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INTRODUCTION

1. Acknowledgments & Instructions
Numerous studies across Central and Eastern Europe and in New Independent States /CEE&NIS/ have examined the socio-economic effects of the transition on women, focusing on uneven patterns of unemployment, the continued gender segregation of jobs, the challenges women face in finding new positions, and general gender discrimination (e.g., wage gap, limited career advancement, poor working conditions). Evidence suggests that women are often the first to lose their jobs as they frequently hold less qualified and less well-paid positions, and – what is the new tendency – less stable and secure jobs. Some women fear that they might face discrimination in the labour market due to improved  maternity leave provisions and leaves to care for sick children. Indeed, employers often argue that labour protection legislation makes women less flexible and more “expensive” to employ. 

Discrimination of the workers in general, and especially of the women in the workplace can still be considered today as the hidden area in the CEE and NIS region, without awareness on its appearance. Thanks to the work of trade union women’s groups and networks, the situation has slightly changed. If the awareness exists today, the strategy and policies lack. Unions are not yet ready to learn the lesson. Most of trade unions are trying to avoid any discussion on sexual harassment in particular, although it is a kind of discrimination which includes any conduct of a sexual nature that is unwelcome and uninvited, and which is wide-spread in the region. It includes any sexual conduct which a reasonable person may find offensive, humiliating or intimidating. If the unions support their women’s structures, it is mostly because they are expected to do it – making themselves more democratic in international environment.

For too many women, discrimination still plays a role in the jobs they get, the wages they are paid, and the promotions they receive. Whether it is unwelcome sexual advances on the job, gender-based pay scales that lower women’s wages, or employers’ attitudes about pregnancy or certain racial or ethnic communities, many women still work in discriminatory environments that make it difficult for them to succeed. At the same time, many women are unaware of their legal rights or what to do if they believe their rights have been violated. This is a critical obstacle for all women, particularly for low-income women, women moving from social security to work, and others living on the economic margins. And it is of utmost importance to stress that the issue of intersectionality is to be analysed as well, because only one type of discrimination usually does not comes alone. Women in the workplace often face multiple discrimination.

Trade unions, as organizations that in their essence stem from basic democratic values, can contribute to the creation and application of non-discriminatory policies on the labour market. Their basic task is to find solutions to labour related problems and to use the mechanisms of social dialogue and colleacive bargaining to address discrimination against women and men
in the labour markets and in companies. 
1.1. Aims of the Manual 

The manual has been produced within the ILO-ITUC Project “Discrimination of women at the workplace in Central and Eastern Europe and the Commonwealth of Independent States (phase II)”, sponsored by the Flemish Government of Belgium.
The aims of the Manual are:

· to raise awareness that discrimination in general is a trade union issue; 

· to learn about different forms of discrimination in the labour market, with a particular emphasis on gender discrimination;

· to realise that trade unionists should start changes from themselves;

· to strengthen capacity-building of trade union organisations on non-discrimination and gender equality concepts in the workplace and how to tackle it.
Additional aim of the manual or rather trainings which are based on it – is to establish cooperation with the NGOs or associations representing ethnic minorities; elderly people; gay and lesbian workers and other vulnerable groups. It is all a trade union business! 

1.2. Partner Organisations
The partners of the Project are: ILO/International Labour Organisation, ITUC/International Trade Union Confederation, ITUC-PERC/Pan-European Regional Council, three Belgian trade union confederations (ACV-CSC, ABVV-FGTB and ACLVB-CGSLB) and members of the ITUC-PERC CEE&NIS Women’s Network, affiliates or friendly organisations of the ITUC and PERC. In the project adopted by the donor there were foreseen to be full participants 50 women’s structures/50 trade union confederations from 27 countries from CEE, Southern Europe, NIS and Central Asia: Albania, Armenia, Azerbaijan, Belarus, Bosnia and Herzegovina, Bulgaria, Croatia, Czech Republic, Estonia, Georgia, Hungary, Kazakhstan, Kyrgyzstan, Kosovo, Latvia, Lithuania, Macedonia, Montenegro, Poland, Romania, Russia, Serbia, Slovak Republic, Slovenia, Tajikistan, Ukraine and Uzbekistan. 
Due to the changes in affiliation to the ITUC and PERC* etc, the Project covers 47 trade union women’s groups from 27 countries:
1.         North Europe (FNPR, VKT and KTR/ Russia; FPU, KVPU and Vost/Ukraine; BKDP/Belarus) – 7

2.         Baltic (EAKL/Estonia; LBAS/Latvia; LPSK, LPSS and LDF/Lithuania; NSSZ Solidarnosc, OPZZ/Poland – 7

3.         Central Europe (CMKOS/Czech Republic; MSZOSZ, Liga, MOSZ and ACTU/Hungary; UATUC, NHS and HUS/Croatia; KOZ and NKOS/Slovak Republic) – 10

4.         East Europe (CITUB and Podkrepa/Bulgaria; (NTUCM/Moldova- guest); (CNSLR-Fratia, BNS, Alfa-Cartel and CSDR/Romania) – 7

5.        South Europe (KSSH and BSPSH/Albania; KSBIH/Bosnia and Herzegovina; BSPK/Kosovo; UNASM/Macedonia; CTUM/Montenegro; Nezavisnost and SSS/Serbia) – 8
6.        Caucasus and Central Asia (CTUA/Armenia; AHIK/Azerbaijan; GTUA/Georgia; FPRK and KSPK/Kazakhstan; FTUK/Kyrgyzstan; FITUT/Tajikistan**; FTUU/Uzbekistan) - 8

All the partners contributed to the development of the manual, especially taking part in surveying and sending their recommendations, suggestions and contributions /especially the ILO-ACTRAV, International Training Center-Turin, ETUC and some ITUC colleagues/. Gratitude goes to the three Croatian trade union confederations (UATUC, NHS and HUS) for taking part and organising the testing training (UATUC). 
* PERC = Pan-European Regional Council is a regional office of the ITUC for Europe, which gathers under the same umbrella ETUC/European Trade Union Confederation and former ITUC CEE & NIS Coordinative Committee.

** Tajikistan FITUT:  since 2008 the women’s coordinator left and there is no more communication.

2. General Trainer’s Guidelines: How to Use the Manual?
2.1 Manual as a Menu 
The manual can be treated as a “menu” to choose from. It is done in a proactive and participatory way to enable the trainers to become co-creators of the trainings to run. The full programme based on the Manual requires about five full training days, but it is not intention to organise such mastodont trainings. The trainers themselves can and have to decide which parts/topics are the most important for their target group and create their own educational programmes based on the manual, according to the needs of their participants and within the available time /training can last one day (or less) or one day and a half or more. The manual is divided into 5 kits – comprehensible blocks of materials and activities. They can serve as modules for a set of trainings. For example:

· each month – 1 day training (5 of them in total – each based on one kit);

· or you could combine – for example 1st kit and 2nd kit and activity 4 from 4th  kit – as a basic training on discrimination for trade union shopstewards. This could give you 2 day training;

· you can just use kit no 5 – as a separate training on sexual harassment; etc. 

Remember! All depends on your target group! So feel free to cut and paste and add what you find missing or important and make your own program tailored to real needs of your participants. 

2.2 For Whom the Manual is Prepared?

The manual is prepared to train trade union trainers (women and men) in first place – they are the direct target group. But then – they can use the handouts and activities to build their own program on discrimination for other target groups: members of trade union and activists; shop stewards; trade union leaders (all levels); women’s groups; trade union experts, etc. Of course for each group the program has to be differently prepared taking into consideration specicifc needs of each of the group. 

Based on the manual trainers can be trained on the issue of discrimination but not only – as the manual is prepared as kind of “menu” (see above point 2.1. for more explanations) – it can be adapt by trainers to needs of different target groups so some parts can be used also for basic trainings on discrimination for shop stewards (company level), other parts can be used for training of confederal staff (experts, lawyers), etc. 

2.3 Composition 

This manual has been developed for trainers and it can be used in any trade union course on discrimination. It is composed of five main kits and two attachements: 

1st  KIT: 
ABC of Discrimination in the Workplace
2nd KIT: 
Social Partners to Act for Equality

3rd KIT: 
From Law to Action against Discrimination

4th  KIT: 
International and European Standards on Discrimination
5th KIT:          Stop Sexual Harassment at Work

Attachment 1 - Guidelines: How to find out if women are discriminated in your country?
Attachment 2 - Basic Training Programme 

To facilitate your work as a trainer, you will find written materials for your own preparation and also as possible handouts for the participants and activities in the manual. The texts are also illustrated by case studies.
2.4 Methodology

> Handouts are explanations of the topics or checklists that will help you introduce a topic to participants in short presentations (10-20 min).  The handouts are to be distributed to participants – sometimes in shorter way (to be shorten by a trainer depending on her/his target group). In the handouts there are case studies included for better illustration and understanding of the presented material. Please include them in your presentations, or for activities (if suggested in the trainers’ notes).

Notice! Distribution of handouts usually takes place AFTER you presented and carried out each given topic.  There are some exceptions in which the participants must use the handouts while working in groups (this will be indicated in trainer’s notes). You might also consider sending the materials in advance (before seminar) – as described below – in practical remarks. 

Feel free to make any necessary cuts, or add something into the handouts, accordingly with your target group needs.

There are few places in the manual where you need to add your country legislation, case studies, etc. Please make sure that you have located these topics in order to prepare additional material (which should be also distributed to the participants). 

> Activities are practical exercises that are composed of the following elements:

Aim(s) - that explain what the participants should learn from the activities. When organising group work, always look carefully at the aims. You must think about how they will be achieved.

Task(s) (for participants) are explanations:  what the participants should do during each exercise. Most of the activities employ working groups, but also other methods like individual work, discussion, “brainstorming” or simulations.

Notice: explain the aims, working method(s) and task(s) to the participants so that everybody knows what to do and why they are doing it.

