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HOSPODARSKEMU A SOCIALNEMU VYBORU A VYBORU REGIONOV

Boj proti rozdielom v odmenovani Zien a muzZov
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OZNAMENIE KOMISIE RADE, EUROPSKEMU PARLAMENTU, EUROPSKEMU
HOSPODARSKEMU A SOCIALNEMU VYBORU A VYBORU REGIONOV

Boj proti rozdielom v odmefovani Zien a muZov

1. Uvob

Zékladnéa zasada rovnosti zaobchadzania so zenami a muzmi je zakotvena uz od roku 1957
v Rimskej zmluve. Znizovanie rozdielov v odmenovani patri k cielom Eurdpskej stratégie pre
rast a zamestnanost. V plane uplatiiovania rovnosti Zien a muzov' sa viak zddrazije, Ze
rozdiely v odmenovani pretrvavaji napriek podniknutym krokom a prostriedkom, ktoré sa na
odstranenie rozdielov zaviedli. Podl'a ukazovatela rozdielov (neocisten¢ho) v priemernom
hrubom hodinovom zarobku medzi Zenami a muzmi, zardbali Zeny v Eurdpskej unii v roku
2005 v priemere o 15 % menej neZ muzi. Ni¢ nenasvedCuje tomu, zZe by vyvoj smeroval
k citelnému zniZovaniu rozdielov.

Rozdiely sa vo velkej miere nedaju pripisat’ objektivnym kritéridm, Co je znakom nerovnosti,
ktoré na trhu prace vo vzt'ahu k Zendm pretrvavaji. Vo vSetkych c¢lenskych Statoch dosahuji
zeny lepsie Skolské vysledky nez muzi a su drzitel’kami vacsSiny vysokoskolskych diplomov.
Ako teda vysvetlit, ze po tom, ako opustia vzdeldvaci systém, sa im na pracovnom trhu
ponukaji menej vyhodné podmienky nez muzom anevyuziva sa v plnej miere ich
produktivny potencidl? Moderné a konkurencieschopné hospodarstvo si nemdze takuto
situdciu dovolit, najma s prihliadnutim na demografické zmeny a o¢akdvané znizenie podielu
aktivneho obyvatel’stva.

Predkladany dokument vychadza z uvedeného kontextu a jeho cielom je analyzovat priciny
rozdielov v odmenovani a predostriet’ mozné opatrenia na ich odstranenie. Komisia sama na
zvladnutie tejto vyzvy nestaci, kedZze tazisko v mnohych oblastiach ostdva v ¢lenskych
Statoch a opatrenia, ktoré treba prijat, prekracujii jej pravomoci. Boj proti rozdielom
v odmenovani si teda vyziada spojené usilie vSetkych zainteresovanych strdn, najma
¢lenskych $tatov a socidlnych partnerov, aby sa v oblasti rovnosti medzi Zenami a muzmi na
pracovnom trhu dosiahol pokrok.

2. ROZDIELY V ODMENOVANI MEDZI ZENAMI A MUZMI: ZLOZITY A DLHOTRVAJUCI
JAV
2.1. Co sa pod rozdielmi v odmeiiovani rozumie?

Rozdiely v odmenovani vyjadruju relativny rozdiel v priemernom hrubom hodinovom

zarobku Zien a muzov v celom hospodarstve. Je to jeden zo Strukturdlnych ukazovatelov
’ . . r . o 2

sledovani v rdmci Eurdpskej stratégie pre rast a zamestnanost™.

! KOM(2006) 92. V uzneseni Eurdpskeho parlamentu z 13. marca 2007 k planu (P6_TA(2007)0063) sa
vyzyva Komisia, aby proti rozdielom v odmeiiovani bojovala.

Rozdiel (neocisteny) v hodinovom hrubom zarobku medzi muzmi a zZenami vyjadreny percentom zo
zarobku muzov. Pozri definiciu v bode 2 prilohy.
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Faktory, ktoré rozdiely v odmenovani zapriCinuju, su zlozité. V jednom z pracovnych
dokumentov utvarov Komisie z roku 2003 sa podrobne uvadza rozsah, analyza a politické
dosledky rozdielov v odmetiovani Zien a muZov’. Zdéraziuju sa v flom tazkosti pri odlieni
objektivnych faktorov, ktorymi sa rozdiely daju vysvetlit, od ucinkov priamej alebo
nepriamej diskriminacie alebo od inych faktorov.

