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Chapter 2

Greater equality whilst respecting diversity

2.16 The working population all over Europe is changing: and perhaps the most visible feature is the feminisation of the workforce, which has profound effects also on family patterns and societies. In addition, increasingly the labour market is becoming multicultural, challenging the integrative capacities of communities. The worker in industry, who was the stronghold for trade unions for a long time, is becoming increasingly rare, with workers in services, many of them women and/or workers from a migrant or ethnic minority background – with part time or fixed term and often precarious jobs - , taking over.  Labour market institutions and policies will have to adapt.  59% of students attaining a first degree are female: this will have an impact on society and on working life in the future. But also in other ways the workforce is becoming increasingly diverse: other workers are demanding recognition and non discrimination in the workplace or demanding their fair share in employment and attention for their specific needs  regardless of their sexual orientation, religion or disability.  Labour market institutions and policies will have to adapt. But also trade unions will have to catch up.  

2.17 ETUC reaffirms that discrimination in all its forms is not acceptable neither in the workplace nor in society at large, and reaffirms its commitment to fight for effective equal rights for all, and against all forms of racism, xenophobia, discrimination on the basis of religion and homophobia. All workers are demanding recognition and equal treatment in the workplace (lesbian, gay, bisexual and transgender workers, i.e. LGBT workers) or demanding for their fair share in employment and attention for their specific needs (workers with disabilities).


2.18 With equal treatment being a powerful concept, embedded in the European Treaty in various ways (article 141 on equal treatment men and women, and article 13), in directives approved in 2000, and in international labour standards (as ILO no 111 Convention), its implementation demands a strong connection with social policies and positive actions to provide for the conditions that allow workers and citizens to really enjoy equality of opportunity. It is also important to recognize that in a Europe of 27 or more member states it is increasingly important to recognise and respect diversity as a positive characteristic of European societies. Rather than seeing equality and diversity as mutually exclusive concepts, ETUC sees equality, and diversity as complementary and strives for equal rights and opportunities while respecting and valuing diversity.

ETUC priorities in these fields will be:  

More gender mainstreaming

2.19 The employment rate (in paid employment) for women is now on average 55.7% (compared to men 70.9%) and they form about 44% of trade union membership. However, their representation, visibility and responsibility at all levels of decision-making is far too low.   The ETUC re-affirms its commitment to the gender equality plan, and will proceed with its implementation.
2.20 Human rights for women has been a well-established principle in the UN system for many years.   Achieving gender equality in Europe continues to be a major challenge for all stakeholders at national and European level. 
Although some  progress has been made, since the first European Treaty (50 years ago!) introduced the obligation to guarantee ‘equal pay’ for men and women, progress has come to a halt in recent years, and in some countries reverse trends can be observed.  The gender pay gap is still around 15 percent on average in the EU-25, but in some countries more then 20 percent. The increase of female employment has been mostly in highly feminised jobs and sectors, such as public and private services, and women tend to have more precarious employment conditions. Childcare, eldercare and other facilities and measures to improve reconciliation of work and private life are in most countries still very insufficiently available and often with poor quality or at too high a price. Moreover, they are still seen as ‘facilities for women’ instead of for parents. Despite the fact that women in the meantime have closed the education gap, the majority of women is still found on the lower end of the skills and pay scale.  Investing in training and life long learning for women is still not seen as an economically viable investment.

2.21 Recently, there is new recognition at EU level of the importance of taking action on all these matters (Spring 2005, agreement between social partners at EU level on a Gender Framework of Actions; spring 2006: European Commission adopted a Roadmap for Equality between men and women 2006-2010; the Council of Ministers  adopted at the Spring Summit of 2006 a Gender Pact). In all these documents, there is a clear reference to the importance of full and equal participation of men and women in the labour market and society at large as being vital to the development of a competitive and prosperous Europe. 


