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Preface
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(INEK-PEO), Cyprus. 
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Labour Institute of the Greek General Confederation of Labour (INE/GSEE), Greece. 
General Confederation of Portuguese Workers-National Inter Trade-Unions (CGTP–IN), 
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Gender Equality Committee in Employment and Vocational Training, Cyprus. 
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About this manual 

Unequal remuneration is a subtle long-lasting and recurring problem, which is difficult to 
overcome without a clear understanding of its interrelated concepts and implications for 
the workplace and the society, in general. Overcoming the problem, in addition, means the 
introduction of proactive measures. It is also a problem which has not a linear evolution; 
meaning that the contextualization of the problem is found within particular socio-
economic, labour market and political conditions of a given society. The current crisis, for 
example, experienced by the working people, particularly in the societies of the European 
south, has influenced the drawback of some of the working rights and questioned the 
established gender equality acquis. The deterioration and/ or the pretentious character of 
the collective bargaining and the social dialogue in general, the freezing of the wages, and 
the erosion of the minimum national wage could be considered as the price of the austerity 
measures and some of the unprecedented consequences of the current conditions.

This manual aims to raise r gender equality sensitivity to trade union officers, particu-
larly those who are active in trade union structures and in the collective bargaining pro-
cess, other activists at workplace level as well as gender equality professionals and activists.  

The contents, one the one hand are drawn, by the key findings of the 2-years joint pro-
ject and the exchange of specific knowledge among partners while considering coun-
try specificities, and on the other hand, are based on adaptations on a range of existing 
literature.  It is also going to be edited into Greek and Portuguese to reach as many read-
ers as possible.  

This manual is not and could not be exhaustive by no means on all dimensions of gen-
der equality. It is meant to act as a resource for stakeholders’ representatives as well as 
for labour inspectorates, company managers, and civil society groups in order to 1) raise 
awareness on the GPG and indicating its hidden elements/impacts 2) convince for  the 
need for including the GPG issue into negotiations taking place between social partners 
and employers and for considering the issue into company policy 3) indicate the meth-
ods for preventing the phenomenon and its consequences, which are extend beyond 
the workplace.

Hence, its main aim is to support and help these groups of people to identify and elim-
inate gender based inequalities within the course of their work and duties. The manual 
may support the users: 

 � In the negotiating agenda 
 � In the enhancement of  women’s presence in bargaining units/teams 
 � In gender mainstreaming approach in collective bargaining 
 � In raising awareness among trade unions of the need for gender equality in 

collective bargaining at workplace, sectoral and national level 
 � In sharing existing knowledge and good practices about social partners’ 

actions to address the gender pay gap through collective bargaining 
 � In contributing to European policy on gender equality  
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PART ONE.  INTRODUCTION

The principle of equal pay for women and men for equal work was incorporated in 
European legislation as early as the Treaty of Rome, the founding document establishing 
the European Union in 1957. The background for the Rome provision was the initiative 
of France to prevent unfair competition between countries. The ILO Convention 100 of 
1951 also referred to the principle of equal pay for ‘work of equal value’. In the European 
Union, the principle of ‘equal pay for work of equal value’ was implemented only with 
the Equal Pay Directive in 1975. The Directive also imposed requirements in relation to 
the content of job classification systems.

The issue of the pay discrimination led to the extensive case law of the European Court 
of Justice. The European Court of Justice developed key requirements for classifications 
in collective agreements: transparency and gender-neutral selection of factors, applica-
tion of factors and composition of the entire system (Weiler, 2001).

In the EU, there is still a persistent gender pay gap and in some countries it is becom-
ing wider. This pronounced persistence of the gender pay gap makes it evident that 
such a complex issue that can be tackled only by a comprehensive approach. It is a soci-
etal matter and must be confronted and solved as such. Pay consists of several elements 
such as basis pay differentials, performance-related pay, bonuses, profit-related pay and 
seniority-related pay. Research demonstrates that the pay position is strongly related to 
social status. 

Improvements, for example, in basic pay (which is the key focus of the equal pay for 
equal or comparable work approach) often lead to new differences in other pay ele-
ments. Therefore in order to tackle the gender pay gap the entire pay structure and pay 
determination must be in the focus.
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Global gender inequalities persist  

Inequalities between women and men persist. Globalization has created unprecedented 
economic opportunities as well as deepened social inequalities and personal insecurities. 
Both women and men have been affected. However, gender inequalities persist and it is 
overwhelmingly women who suffer the most: 

With 54 per cent of working age women in the labour force as compared to over 80 
per cent male participation, the world is not making the most of its female talents and 
potentials. 

 ´ Poverty is increasingly feminized. Women constitute 70 per cent of the world’s 
1.3 billion absolute poor. 

 ´ Half of the world’s labour is in sex-stereotyped occupations, with women 
dominating those occupations which are lowest paying and least protected. 

 ´ Women continue to be mainly responsible for the “care economy”. If the value 
of the unpaid, invisible work done by women – approximately US$11 trillion 
per annum– is included, global output would be almost 50 per cent greater. 

 ´ The gender pension gap is leading into a poverty trap: women face a much 
higher risk than men of a drastic drop in living standards when they retire. Yet 
women account for the majority of the over-60 population in most countries. 
(Source: ILO Gender Promotion Programme. 2000. More and Better Jobs for 
Women and Men. Geneva: GENPROM).

 ´ Women continue to have less access than men to investments in skills, 
knowledge and lifelong learning. In a world increasingly dominated by 
information and communications technology, gender inequalities lead to new 
forms of social exclusion. 

 ´ Some women have breached glass walls and ceilings, but worldwide they hold 
only 1 per cent of chief executive positions. The majority experience the effects 
of the so called “sticky floor” – on the bottom rungs of their occupation. 

 ´ More women are creating their own businesses, which are important sources 
of employment. But the policy, regulatory and institutional environments are 
often unfriendly to women entrepreneurs. 
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 ´ Women are increasingly migrating, both legally and illegally, for employment. 
Female migrant workers are among the most vulnerable to exploitation and 
abuse. 

The impact of the EU economic crisis on Gender equality 

There is substantial evidence that the recent years economic crisis in the EU societies has 
also negatively affected women in the public sector with severe pay cuts, the imposing 
of austerity measures leading to reduced services for childcare/elder care, the great 
unemployment rates, etc. However, there has been little or no gender impact assessment 
of the impact of the crisis on women with the exception of some emblematic works1. For 
example, Country Specific Recommendations (from the European Commission) give a 
limited focus to gender equality considerations.  

Gender gaps in employment in recent crisis years

 � Persistent gaps exist (gender pay gap on average 16%, pensions pay gap 
average of 39%) 

 � Across Member States the gender pay gap varied by 27.5 percentage points, 
ranging from 2.5 % in Slovenia to 30.0% in Estonia. 

 � Differences exist between the public and private sector. The highest pay gap in 
the public sector was in Hungary (24%), and within the education sector Estonia 
(25%) has the highest pay gaps. 

 � The gender pay gap tends to widen for part-time workers – this varies by 39 
percentage points, with the highest gaps in Spain (31.8 %), Portugal (26.1 %) 
and Slovakia (24.4 %). 