Time: given here indicates time for work for the participants. You can shorten it or give more time for work – depending on your target group and time available during your seminar. 

There are also trainer’s notes that serve as guide for the trainer.  They explain how to organise and run a given activity.  Read them carefully when preparing yourself for the seminar! 

The activities are just suggestions for practical exercises – we strongly encourage you to look for even more active methodology to be used – for example – instead of groups work – you might consider using role play where appropriate. You are free to add your own ideas to activities – to modify them or to substitute them with your new ones – which would be more suitable to the needs of your target group and will help your participants to learn faster and better. 

> Group reports - Most of the activities finish with a group report. This should be brief and the main points from the reports should be written on flip-chart paper or on slides for an OHP (overhead projector) or in form of Power Point presentation (if laptops for all groups are available).

In this manner, the main lesson can be pointed out easily. If reports cover several points, then you may want to take one point from each group in turn. When groups report back, there will not be one answer. There may be agreements or differences. This stage can be difficult to organise because your role is to guide discussion and involve others in giving feedback. Plan ahead, think about the aims. 

Always strive to:
1. Share experiences – guide participants to learn from one another. Try to build links

between people’s experiences and information passed to them during the course;

2. Test attitudes – the aim is always to test attitudes against information given during the
course, the experiences of participants, and trade union policy.

3. Combine everyone’s ideas – put them all together in main points from each of the reports.

4. Solve problems or make plans – find out if further discussion is needed and check

 whether plans will work. 

Notice: the reporting back may take, as average, 15 up to 30 minutes (or even more), depending on the number of groups and the tasks. Make sure you inform participants that each group will have only 5 minutes for reporting and ask for concrete, to the point reports! Again, depending on the participants, the aim, you may want to consider shortening the reporting back/make it more interesting (in case when all the small groups have the same task) by letting the first group present full report, and then ask the next groups to present only the parts which were not covered in the first report. Then move to the next group in the same way. Remember to sum up! 
> How to Work on a Given Topic

The structure of a working session is simple:

1. Short introduction to the topic given by trainer (approximately 10 – 20 min) – sometimes

you will involve participants in this early stage by asking them, for example, to define

something with you. You can use the handouts to guide you in preparing the presentations. 

Remember about using of visual aids to illustrate your presentation (ex. Power Point presentation, or slides or posters, etc.)

Try to provide a short example/case study from your country for each session, in order to illustrate the point (the message) of the session.

2. Practical exercises (one or more) – activities – they aim to help participants practice their new knowledge or skills. Usually they are followed by reports during a plenary session (see above concerning reporting).

3. Always remember to sum up the topic! You will find more guidance in the trainer’s notes attached to the activities.

4. Remember to show appreciation for the participants’ work – for example applause after the group report, etc.

5. Remember to use ice-breaking activities – they are not a waste of time! They help with group integration and they help to release tensions, etc.

> Practical remarks

1. Translation – it is important to keep the lay-out of the manual as it is in the original. Make sure that all the handouts and activities are on separate pages. 

2. Distribution of the material during the seminar – make sure that you have a copy of the manual for each participant. DO NOT distribute the manual BEFORE the seminar in a form of a book! Keep all the copies with you (unfastened pages; photocopied on one side only).You will need a table in a plenary room for the manuals.  Lay them out separately and take handouts one by one according to the programme of the seminar.

You might also consider using different method – which will require sending the relevant materials (handouts) to the participants in advance – so they could read it before coming to the seminar. This would save some time and will let the participants to get aquainted with the topic beforehand – so they could be more active during the semainr itself. This method has an important discadvantage – usually not all (not even half of the group) would read the material so it is hard to base on the fact the the participants have read it and know something already. 
3. Programme for an optimal seminar, based on the whole manual, is attached at the end of the manual (attachement 2) and short programs are to be found at the end of each kit. 

4. Participants’ presentations

We strongly encourage participative trainings. During longer training – 2-3 days one – you could choose some topics which could be presented by the participants. And then:

Make a list of them – and see how long they are – so sometimes 2-3 persons can be assigned

to the same topic. 

Don’t give too much to one person! 

During 1st day of the training (after 2-3 sessions – so you will know the people a bit) make a

“lottery”: prepare as many small pieces of paper as many participants you have and write on

some of them the topics you have chosen for the participants to present in front of the group

(if you want 2 persons to share presentation of the same topic – put it on 2 pieces of paper).
Ask them to stay after last session of the day when you will explain what you expect them to

do:

· Encourage them to prepare Power Point presentation (if laptop is available) or to put key points on the flip-chart paper or to prepare slide(s) for OHP (overhead projector), etc.

· Make sure that they all marked the text (handout) on which they will work

· Explain that they presentation should be short (7-8 minutes max.), concrete and based on the text they can illustrate the presentation with their case studies/experience. 

5. “Ice-breaking” activities 

We strongly suggest beginning with two such activities during the introductory session: 
A. Introduction of the participants:

Distribute papers and markers to everybody.  Ask the participants to draw a situation/person that/who influenced them to become trade unionists. Place them into pairs.  Ask them to present their situation/person to their partners (one to another) adding also present position in the union, experience in the seminar topic, etc.

Ask person “A” to present person “B’s” story/person and vice versa.

B. “Golden Rules” of the seminar
Prepare a flip-chart and marker and write on the top “Golden Rules”. Give a small introduction — “We will be working together for some time, we don’t know each other, so to make our work easier, let’s think about a set of rules for everybody….”  Follow this by asking the participants to make the set of rules using a “brain-storming” session. The trainer will write all the proposals and when the list is complete, read it one-by-one and ask for everyone’s agreement (you can use voting by hand).  What can be included? – Here are some examples: No smoking in the plenary room; Be on time; Stick to the subject; Switch-off mobile phones, etc.

6. Suggestions for group division

Below examples are counted for groups of 20 participants for division into 4 groups – if you have different number of participants or if you want to have other number of small groups
recalculate accordingly!

6.1. Postcard puzzle: 

Cut 4 different postcards into 5 pieces each and mixed the pieces in a brad basket/hat, etc. and let the participants to pick ONE piece each. Ask them to find their groups by putting the “puzzle” together. Make sure that the postcards are quite different in colours/patterns, etc. – otherwise the puzzle will take too long!

6.2.  Candies

Prepare 20 (wrapped in distinguish colours) candies: 4 different kinds x 5 pieces. And mixed them in a brad basket/hat, etc. and let the participants to pick ONE each.

6.3. Counting

Ask your participants to count: 1, 2, 3, 4 and again 1,2,3,4 …. (5 times in total) and all “numbers 1” form one group, “numbers 2” second one, etc.

6.4. Colour papers

Prepare yourself 4 sets of small papers of different (4) colours. And mixed them in a brad

basket/hat, etc. and let the participants to pick ONE each. Each colour forms one group.

6.5. Cards with pictures

Prepare yourself small 20 “cards” – 4 x 5. Each set of five should have the same picture on it; do for example 5 flowers, 5 birds, etc.

7. Reporting the seminar: participants can help you in this task - ask them to take notes from group reports (each session can be done by different participant). Such reports should include not only what is on the flip-chart (sometimes it might be just few key points) – but to grab the full meaning and understanding of the report. 

8. Additional preparations: make a list of the technical equipment and stationery that you will use during the seminar (check the programme for these in the materials and equipment column).

Also, check the division of work between trainer and co-trainer. Decide on your responsibilities BEFORE the seminar (for more details see attached training programmes at the end of the each KIT and at the end of the manual – attachment 2). 
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1stKIT: ABC of Discrimination in the Workplace
Objectives:

· to raise awareness on discrimination

· to learn how to recognize and measure different forms of discrimination in the workplace;

· to deepen understanding and knowledge about areas where discrimination occurs on the labour market;

· to deepen understanding and knowledge on - how to recognize and react on discrimination when it happens at the workplace;

· to realize that  trade unionists should start changes from themselves

This kit should change perception trade unionsts have about discrimination – treating it as legislation issues – not a trade union one. At the end of the training they should understand not only what the discrimination is – but also that it is an important trade union issue.

This kit can be used as a 1st module of a longer training on discrimination or as a separate short training – introduction to the issue of discrimination. It can be also combined with other kits – especially with kit no 2. 

This module can be used in trainings for: members of trade union and trade union activists; shop stewards; trade union experts (lawyers, etc.); women’s groups; leaders; etc. It can be incorporated into regular human rights trainings; (company level, territorial level; branch level, national level) and could become part of specific trainings for lawyers, collective bargaining teams, etc. 

Activity 1: Discrimination – Awareness Raising 

Aim: to open our mind and raise self-awareness on discrimination

Methods: 

· individual work 

· discussion 

Tasks:

1. Think on which grounds you were discriminated against in your working life? 

2. Write in your notebook maximum 3 such grounds and while ready come to the flip-chart and put a mark “x” accordingly to what you have written.

3. Take active par in the plenary exchange of experiences which will follow. 

Time: 35 min 

Trainer’s notes:

1. Prepare 4 flip-chart papers and write on them

1st paper “gender related grounds”; 2nd “age grounds”; 3rd: “ethnicity grounds” and 4th “other grounds”.

2. Explain the activity and time (as on activity sheet).

3. Ask the participants, when they are ready with individual work, to come to the flip-charts and mark (by making a sign “x”) on relevant paper.

4. Count the answers and read the “scores” to the participants.

5. Then the trainer sums up and asks who would like to share own story of discrimination with the rest of the group. (It would be optimal to get a “story” from each participant but they can be not ready to share their experiences which might be painful – so do not press; try to get examples for each of the 3 main categories (grounds).

6. Sum up the activity by pointing out main points.

7. Time: total: 35 min. (5 min. individual work; 10 min collecting and counting of answers; 20 min. – sharing of experiences (individual case studies); 

Handout 1: Discrimination Vs Diversity

• The right of all individuals to equality before the law and to protection from discrimination is a fundamental principle of all democratic societies.