2.22  A prerequisite for gender equality is for female and male workers to be able to combine their professional life with the possibility of being parents and carers. The ETUC position on the first stage of the social partners’ consultation on the reconciliation of professional, private and family life calls for a number of measures to be put in place at EU level, such as: 

· placing gender equality and work-life balance at the heart of the debate on demographic change;

· stepping up actions to enhance the availability, quality, accessibility, affordability of care services, especially child care and care for the elderly;

· taking up measures to recognise the right to paid parental leave;

· improving the maternity protection directive;

· mainstreaming work-life balance in working time regulations, policies and arrangements;

· campaigning to encourage men to share household duties.

2.23 ETUC stresses the importance of achieving the Lisbon targets, including the one on equal pay and childcare services and proposes that a new target for eldercare be added.   
2.24 At the same time, the European Commission, member states and employers organisations often follow an ambiguous path, advocating gender equality and gender mainstreaming, but at the same time adopting economic, employment and social policies that clearly have adverse effects.


2.25 Research has shown that collective arrangements are good for workers in general, but also have important advantages for women: 
in unionized sectors and companies, in countries with a high coverage of collective bargaining, there is a general tendency to have shorter working hours for women and men, more flexible work options under secure conditions, better protection for non-standard workers, and the pay gap is smaller. 


2.26   For the ETUC and its affiliates, there are many urgent reasons to increase efforts and actions in this regard. Unions need active women to fight for major trade union causes. In many of ETUC’s member organisations the increase in membership has been largely female, and female unionisation rate on average (although not in every country!) is now more or less proportional to their labour market participation.


2.27  Although membership of the trade unions in Europe is becoming more diversified, and the unions attract more and more women, the representation gap of women within the Trade Union movement is still very large and does not reflect the member population. The glass ceiling has to be shattered. Therefore the ETUC and its affiliates will each commit themselves to a significant increase in female representation for the coming period.

2.28   Policies focussing on equal opportunities are important but not enough. The gender dimension has to be recognized and addressed in all areas of policy making both inside and outside the trade union movement. 


2.29   Therefore ETUC and affiliates need to step up their actions and activities, in the following areas: 


· Demanding policies combating and aiming at eliminating precariousness in work;


· Prioritise actions to reduce the gender pay gap with all possible means, and especially in collective bargaining, by combating low pay, upgrading the value of women’s work, and fighting for equal pay for work of equal value; 


· Prioritise policies involving reconciliation of work, private and family life, in particular with regard to organisation of working time, family-friendly work arrangements, care facilities, social equipments and leave provisions for both men and women. Fathers’ access to leave is essential for reconciling work and family life in the modern European labour market;

· Review and adapt health and safety regulations where necessary relating to specific physical conditions and needs of women;


· Focus on gender mainstreaming in all EU level policies, including internal market policies,  as well as within ETUC policy making;

· Asserting the positive link between good quality and universally accessible public services and gender equality, taking into account that women are dependent on care services and other public services to be able to fully participate in the labour market and in society. Furthermore, reducing these public services will also affect the predominantly female workforce employed in these sectors;
· Elimination of the representation gap in trade unions at all levels; 


· Promote active gender equality policies so that no jobs are specifically determined for men and women.
More action to combat racism and xenophobia, and to promote  integration and non-discrimination of migrant and ethnic minority workers 

2.30  All EU member states are currently struggling with the challenges of increasing cross border mobility within the EU and migration from outside the EU, and integration of old and new groups of migrant and ethnic minority workers. Several  countries face serious outbursts of social unrest, and strong signals of  racism and xenophobia on the rise.  


2.31  Strengthening the capacity of the EU, member states and social partners to provide and maintain fair and just working and living conditions and proper social protection for all Europe’s inhabitants in a framework of equal rights and equal opportunities is of major importance to guarantee social cohesion and peaceful coexistence in the labour market and in society.