V rozdieloch v odmeiiovani zien a muzov sa mdzu scasti odrazat objektivne odlisnosti,
pokial’ ide o individudlne danosti (vek, uroven vzdelania, dosiahnuté skusenosti), druh
zamestnania (povolanie, druh zmluvy alebo pracovnych podmienok) alebo druh podniku
(oblast’ posobnosti alebo velkost). Napriklad vo vSeobecnosti sa na trhu prace zohl'adiuju pri
odmenovani skasenosti. Pokial’ maji muzi v priemere viac skusenosti nez zeny, aj trovei ich
odmeny bude v priemere vysSia. Napriek tomu moézu pretrvavat diskriminacné praktiky
a postihovat’ pracovnikov zdovodu pohlavia. Stava sa, Ze zeny srovnakou troviiou
sktisenosti dostavaju za tu istd pracu nizSiu odmenu nez muzi asu teda vedome
diskriminované

Avsak objektivne rozdiely a otvorene diskriminacné postupy nestacia na vysvetlenie
pretrvavania rozdielov v odmefovani®. Spaja sa tiez sistymi skuto¢nostami pravneho,
socidlneho alebo hospodarskeho charakteru, ktoré problematiku rovnosti v odmenovani za
rovnakl pracu vo vyraznej miere presahuju.

Podl'a zmluvy (Clanok 141) je tiez zaru¢end rovnaka odmena za pracu rovmakej hodnoty.
Tymto sa otvara otazka ocenenia prace kazdého, a najmé otdzka ohodnocovania pracovného
zaradenia. Pretrvavanie rozdielov v odmenovani sa teda prejavuje aj v nizSom ocenovani
povolani a funkcii vdcSinou zastdvanych Zenami v porovnani s prevazne muzskymi
povolaniami a funkciami, bez toho, ze by to bolo nevyhnutne odévodnené objektivnymi
kritériami®. Napriklad pri rovnakej trovni kvalifikacie sa moZe telesna sila ocefiovat’ vyssie
nez schopnosti v oblasti I'udskych vztahov, alebo zodpovednost za majetok vysSie nez
zodpovednost’ za osoby. Napriklad ista spoloc¢nost’ pristipila neddvno k prehodnoteniu
svojich mzdovych tabuliek a pokladnikov(-cky) umiestnila na ta ista uroven ako ich kolegov
vykondavajucich manipulac¢né prace.

Na strane druhej strane sa v rozdieloch v odmenovani mézu odrdzat nerovnosti, ktoré
postihuju predovsetkym zeny v stvislosti s ich u¢astou na trhu prace.

Tyka sa to napriklad segregdcie na trhu prace. Zda sa, ze zeny sa sustred’uji v podstatne
mensom pocte odvetvi a povolani nez muzi. Tieto odvetvia a povolania sa zvykni menej
oceniovat’ a odmeny su v nich mensie ako v odvetviach, kde pracuju prevazne muzi. Viac nez
40 % Zien pracuje v zdravotnictve, vzdelavani alebo vo verejnej sprave, zatial' ¢o muZov len
20 %. Dalej su Zeny zamestnavané predovsetkym ako asistentky v administrative, predavacky
alebo nizko kvalifikované alebo nekvalifikované pracovnicky, pricom tieto povolania
predstavuji takmer polovicu zamestnanosti zien. A naopak, len tretina riadiacich pozicii je
v podnikoch EU zastivana Zenami.

3 SEK(2003) 937.

Rodové priepast’ v odmeniovani — pévod a odpovede v oblasti politik, skupina expertov pre rodovi

problematiku, socidlne zaclenenie a zamestananost’,

X http://bookshop.europa.eu/eubookshop/FileCache/PUBPDF/KE7606200ENC/KE7606200ENC_002.pdf
KOM(94) 6.
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Segregacia sa umociiuje tradiciami a stereotypmi, ktoré ovplyviiuju napriklad volbu typu
Studijného odboru, hodnotenie a zatried’ovanie povolani, ale aj i¢ast’ na zamestnanosti. Najma
na Zeny aj nadalej doliehaji vo vicSej miere nez na muzov tazkosti v suvislosti so
zosuladenim pracovného a sukromného zivota. Tato skutocnost’ vplyva na volbu povolania
a prejavuje sa ovela vyraznejSim vyuzivanim prace na krats$i pracovny Cas a ovela CastejSim
prerusSovanim zamestnania, o ma u zien negativny vplyv na vyvoj kariéry. Takmer tretina
Zien pracuje na krat8i pracovny ¢as, kym muZov len 8 %. Aj ked’ vyuZivanie tohto sposobu
prace umoznuje zohl'adilovat’ osobné preferencie a podporovat’ ucast’ zien na pracovnom trhu,
rozdielne zastipenie muzov a zien zddraznuje skutocnost’, ze ¢as nevyuzivaji rovnako, a ze
starostlivost’ o odkdzanych c¢lenov rodiny zabezpecuju v prevaznej miere Zeny. Tato
nerovnovaha sa prehlbuje nedostupnostou kvalitnych acenovo prijatelnych sluzieb
starostlivosti o deti. Rovnako je vyuzivanie rodicovskej dovolenky nadalej viacSinou
zélezitostou zien®. RodiCovstvo spdsobuje dlhodobo pokles zamestnanosti Zien, ale
v ziadnom pripade to neplati pre muzov. V dosledku toho sa profesionalna draha Zien Casto
prerusuje, spomal’uje a skracuje, ¢o sa prejavuje v nizSom odmenovani.

