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Boj proti rozdilim v odménovani Zen a muza
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SDELENI KOMISE RADE, EVROPSKEMU PARLAMENTU, EVROPSKEMU
HOSPODARSKEMU A SOCIALNIMU VYBORU A VYBORU REGIONU

Boj proti rozdiliim v odménovani Zen a muzu

1. Uvob

Zékladni zasada rovného zachazeni pro muZe a Zeny je od roku 1957 zakotvena v Rimské
smlouvé. SniZeni rozdili v odménovani je jednim z cili Evropské strategie pro rist a
zamé&stnanost. Nicmén& Plan pro dosaZeni rovnovného postaveni zen a muzi' zdiraziiuje, e
rozdily v odménovani pietrvavaji i nadale, pfestoze byly podniknuty kroky a uplatnéna
opatfeni na jejich odstranéni. Ukazatel rozdilu (nekorigovany) primérné hrubé hodinové
odmény uvadi, ze v roce 2005 vydelavaly zeny v Evropské unii v priméru o 15% méné nez
muzi. Nic nenasvédcuje tomu, ze by mélo dojit k vyraznému snizeni tohoto rozdilu.

Tento rozdil nelze z velké Casti pfipsat objektivnim divodim, coz svéd¢i o pietrvavajicim
nerovném postaveni zen na trhu prace. Ve vSech c¢lenskych statech vykazuji zeny vyssi miru
uspésnosti ve Skole nez muzi a ziskavaji vétSinu vysokoskolskych diplomd. Jak si vSak lze
vysvétlit, ze poté, co zeny opusti vzdélavaci systém, jim trh prace poskytne méné ptiznivé
podminky nez muzim a jejich produktivni potencidl nezhodnoti pln€? Moderni a
konkurenceschopnéa ekonomika si takovouto situaci nemtize dovolit, zejména s ohledem na
demografické zmény a o¢ekavané snizeni aktivni populace.

Pravé v téchto souvislostech byl vypracovan tento dokument a jeho cilem je provést analyzu
pfi¢in rozdilh v odménovani a navrhnout opatfeni na snizeni téchto rozdild. S touto
problematikou se Komise nemliZze vyrovnat sama, nebot’ v fad¢ oblasti musi jednat ¢lenskeé
staty, a opatfeni, kterd je tieba provést, prekracuji oblasti pisobnosti Komise. Odstraniovani
rozdili v odméinovani bude vyzadovat mobilizaci vSech zucastnénych stran, zejména
¢lenskych statli a socidlnich partnerti, aby bylo mozné v oblasti rovnosti Zen a muzi na trhu
prace ucinit pokroky.

2. ROZDILY V ODMENOVYNI ZEN A MUZU: KOMPLEXNI A PRETRVAVAJICI JEV
2.1 Co rozumime rozdily v odménovani?

Rozdily v odménovani méii relativni rozdil mezi hrubou hodinovou odménou Zen a hrubou
hodinovou odménou muzi v ramci celého hospodaistvi. Rozdily v odménovani jsou jednim
ze strukturalnich ukazatelt pro sledovani Evropské strategie pro riist a zamdstnanost” Diivody
vzniku rozdilti v odménovani jsou komplexni. Pracovni dokument tatvartt Komise z roku 2003

v . . r ’ tpt 7 r1.0 v v rr o~ vo3
podrobné popisuje miru, analyzu a politické dopady rozdili v odménovani zen a muzi’.

! KOM(2006) 92. Usneseni Evropského parlamentu pfijaté dne 13. bfezna 2007 k planu
(P6_TA(2007)0063) vyzyva Komisi k tomu, aby ptijala opatfeni ke sniZzeni rozdilti v odmeéinovani.
Rozdil (nekorigovany) prumérné hrubé odmény muzii a zen uvedeny v procentech hrubé odmény muzt.
Viz definice v bodé¢ 2 piilohy.

3 SEK(2003) 937.
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Zduraziuje, ze je obtizné oddélit objektivnimi faktory vysvétlujici tyto rozdily od dopada
zpusobenych pfimou nebo neptimou diskriminaci nebo jinymi faktory.

