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1. Uvop

Této vyro¢na sprava predstavuje prehl’ad hlavnych ¢innosti v oblasti rovnosti Zien a muzov v
Europskej unii v roku 2005. Rovnako sa v nej nacrtdvaji vyzvy a smerovanie politiky do
budutcnosti.

EU opitovne potvrdila zavizok k rovnosti pohlavi vo svojom socidlnom programe' na roky
2005 — 2010, ktory dopiiia a podporuje obnoventi Lisabonsku stratégiu pre hospodarsky rast
a zamestnanost”. V novom subore integrovanych usmerneni,’ v ktorom sa podporuji ciele
dosiahnutia vécSieho, trvalého rastu a vyvarania vicSieho mnozstva a kvalitnejSich
pracovnych miest, sa uznava rovnost’ pohlavi za podstatni pri celeni vyzvam pracovného
trhu. Spéjaju sa v nich osobitné opatrenia tykajlice sa zamestnanosti Zien a presadzovania
rodového hl'adiska vo vSetkych vykonavanych ¢innostiach.

Rodové politiky prispievaji k zamestnanosti a rastu. Zeny obsadili tri §tvrtiny novych
pracovnych miest vytvorenych za uplynulych pit rokov v EU. Avsak pretrvavajice rodové
rozdiely poukazuju na skutocnost’, Ze je mozné urobit’ viac pre Cerpanie Zzenského potencidlu.
Konkrétne nedostato¢na rovnovaha medzi pracou a sukromnym Zivotom vytlaca zeny z trhu
prace a prispieva k nizkej miere pdrodnosti. Existuje skuto€nd potreba posilnit’ usilie
zameran¢ na podporu ucinnych a inovativnych prostriedkov, ktoré by muzom a Zenam
pomohli spojit’ pracu a sikromie v kazdej faze zivota.

Rovnost’ Zien a muZov by nemala byt ohrani¢ena. EU velmi podporila pekinski Aként
platformu (PfA) a opdtovne potvrdila svoj zavdzok k jej celkovej realizacii prostrednictvom
poziadavky na jej G¢innu implementaciu®. Tato je potrebnd na dosiahnutie medzinrodne
stanovenych rozvojovych cielov vratane cielov Deklaracie tisicrodia. EU toto stanovisko
podporila na najvysSej urovni na plenarnom zasadnuti Valného zhromazdenia Organizacie
spojenych narodov 14. — 16. septembra 2005, ktoré sa tykalo revizie Deklaracie tisicrocia.

2. HLAVNY VYVOJ
2.1. Vyvoj v oblasti politik a pravnych predpisov a sti¢asny stav

Komisia predlozila Oznamenie o buducom vyvoji v oblasti politik rovnosti zien a muzov v
Europskej Unii na nasledujtcich pét’ rokov, ktoré by malo byt prijaté v prvom Stvrtroku 2006.
V tomto ,,Pline uplatiiovania rovnosti muZov a Zien” budi EU uréené vyzvy a &innosti,
ktorych cielom je dosiahnut’ rodovu rovnost prostrednictvom vnatornych a vonkajsich politik
EU, zachovavajuc ciele rastu a tvorby pracovnych miest. V plane uplatiiovania sa zdorazni
zavizok a osobitny prispevok EU k procesu.

KIia¢om k dosiahnutiu pokroku v oblasti rovnosti zien a muzov boli pocas poslednych
desat’ro¢i pravne predpisy. V roku 2005 sa postupilo d’alej po prijati zmeneného a doplneného
navrhu smernice,” ktorou sa zjednoduSuji a modernizuji existujice pravne predpisy

KOM(2005) 33 konec¢né znenie z 9.2.2005.

KOM(2005) 24 konec¢né znenie z 2.2.2005.

Rozhodnutie Rady 2005/600/ES z 12. jala 2005 o usmerneniach politik zamestnanosti ¢lenskych Statov.
Dokument Rady Eurdpskej tnie 9242/05 z 27.5.2005.

KOM(2005) 380 konecné znenie z 25.8. 2005.
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SpoloCenstva v oblasti rovnakého zaobchadzania s muzmi a zenami vo veciach
zamestnania. Pokracuje usilie zabezpecCit, aby bola smernica vychadzajica zo spolocnej
pozicie vyrokovanej Radou a Europskym parlamentom prijatd uz zac¢iatkom roku 2006.

Termin na transponovanie smernice o rovnakom zaobchadzani z roku 2002° uplynul 5.
oktobra 2005. Ustanovenie organov pre rovnost’ stanovené v smernici nepopieratelne
prispeje k lepSej implementécii pravnych predpisov v oblasti rodovej rovnosti. Véc¢Sina
Clenskych statov transponovala uvedentl smernicu do vnutrostatneho prava. V pripadoch, ked’
smernica nebola transponovand alebo bola transponovana nespravne sa za¢ni konania o
poruseni.

Komisia navrhla 8. marca 2005 zriadenie Eurdpskeho in§tititu pre rovnost’ pohlavi’, ktory
by sa mal stat’ dolezitym ndstrojom S$irenia informacii, vymeny osvedCenych postupov a
vyvoja metodickych nastrojov na presadzovanie rodového hl'adiska. Zvysi tiez vidite'nost
pokrokov a vyziev v oblasti rodovej rovnosti. Rada a Eurdpsky parlament tento néavrh
skimaji. Eurépsky hospodarsky a socialny vybor prijal 28. septembra 2005 stanovisko,
ktorym navrh podporuje®.

V ramci eurdpskeho socialneho dialogu prijali v marci 2005 socidlni partneri ramec ¢innosti
v oblasti rodovej rovnosti, v ktorom sa sustredia na Styri priority: rieSenie rodovych uloh,
presadzovanie ucasti zien na rozhodovacom procese, podpora rovnovahy prace a stikromia a
rieSenie rozdielu v odmeniovani Zien a muzov. Vyroc¢na sprava o dosiahnutom pokroku bude
mat’ zasadny vyznam. Socidlni partneri v urcitych sektoroch podnikaju iniciativy s cielom
zbierat’, vymienat’ si a presadzovat’ osvedCené postupy v oblasti rodovej rovnosti.