What is discrimination?
Discrimination takes place when an individual or a group of people is treated less favourably than others because of factors unrelated to their merit, ability or potential. It is unlawful to discriminate against someone on grounds of their sex (including gender reassignment), sexual orientation, marital status, race, colour, nationality, ethnic origin, religion, beliefs, disability, pregnancy or childbirth, or because they are a member, or not, of a trade union. It is also unlawful to discriminate against part-time, temporary or informal workers. A Eurobarometer survey in 2007 showed that 64% of Europeans believe discrimination is widespread in their country and 51% think that not enough is being done to combat the problem.

Direct discrimination occurs when factors unrelated to the merit, ability or potential of a person or group are used as an explicit reason for discriminating against them. It is direct when rules, practices and policies exclude or give preference to certain individuals just because they belong to a particular group. Intentions and motives are relevant in cases of direct discrimination, because it is the act that is punished, not the intention behind it. Prejudices and stereotypes are normally at the heart of direct discrimination.  Harassment and victimisation are also types of direct discrimination.
Forms of direct discrimination include job advertisements stating that persons above a certain age need not apply, or human resource practices that require regular pregnancy tests of female employees with a view to refusing to hire or even dismissing those who happen to be pregnant. Or, an example would be recruiting a male applicant to a position rather than a more appropriately qualified woman because of irrational, prejudicial or stereotypical views, or not promoting someone because they have a disability.
Indirect Discrimination 
Discrimination is indirect when apparently neutral norms and practices have a disproportionate effect on one or more identifiable groups, without justification. 
Organizing training courses outside working hours, for instance, over the weekends or late in the day may exclude workers who may be interested in attending them but cannot do so because of their family responsibilities, thus compromising their career prospects, regulations or procedures in place that have a discriminatory effect on certain groups of people. Unnecessary height requirement, which state that employees in some roles have to be 180 cm tall could discriminate against women, or members of some ethnic groups, or people with certain disabilities, who would not usually be able to meet the requirement. 

Multiple Discrimination 
Multiple discrimination means the accumulation of different discrimination grounds at individual level. A person may be discriminated against on various grounds. If a person simultaneously belongs to several disadvantaged groups and is discriminated against on these grounds, this is called multiple discrimination. For instance a woman can represent an ethnic minority group, an ethnic minority group member can be disabled, and a person representing a sexual minority can be an aged person, and so on. One person may be discriminated against on all these grounds. Low social and financial position, low educational level or lack of language skills tend to strengthen the impact of discrimination and may lead to marginalisation. 

SERBIA: Wrong Sex and Race

Z.K. is a Roma woman, she holds a university degree. She lives in a town in the south where Roma minority is considerable. In late 2001, a compulsory company management was introduced in the factory where she worked, and a list of redundant workers was immediately drafted. She was the only woman on managerial position and the only Roma with a university degree in the entire company. The explanation stated that «the management did not need such people».
FINLAND: Disabled, Women, Older

A recent study (KELA 53/2006 cited in National Council Statement, 2007) demonstrated that disabled men and women are not equal. The disability benefit applications of women were rejected more often than those of men. This discrepancy was the greatest when comparing over 55 year old women and men. Situation of disabled immigrants, women and elder is even worse.

Violence at Work/Harassment/Mobbing
Violence at work, ranging from bullying and mobbing, to threats by psychologically unstable co-workers, sexual harassment and homicide, is increasing worldwide and has reached epidemic levels in some countries, according to a 2006 ILO publication. Most companies nowadays have policies, guidelines and codes of practice covering all forms of harassment.
WHO IS A LUCKY ONE? Violence in the workplace may include a wide range of behaviours, often continuing and overlapping, as exemplified in the following box. Most companies in the Western Europe and in North America nowadays have policies, guidelines and codes of practice covering all forms of harassment. Such policies are still not present in CEE companies at large. 

In Germany, a 2002 study estimated that more than 800,000 workers were victims of mobbing, i.e. a group of workers targeting an individual for psychological harassment. In Spain, an estimated 22 per cent of officials in public administration were victims of mobbing. In developing countries, the most vulnerable workers include women, migrants and children.

What is mobbing? Psychological terror or mobbing in working life involves hostile and unethical communication which is directed in a systematic manner by one or more individuals, mainly toward one individual, who, due to mobbing, is pushed into a helpless and defenceless position and held there by means of continuing mobbing activities. Or, simply said, mobbing is frequent harassment, 'torment' or discrimination and exclusion at the workplace by colleagues and/or superiors over a relatively long period. However, today in majority of former communist countries mobbing became a quite often term for any violence at work or harassing, even when changing the meaning. Violence at work is much often and wider term.
What is discrimination at work?

Discrimination at work is a violation of a human right that entails a waste of human talents, with detrimental effects on productivity and economic growth, and generates socioeconomic inequalities that undermine social cohesion and solidarity and act as a brake on the reduction of poverty. Political commitment to combating discrimination and promoting equal treatment and opportunities at the workplace is almost universal.
▼ Your employer refuses to hire you or to promote you because, as a woman, you are not as tough as a man or because, as a man, you are not considered as sensitive as a woman. 
▼ Your employer provides benefits to the wives and families of male employees but the same benefits are not available to the husbands and families of female employees. 

▼ Your employer gives you above average reviews, but you are frequently passed over for promotions that are filled by less qualified and less senior individuals of the opposite sex. 

▼ Your employer is stricter with you and other co-workers of the same sex as you than he/she is with co-workers of the opposite sex. 

▼ Members of the opposite sex are paid more than you and other co-workers of the same sex as you. 

▼ Company policies that seem neutral are actually not because they have the effect of excluding individuals on the basis of sex. 

Discrimination is systemic

Discrimination is not an exceptional or aberrant occurrence, but a systemic phenomenon, frequently embedded in the way in which workplaces operate and rooted in prevalent cultural and social values and norms. Discrimination does not distinguish between formal and informal workplaces, although in the latter it may acquire more overt forms, as they fall outside the scope or outreach of labour laws and enforcement mechanisms

When it occurs at work?

Discrimination may occur when looking for a job, while on the job or upon leaving. 
Discrimination occurs when a qualified member of a minority group is denied a job, or when competent workers are mobbed because of their religion, ethnicity or trade union affiliation. Discrimination also arises when, for the same job, a migrant worker receives lower pay than a national worker, or when payment is systematically delayed for temporary or seasonal workers. Similarly, if a female nurse who does work of equal value to that of a medical technician, is paid less – that is a subject to discrimination.

Pluralism and diversity
Generally diversity is the mosaic of people who bring a variety of backgrounds, styles, perspectives, values and beliefs as assets to the groups and organisations with whom they interact. However, the term is often used to refer to differences based on ethnicity, gender, age, religion, disability, national origin and sexual orientation, diversity encompasses an infinite range of individuals' unique characteristics and experiences, including communication styles, physical characteristics such as height and weight, and speed of learning and comprehension. Managing diversity harnesses these differences to create a productive environment in which everybody feels valued and where talents are fully utilised. 
The concept of pluralism builds on the idea that in spite of being different, people are equal and have a connection to each other. Accepting difference is the key to non-discrimination, tolerance and equality. Close to the concept of pluralism is diversity, which means that difference is seen positively as a resource. But, there are many trade union women activists, especially in Western Europe, who claim that diversity is driving out women’s empowerment or emancipation.
Equality 
Equality is about treating people fairly. Equal pay for equal work for example. Not treating people fairly is wasteful, as eventually they will feel undervalued and leave an organisation, department or subject discipline. Equality is supported by legislation that makes it illegal to discriminate, victimise or harass someone because of a real or believed difference. 

Equal Opportunities 
Equal opportunities, or equality of opportunity, may be defined as ensuring that everyone is entitled to freedom from discrimination. There are two main types of equality encompassed in equal opportunities. 

1. Equality of treatment is concerned with treating everyone the same way. Thus, in an organisational context it recognises that institutional discrimination may exist in the form of unfair procedures and practices that favour those with some personal attributes, over others without them. The task of equal opportunities is therefore concerned with the elimination of these barriers. 

2. Equality of outcome focuses on policies that either have an equal impact on different groups or intend the same outcomes for different groups.
ETUC: Respect, Dignity and Equal Treatment
Equal treatment is a powerful concept, embedded in the European Treaty in various ways, in Directives approved in 2000, and in international labour standards of the ILO notably. 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 believes that recognising the value of diversity helps to build good teams and, at the

same time, respect is the basis for individual input and commitment. Social support is the environment everybody needs in order to be productive and to contribute. Black or white, man or woman, young or old, and heterosexual or homosexual: we all benefit when there is respect, dignity and equal treatment, in trade unions, in society at large, and certainly at the workplace. (11th ETUC Congress, Seville, 2007) 
IMPORTANT! The elimination of discrimination and the promotion of equality are two sides of the same coin. An increasing number of countries have shifted from a legal approach exclusively based on the negative duty “not to discriminate” to a broader approach encompassing the positive duty of promoting equality. Anti-discrimination rights are not equal treatment norms: they do not require that all people (perhaps in a certain category) are treated the same. They allow for different treatment, but they prohibit different treatment only on some grounds.
The promotion of equality encourages an inclusive and cooperative approach. It implies evaluating and monitoring discriminatory practices, strengthening the human capital of discriminated groups and developing other means of overcoming inequalities.

While an anti-discrimination legal model based on prohibiting discriminatory practices has proven successful in eliminating the most blatant forms of discrimination, it has encountered less success with the more subtle forms of discrimination, such as occupational segregation.  
NOT DISCRIMINATION: Not all distinctions are to be considered discriminatory. 
Where equality of opportunity is not impaired, differences of treatment do not constitute discrimination. Examples:
Differential treatment based on the inherent requirements of a job 
· Tasks requiring physical intimacy or tasks in the field of performing art (it is not discriminating to ask a female ballet soloist to be slim or an opera singer to know to sing);
· Political opinion or religious belief may constitute, in some limited circumstances a legitimate qualification for certain positions (it is not discriminating to request a priest of a Catholic or Muslim church or school to be a Catholic/Muslim). 