2.32  A stronger emphasis is needed on integration as a two way process, demanding not only from old and new migrants to adapt to their new working and living environment, but also from the receiving workplaces and communities to welcome and reach out to the migrants and their families, namely ratifying and respecting the UN Convention on rights of migrant workers and their families. In this regard, there is an urgent need to progressively harmonise social, civil and political rights and duties.

2.33  ETUC and affiliates will further build on the ETUC Action Plan on migration, integration and combating discrimination, racism and xenophobia, adopted by the ETUC Executive Committee in October 2003, and will in particular: 

· Develop a trade union campaign to address all forms of racism and xenophobia in new ways, making use of good practice examples of affiliates; such a campaign needs to stress what people have in common and the need for tolerance and common action while respecting diversity, that can help overcome the increasing and potentially dangerous gap between ‘insiders and outsiders’.
· Promote the representation and visibility of migrant and ethnic minority workers in trade unions at all levels, to enhance the democratic strength and show the relevance of the trade union movement for a modern and diverse labour force.


· Call for stronger integration policies with regard to employment, education, living and housing conditions and public services, with integration explicitly being seen as a two-way process, in combination with non-discrimination policies, putting more emphasis on the need to invest in social cohesion; 


· Call on employers and their organisations to understand the key role social partners have to play: joint actions at workplace and sectoral level, on the basis of negotiations, agreements, and codes of conduct are important instruments to get the commitment of all relevant actors and to create a positive dynamic. Social partners at EU level should play an important role in promoting such actions, and must also reactivate the Florence declaration.

· The ETUC calls for a worker friendly environment, thus focussing on the necessity of the prevention, management and elimination of all forms of violence at work resulting from unwanted behaviour which violates the dignity of a person.
More and better access to employment and training for workers with disabilities: 

2.34 With a European level of disabled unemployment 2 or 3 times higher than the level for workers overall, and an average of 23% employment, the challenge to realize the ETUC’s objective of equal access to jobs and training remains very important and requires increased mobilisation of all.  As part of the initiatives taken in previous years, the ETUC will continue to mobilise its members primarily in order to improve the employment level of disabled people as well as to to facilitate access to training.


2.35  The disabled are fully fledged citizens who must benefit from equal rights in every aspect of civil life.  The ETUC aims to target and increase the sensitivity of national and sectoral organisations, to assess the achievements of the European Year of People with Disabilities (2003) and to take advantage of the European Year of Equal Opportunities for All to launch a new campaign in partnership with the European Disability Forum.


2.36   As part of the social dialogue, the ETUC will assess the legacy of the “Joint Declaration on Access to Employment for the Disabled” made in 2003 during the European Year of People with Disabilities.  It will take any initiatives possible to make this commitment of the social partners even more effective.


2.37   During this period ETUC will also continue to mobilise itself and its member organisations as well as the relevant national and European organisations, to bring about a specific European directive for disabled people, concerning notably living conditions, resources and rights.


2.38  Finally, the ETUC commits its organisations to put pressure on their governments to ratify and apply the United Nations Convention adopted by the UN General Assembly of 13 December 2006 “relative to the rights of the disabled”.


More awareness raising and actions and activities to address discrimination on the basis of sexual orientation and gender identity 

2.39  Recent research by the European Commission (Eurobarometer 2007) on the occasion of the European Year of Equal Opportunities for All has shown that it is little known throughout Europe including in trade unions that sexual orientation is one of the non-discrimination grounds recognized at EU level. In many member states, implementation is not taken actively on board. It is therefore urgent to invest in awareness raising activities and to take more effective action on prejudices that may be present in trade unions and among their members;


2.40 ETUC and its affiliates will therefore step up their actions and activities, to develop a clearer picture of what is happening at national level, and encourage an exchange of experiences and best practices which promote diversity and non-discrimination in trade unions and effective protection of workers’ rights in the workplace, including the setting of clear objectives and targets regarding diversity and non-discrimination, and explore possibilities to develop guidelines or codes of conduct with employers organisations at European level.
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