V zéveroch Rady pre hospodarsku sutaz z 18. aprila 2005 bol zdoérazneny rastiuci vyznam
pripisany rodovej rovnosti vo vede a pristupu Zien k veducim poziciam. Clenské §taty boli
vyzvané, aby vo vyraznej miere zvysili pocet Zien vo veducich poziciach v oblasti vyskumu s
cielom dosiahnut, v prvom rade priemerné zastipenie Zien vo vyske 25 % vo verejnom
sektore jednotlivych statov EU.

Potreba zohl'adnit’ rodové hl'adisko v imigra¢nych politikach bola prediskutovana v ramci
spolo¢ného programu integracie $tatnych prisluinikov tretich krajin’ prijatého Komisiou.
V ramci programu bol zdérazneny najmi vyznam plného vyuzitia potencidlu imigrantiek na
trhu prace. Komisia aktivne rieSila problém obchodovania s l'ud'mi, ktorého su zeny stale
hlavnymi obetami. Predstavila integrovany pristup a navrhy akéného planu,'® v ktorych
zdodraznila vyznam rodového hl'adiska v stratégidch prevencie a v odstraneni vSetkych foriem
zneuzivania vratane sexualneho zneuzivania a zneuzivania domacej prace.

V roku 2005 pekinska Akéna platforma, ktora predstavovala milnik v rozvoji
presadzovania rodového hladiska do verejnych politik, oslavila desiate vyrocie. Pri tejto
prilezitosti uznali vlady z celého sveta doteraz dosiahnuty pokrok, avSak zdoraznili aj

Smernica 2002/73/ES Eurdpskeho Parlamentu a Rady z 23. septembra 2002, ktorou sa meni a dopiia
smernica Rady 76/207/EHS o vykonavani zasady rovnakého zaobchadzania s muzmi a Zenami, pokial
ide o pristup k zamestnaniu, odbornej priprave a postupu v zamestnani a o pracovné podmienky (U. v.
ES L 269, 5.10.2002, s. 15).

7 KOM(2005) 81 konec¢né znenie z 8.3.2005.

s EHSV 1066/2005 z 28.9.2005.

? KOM(2005) 389 konecné znenie z 1.9. 2005.

10 KOM(2005) 514 konecné znenie z 18.10. 2005.
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zostavajuce vyzvy a prekazky. Oblastami, ktorym sa venuje osobitnd pozornost’, st pristup
zien k vzdeldvaniu, majetku, praci, zdravotnickym sluzbam a sluzbam reprodukéne;j
mediciny. V niektorych oblastiach, najmd v niektorych africkych regionoch, zostava
problematickou imrtnost’ matiek a situacia Zien sa zhorsila. Zavizok EU velmi prispel k
uspesnému potvrdeniu PfA. Po predlozeni navrhu Komisie, Rada, parlament a Komisia prijali
v novembri 2005 spolo¢né vyhldsenie o ,,Eurépskom konsenze o rozvoji”11 v ktorom
oznacili rodova rovnost za jednu z piatich klI'iCovych zésad rozvojovej politiky. Nova
stratégia EU pre Afriku'? tieZ osobitne stanovuje, Ze rodova rovnost’ by mala byt v plnej
miere zohl'adnend vo vSetkych partnerstvach a v narodnych rozvojovych stratégiach. Komisia
planuje v prvej polovici roku 2006 prijat oznamenie nazvané ,,Eurdpska predstava rodovej
rovnosti v rozvojovej spolupraci”.

2.2, Rodové rozdiely

Priaznivy trend v zamestnanosti Zien viedol k zmenSovaniu rodovych rozdielov v oblasti
zamestnanosti a nezamestnanosti. Predsa vSak pretrvdva velkd nerovnovaha, ked'ze velky
rozdiel v odmenovani sa vobec nezmensuje.

V uplynulych rokoch to bolo plnenie lisabonského ciel'a 70 % zamestnanosti do roku 2010,
ktoré vo vyraznej miere prispelo k neprerusovanému narastu poc¢tu zien prichadzajicich na
pracovny trh pocas posledného desatro€ia, zatial ¢o zamestnanost muzov bola pocas toho
istého obdobia relativne stabilna. Miera zamestnanosti Zien vzrastla v roku 2004 v EU-25 na
55,7 %, ¢o je v porovnani s rokom 2003 o 0,7 % viac. Strednodoby ciel’, ktorym je 57 % do
roku 2005, je teda na dosah. Dosledkom uvedeného sa zmensil rozdiel v miere zamestnanosti
na 15,2 % v roku 2004, ktory klesol z 18,1 % zaznamenanych v roku 1999. ZniZenie
nezamestnanosti zien spojené¢ s podobnym ndrastom v nezamestnanosti muzov znizilo
rozdiel v nezamestnanosti na 2,1 %, ¢o je takmer o celé percento menej ako v roku 1999.
Medzi star$imi pracovnikmi bol narast v miere zamestnanosti tiez vyssi u zien ako u muzov.
Miera zamestnanosti zien vo veku nad 55 rokov narastla v roku 2004 o celé percento na 31,7
%, €o je 0 5,4 % viac ako v roku 1999. Pomohlo to zmensit’ rozdiel v miere zamestnanosti v
pripade starSich pracovnikov, napriek tomu, Ze tento rozdiel je stale vel'mi velky, v roku 2004
to bolo 19,0 %.