But exclusions of this type must be well defined and delimited consistently with the requirements of the job.
Distinctions based on an individual’s merit 
The concept of merit or ability refers to a relationship between a person’s talents, knowledge and skills and those required for performance of a particular job. Merit permits the "best person for the job" to be identified. In practice, however, the determination of merit is prone to bias.
Plus: special measures of protection; special measures of assistance (e.g. affirmative/positive action and accommodation measures like hiring of disable person if such a quota is agreed); and measures intended to safeguard the security of the State – should be not considered discrimination. (ILO Convention No. 111)
Trainer’s notes: 

Include the participants in the presentation while presenting the material from Handout 1 – by asking them to give their definition/understanding of each “item” in the handout (example: discrimination; equality, etc). The presentation won’t be “dry” and the participants will feel included. 

Handout 2: Old and New Discrimination Forms

· The test for whether or not you can hold a job should not be the arrangement of your chromosomes.

The International Labour Organisation Global Report on discrimination, Time for equality at work, stressed in 2003 that the workplace – be it a factory, an office, a farm or the street – was a strategic entry point to free society from discrimination. 
Years later these same messages remain valid, but the need to combat discrimination at work
is even more urgent in the face of a world that appears increasingly unequal, insecure and unsafe. Discrimination bars people from some occupations, denies them a job altogether or
does not reward them according to their merit because of the colour of their ethnicity, their gender or social background.

Furthermore, discrimination is an evolving phenomenon: long-recognized forms of discrimination, such as racial, religious, class or gender discrimination - do not easily die out; they may acquire more subtle manifestations or may even be legitimized with more sophisticated arguments. Meanwhile, new forms of discrimination are emerging as a result of both structural economic changes and societal and cultural transformations.

A person’s age or perceived lifestyle may become a serious disadvantage at work, especially in industrialized countries.

As cited in the Convention No. 111 discrimination is defined as “any distinction, exclusion or preference made on the basis of race, colour, sex, religion, political opinion, national extraction or social origin, which has the effect of nullifying or impairing equality of opportunity or treatment in employment or occupation”, and allows additional criteria to be included after consultation by the governments concerned with employers’ and workers’ organizations. In many countries grounds for discrimination in addition to those mentioned in Convention No. 111 have been recognized.
NEW FORMS OF DISCRIMINATION
Canadian Union of Public Employees/CUPE
Article 4 – Discrimination and Harassment

4.01 The Employer and the Union agree that there shall be no discrimination, interference, restriction, harassment or coercion, including no mandatory blood or urine tests, including but not limited to as these relate to Acquired Immune Deficiency Syndrome (AIDS), AIDS-related illness, AIDS-Related-Complex, or positive immune deficiency test, and including no genetic screening for specific medical disabilities or pregnancy, exercised or practised with respect to any member of the bargaining unit in any matter concerning the application of the
provisions of this Agreement by reason of race, creed, colour, age, sex, marital status, parental status, number of dependents, nationality, ancestry, place of origin, native language, disability or disabilities, AIDS or AIDS-related illness, or AIDS-Related-Complex, or positive immune deficiency test (virus HIV), political or religious affiliations or orientations, academic affiliations or orientations, record of offences (except where such a record is a reasonable and bona fide ground for discrimination because of the nature of the employment), sexual orientation, transsexual transition status, gender expression, and gender identity, nor by reason of her membership or non-membership or lawful activity or lack of activity in the Union, or the exercise of any of the rights under this Agreement… (Local 3903 and York University Collective agreement)
The list of new grounds is becoming a long one: being discriminated against as a migrant, on the basis of health status or appearance, on the basis of education level or profession, or due to the regional background, financial status, part-time employment etc. All these grounds, and much more, are explicitly listed as grounds of direct discrimination in the Hungarian Act on Equal Treatment and Promotion of Equal Opportunities.
DUMPING BECAUSE OF MIGRANTS?: The famous case happened when in 2003 the Swedish Building Workers’ Union took action against a Latvian construction company Laval over the working conditions of Latvian workers refurbishing a school in the town of Vaxholm in Sweden. Laval refused to sign a collective agreement, and a blockade of the workplace was initiated by the trade unions as a consequence. The Swedish Labour Court referred the case to the European Court of Justice (ECJ), which announced in December 2007 that the right to strike is a fundamental right, but not as fundamental as the right of businesses to supply cross-border services. The European Trade Union Confederation kept the position for equality for migrant workers according to the conditions of the host country. The ruling amounts to a licence for social dumping, and key features of national industrial relations systems face being superseded by the free movement provisions.

A similar case occurred in 2003 when the Finnish passenger ferry operator Viking Line attempted to reflag its ship, the Rosella, to operate under an Estonian flag, with the intention of hiring an Estonian crew to replace the existing Finnish crew. This would have significantly reduced the company’s labour costs. However, as a result of the threat of strike action by employees, the company withdrew the proposal, although not before the International Transport Workers’ Federation had called for a boycott of Viking. The ECJ ruled that “cheaper” Estonians can be hired.

▼ PREGNANT WOMEN Victimised
Belgium: There is a growing feeling among many people in Europe that discrimination against women belongs to the past and in the modern world there increasingly is a commitment to equality regardless of race, age, gender or ethnicity. However, a recent report from the Institute for Equality between Men and Women (IEBMWW) reveals the number of claims of workplace discrimination based on pregnancy has doubled in the past year. More pregnant women are facing discrimination because of their decision to have a child and remain working. In one out of seven reported cases, discrimination was directly linked to issues relating to pregnancy, giving birth or motherhood. Many employers simply ignore the law and proceed with their discriminatory practices. They don’t want to incur extra costs by taking on a replacement and assume that a woman with children is less focussed on her job. Obviously, there is a need for additional legislation to combat discrimination against women who seek to work and have a family. (2008)
United Kingdom: Discrimination based on pregnancy appears to be on the increase, even in countries that have long combated it and are facing plummeting fertility rates. In the United Kingdom, for example, a recent report by the Equal Opportunities Commission states that 30,000 women each year lose their jobs because of their pregnancy, and only 3 per cent of those who experience a problem lodge a claim at an employment tribunal. Discrimination also occurs when enterprises recruiting female workers require them to work for a certain period in the enterprise before being allowed to become pregnant.
PREGNANCY AS A VERDICT: Research findings released in February 2005 by the United Kingdom Equal Opportunities Commission (EOC) quantify the extent to which women experience discrimination at work during pregnancy, maternity leave and on their return to work after giving birth. The study forms part of the EOC’s 'Pregnant and productive ' campaign, and is the first ever investigation into pregnancy discrimination across UK workplaces. The survey was based on telephone interviews with 1,006 women who had recently given birth and worked while pregnant. Key findings from the research are:

■ 7% of working women were either dismissed, made redundant or left their jobs due to pregnancy discrimination;

■ 45% of women who had worked while pregnant said they experienced 'tangible discrimination' such as denial of training opportunities and changes in job description;

■ 21% had faced discrimination that may have led directly to financial loss;

■ 5% were put under pressure to hand in their notice after announcing their pregnancy; and

■ only half the women had a health and safety risk assessment carried out.

GENETIC SCREENING OF EMPLOYEES: Employers increasingly are discriminating against workers on the grounds of genetic conditions that could make them ill in future or because they smoke or are overweight, according to a global report on equality at work. The influential study published 2007 in Geneva by the International Labour Office reveals that new forms of workplace discrimination are emerging, while traditional forms including gender, race and religion also persist around the globe.

The report highlights how, in Europe in particular, genetic screening of employees has been used by some employers to establish whether they have a predisposition to a condition that could affect their capacity to work, such as Huntington's disease, a rare condition that causes nerve cells in the brain to waste away. Advances in genetics and related new technologies have made it easier for employers to obtain information on genetic status, with "important implications" for workplace discrimination, according to the study. The research also reveals that lifestyle is becoming an increasingly important factor in getting or keeping a job, with employers beginning to discriminate against people who lead "unhealthy lifestyles".
Age discrimination case occurred in Bulgaria when a women teacher was fired by the school director who claimed that she was too old (age of 57!). At the same time in the same school some male older teachers continued to work. The dismissed woman filed a case before the court and won it.  

The World Health Organization stopped hiring smokers in 2005, while the US National Cancer Institute has suggested that the preferential hiring of non-smokers would help to discourage smoking. A handful of companies around the world have adopted the policy in recent years.

UNIONS PROTECTING LGBT WORKERS (lesbian, gay, bisexual, transgender): Several unions have developed training courses and training materials that include LGBT issues in collective bargaining (for example, LPSK, Lithuania; ABVAKABO-FNV, Netherlands; UNISON, UK; and TUC, UK), and some  have created publications on anti-discrimination laws: CITUB, Bulgaria; CGIL, Italy, and UNISON, UK. Specific charters / policies on LGBT rights have been developed in a large number of countries. One example is the Charter on diversity in the bank sector: CGSLB Diversity Plan developed by CGSLB, Belgium. 
Croatian UATUC, after the initiative of the Women’s Section, established cooperation with the two national LGBT organisations – Kontra and Iskorak – educating trade unionists on the basis of the jointly developed guidelines.