 � Women’s care responsibilities and the unequal balance of paid and unpaid 
work. Women spend on average 26 hours a week on care activities, compared 
to 9 hours spend by men (Working Conditions Survey, Eurofound 2013) 

 � Score of an average of 38.8 (out of 100) across the EU – the lowest gender 
equality score of the eight domains of gender equality (European Institute for 
Gender Equality, Gender Equality Index) 

1. M. Karamessini & J. Rubery, Women and austerity. The economic crisis and the future of gender equality, Nisos & Centre for 
Gender studies, Panteion University 2015. 
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PART TWO. THE ROLE OF TRADE UNIONS IN 
THE PROMOTION OF GENDER EQUALITY AND 
PAY EQUITY 

Why is GPG issue important to be mainstreamed in the 
collective bargaining? 

Collective bargaining is an important tool to support women’s working rights and 
promote gender  equality and the elimination of the Gender pay gap  in so far as it 
takes account of the needs of  all workers, particularly women who predominate in 
more precarious and lower paid jobs. The elimination of discrimination, decent work 
for women, equal pay for work of equal value, violence against women etc. are union 
issues as they affect workers’ rights.  Women account for a growing proportion of union 
members and efforts should be made to ensure greater representation of their particular 
interests and protection against inequalities by unions. 

However, all these greatly depend upon scope, level and coverage of collective bar-
gaining and enforcement of its rights in the various national contexts. In particular under 
the recent crisis, whereas in some countries social dialogue and collective bargaining 
have been undermined and even become iconic since major bargaining working rights 
issues i.e. minimum wage to be regulated by the state2.    

The narrowing of the GPG is crucial factor in addressing inequality, poverty and low 
incomes across women’s working lives and beyond during retirement (pension gap). 
However, there are great variations across the EU in terms of coverage, scope and level 
of collective bargaining as well as the recognition and enforcement of bargaining rights. 
Moreover that, 

 
 � Although collective bargaining is recognised in the EU and the UN as a tool to 
promote gender equality, still it is poorly embedded in legislation and recently 
has been abolished or neutralized its role 

 � Promoting the pay equity through collective bargaining enhances the profile 
of unions and has a positive impact on union recruitment and organising of 
working people especially in times that there  is urgent need to adapt and 
adjust their goals and strategies to social concerns and the changing needs of 
all workers with no exclusions 

2.  See The Effects of the Economic Crisis on Gender Pay Gap: A Comparative Analytical Report between Cyprus, Greece and 
Portugal (2008-2014)
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 � Help to deconstruct stereotypes and assumptions about women’s roles and the 
value of women’s work in traditional female jobs and also stop undervaluation 
of women’s occupations and skills. That is, gender roles in the family and the 
workplace limit women’s employment participation and advancement and 
have impact on gender relations in work, family and society.

Table: Pay equity Measures by Member States

Collective agreement on equal pay for 
women and men

Austria, Belgium, Bulgaria,  
Denmark, France

Collective agreement on equal 
treatment for women and men

Austria, Cyprus, Slovenia

Collective agreement on a minimum 
wage

Austria, Poland

Creation of a body responsible for 
workplace equality between women 
and men

Denmark

Action plan on gender equality in 
general

Finland, France, Ireland, 
Luxembourg, Portugal

Joint statements or resolutions from 
trade unions

Austria,  Belgium, Spain
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The role of collective bargaining

 � Key mechanism for wage setting 

 � Evidence consistently shows that 1% 
increase in social dialogue ‘coverage’ 
reduces the gender pay gap by 0.16%. 

 � Collective approaches and less 
individualized measures result in better 
employment conditions and a smaller 
gender pay gap. 

 � Pay systems are more likely to be 
transparent enabling discrimination to 
be addressed. 

 � Gender pay gap can be reduced 
through compressing wage dispersal 
across a sector or company (by 
reducing the gap between high and 
low paid workers). 

 � Τhe gender pay gap is lowest in 
countries where overall equality is 
higher, where workplaces provide for 
balance between work and family life, 
and where there is a positive impact 
from collective bargaining.

 

Good Example 1:    Italian unions 
have negotiated at workplace level to 
encourage reconciliation of work and 
family life. A ‘social gender equality 
model’ analyses gender equality in 
sectoral and company agreements across 
five domains: flexible working hours; 
training; support measures to supplement 
the family economy; working time, the 
reconciliation of work and family life, and 
childcare; and the organisation of work.

Good Example 2:    Gender main-
streaming strategy introduced by the 
Belgium trade union confederations, led 
to collective agreements being assessed 
for their gender impact; collective 
bargaining teams were trained in 
gender mainstreaming techniques and a 
handbook produced to guide negotiators. 
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Examples of measures promoting equal pay adopted within 
the framework of collective bargaining

The adoption of collective agreements 
incorporating the principle of gender 
equality in general

AT, CY, SI

Equal pay in particular AT, BE, BG, DK, FR

The adoption of a minimum wage policy AT, PL

The creation of a body responsible for the 
question of equal pay for the public sector 
made up of trade union and employers’ 
representatives

DK

Implementation of joint action plans by the
social partners

FI, FR, IE, LU, PT

Some unions have also made specific 
commitments in the fight against the gender 
pay gap

AT, BE, ES

“There is evidence that where women are protected by trade unions and collective 
agreements the gender pay gap narrows.”

(ETUC ‘Bargaining for Equality’ survey)

Collective bargaining: to be adjusted in the new times and 
emerging new needs and concerns  

Clear evidence from the comparative survey on GPG among the three countries i.e. 
Cyprus, Portugal and Greece, which has been conducted in the terms of the EU Progress 
project (Bridging the Gender pay Gap in Cyprus, Portugal, Greece), has brought to the 
forefront important issues, which may undermine the influencing power and impact of 
the specific tool:

 y A more hostile environment for collective bargaining 
 y Problems with collective bargaining coverage and extending existing 

agreements 
 y Deterioration of collective bargaining in countries most affected by the crisis 
 y Trend to decentralization and individualization of bargaining 
 y Gender equality and women’s issues have traditionally been neglected in 

collective bargaining thus  problems persist in integrating specific gender 
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considerations into collective negotiations and convincing employers to 
negotiate 

 y Economic crisis has refocused attention, and in most countries no gender 
impact assessment has been carried out of austerity measures and wage cuts 

 y Problems in implementing legislation requiring collective agreements/
negotiations on equality 

Few unions report on the introduction of specific measures to address gender 
inequalities between women and men in the light of the economic crisis. 
The most common reason is that the gender pay gap has narrowed during the 
economic crisis (downwards) and men’s wages have been most affected. 
Unions are still trying to keep a lens on gender equality issues and the gender pay 
gap/pay inequalities between women and men – in some cases there are success 
stories. 
However, difficulties in keeping GPG and pay inequalities between women and men 
on union agendas, particularly in crisis hit countries are still persisting. 
The ETUC Bargaining for Equality survey 

Social dialogue and collective bargaining - A new impetus is needed 

The charter of the fundamental rights, numerous directives and resolutions of the 
European Parliament, reports produced in the context of the European Commission 
Communication and the presidencies but also a great number of Guides, Reports, working 
papers, Manuals etc. as well as guidelines and joint statements made by European Social 
Partners (CEEP, UNICE/UEAPME and ETUC) and the ILO on the Gender equality and the 
Equal Pay principle have created a rich resource for responsible stakeholders to take 
action. On the contrary, and despite the widely dispersed efforts it is true that the recent 
years of the severe economic crisis, the high rates of unemployment, the widespread 
of precarious types of jobs (e.g. mini gobs) and the great labour market changes little 
progress has been done while crisis has an unequal impact on women’s position into the 
labour market and the industrial relations3. 