Rozdily v odménovani mohou z ¢asti odrazet objektivni rozdily tykajici se individualnich
viastnosti (v€k, tiroven vzdélani, ziskané zkuSenosti), zaméstnani (profese, typ smlouvy nebo
pracovni podminky) nebo podniku (odvétvi Cinnosti nebo velikost podniku). Napiiklad
zkuSenost obvykle zlepSuje na trhu prace finanéni ohodnoceni. Pokud maji muzi v praiméru
vice zkuSenosti nez zZeny, bude jejich finan¢ni ohodnoceni v priméru rovnéz vyssi. Piesto 1
nadale mohou pretrvavat diskriminacni postupy, které mohou postihnout pracovnika na
zaklad¢ pohlavi. Stava se, Ze Zeny jsou pii stejné zkuSenosti za stejnou praci védomeé
diskriminac¢nim zpisobem odméiovany mén¢ nez muzi.

Objektivni rozdily a zjevné diskriminacni praktiky k vysvétleni pietrvavajicich rozdilti v
odmé&iovani nicménd nestadi *. Tyto rozdily rovnéz souvisi s ur&itym po&tem jak pravnich,
tak 1 socialnich nebo hospodarskych prvku, které prekracuji otdzku tykajici se stejné odmeny
za stejnou praci.

V souladu se Smlouvou (¢lanek 141) musi byt stejnd odména zarucena také za rovnocennou
praci. Vznika tak otadzka tykajici se ocenéni prace kazdého ¢loveka, zejména ocenéni funkci.
Pretrvavani rozdili v odménovani totiz také poukazuje na systematicky niz§i ohodnoceni
pfevazné Zenskych povolani a funkci vzhledem k povolanim a funkcim pfevazné muzskym,
pfi¢emZ neni mozné odiivodnit tuto skutecnost objektivnimi kritérii’. MiiZe se napiiklad stat,
ze v pripad¢ stejné kvalifikace je ohodnocena fyzicka sila 1épe nez schopnosti tykajici se
mezilidskych vztahti nebo zodpovédnost za majetek 1épe nez zodpoveédnost za osoby. Jako
ptiklad lze uvést jeden podnik, ktery nedavno ptehodnotil své platové tabulky a zrovnopravnil
pokladni v supermarketu s kolegy pracujicimi ve skladu.

Na stran€¢ druhé mohou rozdily v odménovani odrazet nerovnosti, které se tykaji predevsSim
Zen pii Ucasti na trhu prace.

To se tyka naptiklad segregace trhu prace. Ukazuje se, Ze zeny pracuji v mnohem mensim
poctu odvétvi a zaméstnani nez muzi. Pravé tato odvétvi a zaméstnani byvaji hutie
odménovana nez ta, kde pracuji pfedev§im muZi. Pfiblizné 40 % Zen, oproti 20 % muzi,
pracuje ve zdravotnictvi, $kolstvi nebo ve statni spravé. Zeny pracuji kromé toho piedevsim
jako administrativni asistentky, prodavacky nebo jako malo kvalifikované nebo
nekvalifikované sily a tyto profese predstavuji témétf polovinu zaméstnani zen. A naopak
pouze tietina vedoucich pracovnikl v podnicich EU jsou Zeny.

Segregace je posilena tradicemi a stereotypy, které ovliviuji napiiklad vybér studijniho
oboru, hodnoceni a klasifikaci povoldni a také i¢ast na zamé&stnanosti. I nadéle trpi zejména
zeny problémy spojenymi se sladénim profesniho a soukromého Zivota. Tento fenomén
ovliviiuje vybér kariéry a projevuje se zejména tak, ze Zeny pracuji Castéji na Castecny
pracovni uvazek a Castéji prerusuji kariéru, coz ma negativni vliv na jejich profesni vyvoj. Na
¢astecny pracovni uvazek pracuje téméf tfetina zen, zatimco muzi pouze 8 %. VyuZivani
tohoto zplisobu prace miize odrazet osobni preference a podporovat tiast zen na trhu prace,

,»The gender pay gap — Origins and policy responses®, skupina odbornikil na otazky genderu, socidlniho
zaClenovani a zameéstnanosti,
http://bookshop.europa.eu/eubookshop/FileCache/PUBPDF/KE7606200ENC/KE7606200ENC _002.pdf

> KOM(94) 6.
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piesto rozdil mezi zenami a muzi zdliraziuje, Ze Zeny a muzi nevyuzivaji ¢as stejnym
zpisobem a ze péci o zavislé ¢leny rodiny zajist'uji zejména Zeny. Tuto nerovnovahu posiluje
nedostatek dostupnych, finanéné¢ vyhodnych a kvalitnich sluzeb poskytujicich péc¢i o dité.
Stejné tak rodi¢ovskou dovolenou vyuzivaji prevazné zeny®. RodiGovstvi trvale sniZuje pouze
miru zaméstnanosti Zen, nikoliv muza. V dusledku toho je profesni draha Zen pferuSovana
Castéji, je pomalejsi a kratsi, a proto méné odménovana.