Pri vyklade ukazovatel'a rozdielov v odmefiovani sa musi zohl'adiiovat’ skutocnost’, Ze sa nim
neumoznuje rozlisit’ objektivne vysvetlitelné faktory a dosledky diskriminacie alebo inych
faktorov.

2.2 Charakteristické znaky rozdielov v odmeiiovani v EU

V roku 2005 sa rozdiely v odmefiovani Zien a muzov v EU-27 odhadovali na 15 %, &o je
o dva percentualne body menej v porovnani s iroviiou v roku 1995 (pozri prilohu). Tato
relativna stabilita je v protiklade sinak jednoznacne pozitivnym vyvojom miery
zamestnanosti zien, ktora plynulo rastla.

Na trovni ¢lenskych $tatov st odchylky vel'mi vyrazné, ked’ze sa pohybuju od 4 % (MT) do
25 % (EE, CY). Avsak rozdiely v odmeniovani nepredstavujii vSeobecny ukazovatel’ rovnosti
medzi Zenami a muzmi, kedZe sa tykaji len zamestnancov amusia sa hodnotit
s prihliadnutim na ostatné ukazovatele vztahujice sa na trh prace. Vo vsSeobecnosti sa
v tychto rozdieloch odrazaju iné spdsoby zamestnavania zien. A tak v krajindch, kde je miera
zamestnanosti zien nizka (napr. MT, IT, EL, PL) st rozdiely v odmefnovani v porovnani
s priemerom nizSie, ¢o je odrazom slabej ucasti nizko kvalifikovanych alebo
nekvalifikovanych zien na zamestnanosti. Vyrazné rozdiely si vo vSeobecnosti znakom
vysokej segregécie na trhu prace (napr. CY, EE, SK, FI) alebo rozSirenosti prace Zien na
krat$i pracovny cas (napr. DE, UK, NL, AT, SE). Okrem toho inStitucionalne systémy
a mechanizmy odmenovania, mozu mat’ takisto na rozdiely v odmenovani vplyv.

Rozdiely v odmenovani (25 %) nad uroviiou priemeru sa vyskytuji v podnikoch sukromného
sektora’, v ktorych sa vyrazne li§ia v zavislosti od individudlnych danosti, druhu podniku
alebo zamestnania (pozri Statistiku v prilohe). Ukazuje sa napriklad, ze rozdiely sa zvacsuju
s vel'kostou podniku, vekom a uroviiou vzdelania a kvalifikdcie. Povedané inymi slovami,
kvalifikacie a skusenosti nadobudnuté Zzenami sa odmenuju nizSie nez v pripade muzov.
Napokon odvetvia, kde sa rozdiely v odmeniovani prejavuji najviac, su priemysel, sluzby pre
podniky a finan¢nictvo.

6 Eurobarometer 189 / 59.1.
Pozri prilohu, bod 3.
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3. BOJOVAT PROTI ROZDIELOM V ODMENOVANI ZIEN A MUZOV

Bojovat proti rozdielom v odmenovani muzov a zien je jednou z politickych priorit Europskej
komisie, ktora bola potvrdend v Plane uplatiiovania rovnosti prijatom na obdobie 2006 - 2100.

Rozdiely v odmenovani maju zasadné dosledky na postavenie Zzien v hospodarskom
a socidlnom zivote pocas aktivneho Zivota a neskdr. Su prekazkou rovnakej ekonomicke;j
nezavislosti zien a muzov. Nutne sa vyvija tlak na prijimanie osobnych rozhodnuti, napriklad
pokial’ ide o spdsoby prace apracovny cas, preruSenie kariéry alebo rozdelenie uloh
v stvislosti so starostlivostou o domacnost’ a rodinu. Zeny st este vo vi¢ej miere vystavené
riziku chudoby, najmi v pripade netplnej rodiny. Ddsledky rozhodnuti st citel'né aj po
skonCeni aktivneho zivota, ked’ sa rozdiely v odmeinovani prejavia ako rozdiely
v dochodkoch. Sved¢i to o plytvani zdrojmi, ktoré je neprijatelné pre hospodarstvo
a spolo¢nost’, a znemoziuje plnohodnotné uplatnenie produktivneho potencialu Zien.