The measured narrowness of the absolute percentage of pay gap at least in the core 
crisis countries examined is the outcome of the much worsening situation of men to 
come closer to that of women in terms of pay4.  Although Member States have taken 
some action to reduce gender gaps, further progress is needed as pointed out by the 
2015 Joint Employment Report. In an overview of the situation regarding the pay gap in 

3.  See more in Maria Karamessini and Jill Rubery, Women and austerity. The economic crisis and the future of Gender Equal-
ity, Taylor and Francis Group 2013.

4.  M. Liapi, “The Effects of the Economic Crisis on Gender Pay Gap: A Comparative Analytical Report between Cyprus, Greece 
and Portugal (2008-2014).
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the European Union, and on the basis of nine indicators approved by the Council of Min-
isters of the European Union in 2001, ten years later one figure is immediately striking: 
the gender pay gap nowadays still averages 18 % in the European Union. 
It seems that efforts should be concentrated once again on key areas of priority:

1. At the level of the enforcement of the existing legal framework/laws, which 
should be used as a lever to further negotiations and to ’mainstream’ pay 
equality into organisations. Social partners should lobby the government for 
improvements in the regulatory framework and for making the law effective 
in reducing the GPG in the context of a growing need for reforms in the social 
security systems and with a lifetime perspective considering the time gap, 
vertical and horizontal segregation, and the pay gap.

2. At the level of knowledge and respond capacity : Gather new knowledge, better 
understand and reflect upon existing situation and new needs, experiment 
with approaches and methodologies and enrich existing expertise based on 
good results. 

3. At the level of strengthening their influencing power and gaining a strong voice 
through e.g. making new alliances, bringing new agents into the play, lobbying 
with working rights protection actors, and using the media (mainstream and 
social) to raise awareness on the Gender pay gap which continues to create and 
reproduce gender and class inequalities in the globalization era.

4. At the level of making more visible the issue of the GPG. Communicate with the 
wider possible audiences and the public opinion the social injustice crated by 
undervaluation of women’s work, the gender biased job evaluation systems 
and the awarding of performance-related pay elements, unequal treatment 
among full time and part-time workers 

5. At the level of greater social responsibility.  Making again the social dialogue 
and collective bargaining to regain its lost credibility and legalization in the 
eyes of millions of female workers whose rights are violated and who lack the 
power and the voice to be heard. 

Negotiating gender equality at work: dealing with 
contradictory issues 

Collective bargaining tends to reflect the priorities and needs of the “dominant worker” 
in a particular workplace or industry; a tradition which has resulted in the exclusion of 
women as representatives, and also, in their own needs and interests from trade union 
priorities and claims. This is reflected in the collective bargaining agenda whereas 
women’s concerns are missing or hard to be included despite the diversification of both 
workplaces and female workers. The tensions created by the resistance to acknowledge 
the disadvantages/discriminations which a great number of working women are 
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experiencing and the promotion of a gender equality agenda as contradicting the 
traditional strategy of building union strength upon members’ common collective 
interests and identity. 

 
Moreover, the commitment to remedy the pay differentials may creates also the risk 

to bring about changes in men’s pay. This creates internal tensions and conflicts for trade 
unions about how to promote gender pay equity without creating internal divisions or 
alienating male members. These difficulties can only be overcome if unions prove to be 
determined enough to challenge established interests and power structures. It needs to 
open their doors to the growing number of working women and prove that they intend 
to protect their rights.  

Paradoxically, therefore, collective bargaining has been both part of the problem and 
part of the solution to inequality and discrimination at work5.

Greater consultation and participation of women in the 
collective bargaining process promotes inclusive democracy 

In preparing for collective bargaining, it is important to ensure the active 
participation of women, seek their views and make sure their voices are heard. 

(ILO Resource Kit for Trade Unions on Promoting Gender Equality)

Equal representation within union decision-making structures and equality-enhancing 
union policies are undoubtedly critical prerequisites to advancing gender equality 
through collective bargaining. Recognising and validating the experiences of those 
suffering discriminations and having no voice to be heard is an essential dimension of 
respect and dignity at work. It is in this way that collective bargaining can be proven to 
be an inclusive mechanism for all workers, (both men and women) not simply those who 
represent the majority in a particular industry or enterprise. 

Recognising diversity strengthens solidarity 

There has been a growing recognition that diverse interests and needs within the labour 
movement should be articulated and addressed. Indeed, by recognizing diversity 
solidarity can be strengthened. Including aspects of diversity instead of suppressing 

5.   A.Blackett & C. Sheppard, “The links between collective bargaining and equality”, International Labour Office, Geneva, 
2002.
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it, trade unions might encompass of women and other groups and become able to 
facilitate a process whereby diverse groups collude under their common interests.  
Collective bargaining is a process through which comprehending the nature of gender 
inequality and devising creative solutions can be advanced.  To succeed this, there is 
the need to:  include female representatives on negotiating teams and as leaders in the 
collective bargaining process;  to consult with individuals and groups who experience 
pay inequities; research on gender pay differentials and to  train individuals from under-
represented groups to participate in trade union activities and collective bargaining. 

Gender equality is human rights issue

It is a widespread idea that collective bargaining is about industrial and economic issues, 
whereas, human rights and gender equality are about social issues to be addressed by 
legislation.  Apart from the fact that there can be no separation of the two spheres i.e 
the economic and the social, legislative reform to advance human rights protection is 
particularly essential given the limited scope of unionization but also to reinforce the role 
of collective bargaining regarding the safeguard of basic economic rights i.e. wages, job 
contracts, atypical work, job security, working conditions etc. which have been traditional 
collective bargaining agendas.  Similarly, so-called social issues, such as family-related 
leave, recruitment and training opportunities, non-discrimination and protection from 
harassment at work, have significant economic implications.

Therefore, collective bargaining can ensure the safeguards of human rights and 
equally respect for the rights of all without any exclusions.  
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PART THREE. PREREQUISITES TO INTEGRATE 
GENDER EQUALITY AND PAY EQUITY IN 
COLLECTIVE BARGAINING  

The key context determinants  

Key action priorities for gender equality at work

Based on the results of the recent forum on the future of gender equality in the Europen 
union (Report 10 June 2015)6  the key priorities regarding policy areas to reach equality 
at work are:

 � Gender neutral job evaluation leading to equal pay for work of equal value 
(with the help of collective bargaining/bargain unions & pay claims in individual 
cases on company level) 

 � “Glass ceilings – sticky floors” 
 � Enforce implementation of European laws on equal pay on national level 
 � Childcare facilities 
 � Information awareness and education on gender equality 
 � Awareness raising for gender equality in society and business (certain branches) 
 � Gender roles and stereotypes 

Norway: Gender disaggregated data prepared for collective bargaining 
rounds under the tri-partite Technical Calculation Committee

6  European Commission  -DG Justice and Consumers, Unit D.2 (Gender Equality) 1049 Brussels, Belgium
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Data collection and data diffusion 

For workers’ and employers’ organizations to bargain for equal pay, they must have:
 y access to relevant wage data, 
 y a good understanding of the principle, and what the national law states about 

it. 
They can negotiate regarding what form of job evaluation will be undertaken, and at 
what level and whether a pay equity committee will be established, and how it would 
function.