Na pozadi tychto priaznivych udajov sa musi uznat, Ze hlavné oblasti, v ktorych vzrastla
zamestnanost’ zien, su stale sustredené do ¢innosti a profesii, ktoré su prevazne zenské.
Posilnilo to segregaciu pracovného trhu. Obe, sektoralna a profesna segregacia'® nad’alej v
EU narastajt, konkrétne o 25,4 % a 18,1 % v uvedenom poradi. Viac ako $tyri z desiatich
zamestnanych Zzien pracuji vo verejnej sprave, Skolstve, zdravotnickych alebo socialnych
sluzbach, v porovnani s menej ako dvomi muzmi z desiatich. V sukromnom sektore vSak
obchodné sluzby zostavaji dolezitym zdrojom tvorby pracovnych miest ako pre Zeny, tak aj

»Spoloéné vyhlasenie Rady a zastupcov vlad ¢lenskych Statov, ktori sa stretli v ramci Rady,
Eurépskeho parlamentu a Komisie o rozvojovej politike EU: ,,Eurdpsky konsenzus”, dokument Rady
Eurdpskej tinie 14820/05 z 22.11.2005.

12 KOM(2005) 489 v kone¢nom zneni z 12.10.2005.

Rodova segregacia v sektoroch sa vypocitava ako priemerny vnutro$tatny podiel zamestnanosti zien a
muzov v kazdom sektore; rozdiely sa spocitavaju na ucely zistenia vyslednej nerovnovahy pohlavi
vyjadrenej ako podiel na celkovej zamestnanosti (klasifikdicia NACE). Rodova segregicia podla
profesii sa vypocitava podobne ako dodatok k rozdielom v priemernom ndrodnom podiele
zamestnanosti zien a muzov v kazdej profesii (klasifikacia ISCO).
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pre muzov. Pocet zamestnanych oséb v tomto sektore vzrastol medzi rokmi 2000 a 2004 o
viac ako 5 %.

Dalsou znepokojujiicou skuto¢nostou je pretrvavajuci rodovy rozdiel v praci na &iastoény
uvizok, ktorej sa venuje 32,6 % zamestnanych zien v porovnani len so 7,4 % muzov. Napriek
tomu, Ze rozhodnutie pre pracu na Ciastony uvdzok moze byt osobnou volbou a mdze
pomdct’ k (opdtovnému) zaleneniu sa a udrzaniu na trhu prace, vel’ky rodovy rozdiel je tiez
dokazom o rozdielnom spdsobe vyuzivania ¢asu medzi muzmi a zenami, ako aj o ulohe
opatrovatel’a, ktora sa prisudzuje hlavne Zendm a o vac¢sich problémoch, ktorym musia celit’,
ked’ sa snaZia spojit’ pracu a sikromny Zivot. Zamestnanost’ a dizka asu, pocas ktorého Zeny
pracuju, su uzko spojené s poctom a vekom deti; €o tak vel'mi ¢asto nie je pripad muzov. V
pripade zZien vo veku od 20 do 49 rokov materstvo zniZuje mieru zamestnanosti az o 14,3 %,
priCom zvysSuje mieru zamestnanosti muzov o 5,6 %. Podobne rozhodnutie Zien pracovat’ na
Ciasto¢ny uvédzok vzrastd s poCtom deti, o nie je pripadom muZzov. Tretina Zien s jednym
dietatom a polovica zien s tromi alebo viacerymi detmi pracuje na Ciastony uvdzok, pricom
pocet deti ma maly vplyv na podiel muzov pracujtcich na Ciasto¢ny uvizok.

Napitie pri udrziavani rovnovahy medzi pracovnym a sukromnym zivotom spojené so
zauzivanymi predstavami a rozdielmi v odmeiiovani a hodnoteni muzov a zien nadalej
ovplyviluju kariéru Zien a zachovavaji vertikdlnu segregaciu pracovného trhu. V ramci
podnikov predstavujii zeny len 32 % z riadiacich pracovnikov'*. Zeny st zastapené len 10 %
ako Glenky predstavenstiev a 3 % ako generélne riaditel’ky vi&sich podnikov EU". Vo vede a
vzdelavani je vacsi pocet absolventiek vysokych §kol ako absolventov (59 %), avSak smerom
k vys$§im akademickym pozicidm sa ich pocet znizuje, zo 43 % s titulom PhD na len 15 %
profesoriek'®,

Rozdiel v odmenovani medzi Zenami a muzmi zostava na neprijatel'nej vysokej urovni a nic¢
nenaznacuje, Ze by sa tento rozdiel vyrovnaval. V priemere Zeny zardbaji 15 % menej ako
muzi za kazda odpracovanu hodinu. Této situécia je nasledkom ako nedodrziavania pravnych
predpisov o rovnosti v odmenovani, tak aj mnozstva Strukturdlnych nerovnosti, akymi st
segregacia pracovné¢ho trhu, rozdiely v sposobe prace, pristup k vzdelavaniu a odbornej
priprave, diskrimina¢né systémy hodnotenia, mzdové systémy a stereotypy.

Riziko socidlneho vylucenia sa zd4 byt o Cosi vysSie u zien ako u muzov vo vSetkych fazach
zivota, ¢o je nasledkom ich nizsej ucasti na trhu prace. Najma riziko chudoby je vysSie medzi
star§imi Zenami a medzi osamelymi matkami/otcami s nezaopatrenym dietatom, o je
skupina, ktora tvoria najma Zeny.

3. VYZVY A SMEROVANIE POLITIK

V ramci eurdpskej stratégie pre rast a zamestnanost sa uznava, ze rodova rovnost je pre
pokrok nevyhnutnd, napriek tomu narodné programy reformy, ktoré predlozili clenské Staty
preukazuju znizenu viditel'nost’ a stratu energie, pokial’ ide o rodové otazky. Eurdpa potrebuje
opitovne potvrdeny zavidzok k pristupu Spolocenstva, v ktorom sa spédjaju presadzovanie
rodového hladiska a osobitné pozitivne opatrenia podporené ucinnymi inStituciondlnymi
mechanizmami.