Pti vykladu ukazatele rozdilli v odménovani je tieba zohlednit, ze tento ukazatel neumoziiuje
rozliSovat mezi objektivnimi faktory a mezi faktory pramenicimi z diskriminace nebo jinymi
faktory.

2.2 Znaky rozdili v odménovani v EU

V roce 2005 byly v EU-27 rozdily v odménovani Zen a muzi odhadovany na 15 %, coZ je o
dva body méné nez v roce 1995 (viz ptiloha). Tato relativni stabilita kontrastuje s nesporné
velmi pozitivnim vyvojem miry zaméstnanosti zen, ktera se stale zlepSuje.

Na urovni ¢lenskych statii jsou velké rozdily, které se pohybuji od 4 % (MT) do 25 % (EE,
CY). Nicméné rozdily v odménovani nejsou obecnym ukazatelem rovnosti zen a muzi, nebot’
se tykaji pouze zaméstnanci a je tfeba je hodnotit v souvislosti s ostatnimi ukazateli
vztahujicimi se k trhu prace. Tyto rozdily obecné poukazuji na rizné zplisoby zaméstnavani
zen. Rovnéz vétSina zemi s nizkou mirou zaméstnanosti zen (napt. MT, IT, EL, PL) vykazuje
mensi rozdil, nez je rozdil primérny, coZz poukazuje na nizkou zaméstnanost malo
kvalifikovanych nebo nekvalifikovanych Zen. Vysoky rozdil zpravidla souvisi s vysokym
stupném segregace trhu prace (napt. CY, EE, SK, FI), nebo s velkym mnozstvim zen, které
pracuji na ¢astecny pracovni uvazek (napf. DE, UK, NL, AT, SE). Krom¢ toho rozdily v
odménovani mohou ovliviiovat i institucionalni systémy a mechanismy stanovovani odmeén.

Ukazuje se také, ze rozdily v odménovani jsou veétsi nez primérné v podnicich soukromého
sektoru’ (25 %), kde se vyrazné li§i v zavislosti na individualnich charakteristikich, podniku
nebo zaméstnani (viz statistiky v pfiloze). Rozdily v odménovéani se napiiklad zvysuji s
velikosti podniku, vékem, dosazenym vzdélanim a kvalifikaci. Jinymi slovy jsou kvalifikace a
zkuSenosti ziskané Zenami odménovany méné nez kvalifikace a zkuSenosti muzii. Rozdily v
odmeénovani je nejvice postizen pramysl, sluzby pro podniky a finan¢ni aktivity.

3. ODSTRANENI ROZDILU V ODMENOVANI ZEN A MUZU

Pro Evropskou komisi je odstranéni rozdili v odménovani zen a muzt politickou prioritou,
coz potvrdil i Plan pro dosazeni rovného postaveni Zen a muzii na obdobi 2006-2010.

Rozdily v odménovani maji vyrazny dopad na postaveni zen v hospodarském a socidlnim
zivoté béhem aktivniho zZivota a i po jeho skonceni. Rozdily v odménovani jsou piekazkou
pro to, aby zeny a muzi ziskali stejnou ekonomickou nezévislost. Nevyhnuteln¢ zatézuji volbu
jednotlivce, at’ jiz jde o rizné zpisoby préace, délku prace, preruSeni kariéry nebo rozdéleni
domaécich a rodinnych povinnosti. Vedou rovnéz k tomu, ze zeny jsou vice vystaveny riziku
chudoby, zejména v rodinach s jednim rodi¢em. Jejich dopad je citelny 1 po skonceni
aktivniho zivota, kdy se rozdily v odménovani projevi ve vysi dichodu. Svédéi o plytvani

6 Eurobarometr 189 / 59,1.
! Viz ptiloha, bod 3.
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zdroji nepfijatelném pro ekonomiku a pro spoleCnost, které¢ brani plnému vyuziti
produktivniho potencidlu zen.