They may also need to consider efficiency gains through streamlined job classifica-
tion systems to offset any pay rises, and to guarantee that no worker will be paid less as a 
result of the job evaluation process. The timing, nature of training and expertise needed 
for the job evaluation process will also need to be bargained. Existing collective agree-
ments also need to be analyzed to ensure they do not directly or indirectly result in wage 
discrimination.

Measuring the GPG: quantitative and qualitative indicators 

As part of the review of the implementation of the Beijing Platform for Action under the 
last Belgian Presidency of the European Union in 2001, the Council adopted conclusions 
on combating the gender pay gap, and took note of a report by the Belgian Presidency 
containing information on pay inequalities and defining the following six quantitative 
indicators and three qualitative indicators7 as in the following:

Quantitative indicators 

1. Ratio for all employees
2.  Ratio for the total sum of wages
3. Ratio for part-time work
4. Ratio by age and education
5. Wage penalties in female-concentrated occupations

Qualitative indicators

6. Decomposition of the hourly pay gap between men and women using the 
Oaxaca technique;

7. Indicator on laws, regulations and measures to combat discrimination and 
inequalities at work

7.  “The gender pay gap in the Member States of the European Union: quantitative and qualitative indicators”. Belgian Pres-
idency report 2010.
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8. Indicator of the influence of public authorities on wage bargaining
9. Indicator relating to part-time work and temporary career breaks.

In the context of its Presidency (2010), Belgium willed to review on the progress made 
towards the elimination of the gender pay gap in the European Union, on the basis of 
these nine indicators, and to propose the updating of those indicators to take account of 
statistical developments and changes to legislation since then. It came to the conclusion 
that 

“Eliminating the pay gap, and consequently eliminating professional inequalities 
between men and women, remains a major challenge, not only in order to achieve the 
objective of equality between men and women, but also to ensure smart, sustainable 
and inclusive growth and to attain the European Union’s objectives of economic and 
social cohesion and a high level of  employment”8.

Key dimensions of the pursuit of pay equality through 
collective bargaining by social partners 

The pursuit of substantive equality engages employers, unions and workers in a process of 
institutional and social transformation, requiring a fundamental rethinking of the world! 

For “women to stop being like men only 
cheaper” is it needed to promote and 
consolidate a gender equality flexible and 
multidimensional framework within which 
gender pay gap is going to be situated and 
addressed.  It is also going to be of great help to 
have reviewed comparisons of some innovative 
collective agreement provisions to create 
a respond repertoire according to diverse 
sectors of intervention i.e. job segregation, 
reconciliation, job allocation and dominant 
cultural and social norms related to gender role 
stereotypes. 

We can highlight key dimensions of the pursuit of substantive pay equality through 
collective bargaining9. These include: 

1. Commitment to narrow GPG through bargaining 

8.  op cit.
9.  Op.cit. 3. 
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2. Identifying pay inequalities through consultation and research
3. Ongoing mechanisms for identification of pay inequities and monitoring 

implementation of agreements  
4. Remedying Inequality

1. Commitment to narrow GPG through  bargaining  

For gender equality and in particular of the pay equity to be advanced through the 
collective bargaining process, it is essential that trade unions and employers will seek 
to be actively involved. In particular regarding European diverse national context, 
great differentiations among trade unions are evidenced regarding the interest and 
commitment to the promotion of women’s rights. The Gender pay gap is a complex issue 
and necessitates initiation of trade unions to take it high in their agenda in negotiations, 
based on a great variety of strategies such as ensuring participation of women in 
collective bargaining teams, consultation with women workers to identify and assess 
their needs to be prioritised. This has to be done by keeping in mind that unions need 
to be really representing and protecting working rights of all working force members.  

2. Identifying pay inequalities and discrimination

The process of preparing for collective bargaining by both unions and employers and 
the setting of bargaining demands and priorities should include an assessment of 
existing problems of pay inequity and job evaluation discriminations. Inclusive strategies 
for consultation and participation of those being either excluded by negotiations or 
experiencing at great those inequalities are essential to identifying and defining causes 
of pay differentials at industrial/sectoral or company level. It is true also that technical 
and gender expertise is needed for identification and determination of systemic 
discrimination in wage determination systems. 

Both the collective expertise of trade unions and of human resource departments is 
a valuable resource to be motivated for the analysis of the gendered systemic and sta-
tistical patterns of pay an integral part of including Gender pay Gap in the collective bar-
gaining.   
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Key concepts 

Before anything it is important to share some common understanding in relation 
to key concepts. 
Direct gender discrimination could involve a law that specifically excludes women 
from performing certain jobs, legislation that does not allow women to sign contracts, 
or discriminatory recruitment processes, including advertisements specifying that a 
post is for a woman or a man. Problems of proof of a direct discrimination may arise 
when there is need to assume whether is to her membership in a particular group 
and when it is simply based on her individual attributes? Trade unions can play an 
important role in tracking experiences of exclusion and discrimination against with 
te use of a good range of methods and tools specifically devised of such purpose. 

Indirect discrimination is more subtle and often hidden. It occurs when apparently 
neutral measures have a disproportionately adverse impact on one gender. Even 
well-intentioned measures can be discriminatory. For example, organizing vocational 
training outside working hours may lead to low participation of women and, as a 
result, to fewer opportunities for access to employment or career prospects.

3. Ongoing mechanisms for identification and monitoring 

Ongoing identification of inequalities including pay gap, should also be included in the 
negotiation agenda as it is of great importance regarding problems arising in the course 
of the collective agreement  that do not pertain implementation of specific policies or 
measures per se, but the fair application and interpretation of existing rules.  

Ongoing monitoring mechanisms like gender equality groups, Equity or human 
rights committees, Equal Pay Observatories, on-line pay calculation platforms, etc will 
raise capability to identify systemic and policy problems of inequality in industrial rela-
tions systems to spot on problems and conflicts arising and recommend policy and 
organizational changes. Legislative initiatives to advance pay equity have extended the 
implementation and monitoring role to trade unions, as an autonomous voice of all 
workers. 

 
4. Remedying inequality and discrimination

Wages have traditionally been at the very heart of collective bargaining and the heart 
of equality and decent work rights. Employment standards legislation mandating equal 
pay for equal work has contributed in the restrain of the unequal pay for the same work 
even though not totally abolished.  

The issue of equal pay for work of equal value is more complex, but equally impor-
tant to the pursuit of pay equity through collective bargaining, which should be eval-
uated in terms of skill, effort, responsibility and working conditions. Employers tend to 
argue that this is linked to segregation in the labour market and the undervaluing of work 
done by women hence it relies upon the Trade unions to address such pay inequities at 
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the bargaining table. Still further and proactive legislative initiatives are needed to clar-
ify and make a greater issue of how, when and whether equal pay for work of equal value 
is addressed in collective bargaining. 

It is obvious that trade unions have a critical role to protect workers who are discriminated 
against and notably in the promotion of gender equality and protecting vulnerable 
women workers which was acknowledged in the Platform for Action of the United 
Nations Fourth World Conference on Women (Beijing, September 1995), which called 
on governments and all social actors to “Recognize collective bargaining as a right 
and as an important mechanism for eliminating wage inequality for women and to 
improve working conditions” (paragraphs 178h, i).