Zdroj: Eurostat, Prieskum o pracovne;j sile, 2005.
Databaza zien a muzov na poziciach, kde sa prijimaji rozhodnutia, Eurdpska komisia.
1o ,Zeny a veda”: Vybornost a inovécia”, SEC(2005) 370 z 11.3.2005.
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3.1. PIné vyuzitie politiky rodovej rovnosti ako prispevok k eurépskej stratégii pre
rast a zamestnanost’

Politiky rodovej rovnosti sliuZia ako nastroj rastu a zamestnanosti. Odstranenie Strukturalnych
nerovnosti medzi Zenami a muzmi pomozZe uvolnit' potencial Zien v zamestnanosti, pricom
prispeje k socidlnej sudrznosti a Zivotaschopnosti systémov socidlnej ochrany. Pretrvdvajiice
rodové rozdiely su znamkou nefunkcného trhu prace, kde nie su osobné ambicie a kvalifikdcia
plne podporované a ocenované a dokonca posobia k ucasti na trhu prdace nemotivacne.

e C(Clenské Staty a socialni partneri by mali konat’, aby zmenSili rozdiel v miere zamestnanosti
zien a muzov, najmi medzi star§imi pracovnikmi.

e ZmenSovanie rozdielu v odmenovani a rieSenie jeho prvotnych pric¢in by malo byt aj
nad’alej prioritné. V cCinnosti sa musia spojit’ vSetky pristupné nastroje vratane ucinne
implementécie existujicich pravnych predpisov a mali by sa do nej aktivne zapojit’ socidlni
partneri. Medzi oblasti, v ktorych by sa malo konat’, patria najmé sektoralna a profesna
segregécia, pristup k vzdelavaniu a odbornej priprave pre vSetkych, transparentné systémy
hodnotenia a odmenovania, zvySovanie povedomia a potlacanie utkvelych predstdv medzi
zainteresovanymi stranami a prehodnotenie klasifikacie profesii.

e Kvalita pracovnych miest a dobré pracovné prostredie su klIaCovymi prvkami pri
pritahovani I'udi na pracovny trh a pri ich dlhodobom posobeni na fiom. Clenské $taty a
socidlni partneri musia pristupit ku konkrétnym krokom, aby to podporili, najméi
prostrednictvom presadzovania a rozsirovania spdsobov prace, ktoré v plnej miere oceniuju
kvalifikaciu pracovnikov, pricom zabezpeCuji istotu zamestnania a socidlne prava a
vyhody.

e Tam, kde je to potrebné¢ by mali Clenské Staty, prostrednictvom danovych reforiem a
reforiem socidlnych davok pristupit’ k vytvoreniu stimulov a odstraneniu prekazok pre
l'udi, ktori zardbajii menej v domacnosti alebo opatrovatel'ov, ktorymi st najmé Zeny, tak
aby (opat’) vstlpili na pracovny trh a zotrvali na nom, aby bola ich praca finan¢ne
atraktivna a zabezpecila im ekonomickll nezavislost’ a tiez s ohl'adom na nadobudnutie
dochodkovych prav.

e Eurdpska stratégia pre rast a zamestnanost’ vyzaduje plna podporu Strukturalnych fondov v
oblasti rodovej rovnosti, konkrétne prostrednictvom ucinnej integracie rodového hladiska
do narodnych strategickych referenénych ramcov a programovych dokumentov a
dostato¢ného financovania osobitnych ¢innosti v oblasti rodovej rovnosti.

3.2 Presadzovanie u¢inného zosuladenia pracovného a sikromného Zivota

Vyvazenost medzi pracovnym a sukromnym zivotom pomaha znizovat rodové rozdiely a zvysit

kvalitu pracovného prostredia a zaroven prispiet’ k rieSeniu vyzvy, ktorou su demografické
zmeny. Aby bolo toto usilie efektivne, malo by sa presadzovat a mat Statut politiky ako pre
muzov, tak aj pre zeny vo vSetkych fazach Zivota vratane mladych ludi, ako bolo zdoraznené v
Eurépskom pakte mladeze'’. Na poskytnutie pristupnych, cenovo primeranych a kvalitnych
zariadeni starostlivosti pre deti a iné zavislé osoby je potrebny obnoveny zavdizok.

17 KOM(2005) 206 kone¢né znenie z 30.5.2005.
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e Clenské 3taty by mali zvysit usilie, aby splnili barcelonské ciele'® tykajiice sa starostlivosti
o deti a rozvoja starostlivosti o starSich a zdravotne postihnutych l'udi. Skutocnosti, ze
praca na plny Uvdzok pre Zeny a muzov si vyzaduje primerané otvaracie hodiny a
flexibilitu, by sa mala venovat osobitnd pozornost. Mali by sa podporovat’ iniciativy
podnikov alebo vzdeldvacich zariadeni stvisiace s rozvinutim sluzieb starostlivosti.

e Zosuladenie pracovného a sukromného zivota by malo zahffiat’ podporu a rozsirovanie
inovaénych a prisposobitelnych pracovnych podmienok, ktoré ulahc¢uji udrziavanie
rovnovahy medzi pracou a stikromim a zohladiiujuce rozne potreby v réznych fazach
Zivota.

e Pristup k verejnym sluzbam, vratane administrativnych, dopravnych sluzieb a sluzieb
zamestnanosti by mal byt kompatibilny s pracovnym ¢asom a nemal by branit’ Zenam a
muzom, ktori sa staraji o deti alebo iné zavislé osoby (opdtovne) vstlpit’ alebo zostat’ na
trhu prace.

e Pokial’ ide o boj proti sexistickym stereotypom, by byt’ prijaté rozhodné opatrenie a muzi
by mali byt podporovani k tomu, aby prijali svoju zodpovednost’ v domécej a rodinnej
oblasti. Zahffia to rozvoj stimulov, najmi finan¢nych, ktoré podporuju lepSie udrziavanie
rovnovahy medzi zodpovednostou a ulohami rozdelenymi medzi Zeny a muZov a
posilnenie lohy muzov v starostlivosti a rodi¢ovskej dovolenke.

3.3. Podpora rodovej rovnosti prostrednictvom ucinnych inStitucionalnych
mechanizmov

Riadenie zaclenujuce vsetky prislusné strany je nevyhnutné na dosiahnutie rodovej rovnosti.