Politické odpovede sa vzdy uplatiiovali s dorazom na boj proti skrytym aspektom rozdielov
v odmenovani. Jednak sa vytvoril rozsiahly stbor pravidiel na boj proti diskriminécii a na
zarucenie rovnosti v zaobchddzani. A jednak sa viacerymi nelegislativnymi opatreniami
a iniciativami prispelo k presadzovaniu vSetkych aspektov rovnosti medzi muzmi a Zenami.

Pretrvavanie rozdielov v odmenovani tak poukazuje na potrebu zacat’ uvazovat’ o moznych
osobitnych opatreniach s cielom obmedzit' neoddévodnenti nerovnost v odmenovani. Boli
urcené Styri zékladné a doplnkové oblasti. Pokial’ ide o pravne predpisy, povinnostou
Komisie je dohliadat’ na uplnt implementaciu a uplatiiovanie platného rdmca a sicasne
identifikovat’ moznosti zlepSenia. V oblastiach, ktoré presahuju jej pravomoci, bude Komisia
musiet’ pocitat’ s aktivnou ucastou vsetkych zainteresovanych stran, najmé ¢lenskych Statov
a socidlnych partnerov. Ide najmid o plnohodnotné vyuzitie Eurdpskej stratégie pre rast
a zamestnanost  a presadzovanie rovnosti v odmefiovani u zamestnavatelov. Ved’
uplatnovanie zasady rovnakej odmeny za rovnaku pracu alebo pracu rovnakej hodnoty je
predovsetkym tUloha zamestnavatelov. A napokon sa vymenou dobrej praxe na urovni
Spologenstva umozni prehibenie znalosti o tomto jave a rozsirenie novatorskych rieseni na
boj s nim.

3.1. Analyza moZnosti vylepSenia pravneho ramca a jeho implementacie

Rimska zmluva obsahovala od roku 1957 v ¢lanku 119 zasadu rovnakej odmeny pre muzov
a zeny za rovnakl pracu. V tomto ¢lanku, ktory sa stal clankom 141 zmluvy, sa ustanovuje, ze
Clenské Staty musia zabezpecit’ uplatiiovanie zésady rovnakej odmeny pre muzov a Zeny za
rovnaku pracu alebo pracu rovnakej hodnoty (pozri prilohu).

V ¢lanku 141 sa ustanovuje viac nez len dosledna rovnost’ de iure, nevyhnutnost’ rovnosti
ustanovuje aj de facto. Z tohto dévodu sa v ods. 4 umoznuje Clenskym Statom vzhladom na
ciel’ plne zabezpecit' v praxi rovnaké zaobchadzanie s muzmi a Zenami v pracovnom procese
zachovat’ alebo prijat’ opatrenia s cielom ulahcit menej zastupenému pohlaviu uplatnit' sa
v odbornej pracovnej cinnosti.

V roku 1975 prijala Rada smernicu 75/117/EHS o aproximadcii pravnych predpisov ¢lenskych
Statov tykajucich sa uplatiiovania zdsady rovnakej odmeny pre muZov a Zeny. V nej sa hlavne
ustanovuje, ze zadsadou rovnakej odmeny pre muzov a zeny sa pozaduje, pokial’ ide o rovnakua
pracu alebo pracu rovnakej hodnoty, odstranenie akejkol'vek diskriminacie z dovodu pohlavia
zo vsetkych zloziek a podmienok odmenovania.
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Stdny dvor sa k tymto ustanoveniam viac raz vyjadril v rozsiahlej judikatare, ktorou sa
vyrazne poznamenalo pravo v tejto oblasti®.

Vicsina vnutrostatnych pravnych predpisov tykajacich sa zasady rovnosti v odmenovani
vysla z acquis communautaire v tejto oblasti, ktoré tak zohralo rozhodujucu tlohu vo vyvoji
postavenia zien na trhu prace. Tymto acquis vSak nebolo mozné rozdiely v odmenovani
muzov a zien odstranit’ uplne.

Rozdiely v odmeiiovani nie st zapri¢inené vyluéne nedostatoénym alebo nespravnym
uplatiiovanim zakona, aj ked pri zlepSovani situacie zohrava délezita Gilohu’.

Pravne predpisy Spolocenstva boli u¢inné pokial’ iSlo o odstranenie priamej diskriminacie,
ked Zena dostavala za t isti pracu nizSiu odmenu nez jej muzsky kolega. Pretrvavajice
pripady sa mozu ucinne riesit’ pomocou pravnych alebo inych mechanizmov na vnutrostatnej
urovni.