Vsechna provadéna politicka opatfeni vzdy dbala na to, aby zabranila vS§em faktortim, které
zpisobuji rozdily v odménovani. Na strané jedné byl pro boj proti diskriminaci a zaruceni
rovného zachazeni vypracovan obsahly soubor piedpist. Na stran¢ druhé ptispéla k podpote
rovnosti Zen a muza ve vSech ohledech fada opatieni a nelegislativnich iniciativ.

Pretrvavani rozdili v odménovani nicméné poukazuje na nutnost zahdjit avahy o specifickych
opatfenich s cilem snizit neopravnéné mzdové nerovnosti. Byly stanoveny Ctyii prioritni a
komplementarni oblasti. Z legislativniho hlediska musi Komise dbat na uplné provedeni a
uplatiiovani stavajictho rdmce a zaroven stanovit moZznosti zlepSeni. V oblastech, které
piekracuji samostatné pravomoci, musi Komise pocitat s aktivnim zapojenim vSech
zuCastnénych stran, zejména clenskych stati a socialnich partneri. Zejména je tfeba plné
vyuzit Evropskou strategii pro rist a zaméstnanost a podporovat stejné odménovani u
zam&stnavatelll. Pravé zaméstnavatelé musi v prvni fadé uplatiovat zasadu rovného
odménovani za stejnou nebo rovnocennou praci. Vyména osvédcenych postupli na urovni
Spolecenstvi dale umozni zlepsit informovanost o tomto fenoménu a rozsitit inovacni feSeni
na jeho potlaceni.

3.1 Analyza moZnosti pro zlepSeni legislativniho ramce a jeho provadéni

V Rimské smlouvé je od roku 1957 zakotvena v ¢lanku 119 zasada stejné odmény muzii a Zen
za stejnou praci. Tento ¢lanek je nyni ¢lankem 141 Smlouvy a stanovi, Ze ¢lenské staty musi
zajistit uplatnovani zasady stejné odmény muzii a zen za stejnou nebo rovnocennou praci (viz
ptiloha).

Cilem ¢lanku 141 je vice nez striktni pravni rovnost, tento ¢lanek rovnéz uznava, Ze je nutna
rovnost fakticka. V odstavci 4 Clenskym statliim proto umoziuje s ohledem na zajisteni uplné
rovnosti mezi muzi a Zenami v profesnim Zivoté zachovat nebo zavést pozitivni opatfeni pro
usnadnéni profesni cinnosti méné zastoupeného pohlavi.

V roce 1975 pfijala Rada smérnici 75/117/EHS o sblizovani pravnich piedpist clenskych
statll tykajicich se uplatinovani zasady stejné odmény za praci pro muZze a Zeny. Tato smérnice
stanovi, Ze zasadou stejné odmeény za praci pro muze a Zeny se rozumi pro stejnou praci nebo
pro préci, které je pfiznana stejnd hodnota, odstranéni veskeré diskriminace na zdkladé
pohlavi ve vSech hlediscich a podminkach odménovani.

Soudni dviir se musel k témto ustanovenim nékolikrat vyjadfit v ramci rozsahlé judikatury,
ktera vyrazn& ovlivnila pravo v této oblasti®.

Zakladem pro vétsinu vnitrostatnich pravnich predpist tykajicich se zésady stejné odmény
muzu a Zen byly pravni ptedpisy SpoleCenstvi v pfislusné oblasti, které hraly hlavni roli ve
vyvoji postaveni Zen na trhu prace. Rozdily v odménovani muzii a Zen tyto pravni predpisy
nicméné odstranit nedokazaly.

Rozdily v odménovani nejsou zptsobeny pouze nedostatecnym nebo Spatnym uplatiiovanim
zékona, piesto maji pro zlep$eni situace dileZitou roli’.

8 Viz piiloha, bod 1.
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Pravni ptedpisy SpoleCenstvi byly ufinné v piipad¢ odstranéni ptimé diskriminace, kdy za
stejnou praci zena dostava nizsi plat nez jeji kolega. Ptipady, které se jeste objevuji, je mozné
ucinng fesit soudnimi nebo jinymi mechanismy na vnitrostatni arovni.