Vyzaduje si silny a jasny zavizok na najvysSej politickej urovni a musia ho podporovat

vhodné mechanizmy, organizacné dohovory, zdroje a vzajomna vymena skisenosti medzi
Clenskymi Statmi.

e Partnerstvo a dialég su klIaCovymi prvkami riadenia. Je nevyhnutné, aby sa vSetky
zucCastnené strany zdruzovali na vSetkych trovniach tvorby politiky, jej implementacie a
hodnotenia, najmi ministerstva, oddelenia a organy poverené rodovou rovnost'ou, socialni
partneri a ob¢ianska spolo¢nost’.

o Clenské staty by mali posilnit’ implementéciu zasady presadzovania rodového hl'adiska do
vSetkych prislusnych oblasti politik a podniknut’ konkrétne kroky s cielom rozvinit' a
rozsirit’ metody a nastroje, ktoré tieto Cinnosti podporuju, akymi si uplatnovanie rodového
hl'adiska v audite a hodnoteni dosahu.

e Integracia hospodarskej politiky a usmerneni pre zamestnanost do novej Lisabonskej
stratégie by mala podporit’ clenské §taty, aby posilnili presadzovanie rodového hl'adiska do
vSetkych casti narodnych programov reformy, najmid v oblastiach, v ktorych bol
zaznamenany obmedzeny pokrok konkrétne v hospodarskych politikach, politikach
podnikania a rozpoc¢tovych politikach (uplatiiovanie rodového hladiska v rozpoctovom
procese).

8 Poskytnutie starostlivosti o deti pre 33 % deti vo veku 0 az 3 roky a 90 % deti od 3 rokov do veku

povinnej $kolskej dochadzky do roku 2010.
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e Clenské §taty by mali podporovat dobré fungovanie vnutroitatneho mechanizmu pri
podpore rodovej rovnosti, vratane organov zodpovednych za rodovu rovnost’ ustanovenych
v smernici 2002/73/ES" a najmi zabezpe¢it, aby boli tieto organy nevyhnutne nezavislé,
mali potrebné zdroje a kapacity na to, aby mohli i¢inne fungovat.

e Monitorovanie politik je potrebné podporit’ zbieranim, spracovanim a Sirenim aktudlnych,
doveryhodnych a porovnatel'nych tidajov rozdelenych podla pohlavia. S cielom vyhnut’ sa
rodovej zaujatosti v Statistickej] metodoldgii a klasifikdciach by sa tomuto javu mala
venovat’ vac¢sia pozornost’.

34. Vonkajsi rozmer rodovej rovnosti

EU md od zaciatku popredné miesto v politike rodovej rovnosti. Prispela k presadzovaniu
rodovej rovnosti aj za svojimi hranicami. Europa by mala opdtovne potvrdit svoj zavizok k
tomuto pristupu a zabezpecit, aby sa rodové aspekty zohladnovali vo vonkajsich vztahoch.

e Clenské $taty by mali podniknut’ konkrétne kroky s cielom urychlit' celkovii a ginnu
implementéaciu pekinského vyhlasenia a akénej platformy Stvrtej svetovej konferencie o
zenach. Mali by sledovat’ pokrok prostrednictvom pravidelného podavania sprav a
hodnotenia vysledkov, ako aj stanovenia terminovanych ciel'ov.

e Rozvojové krajiny by mali byt podporené v ich uGsili o zaclenenie rodového hladiska a
posilnenie postavenia zien do politik a programov vhodnou technickou a finan¢nou
pomocou.

o Clenské $taty by mali vziat’ do Givahy rodové hladisko v partnerstvach s krajinami, ktoré
nie st ¢lenmi EU a v rozvojovych stratégidch vratane stratégii na zniZzenie chudoby v
sulade s ,,Eur6pskym konsenzom” v oblasti rozvojovej politiky.

e Pristupujlice, kandidatske a potencidlne kandidatske krajiny by mali byt nadalej
podporované vo svojom usili transponovat’, implementovat’ a efektivne presadzovat’ acquis
Spolocenstva vo veciach rodovej rovnosti, ako aj v usili vyvarat’ institicie potrebné na jej
presadzovanie.

4. ZAVERY

Vychadzajic z tejto spravy o rovnosti zien a muzov a uznavajuc prinos, ktorym moze byt
rodové rovnost’ pre obnoveny program pre rast a zamestnanost’, je Eurdpska rada vyzvana,
aby Clenské Staty poziadala o zhodnotenie pokroku v tejto oblasti a o opdtovné potvrdenie
zavazku presadzovat rodovy rozmer do vSetkych oblasti politiky, do partnerstiev so
socidlnymi partnermi a obcianskou spolo¢nostou a zavdzku rieSit’ ulohy, ktoré tu boli
uvedené. Pritom by sa mala osobitna pozornost’ venovat’:

e komplexnému znizovaniu rozdielu v zamestnanosti zZien a muzov, najmi medzi starSimi
pracovnikmi;

e analyze a rieSeniu pdvodnych pricin rozdielu v odmenovani muzov a Zien;

19 Clanok 8a smernice 2002/73/ES.
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rozvijaniu komplexného pristupu na podporu zosuladenia pracovného a stkromného
zivota, ako v pripade muzov, tak aj zZien;

plnému vyuzivaniu Strukturdlnych fondov na podporu rodovej rovnosti, zabezpecovat
financovanie osobitnych c¢innosti aj zaClenenie hl'adiska rodovej rovnosti na vSetkych
urovniach navrhovania, implementéacie a hodnotenia vnitroStatnych strategickych ramcov
a opera¢nych programov;

podpore socidlnych partnerov pri rozvijani, implementacii a monitoringu iniciativ v oblasti
rovnosti zien a muzov, konkrétne Ramec pre €innosti v oblasti rodovej rovnosti;

uplnej implementécii smernice o rovnakom zaobchadzani s muzmi a zenami na trhu
’ 2 e v . Ie ’
prace™ a najmi zaloZeniu organov zodpovednych za rovnost’;

rychlemu prijatiu navrhu nariadenia, ktorym sa zakladd Eurdpsky inStitat pre rovnost’
pohlavi s cielom nacas zabezpecit’ jeho zaloZenie a ¢innost’;

. - e . , .21 . ;e g , e P
zabezpeceniu prijatia navrhu smernice” o implementécii zasady rovnakych prilezitosti a
rovnakého zaobchadzania s muzmi a Zenami vo veciach zamestnanosti a povolania
(prepracované znenie);

d’al$im aktivitdm vychadzajicim zo zavizku plnej realizacie pekinskej akénej platformy a
jej efektivnej implementacie a monitoringu.