Mainstreaming Gender in the bargaining agenda

For Unions to make good choices in developing their collective bargaining agendas 
which best represents their bargaining goals and has the best chances of success should 

remember to: 
 y Ensure that gender demands are not subsumed under more general union 

demands.  
 y Safeguard that the negotiating team will carry out the priorities determined 

by the union members. Sometimes, getting an item on the collective 
bargaining agenda may be more difficult than bargaining with the employer. 
The negotiating team members often have to juggle competing demands by 
different groups of workers, and are compelled to make difficult decisions. 

 y Encourage the presence of strong, vocal women on the negotiating team 
for women’s issues who are not sidelined and competent to use the same 
compelling arguments with the negotiating team as the ones with employers. 

 y If women members know that their women representatives are ‘looking out for 
their concerns’ they are more likely to trust the team to represent adequately 
their interests and accept the final collective agreement package. 
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In prioritizing gender equality and women’s demands on the bargaining agenda 

remember that: 
 y Company policies that support women often help men too; Facilities that 

appear to most help women, for example, child care, benefit mothers and 
fathers, children, families and communities. 

 y Pay equity benefits not only women but have positive effects that extend to 
families and communities. 

 y Many proposals that support the entire union membership can have direct 
positive benefits for women. Better pay, increased safety measures, etc. are 
measures that benefit both women and men. The draft collective agreement 
should be circulated to all members for their approval and support. 

 y It is important to educate and inform all members of what the provisions 
for gender equality or women’s concerns are and what these imply. Women 
members might have to lobby for the acceptance of these provisions.

Workplace audits 

Voluntary or compulsory workplace equality or equal pay audits and/or gender impact 
assessment procedures are becoming more and more prevalent. Such audits may 
assist in identifying the extent of unequal pay as part of the bargaining process. A joint 
approach involving workers’ and employers’ representatives has proven effective in 
many countries in developing and implementing pay audits.

Consultation: preparing for negotiations 

To prepare for gender equality bargaining, unions should: 
 � Ensure the active participation of women, seek their views and make sure their 

voices are heard
 � Promote awareness and appreciation of gender issues among the union 

membership and also among employers
 � Select the negotiating team
 � Develop the gender equality bargaining agenda
 � Be well prepared for negotiations: gather all relevant facts, draft the agenda for 

bargaining, and develop a clear strategy.
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Building alliances 

 Workers’ and employers’ organizations can gain in the pay equity area by building 
alliances and coalitions with groups in the wider community. Gender Equality bodies, 
Human rights, community-based, legal and economic development organizations are 
often valuable sources of support and information along with groups that represent 
women. Media contacts and community forums can also generate valuable support.

Mobilizing members

 The organization and mobilization of trade union members around pay equity requires 
preparation and specific action. The leadership, in consultation with members and 
potential members, could map out an action plan that involves some or all of the 
following, depending on national circumstances:

 �  briefing of workplace delegates
 � writing and distributing written material for the membership
 � scheduling of membership meetings on the issue (at a time and place 
suitable for all workers,  including part-time workers and those with family 
responsibilities)

 � using appropriate communications technology such as the internet, television, 
radio, social networking, or mobile text messaging, depending on content and 
target

 � developing appropriate media releases and undertaking media interviews
 � providing training to a core team on the concepts and methods associated 
with equal pay

If this can be done in cooperation with employers, it will be even more effective. Also if 
it can be done with the support of other unions, including the central union federation 
or confederation, it is more likely to succeed.

Developing a pay equity strategy 

For the development of a successful strategy bringing together various planning 
aspects it is quite helpful to take into account the experiences and resources of other 
organizations in national and even international level. Decisions upon targeting, timing 
and necessary resources must also be made.

 � Targeting involves ensuring that the right message is delivered to the right 
audience.
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 � Timing means a series of actions that can build on each other.
 � Resources - human, material and financial - will need to support the 
development of pay equity strategy  

Major stages for the development of a pay equity strategy might involve10:

(1) Undertaking research and/or use secondary statistical data and information 
about the position of men and women in the labour market and the industrial 
relations

(2) Arrange women’s friendly (e.g. take into account meeting hours) awareness 
raising membership on the Gender pay gap issues through workplace 
delegates meetings

(3) Arrange consultations on the issue with the Government, women’s trade 
union committees,  employers’ organizations, as well as Gender Equality 
bodies 

(4) Network for external support from rights organizations and communities, 
women’s NGO’s, 

(5) Launch publicity campaign and make use of media; develop and/or make 
use of specialised material (printed, audiovisual etc)

(6) Prepare and share claims towards employers 
(7) Hold negotiations with employers judged and well documented. It creates 

more opportunities for success; after all, narrowing the Gender pay Gap is of 
the interest of all! 

(8) Prepare dispute notifications in case of failure of the negotiations and 
continue to actively involve and communicate at each step with the union 
membership 

10. Adaptation on  M.Oelz, S.Olney, M.Tomei “Equal pay. An introductory guide” ILO 2013
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PART FOUR. TOOLS AND MEASURES TO 
PROMOTE GENDER PAY EQUITY IN COLLECTIVE 
BARGAINING

Mainstreaming Gender Equality issues across trade union decision-making structure and 
collective bargaining remains one of the biggest challenges facing unions. In addition, 
it is a longstanding commitment of European Trade Union Confederation (ETUC) and 
its members in view of the increasing feminization of unions and the influence women 
have played in promoting gender equality. 

 � Nearly 50% of unions have introduced gender equality and gender 
mainstreaming training for bargaining teams 

 � 40% have introduced specific guidelines on how to integrate a 
gender perspective into collective bargaining 

 � 38% reported on measures to improve the representation of 
women in collective bargaining teams (ETUC survey 2013)

Other actions include  specific activities to monitor the potential discriminatory content 
of collective agreements, campaigns on equal pay and pay inequalities, studies and data 
collection, the development of certification systems, and influencing national legislation 
and policy.(Source: ETUC Survey 2013).

Guidelines on reducing pay inequalities for collective bargaining teams and 
union negotiators have been produced (just over 40% of union confederations and just 
over 30% of union federations). They range from general guidelines that aim to raise 
awareness about gender pay inequalities, to specific and detailed guidelines covering 
particular topics and sectors, often prepared in advance of collective bargaining rounds.

Job evaluation method  

This principle of the equal remuneration is fundamental to the achievement of gender 
equality, as a large proportion of women do different jobs than men. Assessing the value, 
and corresponding requirements, of different jobs on the basis of common and objective 
criteria also contributes to more transparent and efficient systems for pay determination, 
while improving recruitment and selection procedures.
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Determining if two jobs that differ in content are equal in value requires some method 
to compare them. Job evaluation methods are the tools that help to establish the relative 
value of jobs and thus determine whether their corresponding pay is just11. 