Nicméné tyto pravni piedpisy byly méné U¢inné pii zajisténi dodrzovani zasady stejné
odmény za rovnocennou praci. Napfiklad v ramci jednoho podniku mohou byt dvé
odpovidajici pozice ohodnoceny riizné, pficemz jednu pozici vykondvaji predev§im Zeny a
druhou piedev§im muzi. Tento typ diskriminace je pfedmétem individudlnich soudnich zalob
méng Casto, nebot” ptipadné obéti si toho pravdépodobné nejsou védomy, a zaroven je v tomto
pripad¢ pro diskriminaci mnohem téz§i shromazdit podkladovy material.

Bez ohledu na vysledky analyzy je proto nutné provéfit, zda je zména legislativniho ramce
Spolecenstvi zadouci, aby bylo zajisténo, Ze bude odstranéna pifima i nepiima diskriminace,
zejména pfi stanovovani odmén. Pro dosazeni tohoto cile by bylo mozné posilit ustanoveni,
jejichz cilem je v systému odmeénovani odstranit diskriminacni prvky na zakladé pohlavi.

Jak je jiz uvedeno ve smérnici 2002/73/ES, je rovnéz nutné provétit ze vSech hledisek tlohu
transparentnosti a v tomto kontextu rozebrat ustanoveni tykajici se informaci a konzultaci
pracovniki a jejich zastupci, pokud jde o vyvoj odménovani Zen a muzl v podniku.

Za ucelem potirani segregace trhu prace by mohly ¢lenské staty vice vyuzit moznosti provadét
pozitivni opatfeni a zaroven respektovat judikaturu Soudniho dvora.

Komise bude 1 nadale vykonavat roli strazkyn¢ Smluv a bude zajist'ovat, aby ptislusné pravo
Spolecenstvi bylo spravné provadéno do vnitrostatniho prava a uplatiiovano. Komise se pfi
plnéni této povinnosti bude moci opfit o vnitrostatni subjekty, jejichz tikolem je podporovat
zésadu rovného zachazeni pro Zeny a muze'’.

w7 ovrw 4

Uplatiiovani pravnich piedpist by rovnéz podpoftilo lepsi Sifeni informaci a vétsi povédomi o
stavajicich pravnich ustanovenich. Prizkumy poukazuji na neznalost evropského prava
tykajiciho se rovnosti odménovani, rovného zachazeni a piipadnych opravnych prostiedki. V
priméru pouhd tfetina obCand uvadi, Ze znid sva prava, kterd miZe uplatnit v pifipadé
diskriminace''. Je proto nutné i nadale vieobecné informovat jak ob&any, tak i pracovniky a
zaméstnavatele nebo odborniky v oblasti soudnictvi.

Moznost sladit profesni zivot s zivotem soukromym piispiva k rovnovaznéjsimu rozdéleni
domacich a rodinnych povinnosti mezi Zeny a muze a podporuje souvislejsi Giast Zen na trhu
prace, ¢imz dochazi ke snizeni rozdili v odménovani. Komise zahdjila konzultaci s
evropskymi socidlnimi partnery tykajici se sladéni'’ a domniva se, 7e by bylo uZitedné
predpisy Spolecenstvi aktualizovat.

Komise:

»Report on Equal Pay*, sit’ nezavislych pravnich odbornikti v oblasti zaméstnanosti, socialnich véci a
rovnosti mezi muzi a Zenami,http://ec.europa.eu/employment social/gender_equality/legislation/
report_equal_pay.pdf.

10 Clanek 8a smérnice 76/207/EHS ve znéni smérnice 2002/73/ES.
1 Eurobarometr 263 / 65.4.
12 SEK(2007) 571.
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e bude i1 nadale provadét diakladné kontroly tykajici se provadéni a uplatiiovani pravnich
predpisii Spolecenstvi v €lenskych statech a bude se opirat o sit’ vnitrostnich subjektd,
které jsou odpovédné za rovnost zen a muzil, aby tak ptispéla k jednotnému vykladu a
uplatiiovani pravnich pfedpist v oblasti rovnosti odménovani;

e provede v roce 2008 analyzu soucasnych ustanoveni s ohledem na vhodnost pravnich
nastrojii ve vztahu k zaznamenanym pii¢inam rozdili v odménovani a v ptipadé potieby
navrhne pfizpisobeni legislativniho ramce Spole€enstvi;

o vyzyva Clenské staty, aby plné provadély stavajici ustanoveni tykajici se informovani
pracovnikl zaméstnavateli, pokud jde o rovné zachazeni v podnicich;

e provéii, zda jsou nezbytné sméry nebo vysvétleni k provadéni pozitivnich opatieni s cilem
potirat segregaci trhu prace;

e zesili ¢innosti podporujici Sifeni informaci a zvySovani povédomi o stavajicim pravu a
opravnych prostiedcich v pfipadé¢ diskriminace, a to vcetné¢ smérem k dotéenym
ucastniktim soudniho systému;

e v piipadé potfeby navrhne po konzultaci socidlnich partneri na trovni Spolecenstvi
opatieni umoznujici lepe sladit praci a soukromy a rodinny Zivot tak, aby zeny a muzi méli
stejné podminky pro pfistup na trh prace a pro moznost na ném setrvat.