SPYING SEXUAL LIFE OF AN EMPLOYEE: The Deutsche Telekom in Germany spied its employees across the world, the German economic magazine Handelsblatt reported in May 2009. In an attempt to discover as many details as possible about job candidates, the company has discovered details from the intimate lives of their employees. The 7,500-paged file was opened in 2004 claiming information from Maya’s private and business life, information about her husband, friends, colleagues, shares she owned at the time, her e-mail, faxes, telephone calls, photos… and what Maya (didn’t do) did at that time. Before the investigation, she applied for one of the leading positions at the Croatian Telekom company (HT). In the detectives’ report, she was described as a woman of great sexual appetites with preferences towards older men, who were even named. The detectives even checked out her sister, about whom they established was very promiscuous. A former Deutsche Telekom security advisor told Handelsblatt that Telekom spied on a number of employees in Croatia, Macedonia, Slovenia and Hungary. Last month it was revealed that not only board members and reporters were monitored, but also trade union’s representatives. Finally, Maya, has announced a lawsuit. The German State Attorney’s Office has been investigating the case and Maya can request her file from them. She also said that accusations of having relations with several men from the company were fabricated, but she is more worried about strangers’ surveillance of her and her family. It is important to emphasize that only she was analysed regarding her sex preferences and habits and the men were spied for their “interest” for drinking and gambling. This difference makes this case a sex discrimination case.
Trainer’s notes: 

Include the participants in the discussion while presenting the material from handout 2 - ask them about their experience in this field. Make it an active presentation with involvement of the participants – after each main part of the presentation asks for their comments, experiences, examples, etc. The presentation won’t be “dry” and the participants will feel included. 

Handout 3: Consequences of Discrimination
· If we accept and acquiesce in the face of discrimination, we accept the responsibility ourselves and allow those responsible to salve their conscience by believing that they have our acceptance and concurrence.
INDIVIDUAL CONSEQUENCES: Discrimination is about exclusion and subordination and it effectively conveys an explicit message of differentness and inferiority of the victim. Given this humiliating nature of discrimination, victims often wish to get over with the experience as soon as possible, and may not file a case. Any discrimination has less or more impact to the psychological well-being of persons who have suffered discrimination: such experiences were found to increase symptoms related to anxiety and depression. 

CHECK! Merima was hired by a Spanish family as a house keeper, as an informal worker. Her husband Miro, both migrants from Eastern Europe, got a temporary job in a construction company. They were paid poorly, and could not earn enough to visit their children at home living with their grandparents. She had to live with the employer’s family and was not allowed to have more than one evening and one day per week free time. Miro had a temporary employment contract for only one month, prolonged regularly, but he could be never sure when he looses his job. Merima suffered headache, fatigue, backache, muscular pain, and Miro, who was always a very healthy man, started to suffer from mental instability, became depressive, dissatisfactioned, and he started to drink more than usual.  Finally he was injured at the workplace. The employer did not recognise it as a workplace injuring as his contract was not valid on the day when it happened. He could get no sick leave and he could not work for few months. Merima was fired by her employers as she was not cheerful and smiling as expected. Finally she went back home and Miro stayed in Spain where he remarried.
Ask yourself: List for yourself all black sides of this case study: unsecure jobs; humiliation of workers; exploitation of non-registered and temporary workers; discrimination of migrants; separate living of wife and husband; separation of children; poor salaries; health deterioration; exposure to stress; work injury; dismissal; divorce…Would the story end like that if Merima and Miro got permanent jobs?

Victims of discrimination cope with these experiences in a variety of ways. As a response to
experiences of discrimination, victims often - consciously or unconsciously - develop a strategy of survival. Some engage themselves in what might be called denial of 

discrimination. If a discriminatory incident happen, they describe it in terms other than discrimination, or even believe that the discriminatory framework was legitimate, blaming 

themselves for what happened.
Within the ILO-ITUC Project “Women’s Network in Central and Eastern Europe – Discrimination of Women in the Workplace”, the women (3350), trade unionists (381) and employers (311) from 24 countries of the CEE and NIS region were surveyed on discrimination of women at the workplace (2007). When the surveyed women were asked if women and men are treated equally at work, on average 44.4% replied “yes”, 28.4% “no” and 27.2% did not know. 50% and more surveyed women from Kosovo, Albania and Latvia declare men and women are not treated equally at work, while very few or no one from Kyrgyzstan, Montenegro and Uzbekistan. 
When regionally compared, 31% of EU/CEE women declared there is no equal treatment; 37.2% of those from South Eastern Europe; but only 16.1% women coming from the former Soviet Union block. Later, when asked about gender discrimination (”no”, “rare”, “frequent”), differences among the region were high: defining the SEE subregion as the region of the highest level of gender based discrimination, while the countries of former Soviet Union can be considered as the subregion of higher non-awareness. 
WOMEN AND MEN TREATED EQUALY AT WORK:
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One very typical strategy of survival is avoidance, by way of which an individual seeks “voluntarily” to avoid situations in which the probability to end up discriminated against is particularly high. By way of the self-imposed restrictions the number of situations involving discrimination may be considerably decreased. From the point of view of the society this is not however a desirable strategy, as lessened social contacts ruin the possibility of integrating vulnerable groups to the general society. It is a typical case that women do not apply very often to managerial positions, to avoid rejection.
An ultimate form of a strategy is that of self-denial and identity change, by way of which the victim seeks to hide, soften up or even completely give up a particular aspect of his or her identity. A person belonging to a minority may wish to give up certain aspects of his or her identity in order to appear more like the other members of the society, a person belonging to a language minority may not want to use his or her mother tongue in the public, a person belonging to a sexual minority may keep his or her sexual preferences hidden, a disabled person may not ask for the services he or she might need in order to give the impression of being just like everybody else, and a young person may try to look and act older than he or she really is, or an older person may try to look and act younger, all this in order to live up to the expectations of the surrounding society or simply to get a job.

Strategy of avoidance and the strategy of self-denial however actually fulfil the aim of discrimination and perpetuate disadvantages. If a person stops going out in restaurants because of a fear of not being let in, the effect are the same as with an actual systematic chain of discrimination: the person has effectively been excluded from the enjoyment of these services. The same happens when a person internalizes an image of him or herself as a person of lesser worth due to experiencing situations of discrimination in recruitment, and stops looking for a job. And if a person gives up a part of his or her identity, or suppresses it, one of the chief aims of discrimination, i.e. the exclusion of the different from society, has been achieved.

Yet others adopt an active strategy of fighting discrimination, and stand up for the rights and security of the group in question. This strategy, so far as it is pursued by legitimate means, is in the long run the most beneficial, as it makes discrimination visible, provides a positive example to other victims and has emancipatory power. Public institutions and the judicial system should make sure that the rights victims seek are secured.
GERMANY: In 2002, the Federal Ministry for Labour and Social Affairs of Germany surveyed 1300 employees and made 4,396 telephone interviews to find out how many of them were mobbed. For women, the risk of being mobbed is 75% higher than it is for men, but on average 5.5% have been affected by mobbing. Almost all of them claimed they were affected in terms of their work ability; de-motivated; suspicious; nervous; insecure; or forced into 'social retreat' and 'inner resignation'. The effects of the mobbing among those affected were that: 43.9% became ill; 30.8% changed their place of work in the establishment where they were employed; 22.5% left their job; and 14.8% were dismissed.
SOCIOECONOMIC CONSEQUENCES: Discrimination often causes long-term and macro level consequences, a sort of a chain reaction of disadvantages. For instance, being denied a job opportunity or being paid a lower wage may lead to a situation in which the person concerned cannot but to choose between moving into a smaller and less expensive apartment, or to move to a less expensive locality, in which there may be other people in danger of becoming deprived and in which general dissatisfaction may create a rather hostile environment. Disadvantages in general tend to reinforce each other. When these processes of disadvantage take place for a longer period of time and in a large scale, one enters a situation in which the negative attitudes (including stereotypes and prejudices) towards a group (such as women, or ethnic and religious minorities) and events of discrimination against the members of that group start to reinforce each other. 

Discrimination by its very nature leads, on the long run, to socioeconomic differences between groups of people. The general public is however often blind to the real causes of these differences, and tend to use these differences as a proof of inferiority or other defect on the part of the victims (blaming the victim-phenomenon), thus reinforcing existing stereotypes, which reinforce discrimination, and so on, ad infinitum. According to the ILO/International Labour Organisation, continuing significant and persistent inequalities in income and opportunities could lead to political instability and social turmoil. Discrimination in employment and occupation often perpetuates poverty or makes it worse. By excluding members of certain groups from work or impairing their chances of developing skills or capabilities, they are restricted to lower quality jobs. This enhances their risk of becoming or remaining poor - which further reduces their ability to obtain jobs that can lift them out of poverty. Poverty is also a cause of child labour as parents who face discrimination in the labour market by virtue of their social and ethnic origin force their children to work. Poor single-parent families, usually headed by women, and migrant families are also often forced to having their children work.
REMEMBER! A workplace that is prone to discrimination poisons the work environment and is a major cause of worker stress, illness and even accidents. Discrimination weakens the trade union and threatens solidarity. All discrimination produces unequal effects that place the victims of discrimination in a situation of disadvantage, impairing their access to opportunities for employment, let alone equality of treatment at the workplace. It also translates into lower motivation for work and performance, leading to lower labour productivity and tensions at the workplace, with negative results for the enterprise’s overall performance and welfare. Human resource management practices and policies that prevent discrimination at work and promote equal treatment and opportunities without arbitrary distinctions are not only beneficial to the individual but also good for business. Severe and persistent discrimination at work contributes to poverty and social exclusion. Prejudices based on people’s social and family backgrounds often prevail over their actual skills and aspirations, thus condemning them to social immobility. Deprivation is especially severe for people who face multiple discriminations, such as those who not only happen to be women but also belong to a religious or racial minority, in addition to being older.

Fighting discrimination at work
· Contributes to foster social cohesion and peace

· Contributes to enhance productivity

· Contributes to make effective collective bargaining (the principle to non-discrimination applies also to the access to workers’ organisations)

· The workplace is a strategic entry point to fight discrimination in society at large.

Handout 4: Areas of Discrimination Application
Short questionnaire on areas of discrimination 

Tick where appropriate: It is discriminatory practice when:

    Job advertisements deny women a chance to apply for a job. 


The employer refuses to hire women who have children, while hiring men with children. 


Female employees are asked to resign when they get married, but there is no similar requirement for males. 


The employer extends benefit plans to the male employee's spouse, but refuses to extend the same or similar benefits to spouses of female employees. 