Key terms – definitions 

Remuneration 
includes the ordinary, basic or minimum wage or salary and any additional 
emoluments payable directly or indirectly, whether in cash or in kind, by the 
employer to the worker

Direct Discrimination based on sex: 
Different pay for women and men in the same occupation
Different titles (and pay) for the same or similar occupations

Indirect Discrimination based on sex: 
Undervaluation of the skills, competencies and responsibilities associated with 
women’s work
Gender biases in job evaluation methods
Gender biases in job classification and job grading systems
Gender biases in job remuneration systems

 

Guidelines for Equal Pay Programme

In order to develop an Equal pay programme it is necessary to go through the following 
stages:    

1. Determine the gender predominance of jobs 

i. Take into account the percentage of men and women at certain clusters of 
occupation at a given time, through evolution, including gender stereotyping 

ii. Select which jobs to compare at company level: 

 � Draw up a list of the jobs in the enterprise
 � Determine whether these jobs are male- or female-dominated
 � Ensure that the criteria used to determine predominance are rigorous
 � Ensure that there is no gender bias.

11.  See also L. Antoniou, Results of the Pilot Study of the Job Evaluation Tool free From Gender Bias in the Hotel Industry 
in Cyprus, Progress “Bridging the Gender Pay Gap. Transnational cooperation in Cyprus, Greece and Portugal, Equality 
Department, Cyprus Labour Institute (INEK-PEO).
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2. Develop the job evaluation method (JEM) taking into consideration the 
following basic principles 

 � Use of Common criteria 
 � Relative value 
 � Rigorous and systematic examination 
 � Gender neutral approach

3. Base the analysis on the major 4 determining factors 

Skills/
Qualifications 

Effort Responsibility Working Conditions

Interpersonal  
skills

Emotional  
effort

Responsibility for 
people

Physical Environment

Communication 
skills

Mental effort Financial 
responsibility

Psychological 
conditions

Physical effort Responsibility for 
material resources

Working time 

4. Develop evaluation tools and collecting data on the jobs

 � Questionnaire (free from gender bias, rigorous, pre-tested, Circulation among 
all employees. 

 � Interviews 
 � Direct observation 

5. Analyze the results

 � Analyzing content of questionnaires by subfactor 
 � Establishing a summary of each job  by subfactor 
 � Validating the results
 � Establishing a job profile 
 � To assign points to each job profile

6. Determine the value of the jobs

 � Allow pay comparisons between jobs of equal value
 � Developing the weighting grid
 � Ensuring consistency and absence of discriminatory bias 
 � Distributing points based on levels of sub-factors 
 � Calculating the total points for each gender-predominant job 
 � Establishing point intervals 
 � Grouping jobs by interval 
 � Ensuring absence of discriminatory bias
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7. Equalize pay for jobs of equal value

 � Defining total compensation
 � Comparing jobs and measuring wage gaps
 � Paying wage adjustments
 � Maintaining results 

Result: When an employer finds discriminatory gaps to the detriment of certain 
female dominated jobs, it will be necessary to correct them for all employees: work 
part time or full time, are on indeterminate or fixed-term contracts or are casual 
workers. 

Examples of Guidelines by European Trade Unions12 

The German services union Ver.di has published a range of guidelines to promote 
gender equality in collective bargaining, with a specific focus on mainstreaming gender 
into collective bargaining for affiliated unions and works council through its national 
collective bargaining structure. 

In Belgium, France, Lithuania and the UK, some unions, have prioritised the devel-
opment of tools and guidelines on gender-neutral criteria for job evaluation. A subject 
which seems to be a gap in most other unions’ capacity and awareness, and an impor-
tant area for union action in the future in tackling the under-valuing of women’s work.

In Lithuania, the LPSK confederation has drawn up a ‘model collective agree-
ment’ for companies for this purpose. In 2005 the national social partners concluded an 
agreement for a ‘Methodology for the Assessment of Jobs and Positions’ based on eight 
factors: 1) education, 2) professional experience, 3) levels of positions and management, 
4) scope of decision making and freedom of action, 5) autonomy and creativity at work, 
6) responsibility, 7) work complexity, and 8) conditions of work. The social partners view 
this as an important tool, given the low level of collective bargaining coverage in com-
panies in Lithuania. The agreement was signed by the two Lithuanian employers’ organ-
isations and the three national trade confederations. 

In Belgium the ACV/CSC has produced a gender equality leaflet setting out tools 
for negotiators on pay, training and part-time workers, amongst other areas. The ABVV/
GTB also has a number of tools and policies to promote gender equality in collective bar-
gaining. At the federal level there has been a great deal of work on gender mainstream-
ing, although the challenge is to ensure that these tools are fully integrated into collec-
tive bargaining.

A brochure produced by ACV/CSC in Belgium ‘Act on the gender pay gap in your com-
pany’ sets out guidance for union committees in how to address equality between 

12.  “Bargaining for Equality. How collective bargaining contributes to eliminating pay discrimination between women and 
men performing the same job or job of equal value”, ETUC 2014.
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women and men in companies and institutions.  It argues that although legislation is a 
prerequisite for equality, specific commitments are needed by the social partners and 
public authorities in order to implement the legislation in practice. It makes suggestions 
for ways in which union representatives can bring equal pay onto the agenda of works 
councils with a view to evaluating the wage gap at company levels and in making sug-
gestions of actions to address the causes of the wage gap.

In Austria, ÖGB has introduced a range of support, information 
and training for bargaining teams and works council members, includ-
ing negotiating guidelines, checklists and a manual on income reports. 
Unions have participated in a gender pay gap campaign and the ÖGB 
holds an annual Equal Pay Day. The ÖGB has also created an online platform 
with information, tips and useful materials to promote awareness about wage trans-
parency. This includes a checklist how to analyse an income report and a manual for 
income reporting. Guidelines on gender mainstreaming in collective bargaining have 
been drawn up by the Austrian Union of Private Sector Employees, Graphical Work-
ers and Journalists (GPA) and the Metalworking and Textiles Union (GMT). The GPA 
has made a commitment to examine all relevant collective agreements in order to iden-
tify gender-related discriminatory provisions with the objective of eliminating them in 
collective bargaining.

The Cypriot confederation DEOK’s has drawn up guidelines in 2004 by the Equal-
ity Department on equal pay for trade union trainers and affiliates. 

In Ireland ICTU drew up a toolkit for union negotiators, officials and activists in 2004. 
The toolkit ‘Negotiating for Equality – Gender & Pay Toolkit’, sets out practical guide-
lines for union negotiators, officers and activists, and includes a ‘model gender clause’ 
for union negotiators.

Guidelines for local negotiations produced by the Union of Education in Norway 
include a chapter on equal pay and the Equality Act. One important strategy is to dis-
cuss, agree and prepare gender specific guidelines for union negotiators ahead of each 
collective bargaining round. This has been an important development in some coun-
tries, particularly in ensuring that guidelines are precise and relevant to negotiations.

This is the case for example in Sweden, Finland, Iceland and Spain. In Iceland, 
the Confederation of Labour produced guidelines to promote gender mainstreaming 
in bargaining teams as part of the collective agreements negotiated in 2008 and 2010. 
This was supported by the confederation’s Equality and Family Committee through spe-
cial training courses on gender mainstreaming in collective bargaining and in empow-
ering of women in decision making within the labour union. 

In Spain the metalworking union MCA-UGT prepares annual guidelines on gen-
der issues for collective bargaining teams, and this is supported through annual training 
courses for young negotiators and officers. The report ‘Equality, unfinished mission pro-
posals for the 2013-2014 negotiations in sectors and companies’  put forward specific pro-
posals and practical guidelines for union negotiators in the areas of women’s part-time 
work, occupational segregation, reconciliation of work and family life, the under-valuing 
of women’s work, and gender disaggregated data and wage transparency.
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Bi-partite and tri-partite guidelines

In some cases guidelines have been drawn up through bi-partite and tri-partite initiatives 
with equality and employment bodies. 

