender pay gap, breakdown by job characteristics (1) (%)
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Source: Eurostat: Structure of Earnings Survey 2002.

(1) The unadjusted gender pay gap (GPG) is defined as the difference between men's and women's average gross
hourly earnings as a percentage of men's average gross hourly earnings. The data presented above (EU-27)
covers enterprises, with 10 or more employees, in the sectors of industry and services excluding public
administration (NACE Rev.1.1 C to K).
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Figure 5 - Employment rates in the EU - 2006
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Source: Eurostat, Labour Force Survey (LFS), annual averages.

Provisional data for FR and EU-27

Figure 6 - Absolute gender gap in employment rates in the EU - 1998 and 2006
(Difference between men's and women's employment rates)
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Source: Eurostat, Labour Force Survey (LFS), annual averages.

Exception to the reference year : (1) 2000 : BG, CY and MT. FR, EU27: provisional data.
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Figure 7 - Share of part-time workers in total employment - 2006
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Source: Eurostat, Labour Force Survey (LFS), Annual results
IE: no data available, FR and EU-27 provisional data

Figure 8 - Educational attainment (at least upper secondary school)
of women and men aged 20-24 in the EU - 2006
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Source: Eurostat, Labour Force Survey (LFS), annual averages.
NB: BG, EL, IT, CY, MT, RO, FI : Provisional value.

Students living abroad for one year or more and conscripts on compulsory military service are not covered by the

EU Labour Force Survey, which may imply lower rates than those available at national level. This is especially
relevant for CY.
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Figure 9 - Managers in the EU - Distribution by sex 2000 and 2006
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Source: Eurostat, Labour Force Survey (LFS), spring results.

Managers are persons classified in ISCO 12 and 13. FR 2006: provisional data. MT and CY: data lack reliability

due to small sample size. IT: Change of data collection method. No data for RO in 2000

Figure 10 - Tertiary education graduates sex and by field of study EU 25- 2004
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Source: Eurostat Tertiary education graduates include all graduates of levels ISCED 5 and 6.
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Figure 11 - Gender segregation in occupations in the EU - 2006
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Source: Eurostat - LFS
Gender segregation in occupations is calculated as the average national share of employment for women and

men applied to each occupation; differences are added up to produce the total amount of gender imbalance
expressed as a proportion of total employment (ISCO classification).

Figure 12 - Gender segregation in economic sectors in the EU - 2006
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Source: Eurostat - LFS
Gender segregation in sectors is calculated as the average national share of employment for women and men

applied to each sector; differences are added up to produce the total amount of gender imbalance expressed as a
proportion of total employment (NACE classification).
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Figure 13 - Employment rates of women aged 20-49, depending on whether they have
children (under 12) — 2005
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Source: Eurostat, European Labour Force Survey, annual averages.

No data available for DK, IE and SE.
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4.

EXAMPLES OF NATIONAL INITIATIVES TO FIGHT THE GENDER PAY GAP

BE

Guidebook on job classification available for employers and trade unions to avoid and
eliminate gender bias in pay systems (2006)

Equal Pay Day established, with the aim of raising awareness of the public about the
persistence of gender wage inequality.

2006 decision by the federal government to establish an annual report monitoring
progress in reducing the gender pay gap. First report published in March 2007.

EL

Guide for the integration of gender equality in firms, including equal pay for work of
equal value, with recommendations to public administration and social partners.

ES

Spain adopted in March 2007 a new gender equality law that notably includes
provisions on fighting discrimination, allowing positive action measures in collective
agreements, encouraging reconciliation of work and family life, promoting equality
plans and fostering good practices (1)

FR

Law on equality of remuneration between men and women (March 2006)
strengthening women's rights in respect of maternity leave; obligation for enterprises
to take steps to close the gender pay gap by 31 December 2010 and to provide for
catch up salary payments to be made following maternity or adoption leave.
Obligation of gender pay bargaining in companies and sectors.

HU

Law aimed at promoting voluntary regulation on equal opportunities; Equal
Opportunity Plan (EOP) to be adopted by public employers and private employers
with State-owned share over 50% for each year.

IT

Obligation for public and private firms employing more than 100 employees to
provide statistical information on the employment conditions of their employees
broken down by gender every two years (1991 Law on Positive Actions; Article 9, Act
125/1991). Companies to give the report to local equality advisors and trade unions.

LU

Obligation for social partners to bargain on equal pay (law of June 2004). Collective
bargaining has to include a provision concerning the implementation of the principle
of equal pay between men and women.

NL

Equal pay working group (2005) established, bringing together organisations relevant
to equal pay — employees and employers organisations, the Equal Treatment
Commission, the Dutch Human Resources Policy Association and the Dutch
Association for Employee Participation.

PT

Obligation for all employers to display in November in a visible place for a period of
at least 30 days, the list of their staff indicating each employee's earnings (Law N°
35/2004, of 29 July, Articles 452 to 457 and 490), with the exception of central,
regional and local administrations, public institutes and other collective public entities,
as well as employers of domestic service workers

Training on gender equality for judges and other agents involved in the process of
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justice administration, promoted by the Commission for Equality in Labour and
Employment

SE | Equal Opportunities Act provides that all employers with a minimum of ten employees
are required to prepare an annual equal opportunities plan as well as a plan of action
for equal pay.

UK | Equality Act (2006) places a statutory duty on all public authorities to have due regard

to the need to eliminate unlawful discrimination and harassment and promote equality
of opportunity between men and women.

Source: "Gender Pay Gap — Origins and policy responses", Group of Experts on Gender,
Social Inclusion and Employment, 2006

(1) Added after the completion of the report.
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