20
21

Smernica 2002/73/ES.
KOM(2005) 380 konecné znenie.
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ANNEX

The following figures provide a statistical overview of the relative position of women and
men in some key domains: the labour market, education, presence in decision making
positions and health. All indicators presented below are the same as those used in the 2004
and 2005 reports on equality between women and men in order to maintain continuity and to
facilitate monitoring from one year to another. This year, additional data is provided in
relation to the theme of work-life balance.

Employment rates

Over the last few years, the gap between women's and men's employment rates has decreased
from 18.1 to 15.2 percentage points (p.p.), mainly due to a stagnation of men's employment
rate together with a growth of women's employment rate in most countries. However, the gap
between women and men remains significant, although it varies considerably across countries,
from less than 10 p.p. in Sweden, Finland and Denmark and the Baltic countries to more than
20 p.p. in Cyprus, Luxembourg, Italy, Spain, Greece and Malta. Among older workers (55 to
64 years), the gap between female and male employment rates is higher, almost 20 p.p. in
2004. However, a comparison with 1999 figures shows a reduction of this gap due to a strong
growth in the employment rate of women aged 55-64 (+ 5.4 p.p.).

Unemployment rates

In most countries, women are still more likely to be unemployed than men, but the gap has
reduced from 3.0 p.p. in 1999 to 2.1 p.p. in 2004, due to the improvement of the situation of
women in the labour market. This decrease in the gap has occurred in 15 countries out of 25,
especially in the countries which had the most significant gap in 1999 (Greece, Spain and
Italy but also Cyprus, Germany, Poland, France, the Czech republic and Belgium).

Part-time work

Despite the abovementioned convergence in the employment and unemployment rates, it must
be recognised that women's participation in the labour market is still relatively low and part-
time work features strongly. In 2004, 32.6% of women worked part-time, while this was the
case for only 7.4% of men. However, this varied greatly between countries: less than one-
tenth of women worked part-time in Slovakia, Hungary, the Czech republic, Lithuania and
Greece whilst in Luxembourg, Belgium, the United Kingdom and Germany the share of part-
time work among women reached 40% and was up to three quarters in the Netherlands.

Reconciliation of professional and private life

The lack of work-life balance is often cited as a factor explaining the persistence of gender
gaps in the labour market. Indeed, women appear more affected by the tensions arising when
trying to combine participation in the labour market with private responsibilities. Data show
that participation in the labour market and the number of hours worked are linked to
parenthood, but that the effect is negative for women whilst it is positive for men. In almost
all European countries, women (aged 20-49) with children have lower employment rates than
those without. For the EU-25, the employment rate falls from 75.4% in the case of women
without children to 61.1% for women with children. Moreover, 23.3 % of women having
children worked part-time while this is the case for only 15.9 % of women without children.

11
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Conversely, employment rates of men with children are higher (91.2%) than among men
without children (85.6%) and the share of part-time workers becomes even lower. The same
conclusions can be drawn from the average number of hours worked, which decreases for
women (aged 20-49) with children while it increases for men.

Pay gap

The gender pay gap is the reflection of a multitude of inequalities between women and men
on the labour market and may show significant variation across countries, sectors and
occupations. In 2004, the estimated pay gap between women and men in the EU was 15%,
one point below its level in 1999. Taking into account methodological issues, 17 Member
States reported a slight decrease of the pay gap over that period while it remained unchanged
in three others. Five countries reported an increase of the gender pay gap since 1999:
Belgium, Slovakia, Portugal, France and Germany. Note that country comparisons should be
done with care due to the diversity of sources.

Presence in decision-making positions

Concerning the decision-making positions, the role of women remains weak and positive
developments are very slow. This is the case in politics, where women occupied 23% of
parliamentary seats in 2005 (with a full percentage point increase since 2003). The proportion
exceeds one-third in Sweden, Denmark, the Netherlands, Finland, Spain and Belgium but is
still below 15% in Greece, Ireland, Slovenia, Italy, Hungary and Malta. Nevertheless, during
the period under review, women's share of parliamentary seats fell in only four countries and
the long-term trend is well that of an improvement of women's representation in politics.

In the economic field, it appears that, in 2004, women represented 32% of managers in
Europe. However, women's share of top management positions in firms (i.e. membership of
the daily executive bodies of top companies) was 10%.

Education, training and research

In 2004, almost 8 women aged 20-24 out of 10 had completed at least upper secondary
education, while less than three quarters of men had done so. With regard to a typical
academic career, it appears that women are more numerous and more successful than men at
first degree level (59% of ISCEDS5a graduates), but their share decreases in PhDs (43% of
ISCED 6 graduates), and reaches a minimum among full professors (15% of Grade A full
professors). Furthermore, study fields continue to be segmented with a low presence of
women in engineering or science and technology and a high one in health, education or the
humanities. Concerning life-long learning, more women than men participate in adult
education and training in 21 Member States, with an average participation rate of 11.7%
among women and 10% among men.

Health and age at first child

Healthy life expectancy at birth is the number of years that a person is expected to live
without limitations in functioning/disability. In 2003, women were in a better position than
men with respect to this indicator. The average age of women at the birth of their first child
ranges from 24.5 years in Baltic countries to 29 years in Germany, the Netherlands, Spain and
the United Kingdom. It has increased everywhere between 1999 and 2003, by between 0.1
years in Spain and up to 1.3 years in the Czech republic.