Tieto pravne predpisy vSak boli menej u¢inné pri zabezpecovani dodrziavania zéasady
rovnakej odmeny za pracu rovnakej hodnoty. Mo6Ze ist’ napriklad o rozdielne ohodnotenie
dvoch rovnocennych funkcii v jednom podniku, z ktorych jednu vykonavaja vacsinou Zeny,
druhtt vacSinou muzi. Pokial ide otento druh diskriminacie, je pravdepodobnost
individualnych sudnych konani nizSia, ked’ze potencidlne obete nie su si zrejme takejto
diskriminacie vedomé, a rovnako je v takomto pripade t'azsie zhromazdit’ podklady.

Bez ohl'adu na vysledky analyzy je treba preverit’, ¢i je zmena pravneho ramca Spolocenstva
potrebna, aby sa zarucilo vylicenie priamej a nepriamej diskriminacie, najmé pokial ide
o stanovovanie platov. Na tento ucel by sa mohli posilnit ustanovenia na odstranenie
akychkol'vek prvkov, ktorymi sa v systémoch odmeiiovania diskriminuje jedno z pohlavi.

Rovnako je treba z kazdého pohl'adu preskimat’ tlohu transparentnosti a v tejto suvislosti
analyzovat ustanovenia tykajlice sa informovania pracovnikov a ich zastupcov a porad s nimi
0 vyvoji odmeniovania zien a muzov v ich podniku podl'a smernice 2002/73/CE.

A napokon by s cielom celit’ segregdcii na trhu prace mohli ¢lenské Staty vo zvysSenej miere
vyuzivat' moznost’ zavadzat’ pozitivne opatrenia v sulade s judikatirou Sudneho dvora.

Komisia bude aj nad’alej vykonavat’ svoju funkciu ochrankyne zmlav a dohliadat’ na spravnu
transpoziciu a uplatiovanie prisluSnych pravnych predpisov Spolocenstva. Komisia sa pri
napliani tejto Ulohy bude moct’ opierat’” o vnutroStatne organy zodpovedné za podporu

. , ’ v . v -1
rovnosti v zaobchadzani s muzmi a Zenami'’.

Pozri prilohu, bod 1.

Sprava o rovnakej odmene, Siet’ nezavislych pravnych expertov v oblasti zamestnanosti, socialnych
veci a rovnosti muzov a zien;

http://ec.europa.eu/employment_social/gender equality/legislation/report _equal pay.pdf

Clanok 8a smernice 76/207/ES zmenenej a doplnenej smernicou 2002/73/ES.
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Pri uplatiiovani prava by sa tiez zarocilo lepSie Sirenie informacii a zvySovanie povedomia
v oblasti platnych pravnych ustanoveni. Vyskumy verejnej mienky poukazuji na neznalost’
europskeho prava v oblasti rovnosti v odmenovani, rovnosti v zaobchadzani a moznych
opravnych prostriedkov. V priemere len tretina obCanov uvadza, Ze pozna svoje prava
v pripade diskriminacie''. Je teda nevyhnutné nadalej informovat jednak ob&anov vo
vSeobecnosti, jednak zastupcov zamestnancov a zamestnavatel'ov, ako aj odbornikov v oblasti
sudnictva.

A napokon, moznost zostuladenia rodinného a pracovného Zzivota podporuje rovnovahu
v rozdeleni povinnosti v suvislosti so starostlivostou o rodinu a domacnost’ medzi muzom
azenou, ¢im sa napomdha sustavnejSej ucasti zien na trhu prace, a tym sa prispieva
k znizovaniu rozdielov v odmeniovani. Komisia usudila, zZe by prospela aktualizacia pravnych
predpisov SpoloGenstva v oblasti takéhoto zostladenia'?, a iniciovala k tejto problematike
konzultéacie s europskymi socidlnymi partnermi.

Komisia:

e Bude nad’alej vykonavat’ hibkovi kontrolu transpozicie a uplatiiovania pravnych predpisov
Spolocenstva v Clenskych Statoch abude sa opierat o siet’ vnutroStdtnych organov
zodpovednych za rovnost’ medzi Zenami a muzmi s ciel'om prispiet’ k jednotnému vykladu
a uplatinovaniu prava v oblasti rovnosti v odmenovani.

e Uskuto¢ni v roku 2008 analyzu stiasnych ustanoveni z pohladu primeranosti pravnych
nastrojov vo vztahu k zaznamenanym pri¢indm rozdielov v odmetovani a pripadne
navrhne zmeny v pradvnom ramci Spolo¢enstva.