In the Netherlands, the tripartite Labour Foundation (Stichting van de Arbeid, STAR) 
introduced a ‘Checklist on equal pay for payment systems’, which is an instrument 
for social partners to check their payment systems. 

National Equality bodies in some countries have played an important role in pro-
moting good practices and in issuing guidelines for the social partners, although some 
unions have identified the problems for Equality bodies sustaining this work, in the light 
of austerity measures.

Specific guidelines have been produced in those countries that have legislative provi-
sions on equality plans and income reports, often carried out in partnership with employ-
ers, Equality Bodies and national ministries. An example of which exists in Austria, were 
unions were instrumental in agreeing a practical handbook on how to implement 
company income reports. The handbook draws on the experiences and outcomes of 
existing company practices on income transparency and income reports, and provides 
guidance for unions and employers. The updated handbook was published as a co-oper-
ation between ÖGB-Women and the Federal Ministry for Women13. 

It is important to stress that the full extent of the GPG is only recognised when 
the lifetime earnings of men and women are taken into consideration. We should 
remember that the hourly GPG does not take account for the part-time penalty, the 
maternal penalty, the precarious penalty, the promotion penalty, and the pension 
penalty. 
Focusing on equal pay or even equal value for women only when they are in work 
does not take into account women’s uneven work life patterns in comparison to men 
and the consequent loss of deferred pay (pensions).
Women’s pay should also be broadened to include the perspective of intersectional 
differences between women by age, ethnicity, and disability.

Training and awareness rising of collective bargaining teams

Another area of key importance, and often directly linked to the guidelines discussed 
above, has been to change perceptions and stereotypes, and raise awareness amongst 
collective bargaining teams of how gender considerations can be integrated into 
negotiations. The majority of trade unions have their own education and training 

13.  Op.cit. 7
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departments, and/or are involved in training on different aspects of gender equality. At 
the national level, around half of all unions report that they have carried out training 
on gender pay inequalities, much of which has been designed to raise awareness 
amongst collective bargaining teams, union negotiators, officers and members. This 
ranges from dedicated training courses for union negotiators on equal pay in collective 
bargaining, as reported by the Union of Education in Norway, to more informal 
awareness raising in local unions as reported by the Belgium union BTB in the Port of 
Antwerp, which has held informal meetings with women workers in order to encourage 
women’s participation in collective bargaining and decision-making structures. 

“Collective bargaining is key in the fight for equality for women”, as well as 
education in relation to gender stereotypes. ‘Breaking the Mould’ aims to change 
the attitudes and fight gender stereotypes of the next generation. NUT in the UK  

The Portuguese confederation CGTP-IN has a strategy that focuses on collective 
bargaining, trade unions actions at enterprise level, and participation on bodies aiming 
to promote equality between women and men, for example, the Commission for 
Equality in Labour and Employment. Part of this work is to carry out awareness-raising 
campaigns and studies. 

The union has directly influenced and participated in the initiative ‘Acting for Equal-
ity’ which began in 2007, with a focus on awareness raising actions for union represent-
atives at sectoral and regional levels. 

The project had a schooling objective (Acting for Equality in Schools) on equality 
awareness in teacher training, and it includes a focus on violence in the workplace and 
in the family. Between 2010 and 2012 CGTP-IN participated in an EU-funded project that 
aimed to improve work-life balance through working time arrangements in six sectors. 

This included a study about the impact of working time organization on work-life bal-
ance and a guide on working time organisation. It comprised several activities, includ-
ing sectoral workshops, newsletters and awareness activities. A CGTP-IN study on gen-
der equality in industry concluded that job segregation is the major cause of the gen-
der pay gap. 

The union states that this is “our main challenge to the future”. Following this study 
the main industry Federation (Fiequimetal) held a seminar in 2013 to discuss the findings.

The seminar agreed that companies should be persuaded to improve their image by 
incorporating gender equality issues into their Corporate Social Responsibility plans. The 
seminar raised two challenges, first in dealing with individualized bargaining and dis-
criminatory performance-related pay systems, and also raised the problem of dealing 
with sexual harassment in the workplace. The seminar concluded that it was important to 
reinforce union interventions at workplace levels in order to better tackle gender issues.

In some cases trade union training has taken place at the European level through 
the European Trade Union Institute (ETUI) training department, which has over the last 
few years organized a number of European training courses and seminars on equal pay 
and gender pay inequalities as part of its gender mainstreaming action. An example is a 
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training course organized jointly between EPSU and ETUI to share experiences amongst 
public service unions and develop strategies to promote equal pay in collective bargain-
ing, held in Brussels in 2011. 

Improving the representation of women in collective 
bargaining teams

Over the last two decades women have become a growing number of union members, 
rising to around 45% of union membership in 2013 (ETUC 2013). There are variations in 
women’s union membership across Europe.  A higher level of union membership and 
leadership positions amongst women exists in the Nordic and Baltic countries, than in 
other European countries. 

The ETUC’s publication From Membership to Leadership: Advancing the Position 
of Women in Trade Unions (ETUC 2010) reiterated the importance of women’s roles 
and voice in union leadership and decision-making and in collective bargaining teams. 
In particular, having gender balance in collective bargaining teams has been important 
to shifting union thinking about negotiations for gender equality. Moreover, it enables 
new perspectives to be integrated into the collective bargaining agenda, which can 
enrich and promote new approaches to collective bargaining, and change culture and 
attitudes, by drawing on women’s experiences and knowledge. 

The ETUC’s 8th March surveys finds that many unions are introducing strategies and 
policies to improve gender balance, with three-quarters of confederations having a spe-
cific policy designed to increase the presence of women in their decision-making bod-
ies (ETUC 2010).

In the ETUC ‘Bargaining for Equality’ survey a large number of unions highlighted the 
importance of women’s presence in collective bargaining teams as being a pre-requisite 
for bargaining to reduce pay inequalities between women and men, with many report-
ing on the introduction of quotas or other mechanisms to improve women’s represen-
tation in decision making. 

Just under 40% of unions responding to ETUC survey had put in place 
policies or strategies to improve the representation of women in 
collective bargaining teams.

For example, in Belgium Congress resolutions of the ACV/CSC started with an internal 
campaign to improve the number of female trade union activists and to improve the 
representation of women in the governing bodies. A one-third quota of women in 
union structures had to be reached by 2006. Gender issues were mainstreamed in the 
training policy of the union and all member organisations of the confederation had 
to draw up an Action Plan on Gender Equality. A specific national committee and a 
coordination unit and forum for equal opportunities ABVV/ FGTB were established. 
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Although improvements have been made, the one-third quota target for equal 
representation of women in governing bodies has not been achieved. Women are still 
under-represented as high-rank paid officials of the union.

The union says that there is already evidence of a change in mentality and culture, 
which is a significant achievement from this recent change in policy. 

A similar commitment was made by another Belgian confederation ABVV/FGTB 
in 2002. In Romania the BNS confederation has participated in an EU project entitled 
‘ESTHR – Strengthening women’s role in society’. This has focused on improving gen-
der representation in the union through a gender network, assisting women to startup 
businesses, and providing assistance to workers, and particularly women, in access-
ing employment and labour market support. This has led to the establishment of eight 
equality Centres nationally and to an online support.