12
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Employment rates (women and men aged 15 - 64) in EU Member States- 2004

®Women " Men

P

DK SE NL FI UK PT AT SI EE DE CY LV LT FR IE CZ EU- BE SK HU LU ES PL EL IT MT
25

Source: Eurostat, Labour Force Survey (LFS).

Absolute gender gap in employment rates (women and men aged 15 - 64) in EU Member
States - 1999 and 2004
(Difference between women's and men's employment rates)

Left bar: 1999(1) Right bar: 2004

M

SE FI EE LT LV DK SI PL FR DE UK SK HU PT AT NL EU- BE CZ IE CY LU IT ES EL MT
25

Source: Eurostat, Labour Force Survey (LFS).
NB: Top value of a bar is men's employment rate and bottom value is women's employment rate.
(1) Exceptions to the reference year : MT and CY : 2000. EU-25 is estimated without missing countries.
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Employment rates (women and men aged 55 - 64) in EU Member States- 2004

®Women " Men

80

Lisbon target
for 55-64
aged workers
employment
rate in 2010

SE DK FI EE UK PT LV LT FR IE NL DE EU- CY CZ HU ES EL LU BE IT PL AT SI SK MT
25

Source: Eurostat, Labour Force Survey (LFS).

Absolute gender gap in unemployment rates (women and men aged 15 years and over) in EU
Member States - 1999 and 2004

(Difference between women's and men's unemployment rates)

Left bar: 1999(1)  Right bar: 2004
12

MT PL PT BE DE FR EU25 CY SK CZ

Source: Eurostat.

NB: A positive gap indicates higher unemployment rates for women in comparison with men, while the opposite is true for a negative gap.
(1) Exceptions to the reference year: MT and CY: 2000. EU-25 is estimated without missing countries.
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Share of part-time workers in total employment, in EU Member States - 2005

® Women Men
80

SK HU Cz LT EL EE SI LV CY PL PT FI MT IE ES IT FR EU- DK AT SE LU BE UK DE NL
25

Source: Eurostat, Labour Force Survey (LFS), Spring results.
NB: Exceptions to the reference year: LU: 2004.
LU: annual average instead of spring result.

Pay gap between women and men in unadjusted form in EU Member States - 1999 and 2004
(Difference between men’s and women'’s average gross hourly earnings as a percentage of men’s average gross hourly earnings)

1999 (1)  m2004 (2)

30
254
20
16
15
X 151
10
5 |
04
MT T PT Sl EL PL IE HU BE FR LU ES EU- LV LT AT SE DK CZ NL Fl UK DE EE SK CY
25
Source: Eurostat. Administrative data are used for Luxembourg and the Labour Force Survey is used for France and Malta. All other sources are national surveys except as

follows:

2004 : Statistics on Income and Living Conditions (EU-SILC) - EL, ES and IE The results of this new EU survey are provisional and subject to further quality;

1999 : European Community Household Panel (ECHP) - BE, DE, IT, DK, IE, UK, EL, ES, PT, AT, FI.

NB: EU-25 estimates are population-weighted averages of the latest available national values adjusted where possible, to take into account a change in the data source.
Exceptions to the reference years: (1)2000 for MT. (2) 2001 for BE and IT; 2002 for Sl; 2003 for AT, DK, Fl and PT.

DK - A change of data source from 2002 is estimated to have increased the gender pay gap value by 4 percentage points.

DE - From 2002 national earnings surveys and the German Socio-Economic Panel have been used. This is estimated to have increased the gender pay gap value by 1
percentage point.

ES - From 2002 data from tax returns and the labour force survey have been used. This is estimated to have increased the gender pay gap value by 3 percentage points.
FR - A change of data source in 2003 is estimated to have decreased the gender pay gap value by 1 percentage point.

FI - A change of data source from 2002 is estimated to have increased the gender pay gap value by 4 percentage points.

UK - A change of data source from 2002 is estimated to have increased the gender pay gap value by 2 percentage points.

AT, IE, EL : Change of data source : EU-SILC from 2003
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Members of single/lower houses of national parliaments in EU Member States - Distribution by sex
2003 and 2005

Left bar: 2003 Right bar: 2005 mwomen ' men

Source: European Commission, Employment, Social affairs and Equal opportunities DG, Database on Women and Men in Decisionmaking
NB: The indicator has been developed within the framework of the follow-up of the Beijing Platform for Action in the EU Council of Ministers.
Data for 2003 are not available for CZ, LV, PL and MT. EU-25 is the average of national values estimated without missing countries.

Managers in EU Member States - Distribution by sex 1999 and 2004

Left bar: 1999(1)  Right bar: 2004(2) mwomen men

LT LV EE FR PT IT UK HU SK sI PL EU2ES SE BE IE CZ FI AT DE EL LU NL DK CY MT

Source : Eurostat, Labour Force Survey (LFS).

NB: Managers are persons classified in ISCO 12 and 13.

(1) Exception to the reference year: MT: 2000; (2) Exception to the reference year: AT: 2003
For IT : Change of data collection method. EU-25 is estimated without missing countries.
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Members of the daily executive bodies in top 50 publicly quoted companies -

Distribution by sex 2005

SE FI Lv SI EE CZ UK DE HU PL DK EU25 LT EL BE CY FR PT AT NL SK IE ES MT LU IT

Source: European Commission, Employment, Social affairs and Equal opportunities DG, Database on women and
men in decision-making. NB: EU-25 is the average of national values.