e Vyzyva Clenské Staty, aby v plnej miere uplatiiovali existujice ustanovenia v oblasti
informovania zamestnancov zamestnavatel'mi, pokial ide o rovnost v zaobchadzani
v podnikoch.

e Preskima, ¢i su potrebné usmernenia alebo objasnenia, pokial ide o zavadzanie
pozitivnych opatreni na boj proti segregécii na trhu prace.

e Posilni ¢innosti v oblasti informovania a zvySovania povedomia vo vztahu k platnému
pravu a opravnym prostriedkom v pripade diskriminécie, so zameranim aj na prislusnych
odbornikov v sudnictve.

e Vnadvéznosti na konzulticie so socidlnymi partnermi na trovni SpoloCenstva navrhne
v pripade potreby opatrenia na lepSie zosuladenie prace a sukromného a rodinného zivota
tak, aby sa Zendm a muzom umoznil pristup na trh prace a zotrvanie na ilom za rovnakych
podmienok.

1 Eurobarometer 263/65.4.
12 SEK(2007) 571.
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3.2 Vyuzitie Eurépskej stratégie pre rast a zamestnanost’ v plnej miere

Eurdpska stratégia pre rast a zamestnanost’ je zékladnym ndstrojom na podporu rovnosti zien
amuzov na trhu prace, vyrazne sa opiera o Strukturalne fondy. Tato stratégia je prepojena
s otvorenou metddou koordinacie socidlneho zabezpe€enia a socidlneho zaClenenia a tieZ sa
v nej uznava, ze podpora rovnosti prilezitosti je neoddelitelnou sucast’ou tusilia, ktoré vyvinuli
Elenské 3taty s cielom posilnit’ socialnu sadrznost’ v EU.

V stcasnom ramci Eurdpskej stratégie pre rast a zamestnanost sa zniZenie rozdielov
v odmefiovani zahrnulo do dvoch integrovanych usmerneni'®. Rovnako sa v nich vyzyvaji
Clenské Staty, aby si urcili zavizky a ciele v oblasti stanovenych priorit. V Eurépskom pakte
pre rodova rovnost’ prijatom na jarnom zasadnuti Rady v marci 2006 sa zrete'ne odraza
zavizok Clenskych Statov konat’ v tejto oblasti s rozhodnost'ou.

Bojovat’ proti rozdielom v odmenovani si vyzaduje pristup zacieleny na subor skrytych
faktorov. Viaceré Clenské Staty podnikli kroky v oblasti znizovania segregéacie na trhu prace,
vzdelavania a odbornej pripravy alebo zosuladenia pracovného a sukromného Zivota. Vo
vyrotnej sprave Komisie oraste azamestnanosti za rok 2006'* av stvisiacej sprave
o zamestnanosti za obdobie 2006 - 2007 sa s polutovanim konstatovalo pretrvavanie
rozdielov, pricom v druhom z uvedenych dokumentov sa uvadza, ze ,,len dve krajiny si v tejto
oblasti stanovili ciele (EE a FI), zatial' ¢o vicsina clenskych Statov sa touto otdazkou

3

nezaobera“.

V sprave Komisie o rovnosti zien a muZzov, ktora sa kazdoro¢ne odovzdava Eurdpskej rade, sa
zdoraziiuje, ze vyrazné rozdiely v odmenovani pretrvavaju, avyzyva clenské Staty, aby
vyvinuli maximalne Usilie v boji proti vSetkym skrytym pri¢indm. Bolo by teda ziaduce, aby
Clenské Staty vo svojich vnutrostatnych reformnych programoch uviedli vSetky osobitné
iniciativy, ktoré na boj proti rozdielom v odmenovani vyvinuli, vratane oblasti segregacie na
trhu prace azosuladenia pracovného a sukromného zivota. Komisia bude aj nadalej
informovat’ o vyvoji rozdielov v odmeniovani a prijatych politickych odpovediach v ramci
mechanizmov ustanovenych v ramci Eurdpskej stratégie pre rast a zamestnanost, najma
v kazdoro¢nej sprave o pokroku a suvisiacej sprave o zamestnanosti. Rovnako je ddlezité
zabezpecit' sledovanie politik pomocou koherentnych, porovnatelnych, kompletnych a vo
vhodnom c¢ase dostupnych ukazovatelov. P6jde najmd o rozvoj schopnosti analyzovat
a pochopit’ zakladné urcujuce Cinitele rozdielov, aby sa mohli stanovit mozné spdsoby
rieSenia a bojovat’ proti pri¢indm cielene. Na tento ucel ustanovil Eurostat v roku 2007
pracovnu skupinu s ¢lenskymi $tatmi pre existujuci Strukturdlny ukazovatel’ s cielom zlepsit
jeho kvalitu a porovnatel'nost’.