Qualified female employees are denied certain jobs without a reasonable opportunity to demonstrate their ability to perform those jobs, which are labelled as men’s domains. 


The employer refuses to hire, train, assign jobs, or promote pregnant or married women, or women of childbearing age, on the basis of gender .


The employer makes a separate policy of compulsory retirement for female employees, with a lower retirement age than for male employees.

You can continue yourself.

1. Hiring = specifying the job, advertising the job, the processes of selection, assessment techniques, interviewing and selection criteria.
One way of assessing discrimination at entry to the labour market is by considering the relative levels of participation in the labour force and the rates of unemployment. Discrimination raises the hurdles some groups have to overcome at the entry of the labour market; it also makes it harder for them to remain in employment. Discriminated groups have higher unemployment rates and it takes them longer to find another job when they become unemployed. Underemployment and the phenomenon of "discouraged workers", which are more widespread among discriminated-against groups, tend to mask higher true unemployment rates. 
Discrimination happens in recruitment or employment when the job is specified or advertised in a discriminatory way. E.g. the inclusion of unnecessary or marginal requirements in a job advertisement can lead to discrimination. For example: a stipulation that employees must be "energetic" when in fact the job in question is largely sedentary in nature; specifying that a driving licence is required for a job which involves limited travelling; exclusions which do not take account of individual circumstances.

QUESTIONS NOT TO BE ASKED!

It happens as well if your future employer does not understand that it is prohibited to ask the applicant – like following:

1. Age/date of birth: Generally, age is considered not to be relevant in most hiring decisions, and therefore, date of birth questions is improper. 

2. Race, religion, national origin: These questions are generally inappropriate, either on employment applications or during job interviews. 

3. Physical traits, disabilities: If questions are asked related to height and weight requirements such requirements should be directly related to job performance.
4. Union membership: It is not proper for a prospective employer to ask the applicant whether or not if they are a member of a union.

5. Arrest, conviction records: Questions concerning arrests are improper unless the applicant is being considered for a "security sensitive" job and the employer does an investigation to determine, in effect, whether the applicant was likely to have committed the crime for which he or she was arrested.

6. Drugs, smoking: It is permissible to ask an applicant if he or she uses drugs or smokes. 

7. Health status: Not to be asked either.

8. Sex, sexual orientation, sexual identity…Not to be asked.
9. Pregnancy, intention to have or not to have children, marital status etc.: Not to be asked.

10. Other problem areas: Questions concerning whether an applicant has friends or relatives working for the employer may be improper, if the employer gives a preference to such applicants. Questions concerning whether an applicant owns a home have been held to be improper as being discriminatory against minority members, since a greater number of women and minority members do not own their own homes.
UKRAINE: Discrimination in job interviews is also endemic and, for women job seekers can be difficult and humiliating. Employers readily question women in interviews and on job applications about their age, marital status, family situation, family plans, and their husband's employment. Then employers make hiring decisions based on this personal information. For example, employers often deny young women work because, as they tell the women, they are of an age to be raising children. Women over thirty-five also encounter significant obstacles to employment, since the majority of jobs advertised for women, including as secretaries, caregivers, and waitresses, are typically deemed "appropriate" only for young women. Employers regularly specify age requirements in vacancy announcements and may deny a woman employment upon learning her age during an interview. (Human Rights Watch)
2. Occupational segregation = division of labour, in the context of paid employment , as a result of which men and women (or members of different ethnic or religious groupings) are channelled into different types of occupational roles and tasks.
Often area of discrimination in occupation is occupational segregation. Horizontal segregation is the tendency for men and women for example to work in different sectors of the economy (e.g. women as dress makers, men as truck drivers). Women tend to be employed in a narrower range of occupations than men. Vertical segregation is the tendency for men and women to hold different positions within the same occupational group (e.g. women making the bulk of production workers, while men tend to predominate in production supervision.

Occupational segregation is frequently regarded as evidence of inequality as it includes aspects of social stratification in power, skills and earnings. All are related and may be taken as indicators of social advantage or disadvantage.

Occupational segregation by sex has been more disadvantageous to women than to men, "female" occupations have a tendency towards lower pay, lower status and fewer advancement possibilities /”glass ceiling”/. Similar discriminatory processes operate along the lines of race, ethnic origin, age, disability, health status etc. and result in the under-valuation and segregation of groups of workers into jobs with less favourable terms and conditions of employment. Feminisation of certain professions quite often leads to lowering of status and pay /e.g. teachers, journalists, doctors/.
A CASE STUDY: Men are not sensitive!? A young man has applied for a job in a Non-governmental organisation in Croatia, which worked with the children without parents. The job was not directly linked with the children, but more with “papers” and projects. After three rounds of testing and interviews, he was informed that he was selected to the last group of candidates. Finally, he got a phone call from the NGO that another person was chosen for a job as she is a woman and a mother herself, and she will have more sensibility to work with parentless children than him, although he was the best at testing.
3. Terms and conditions of employment =  security of job, differences in pay or benefits, work assignments, privileges, performance evaluations, training, discipline or discharge, or any other area of employment
Discriminated people tend to be relegated to low status and poor quality jobs. Fighting on the front of both the quantity and quality of jobs help improve the situation of disadvantaged groups. 

·  Security of job tenure. The increase of permanent temporary employment, i.e. when workers have continuously short-term, fixed-term or temporary contracts, or such contracts with short breaks in-between, tends to be directed disproportionately at workers from discriminated groups whatever their educational level.

· Discriminated groups are overrepresented in the informal economy.

Discrimination in remuneration occurs when the main basis for the determination of wage is not the content of the work to be performed but rather the sex or the colour or other personal attributes of the jobholder. Pay equity is a precondition for achieving gender equality (by valuing women’s time and work). It is part of a broader gender equality agenda.

CEE&NIS WOMEN SAY…
1. Access to employment (recruitment, advertising for work, procedure during the selection process etc.):






YES
42.8
More than 70% Lithuanian, Moldavian and Kosovo women consider this form of discrimination very frequent, and less than 10% of women in Uzbekistan, Azerbaijan and Georgia.

2. Assignment in departments within the workplace; promotion, pay, other conditions of work (working time, possibility of overtime work, etc.);  

YES
37.8
Again, Azerbaijan, Georgian and Uzbekistan women do not see their position in promotion, pay and the other conditions of work as a problem and a frequent form of discrimination, at all.

3. Employment contracts and status (short-term, part-time, contract renewal, etc.):

 YES
34.0

Less than 10% of Uzbekistan, Azerbaijan, Kyrgyzstan and Hungarian surveyed women recognise discrimination on their employment contracts quality and security.

4. Training; career; advancement:

YES
33.6

It is interesting that, apart of the list of countries from which women express a very high level of non-discrimination awareness, Kosovo and Tajikistan women find themselves frequently discriminated in training, career and advancement.

5. Job security, redundancies, lay-offs and termination of employment:

YES
33.2
No secure jobs for women are quite frequent in Lithuania, Poland, Moldova, and similar in Macedonia, Serbia and Tajikistan.

6. Communication and personal relation between the employer/supervisor end employee:

YES
29.8
For Uzbekistan, Montenegrin, Slovakian and Ukrainian surveyed women there is almost no gender based discrimination in personal relation between the supervisor and employee, which is not what is the opinion of the majority.

*ILO-ITUC 2007 Project “Women’s Network In Central and Eastern Europe – Discrimination of Women in the Workplace” – 3350 women from 24 countries of the CEE and NIS region were surveyed on discrimination of women at the workplace.
“PLACES” OF DISCRIMINATION /multiple replies/:  

1. Small and medium private companies
40.6%  replies
2. Informal economy (black market)
36.7%
3. Big private companies


29.3%
4. Public sector (education, health)

17.3%
5. Multinational companies

14.5%
6. State services (police, army)

16.5%
7. State companies



16.3%
8. Export-processing zones 

  5.1%
Ranking shows nothing new:  the women are exposed to discrimination mostly in the small and medium privat companies and in informal economy.
Trainer’s notes: 

Handout 4 will be used for Activity 4 – so don’t present it – the participants will read it – as described in activity sheet. 

Activity 4: Areas of Gender Based Discrimination
Aim: to deepen understanding and knowledge about areas where discrimination occurs on the labour market

Methods: individual work; meta plan; discussion
Tasks:

1. Read Handout 4: Areas of Discrimination Application – as introduction to the activity.  

2. Think of  1 typical form of gender based discrimination (in your country) in the following areas:

· Hiring

· Discrimination in occupation
· Terms and conditions of employment 

3. Write them down on the “sticky notes” (distributed by the trainer): 1 form per note.

4. Place your answers on the flip-chart.

5. Take active part in the plenary discussion on: 

Which are the areas and places where discrimination at the workplace dominates in your country?

Time: 10 min, reading; 5 min. Meta plan and 20 min. discussion 

Trainer’s notes:

1. Distribute Handout 4 and Activity 4; and 3 sticky notes (3 diffretn colours if possible)

2. Prepare flip-char paper and marker: place 3 flip-charet papers on the walls and write titles on the top of each:

· Discrimination in hiring

· Discrimination in occupation
· Discrimiantion in terms and conditions of employment 

3. Explain the activity and time (as on activity sheet).

4. Give the participants about 10 min. for reading of Handout 4 and then another 5 min. to write on sticky notes 3 forms of discrimination in given 3 areas. 

5. When all answers (sticky notes) are on the flip-chart – group them together and circle them – and write numbers (how many examples are in each grouping). Present the results of the Meta paln to the participants. 

6. Open the discussion on: 

Which are the areas and places where discrimination at the workplace dominates in your country?

7. Remember to sum up the discussion – pointing out main points raised.

8. Time: total 1 hour 10 min.: 5 min. explanations; 10 minutes reading of Handout 4; 25 minutes Meta plan (5 min. for writing for the participants and 20 min. for grupping answers and presenting effects); 20-30 min. for discussion 

Note: You could consider distributing this Handout for reading day before – so the participants could prepare. Unless, of course, you didn’t sent all materials for the seminar earlier to all participants with clear explanation that they should read all given handouts and for example make notes, underline; write questions; etc. 