3.2 PIné vyuziti Evropské strategie pro riist a zaméstnanost

Evropska strategie pro rst a zaméstnanost je dtilezity nastroj, ktery podporuje rovnost Zen a
muzil na trhu préace, a sice s aktivni podporou strukturalnich fondt. Tato strategie je propojena
s otevienou metodou koordinace v oblasti socialni ochrany a socidlniho zaclenénovani, ktera
rovnéz uznava, ze podporovani rovnych pfilezitosti je nezbytnou soucasti usili, které clenské
staty vynakladaji, aby posilily socialni soudrznost v EU.

V souCasném ramci Evropské strategie pro rist a zaméstnanost je snizeni rozdild v
odméfiovani uvedeno ve dvou hlavnich integrovanych smérech'. To &lenské staty rovnéz
povzbuzuje ke stanovovani vlastnich zavazkl a cilii pro stanovené priority. ,,Evropsky pakt
pro rovnost zen a muzu“, ktery pfijala Evropska rada na svém jarnim zasedani v bieznu 2006,
vyrazn¢ odrazi zavazek Clenskych statl jednat v této oblasti odhodlané.

Potirdni rozdilii v odménovani vyzaduje pfistup zaméfeny na vSechny zdkladni faktory.
Nékteré Clenské staty zahdjily opatfeni ve prospéch odstranéni segregace na trhu prace, v
oblasti vzdélavani a odborné piipravy nebo sladéni profesniho a soukromého zivota. Nicméné
vyroéni zprava Komise tykajici se rstu a zaméstnanosti v roce 2006 a spole¢na zprava o
zam@stnanosti na obdobi let 2006 a 2007" lituji, Ze rozdily pietrvavaji, a posledné zminéna
zprava zdiraziiuje, ze ,,v tomto ohledu si cile stanovily pouze dvé zemé (EE, FI) a vétsina
clenskych statii se touto otdazkou nezabyva

B Rozhodnuti Rady 2005/600/ES, hlavni sméry &. 18 a 22.
14 KOM(2006) 816.
1 Dokument Rady 6706/07.
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Komise ptredava kazdy rok Evropské rad¢ zpravu tykajici se rovnosti Zen a muzi a v této
zpraveé zdlraziuje, Ze rozdily v odménovani jsou i nadéle velké a vyzyva Clenské staty, aby k
odstranéni vSech pficin podnikly vSe, co je v jejich silach. Bylo by tedy ted’ zadouci, aby
Clenské staty ve svych narodnich programech reforem uvedly specifické iniciativy, které
zavedly za ucelem potirani rozdili v odméinovani, v€etné opatieni zaméienych na odstranéni
segregace trhu prace a sladéni profesniho a soukromého zivota. Komise bude i nadile
predkladat zpravy tykajici se vyvoje rozdilit v odménovani a politickych opatfeni ptijatych v
ramci mechanismil vytvofenych pro Evropskou strategii pro rist a zaméstnanost, zejména
vyro¢ni zpravu o pokroku a spolecnou zpravu tykajici se zaméstnanosti. Rovnéz je nutné
zajistit sledovani politik prostiednictvim koherentnich, srovnatelnych, Uplnych a vcas
dostupnych statistik. Jedna se zejména o rozvijeni schopnosti analyzovat a chéapat hlavni
faktory, které tento rozdil zpisobuji, aby se urcila mozna opatieni pro cilené feSeni tohoto
problému. Proto Eurostat vytvotil v roce 2007 pracovni skupinu spolec¢né s ¢lenskymi staty za
ucelem zlepseni kvality a srovnatelnosti stavajiciho strukturalniho ukazatele.