Komisia

e zlep$i ponuku akvalitu Statistik tykajacich sa Strukturdlneho ukazovatela rozdielov
v odmenovani vratane potrebnych ¢leneni a nastrojov na urcenie a analyzu determinantov
rozdielov, zaruci tiez ich primerané rozsirovanie;

B Rozhodnutie Rady 2005/600/CE, usmernenia 18 a 22.
14 KOM(2006) 816.
1 Dok. 6706/07 Rady.
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e ur¢i najvhodnejsi prostriedok na pokracovanie v boji proti rozdielom v odmenovani Zien
a muzov v buducich integrovanych usmerneniach 2008 — 2010 v ramci stratégie pre rast
a zamestnanost’;

e vyzyva Clenské Staty, aby si na zaklade koherentnych, porovnatel'nych a tplnych Statistik
zacali uz odteraz stanovovat vlastné ciele aharmonogramy zniZovania rozdielov
v odmenovani zien a muzov;

e vyzyva Clenské Staty, aby v plnej miere vyuzili moznosti v ramci Eurdpskeho socidlneho
fondu, najmi na rieSenie priamych anepriamych pri¢in rozdielov v odmenovani zien
amuzov, zlepSenie pristupu Zien k zamestnaniu a znizenie segregacie na trhu prace
z dovodu pohlavia.

3.3. Propagacia rovnosti v odmeinovani u zamestnavatel’ov

Pri odstranovani neodévodnenych nerovnosti v odmeniovani zohrdvaju zamestnavatelia
klicovli tlohu. Nesu zodpovednost' za dodrziavanie pravnych predpisov v tejto oblasti.
Napokon, je to aj vich zaujme, aby konali zodpovedne s cielom podporovat’ vo svojich
organizéaciach rovnost’ medzi Zenami a muzmi. Toto sa vztahuje rovnako na sikromny, ako aj
verejny sektor. Komisia uplatiiuje akény program pre rovnost' prilezitosti pre svojich
zamestnancov. V tejto suvislosti treba zdoraznit' pretrvavanie rozdielov v odmenovani
rovnako vo verejnej sprave, ktord je zapriCinena najmd profesijnou segregaciou a slabym
zastupenim zien na veducich a rozhodovacich poziciach.

Problematika rovnosti nie je len otazkou etiky, ale prindsa podnikom vyhody v oblasti
konkurencieschopnosti, kedZze zamestnancom umoznuje naplno vyuZzit' svoj produktivny
potencial. Rovnost medzi zenami a muzmi je okrem iného jednou z prvoradych oblasti
innosti Europskej aliancie pre podnikovi socialnu zodpovednost'®. V tejto suvislosti
Komisia vyzyva alianciu, aby navrhla iniciativy s cielom zaro€it' dobri prax v oblasti boja
proti rozdielom v odmetiovani.

Niektoré ¢lenské Staty podporuju usilie podnikov najmi propagovanim znamok kvality, ktoré
udel'uju podnikom s takymi postupmi v oblasti rovnosti v zamestnani a riadenia l'udskych
zdrojov, v ktorych sa uplatiluje rovnost medzi Zenami a muzmi. Komisia moze podporit’
vymenu dobrej praxe v tejto oblasti. Podporuje ¢innosti na zvySovanie povedomia s cielom
bojovat’ proti rodovym stereotypom v podnikoch, najmai s prispenim programu PROGRESS.

NavySe verejna sprava zohrdva v hospodarstve Clenskych Statov dolezita ulohu, kedze
verejné zakazky predstavujii 16 % HDP Spolocenstva. Maju teda moznost’ pobadat’ svojich
dodavatel'ov, aby uplatiiovali socidlne zodpovedné postupy. Na tento tcel sa v smerniciach
2004/17/ES'" a 2004/18/ES" stanovuje, Ze ,.verejni obstardvatelia mézu stanovit' osobitné
podmienky tykajuce sa plnenia zdkazky (...) [ktoré] sa mozZu tykat najmd socidalnych
a environmentdlnych aspektov.

Komisia

e KOM(2006) 136.
Smernica 2004/17/ES Eur6pskeho parlamentu a Rady z 31. marca 2004.
Smernica 2004/18/ES Eur6pskeho parlamentu a Rady z 31. marca 2004.
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e vyzyva vnutroStatne organy, aby vyvinuli maximalne usilie na znizenie rozdielov
v odmeniovani svojich zamestnancov, aaby pomocou ndstrojov na uskutocniovanie
verejnych zakaziek propagovali u svojich dodavatel'ov rovnost’ v odmenovani,

e zahrnie rozmer rovnosti v zaobchadzani a odmenovani do prirucky o zohladiovani
socialnych kritérii v postupoch na uskutociovanie verejnych zékaziek, ktoru pripravuje na
rok 2008.