Gender impact assessment of collective agreements 

Some unions have put an emphasis on checking that collective agreements are gender-
neutral and/or are effective in addressing structural inequalities. This is often part of a 
commitment to gender mainstreaming, for example, by carrying out gender impact 
assessment of collective agreements prior to them being renegotiated or updated. This 
was first recommended by unions in 2009 in Finland in the Collective Agreement 
for Government Employees for 2010-2012, which specified that gender impact 
assessments of collective agreements should give a particular focus to the gender impact 
of pay and working time agreements.

Gender impact assessments have also been carried out under the 2010–2011 col-
lective agreement for health services employees, collective agreements in the hotel 
and catering sector, and the collective agreement of the Employers’ Association for Ser-
vice Enterprises. Another example is a study on ‘Equality between men and women 
in collective labour agreements’ undertaken by the Women’s Bureau of the PEO in 
Cyprus. The study analysed the content of collective agreements, with a view to pro-
moting equality in collective bargaining.

Several unions responding to the ETUC ‘Bargaining for Equality’ survey stated that 
they had plans to monitor and analyse collective agreements. This is one way in which 
promising approaches and interesting solutions can be shared, but also to identify gaps 
regarding gender equality.

The Polish union NSZZ Solidarnosc is planning to do this in the near future and 
unions in Finland are currently analysing collective agreements for their coverage of 
gender pay issues.
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UK TUC Equality Audits
The TUC’s Equality Audits have been carried out every two years since 2003. They 
have examined union roles in promoting equality, including collective bargaining. 
A specific focus given to the impact of the crisis in the 2012 Equality Audit (TUC 
2012), which found that most unions stated that it was “more difficult to negotiate 
and make progress on equality issues”, which had led their focus to shift to “defending 
equality and seeking to protect certain groups from particular disadvantages in these 
difficult times”. The Audit showed that many unions were defending gender equality, 
with half of unions issuing guidance to negotiators on dealing with the equality 
impact of redundancy or restructuring, and to support campaigns against cuts from 
an equality perspective. The 2012 Audit, however, also found that unions were still 
promoting gender equality and continued to defend gender equality issues on the 
bargaining agenda.

One of the interesting aspects of the TUC’s Equality Audits is the focus on multiple 
grounds of discrimination, which has assessed how equality has impacted on a wide 
range of groups such as women migrant workers, black and minority ethnic workers, 
disabled workers, older and younger workers, LGBT workers, etc. Overall, the Audit 
found that negotiations on women’s pay and employment, for example, in gaining 
agreement from employers to carry out equal pay audits and to address low pay 
of women in female dominated workplaces, were the most successful bargaining 
strategies. Half of unions, compared to 30% in 2009, had achieved positive results in 
collective bargaining in these areas. For example, nine unions stated that they had 
negotiated equal pay audits with employers in the private sector.

In Italy, a study carried out by the CGIL research institute IRES-CGIL (Leonardi and De 
Sario 2012) analysed fifty agreements in the private and public sectors. The study showed 
that collective agreements have been instrumental in establishing joint committees 
- Commissions for Equal Opportunities - between the social partners to progress 
negotiations on equal opportunities, women’s career development and training, and 
reconciliation measures.

The Commissions for Equal Opportunities have the task to monitor the progress of 
women’s employment and to assess possible positive actions to promote equal opportu-
nities (through national observatories). An example is an agreement between a National 
Commission on Equal Opportunities and the service sector, which led to a plan to analyse 
equal opportunities, spread good practice and identify initiatives to overcome discrimi-
nation in the workplace, and particularly wages and access to vocational training. How-
ever, the study found that enterprise bargaining has tended to be more limited in scope 
than sectoral or territorial bargaining, with evidence that national agreements have been 
far more instrumental in progressing equality and reconciliation of work and family life. 

The CGIL study suggests that the decentralisation of bargaining to company ‘second-
level’ bargaining has the potential for negotiation on ‘soft’ areas of reconciliation of work 
and family life through company agreements. One of the main challenges highlighted in 
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the CGIL study is that the economic crisis has halted many of the gender equality gains 
made by trade unions, resulting in a drive for the government for decentralization and 
individualization, and leading to higher levels of precarious work.

Union campaigns

Examples of union campaigns are the running of annual ‘Equal Pay Days’ by unions in 
various countries (such as Austria, Belgium, Germany, the Czech Republic, Denmark and 
Hungary), the UK’s TUC and affiliates campaign for living minimum wages, and other 
campaigns on gender equality related issues, such as part-time, domestic work and 
gender based violence. Several unions stated that they had made priorities to campaign 
for a reduction in precarious work, for example, as reported in Germany and Spain.

Combating Sexual Harassment  

Surveys done for example in the United States and Canada consistently show that 
between seven and nine out of every 10 women suffer sexual harassment at least once 
in their working or academic lives. Of these women, nearly 48 percent lose their jobs, 
either because they are fired or because the working conditions become so intolerable 
that they feel compelled to quit. In addition to losing their jobs, many victims of sexual 
harassment suffer stress, anxiety, headaches, and nervous disorders which can require 
medical attention. It is of paramount importance to recognize the importance of sexual 
harassment clauses and place them high on the list of negotiating priorities. Moreover, 
the inclusion of a sexual harassment clause allows employees to pursue complaints 
through the grievance procedure. Many sexual harassment clauses are quite detailed in 
defining harassment and provide specific information on complaint and investigation 
procedures, protection and compensation for victims and disciplinary measures for the 
perpetrator.  

“Every person who is an employee has a right to freedom from harassment in the workplace 
because of sex by his or her employer or agent of the employer or by another employee.” 
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Adopting Gender Neutral Language 

For many years, collective agreements have been written using only masculine pronouns 
such as he/him and masculine occupational titles such as ‘journeyman’. Recently however, 
unions have been pressing to have their collective agreements written entirely in gender 
neutral language such as he/she and ‘journey person’ or ‘journey man/woman’. Another 
option unions have been pursuing is the inclusion of a clause which states that wherever 
the masculine is used in the agreement, it shall refer equally to the feminine. This allows 
female employees to identify more fully with the contract.
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Conclusion 

The ultimate policy mix may depend on national specificities and the prevailing analysis 
of the origins of the gender pay gap. The emphasis on deregulation and voluntary 
action by employers may in some countries restrict national policy options, especially 
with regard to wages. Employers on the other hand—fearing increases in the wage bill 
— might be reluctant to commit themselves to reduce the gender pay gap. In these 
circumstances social partners (especially trade unions) may take up active promotion, 
play of a leading role in building alliances and campaign for a more gender equal wage 
structure. 

Yet, in several European countries the gender pay gap has a low profile both in the 
public debate and in the policy agenda. Hence, one of the main problems is that there 
is no real owner of the problem, as nobody really feels responsible for closing the gen-
der pay gap. 

Organising political support for closing the gap seems to be an important challenge 
for the near future14. The adoption of a dual strategy, that is, gender mainstreaming and 
positive actions targeting specific groups of working women as well as the orchestra-
tion with all other relevant stakeholders (both state and non state) might give an impe-
tus in overcoming the most persistent gender inequality with many negative impacts 
at individual, company, social level.  
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