Handout 5: Gender Discrimination – Yes or Not?
· Gender equality is a fundamental human right and an essential condition for achieving effective democracy.

POLAND - A MALE NURSE? Robert always wanted to help others. He studied to be a nurse. Even at nursing school his choice of profession was questioned by friends and teachers. Yet, everybody thought that it was just a first step for him, that he would decide to study medicine after that. When he applied for a job of nurse in the city hospital, he heard that there was no job opening. He was told to look for employment in the psychiatric hospital, because that was supposed to be a place where strong male nurses were needed. He insisted to work on the general ward, knowing that there were jobs available, but he had to wait for months before the management decided to hire him, and only for night duties at ER at first. 

“I was treated like a pervert”. He said. “Everybody questioned my motives, and could not understand that I might really want to work as a nurse.”

Does gender discrimination means only discrimination against women? Think about the question for a moment. Answer is: No. It refers to discrimination against anyone on the basis of gender, including but not limited to women, that is to say men as well. Gender discrimination refers to any distinction, exclusion or restriction made on the basis of socially constructed gender roles and norms which prevents a person from enjoying full human rights. But, according to the 2007 ILO-ITUC Women’s Network Survey high majority of surveyed 3350 women in 24 countries of former communist blocks - 74.5% of them - stated gender based discrimination is not treated seriously by their companies.
For instance, an employer discriminates if he refuses to hire a woman to perform a traditionally male job because she is a woman. But, a number of laws, courts and civil rights commissions have begun to expand the view of what constitutes gender discrimination, considering whether a person was discriminated against because he or she failed to conform to societal expectations for how his or her gender - looks, lives or acts. A woman might not be promoted because she does not fit to the sexual stereotyping for certain position or profession; that she does not dress femininely or wears no make up. Or that he looks too feminised for a hard job. Gender identity should be covered by gender discrimination legislation as well.  But, talking about gender discrimination at the workplace, there are categories of gender issues in the workplace not to be forgotten: career development and mentoring issues; sexual harassment; gender discrimination in hiring, promotion, wage, and benefits; stereotyping of work by gender; and balancing of work and private life. Not all cases where women play a role should be gender cases!

But, there is another important question: are women discriminated only in relation with men? The answer is, again, NO. The case bellow sends a similar message.

WOMAN Vs WOMAN: In April 2002, the Swedish Labour Court delivered its judgment in a sex discrimination case involving a midwife who was not recruited for a job, even though she was the best qualified applicant. At the time, the midwife in question was pregnant. The Labour Court ruled that she had been subject to sex discrimination, although all the other applicants were also women. In summer 1999, Västmanland County Council - an area 200 kilometres northwest of Stockholm - announced a vacancy for a midwife in one of its care centres. There were five applicants for the job, all women, of whom one was pregnant. One of the other four applicants was given the job, despite the fact that the pregnant woman had the best qualifications for the position.

The Court found that the county council had not breached the Equal Opportunities Act as it stood at the time. The Act at this point was applicable only when a person had been discriminated against in comparison with people of the opposite sex. The Act was subsequently amended in January 2001; with the effect that sex discrimination may now be considered to exist between men or between women, as well as between women and men.

The Court stated that the measures taken by the county council were contrary to the prohibition of sex discrimination in the 1976 EU Directive (76/207/EEC) on equal treatment for men and women as regards access to employment, vocational training and promotion, and working conditions. Accepting these arguments, the Labour Court, found that the midwife had been subject to sex discrimination.

The white-collar Trade Union Confederation for Professional Employees (TCO) stated that they were very satisfied with the Labour Court judgment. 'A job applicant cannot not be passed over even if she is pregnant, a point which now will be clear for the future. Employers have now received a clear signal not to ignore pregnant workers.”

Marital status and/or parental status discrimination are considered forms of sex or gender discrimination. Laws usually prohibit employers from treating employees differently because of their status as single or married, or because of their status as parents in all phases of employment including, but not limited to, recruitment, hiring, firing, training, advancement, compensation, benefits and other terms or privileges of employment.

Over 70% of women feel as they have been discriminated against in the workplace because they are pregnant or already have a child, tells a 2008 survey of over 1,000 women conducted by online job portal TipTopJob.com, but only a small per cent of men having a child.  A lot of women testify they were sent to health checks before being formally hired which included pre-hire pregnancy testing, as a pure form of discrimination.
Obviously, it is about discrimination against women. Discrimination against women "shall mean any distinction, exclusion or restriction made on the basis of sex which has the effect or purpose of impairing or nullifying the recognition, enjoyment or exercise by women, irrespective of their marital status, on a basis of equality of men and women, of human rights and fundamental freedoms in the political, economic, social, cultural, civil or any other field (CEDAW). Women constitute the largest discriminated-against group. Despite recent increases in employment opportunities, the opening of new career paths, and advances in educational achievements, women are still subject to widespread discrimination which affects their lives in the work world.
Very often form of discrimination against women is – pregnancy. Survey published by the EU Equal Opportunities Commission in February 2005 highlights the extent to which pregnant women and new mothers experience discrimination in the workplace. Nearly half of the women surveyed who had worked while pregnant said they encountered some form of related discrimination. They face pay cuts, demotion, and hostile treatment or are made to work in an unsafe environment. USDAW, the UK retail union, conducted in 2004 the largest ever sectoral survey of over 1,200 pregnant women who work in retail outlets. It found that a lack of awareness among retail sector employers could be putting the health and well-being of pregnant women and unborn babies at risk. The poll found that 62% of women reported a negative change in the attitude of their employer towards them during pregnancy. Employers keep opposite stand: the reality is that mothers and pregnant women can experience discrimination in the workplace but also that employers find administering maternity rights a headache - additional costs come from covering posts, the loss of skills and experience, management and administrative time. 

According to the above cited 2007 ILO-ITUC Women’s Network Survey pregnant women are the most discriminated group in the region of CEE, SEE and NIS; but with substantial regional differences.
Trainer’s note
Explain to the participants about the Global Gender Gap reporting using the short information bellow. Put the below table on the screen and analyse it with the participants (10-15 min). 
Global Gender Gap Report 2008: Although gender-based inequalities exist in the majority of the world’s cultures, religions, nations and income groups, there are differences in the way these disparities manifest themselves and how they evolve over time. The Global Gender Gap Index introduced by the World Economic Forum in 2006, is a framework for capturing the magnitude and scope of these disparities and tracking their progress. The Index benchmarks national gender gaps on economic, political, education and health-based criteria, and provides country rankings that allow for effective comparisons across regions and income groups, and over time. The 2008 Report shows that the 130 countries covered in the Report, representing over 90% of the world’s population, have closed over 97% of the gap on health outcomes between women and men and almost 95% of the gap on educational attainment. However, the gap between women and men on economic participation and political empowerment remains wide: only 62% of the economic outcomes gap and only 16% of the political outcomes gap has been closed.

The Global Gender Gap Index 2000–2008 was calculated for almost 40 countries where the relevant data were available. In almost all countries there was a net improvement in scores across the eight years. In Chile, Costa Rica, Finland, Ireland, Italy, Panama, Spain and Switzerland this amounted to 10% increases above their initial scores in 2000. In

Canada, Colombia, Croatia, Czech Republic, Hungary, Israel, Lithuania, Malaysia, Poland, Romania, Slovak Republic, Slovenia and United Kingdom, there was a less than 5% increase (in Slovak Republic, the score decreased over time).
	GENDER GAP RANKING

	 1
	Latvia
	0,740

	2
	Moldova
	0,724

	3
	Lithuania
	0,722

	4
	Belarus
	0,710

	5
	Bulgaria
	0,708

	6
	Estonia
	0,708

	7
	Kyrgyzstan
	0,705

	8
	Russia
	0,699

	9
	Kazakhstan
	0,698

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	15
	Hungary
	0,687

	16
	Azerbaijan
	0,686

	17
	Ukraine
	0,686

	18
	Slovakia
	0,682

	19
	Czech R.
	0,677

	20
	Romania
	0,676

	21
	Armenia
	0,668

	22
	Georgia
	0,665

	23
	Albania
	0,659

	24
	Tajikistan
	0,654

	25
	BiH
	 -

	26
	Kosovo
	 -

	27
	Montenegro
	 -

	28
	Serbia
	 -

	29
	Turkmenistan
	 -

	10
	Croatia
	0,697

	11
	Poland
	0,695

	12
	Slovenia
	0,694

	13
	Macedonia
	0,691

	14
	Uzbekistan
	0,691


Activity 5.1.: Case Studies on Discrimination

Aim: to deepen understanding and knowledge on - how to recognize and react on discrimination when it happens at the workplace 

Methods: 

· case studies 

· discussion

Tasks:

Working in your small group on a given case study, please:

1. Read the case and discuss it in the group. 

2. Answer the questions which are below the case.

3. Prepare your report on the flip-chart paper and make sure that you have selected a reporter who will present your report on the plenary (each group will have 5 min. for reporting).

Time for group work: 25 min.

Trainer’s notes:

1. Number of groups depends on no of participants – 20 participants - 4 groups. In such case we would advice to use cases: 1, 2, 3 and 7. 
2. There are 7 case studies below – chose these which are the most appropriate for your participants, or if working in only 3 groups, you can give two studies per group.

3. Prepare flip-char paper and markers for each group; small pieces of paper in 4 different colour for division into groups. 

4. Explain the activity and time (as on activity sheet) and divide into 4 groups by using 4 colours of small pieces of paper.

5. After reporting of the 4 groups ask if there are any comments, etc.

6. Remember to sum up the activity – pointing out main points raised.

7. Time: total 1 hour: 5 min. explanations and division into groups; 25- 30 min. group work; 15 min. reporting; 10 min. summary.