Komise:

e zlepSi nabidku a kvalitu statistik tykajicich se strukturdlniho ukazatele rozdild v
odménovani, véetné nutnych ¢lenéni udajii a nastrojii umoznujicich identifikaci a analyzu
faktord zpiisobujicich rozdily a zaruéi jejich vhodné rozsitent;

e vyhodnoti nejlepsi zplisob boje proti rozdilim v odménovani Zen a muzii v rdmci piistich
integrovanych hlavnich sméri strategie pro riist a zaméstnanost na obdobi 2008—-10;

e vyzyva Clenské staty, aby si stanovily narodni cile a harmonogramy pro snizeni rozdila v
odménovani Zen a muzl na zaklad¢ koherentnich, srovnatelnych a Giplnych statistik;

e vyzyva Clenské staty, aby pln¢ vyuzily potenciadlu Evropského socialniho fondu, zejména
pro feSeni piimych a nepfimych piicin rozdilti v odménovani zen a muzii, zlepSeni pfistupu
zen k zaméstnani a snizeni segregace trhu prace na zaklad¢ pohlavi.

33 Podpora mzdové rovnosti u zaméstnavateli

Hlavni tlohu pfi odstrafiovani neopravnénych nerovnosti v odménovani maji zameéstnavatelé.
Pravé oni nesou odpovédnost za dodrZzovani pravnich ptredpisi v této oblasti. Nicméné je
rovnéz v jejich zajmu jednat odpovédnym zplisobem a podpofit rovnost Zen a muzi v ramci
vlastnich organizaci. To se tyka jak soukromych, tak i vefejnych podnikli. Komise provadi
pro své zaméstnance ak¢ni program na podporu rovnych prilezitosti. V tomto ohledu je tieba
zdiraznit, Ze rozdily v odméiovani stale existuji 1 ve vefejné sprave; pricinou je zejména
segregace v oblasti povolani a slabé zastoupeni zen na vedoucich pozicich a na pozicich s
rozhodovaci pravomoci.

Podpora rovnosti neni pouze otdzkou etiky; piinasi podnikiim také konkuren¢ni vyhodu,
nebot’ jejich zaméstnancim umoziluje plné vyuzit produktivni potencial. Ostatn€ rovnost Zen
a muzu patfi mezi prioritni akcéni oblasti stanovené Evropskou alianci pro socialni
odpovédnost podniki'® (Corporate Social Responsibility). V tomto ramci Komise vyzyva
alianci k predkladani navrhd iniciativ, které by umoznily zhodnotit osvédcené postupy v
oblasti boje proti rozdilim v odménovani.

e KOM(2006) 136.
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Nekteré Clenské staty snahy zaméstnavatelli podporuji, zejména udélovanim zndmek kvality
podnikiim, jejichz postupy v oblasti rovnosti v zaméstnani a fizeni lidskych zdroji zhodnocuji
rovnosti zen a muzi. Komise bude moci podporovat vyménu osvédcenych postupti v této
oblasti. Komise jiz podporuje ¢innosti zaméfené na zvySeni informovanosti s cilem bojovat
proti stereotyptim v podnicich, zejména s pomoci programu PROGRESS.

Ve vnitrostatnich ekonomikach hraji dilezitou roli vetejné spravy, nebot’ vetejné zakazky
pfedstavuji 16 % HDP Spolecenstvi. Vefejné spravy maji tedy mozZnost své dodavatele
ovlivilovat, aby jednali v oblasti socidlnich véci odpovédné. V této souvislosti smérnice
2004/17/ES'” a 2004/18/ES'® stanovi, zZe , verejni zadavatelé mohou stanovit zvilastni
podminky pro plnéni zakazky (...) [které] se mohou tykat zejména socialnich faktori a
Zivotniho prostiedi *

Komise:

e vyzyva vnitrostatni vefejné spravy, aby ucinily vSechny nutné kroky pro snizeni rozdili v
odménovani v rdmci vlastnich instituci a aby u svych dodavatell prostiednictvim postupii
plnéni vetejnych zakézek podporovaly mzdovou rovnost;

e zalleni rozmér rovného zachézeni a mzdové rovnosti do ptirucky, kterou pfipravuje na rok
2008 a jez bude pojednavat o problematice za¢lenéni socialnich kritérii do postupli plnéni
vefejnych zakazek.