Educational attainment (at least upper secondary school) of women and men aged 20 - 24,
in EU Member States - 2005

B women ' men

Source : Eurostat, Labour Force Survey (LFS), Spring results.
NB: Fl, IE, LU, MT and EU-25: Provisional value. Exceptions to the reference year: DE: 2004.
CY: students abroad are not covered.
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Full professors or equivalent (Grade A) in EU Member States - Distribution by sex 2003 (1)

= Women Men
100 1 m m 1
90 A
80 -
70 A
60 -
85
X 50 A
40
30 A
20 A
]
0 p
Lv  Fl PT PL ES EE FR IT UK SE EU25 HU SI EL LT SK DK €z BE DE AT NL CY MT
Source: European Commission, Research DG, WiS database.
NB: (1) Exceptions to the reference year: AT, CY: 2002; FR, PT: 2001; EL: 2000. Data are not available: IE, LU.
NL: FTE as exception to HC; SI: Data are estimated. Data are not comparable between countries due to differences in coverage & definitions.
Definition of grade A: The single highest grade/post at which research is normally conducted within the institutional or corporate
system
Relative share of women and men in a typical academic career for EU-25 - 2003
—&— Women
—=— Men
90 85
80
68
70
60
50
ES
40
30
20 \15
0
0 T T T T T T

ISCED 5A ISCED 5A ISCED 6 ISCED 6 Grade C Grade B Grade A
Enrolments Graduates Enrolments Graduates
Source : European Commission, Eurostat, UOE data collection and DG Research, WiS database.
ISCED 5A: tertiary programmes to provide sufficient qualifications to enter into advanced research programmes & professions w ith high skills
requirements; ISCED 6: Tertiary programmes w hich lead to an advanced research qualifications (PhD).
ISCED 5A enroliments : Data unavailable for FR. Exception to the reference year : LU: 1999 ; EL: 2002
ISCED 6 enroliments: Data unavailable for FR, LU, DE and SI. Exception to the reference year : EL: 2002
A Grade: the single highest grade/post at w hich research is normally conducted w ith the institutional or corporate system. B Grade: researchers
w orking in positions not as senior as top position but more senior than the new ly qualified PhD holders. Grade C: The first grade/post into w hich a
new ly qualified PhD (ISCED 6) graduate w ould normally be recruited w ithin the institutional or corporate system.
Grade C, B, A:Exception to the reference year: AT, CY: 2002; FR, PT:2001; EL:2000; NL:FTE; SI: Data estimated; FR: Grade C unavailable; Data
unavailable for IE and LU.
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%

Life-long learning - Percentage of the population aged 25-64 participating in education and training
over the four weeks prior to the survey, 2005

Hwomen men
45

40

35

30

25

SE UK DK FI SI NL AT ES EU- LV BE LU IE FR LT EE DE IT CZ CY PL SK HU MT PT EL
25

Source: Eurostat, Labour force Survey
NB: LU, MT and UK : Preliminary values. Exceptions to the reference year : DE : 2004

Gaps between average hours worked per week by men and women (aged 20 - 49) with children (aged 0 - 6
years) in EU Member States - 1998 and 2004

Hours Left bar: 1998 right bar: 2004

50

45

40

35

30

25

20

.-..,||||||I|JL[LEIJH

LT SK S| HU PT FI EE CY LV CzZ EL PL ES FR MT BE LU T DE AT NL UK

Source: Eurostat, Labour Force Survey (LFS), Spring results

NB: Top value of a bar is men's average hours worked and bottom value is women's average hours worked
Data for 1998 are not available for DK, CY, Fl, IE, LT, MT, PL, SE and EU-25. Data for 2004 are not available for DK, IE, and SE.
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Average hours worked per week by women and men (aged 20-49) with or without children (aged 0-6) in EU Member States — 2004

Women =0 children
m One or more children

EU- BE CZ DE EE EL ES FR IT CY LV LT LU HU MT NL AT PL PT SI SK FI UK
25

Men

EU- BE CZ DE EE EL ES FR IT CY LV LT LU HU MT NL AT PL PT SI SK FI UK
25

Source: Eurostat, European Labour Force Survey, 2004

Data are not available for DK, IE and SE.
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Employment rates and amount of time worked per week for women and men aged 20-49, depending on whether
they have children under 12 - 2004

Left bar: without children under 12. Right bar: with children under 12.
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EU25 BE CZ DK DE EE EL ES FR IE IT CY LV

Source: Eurostat, European Labour Force Survey, 2004

DK, IE, CY, LU, MT, SK, SE: some data are not shown for reasons of availability or reliability.
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At-risk-of-poverty rate after social transfers' for women and men aged 16 years and over in EU
Member states, 2003’

= Women “ Men

25

CZ LW HU NL FR SI SE BE DK F MT AT PL LT EU- DE LV CY UK IT SK EE ES EL PT I[E
25

Source: Eurostat, National sources.

NB: 1) At-risk-of-poverty rate after social transfers - The share of persons with an equivalised disposable income below the risk-of-poverty threshold, which is 60% of
the national median equivalised disposable income (after social transfers). Gender breakdown is based on assumption of equal sharing of resources within household.
2) Exceptions to the reference year: MT: 2000; IT, PT and SE: 2004

BE, DE, EL,ES, FR, IE, IT, LU, NL and PT have used a different methodology for the calculation of the At-risk-of-poverty and results are not comparable with other
contries. However comparisons between women and men within MS are still valid and it is not likely that the ranking of the countries would differ much by using the
same methodology as the rest.

Healthy life years at birth; the number of years that a person is expected to live in absence of
limitations in functioning/disability, 2003

years ®mWomen [ Men
80

70

60

50

40

30

20

Source: Eurostat

NB: Estimations are applied for mortality data and prevalence of disability was extrapolated on data of previous years: 1995-2001; for DE and UK:
1997-2001

Exceptions to the reference year: CZ, MT and PL: 2002. Data are not available for EE, LU, LV, LT, Sl and SK.

SK 2 SK



Average age of women at birth of first child - 1999 and 2003

Age 1999 (1)  m2003 (2)

30

27,5

25

22‘5 ‘ ‘ ‘ ‘ ‘
20
LT EE LV SK PL CZ HU CY AT PT Sl DK EL Fl FR IE SE LU DE NL ES UK BE IT

Source: Eurostat, Demography statistics.

NB: Exceptions to the reference years:

(1) DK and IT : 1996; BE: 1997. No data are available for MT.

(2) DK and FR: 2001; EE, EL, ES and UK : 2002. No data are available for BE, IT and MT.

23