34. Podpora vymeny osved¢enych postupov na urovni Spolo¢enstva

Viaceré¢ Clenské Staty zacali uskutociiovat’ vnutroStatne iniciativy na boj proti rozdielom
v odmenovani. Tykali sa najmd legislativnych krokov v prospech rovnosti v odmenovani,
ktorych cielom je napriklad podnietit podniky alebo im uloZit'® povinnost’ analyzovat
a odstrailovat’ neopravnené rozdiely medzi zamestnancami, aktivnych politik rodovej rovnosti
najmi s cielom odstranit’ Strukturadlne nerovnosti na trhu prace, politik odmenovania s cielom
prehodnotit’ nedostatocne odmenované povolania.

Jedna z priorit rdmca ¢innosti pre rovnost’ medzi Zenami a muzmi, ktory v marci 2005 prijali
eurdpski socialni partneri, je znizenie rozdielov v odmenovani. V prvej sprave o ¢innosti
schvalenej zacCiatkom roka 2007 sa ukazalo, ze rdmec Cinnosti bol podnetom pre mnozstvo
iniciativ na vnutroStatnej Urovni s pouzitim Sirokej palety néstrojov, najmd v oblasti
zvySovania povedomia a odbornej pripravy, rozvoja nastrojov na porovnavanie platov alebo
ur¢enia stratégii na znizovanie rozdielov.

Réznorodost'ou pristupov sa podciarkuje zlozitost” tohto javu. Rovnost’ v odmenovani sa bude
moct dosiahnut’ len za predpokladu spolo¢ného tsilia vSetkych zainteresovanych stran na
vSetkych urovniach, pricom bude posobit’ na vSetky faktory, ktoré tieto rozdiely zapricinuju.
V tejto suvislosti je zdkladom dobrd znalost' Cinitelov, ktoré na rozdiely v odmenovani
vplyvaju, a rozSirovanie osved¢enych postupov, ktoré na znizovanie tychto rozdielov pouzili
jednotlivé strany. Komisia podpori vymenu osved¢enych postupov v tejto oblasti.

Technickou podporou v boji proti rozdielom v odmeiiovani bude mozné poverit Eurdpsky
ingtitt pre rodovia rovnost’™”.

e Komisia vyzyva socidlnych partnerov, aby pokracovali v zavadzani rdmca Cinnosti pre
rovnost’ medzi Zenami a muzmi, najma pokial’ ide o prioritu znizit’ rozdiely v odmenovani.

4. ZAVERY

Rovnost’ medzi Zenami a muzmi a nediskrimindcia patria k zdkladnym zasaddm Europske;j
unie. Pretrvavanie rozdielov v odmenovani zien a muzov je znakom toho, Ze st Zeny aj
nad’alej vystavené priamej a nepriamej diskrimindcii a nerovnostiam na trhu prace, ¢im sa
sucasne brani plnému uplatneniu produktivneho potencialu Zien a dosiahnutiu ciel'ov
Eurdpskej stratégie pre rast a zamestnanost’.

Ukazuje sa, ze je predovSetkym nevyhnutné rozvinut schopnosti na analyzovanie tohto stale
zlozitého a nedostato¢ne pochopeného javu. Tym sa umozni uréit mozné sposoby cielenych

19 Nariadenie ES €. 1922/2006.
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rieSeni a ur€it’ mozné vylepSenia platného pravneho ramca, ¢im by sa mohlo docielit’ vyrazné
zniZenie rozdielov v odmenovani.

Ciel'om tohto oznamenia je poskytnit’ nové podnety pre boj proti rozdielom v odmenovani. Je
dokazom plného nasadenia Komisie pri vyvijani maximalneho Usilia na odstranenie rozdielov
v odmenovani zien a muzov. Na dosiahnutie tohto ciela si bude vyzadovat’ aktivny pristup
vSetkych zainteresovanych stran, najmé ¢lenskych §tatov a socialnych partnerov.

11
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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.).

16

SK



SK

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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Transport et communication — 18
Financial intermediation — 37
Business services — 29
1000+ _ 28
a
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Q
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]
° 50-249 — 27
N
10-49 _ 21
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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).

SK 2 SK



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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Education Science Health and welfare  Humanities and Social sciences, Agriculture and Science, Engineering,
arts business and law veterinary mathematics and manufacturing and
computing construction

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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