34 Podpora vymény osvédcenych postupi na urovni Spolecenstvi

N¢kolik Clenskych stata zacalo provadét vnitrostatni iniciativy zaméeiené na boj proti rozdilim
v odménovani. Tyto iniciativy se tykaly zejména legislativnich opatieni ve prospéch mzdové
rovnosti, napiiklad ¢innosti, jejichz cilem je podnitit podniky k tomu, aby analyzovaly a
potiraly neopravnéné rozdily v odménovani svych zaméstnancli nebo jim to ulozit jako
povinnost; aktivnich politik rovnosti zen a muzi s cilem odstranit zejména strukturalni
nerovnosti na trhu prace; mzdovych politik, jejichz cilem je nové posoudit povolani, ktera
jsou malo odménovana.

Jednou z priorit akéniho rdmce pro rovnost Zen a muza piijatého v bfeznu 2005 evropskymi
socialnimi partnery je snizeni rozdili v odménovani. Podle prvni zpravy sledujici provadéni
schvalené pocatkem roku 2007 akéni ramec podpofil velké mnozstvi iniciativ na vnitrostatni
urovni; pfi tom byla vyuzita Sirokd paleta nastrojii, zejména opatfeni v oblasti zvySovani
informovanosti a odborné pfipravy, rozvoj ndstroji na porovnavani mezd nebo definovani
strategie snizeni téchto rozdilu.

Rozmanitost ptijatych pristupii zdraznuje slozitost tohoto fenoménu. Rovnost odménovani
muze byt pouze vysledkem opatfeni na vSech urovnich, pficemz je nutné zapojit vSechny
zuCastnéné strany a pusobit na vSechny faktory, které maji na tento rozdil vliv. V tomto
ohledu jsou zéasadnimi prvky dobrd znalost problematiky rozdilii v odménovani a Sifeni
osvédcenych postupt uplatiiovanych riznymi aktéry s cilem tyto rozdily snizit. Komise bude
vymeénu osvédcenych postupti v této oblasti podporovat.

17 Smérnice Evropského parlamentu a Rady 2004/17/ES ze dne 31. bfezna 2004.
18 Smérnice Evropského parlamentu a Rady 2004/18/ES ze dne 31. bfezna 2004.
9
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Technickou podporou v boji proti rozdilim v odménovani je mozné poveétit Evropsky institut
pro rovnost zen a muzi'’

e Komise vyzyva socidlni partnery, aby pokracovali v provadéni rdmce ¢innosti na podporu
rovnosti Zen a muzl, zejména pokud jde o prioritu tykajici se sniZzeni rozdila v
odménovani.

4., ZAVERY

Rovnost Zen a muzi a nediskriminace jsou soucasti zékladnich zdsad Evropské unie.
Pretrvavani rozdili v odménovani Zen a muzi je znakem toho, Ze Zeny i nadale trpi ptimou i
nepfimou diskriminaci a nerovnosti na trhu prace, coz rovnéz brani plnému vyuziti
produktivniho potencidlu zen a splnéni ciltt Evropské strategie pro rist a zaméstnanost.

Ukazuje se, ze je nutné piredevs§im rozvinout schopnosti, které by nam umoznily tento i1 nadale
komplexni a Spatné pochopeny fenomén analyzovat. Poté bude mozné nastinit cilova opatieni
a ur¢it mozna zlepSeni stavajiciho legislativniho ramce, kterd by mohla vést k vyznamnému
snizeni rozdill v odméinovani.

Cilem tohoto sd¢leni je dodat boji proti rozdiliim v odménovani novou energii. Je dikazem
toho, ze Komise se plné zavazuje k tomu, Ze ucini vSe pro to, aby odstranila neopravnénou
mzdovou nerovnost mezi zenami a muzi. Pokud méa byt tento cil splnén, bude Komise
potiebovat, aby se aktivné zapojily vSechny dotfené strany, zejména ¢lenské staty a socialni
partnefi.

1 Natizeni (ES) &. 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
10 A
5,
0,
CE%EE§8§2‘238%§5388&%&'d¥t'&6%'§
w

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
Mining & quarrying — 27
Manufacturing — 34
Bectricity, gas & w ater supply — 24
Construction — 10
S
9 Trade — 26
(2]
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Financial intermediation — 37
Business services — 29
1000+ _ 28
a
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Q
S 250-499 — 26
]
° 50-249 — 27
N
10-49 _ 21
0 5 10 15 20 25 30 35 40

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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arts business and law veterinary mathematics and manufacturing and
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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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