Here there are replies to the questions regarding type of discrimination:

Case 1:  it is NOT a gender discrimination case

Case 2:  it is a gender discrimination case

Case 3: it is NOT a gender discrimination case

Case 4: it is a gender discrimination case

Case 5: it is a gender discrimination case

Case 6: it is a gender discrimination case

Case 7: it is a gender discrimination case

Case studies for Activity 5.1.: 

Case 1: No Work for Her
A woman from Prizren, Kosovo, was elected as a first woman school director at a special school three years ago.  She got ill from leukaemia and as soon as she recovered and came back to work, the school board expelled her from the workplace. Simply she was fired. She complained to the Trade Union of Education but nothing happened. Then she send a written complain to the Ministry of Education  and they have reacted positively;  she got a job again, but now only formally as an educator in the same school, without right to work. She could only receive her salary, much lower that as a director. She has requested to work, but the new male director did not allow her. 
1. Is this a discrimination case? Why?
2. Is this a gender discrimination case?

3. Describe the consequences of discrimination act on the victim.

4. What the union could and should do?

Case 2: A Fairytale?

Martha, a despatch supervisor, discovered that male Despatch Supervisors (Australia) were on a higher wage package and received greater benefits than she did. She started to investigate that, and immediately after that she was moved out of the Despatch Supervisor role in an attempt to force her resignation. She was told that drivers found it difficult to listen to females. She resigned from the position after a year of pressure. Martha lodged a complaint of sex discrimination. At conciliation, her employer acknowledged that Martha had been treated unfairly and agreed to may her AU$15,000 as an ex-gratia payment and issued a statement of regret. 
1. Is this a discrimination case? Why?

2. Is this a gender discrimination case?

3. Could you imagine that such outcome could happen in your country/ies?

Case 3: Too Old to the Owner
D.S., 45, (Serbia) applied for a job in a private company after the post had been publicly advertised. Of all candidates who applied for the post, she was the only one with the required qualifications and the experience. She was told this by the company representative when she attended the job interview that she would be appointed to the position. One week later, the same person called her and apologised for not being able to hire her because the company owner apparently refused to take her on as she was too old, and she would have met the criteria had she been «ten years younger». A younger worker was employed, lacking the required qualifications. D. reported the case to her union's women's group. Nothing happened.
1. Is this a discrimination case? Why?

2. Is this a gender discrimination case?

3. Describe the consequences of discrimination act on the victim.

4. What the union could and should do?
Case 4: Guilty for Being a Mother

M. R. (Montenegro) is a single mother of two schoolchildren; her husband was killed in a car accident when the children were very small. Until autumn 2002 she worked as a shop-assistant in a socially-owned company, which was privatised and purchased by a private employer. M. was immediately dismissed, and her position was taken by a younger male. The unofficial explanation given by the employer stated that she had to be sacked since she had previously taken sick leave for her children on several occasions. She turned to the trade union and has requested a legal assistance. The trade union alarmed labour inspection and demanded the reinstatement of M., particularly because the dismissal was illegal and unexplained. The employer refused to do so. The trade union initiated a court procedure, but labour disputes are long-lasting, they drag on for many years. M. started to work illegally in order to feed and educate her children. She does not have the right to claim any benefits or social welfare during the court proceedings. 

1. Is this a discrimination case? Why?

2. Is this a gender discrimination case?

3. Describe the consequences of discrimination act on the victim.

4. What the union could and should do?

Case 5: Lazy or Strong
The European Court of Justice ruled in favour of M.C. by finding that able-bodied people can be unlawfully subjected to disability discrimination. M.C. is suing her employer, Attridge Law, claiming she was forced to quit her job after she requested time off to look after her four-year-old disabled son. M.C. joined Attridge Law as a legal secretary in 2001. A year later, she gave birth to a son with serious respiratory problems. She claims managers called her 'lazy' when she requested time off to care for him. She accepted voluntary redundancy, but later brought a claim for constructive dismissal and disability discrimination.
1. Is this a discrimination case? Why?

2. Is this a gender discrimination case?

3. Describe the consequences of discrimination act on the victim.

4. What the union could and should do?

Case 6: Flying Part Time?

A pilot who was refused the right to work part-time to look after her baby has won her sex discrimination case. Jessica Starmer, 26, said she would have had to resign from her £50,000 a year job if British Airways (BA) if her bosses did not cut her working hours so she could look after her daughter. Starmer, who has spent 800 hours a year flying Airbus A320 flights from Heathrow, took her case to an employment tribunal which has now found in her favour. She said: "Being both a professional airline pilot and a mother should in no way be incompatible. It would have been a personal tragedy for me and my family if I was forced to leave BA." 

BA rigorously denied sex discrimination. The airline also said it would be too expensive to have two part-time pilots covering Starmer's duties. A union spokesman said: "It takes around five years to accrue 2,000 hours flying time - the point when BA will consider allowing you to work a 50% rota. This is effectively telling women pilots they cannot have children for five years after joining." 

1. Is this a discrimination case? Why?

2. Is this a gender discrimination case?

3. Describe the consequences of discrimination act on the victim.

4. What the union could and should do?

Case 7: Lithuanian Men Vs Health Service

The Office of the Ombudsman for Gender Equality in Lithuania ruled that the National Health Service is indeed guilty of discrimination in not covering fully the cost for a leading treatment for prostate cancer. Petitioners earlier complained that treatment for breast cancer was covered 100 percent and the 80 per cent coverage of care for prostate cancer is a case of gender discrimination.

1. Is this a discrimination case? Why?

2. Is this a gender discrimination case?

3. Describe the consequences of discrimination act on the victims.

4. What do you think of the outcome?

Activity 5.2.: Personal Commitment for Combating Discrimination

Aim: to realize that we – trade unionists – should start changes from ourselves

Methods: 

· Individual work 

Tasks:

REMEMBER: Every person should be against any discrimination. If you accept discrimination around, you might yourself become a victim! 

Working individually and for yourself:

1. Becoming already aware of discrimination forms and grounds - finish a sentence: “I discriminate people from time to time on/by……” (List 3-5 examples).

2. Draft your personal written commitment to combat discrimination in your workplace (promising yourself that you won’t personally discriminate individuals/groups – as listed in point 1).  

3. Write these in a form of a letter and address it to yourself (using paper, envelop and a stamp provided by the trainer). 

4. Seal the envelop and give it to the trainer she/he will post it for you.

5. Share with others what you have learned from this activity. 

Time for individual work: 20 min.

Trainer’s notes:

1. Explain that this very personal activity is based on individual work and it is just for you! 

2. In order to “unblock” the participants – start from giving your example of discrimination – say whom you discriminated against. 

3. Prepare envelopes papers (can be A-4 coping paper) and stamps for all participants.

4. Explain the activity and time (as on activity sheet). 

5. Collect sealed envelopes and mail them as soon as possible.

6. Ask the participants: 1/. What they learned from this activity and 2/. If they have any comments. Do not push.

7. Time: total app. 30 min.

Programme of the ONE DAY training 

- based on 1st KIT: ABC of Discrimination in the Workplace

	Time
	Content of the teaching sessions
	Duration
	Method
	Materials
	Equipment and stationary
	Trainer in charge

	9.00- 9.30
	Introduction to the Seminar: welcome; presentation of aims; programme; and technicalities; Presentation of the participants 

(Note: if it is a continuation of a seminar on discrimination  - instead of this – just a reminder what was on previous seminar) 


	30 min. 
	Presentation 
	PPP with program and aims 
	
	

	9.30-10.05
	Activity 1: Discrimination – Awareness Raising 


	35 min. 
	individual work; 

discussion 
	KIT 1: AS 1; 
	Flip-chart + markers
	

	10.05 – 10.35 
	Discrimination Vs Diversity


	30 min. 
	Presentation with involvement of participants 
	KIT 1: H 1; PPP 
	laptop and projector + screen
	

	10.35-11.00
	Coffee break
	25 min.
	
	
	
	

	11.00- 11.30 
	Old and New Discrimination Forms
	30 min. 
	Presentation with involvement of participants
	KIT 1: H 2; PPP
	laptop and projector + screen
	

	11.30 -11.50 
	Consequences of Discrimination
	20 min. 
	Presentation 
	KIT 1: H 3; PPP 
	laptop and projector + screen
	

	11.50 -12.10
	Areas of Discrimination 
	20 min. 
	Presentation 
	KIT 1: H 4; PPP 
	laptop and projector + screen
	

	12.10 – 12.40 
	Activity 4: Areas of Gender Based Discrimination


	30 min 

(Total: 1 h 30 min. )
	work in small groups; 


	KIT 1: AS 4; 
	flip-chart + markers; candies
	

	12.40-13.40
	Lunch break
	1 h 
	
	
	
	

	13.40 -14.40 
	Activity 4: Areas of Gender Based Discrimination –continuation 


	1 h 
	Reporting and discussion 
	
	
	

	14.40- 15.10 
	Gender Discrimination – Yes or Not?
	30 min. 
	Presentation with involvement of participants 
	KIT 1: H 5; PPP 
	laptop and projector + screen
	

	15.10- 16.20  
	Activity 5.1.: Case Studies on Discrimination


	1 h 10 min. 
	work in small groups; cases studies; 

discussion
	KIT 1: AS 5.1. 
	flip-chart + markers; candies
	

	16.20 -16.40
	Coffee break
	20 min.
	
	
	
	

	16.40 -17.00 
	Activity 5.2.: Personal Commitment for Combating Discrimination


	20 min. 
	Individual work 
	KIT 1: AS 5.2.
	Envelops; stamps; sheets of coping paper; 
	

	17.00- 17.30 
	Evaluation of the seminar and closing 
	30 min. 
	Written  evaluation 
	Short test and/or short evaluation form  (if both – more time needed)
	
	


2nd KIT: Social Partners to Act for Equality
Objectives: 

· to practice negotiating of anti-discriminatory provisions and policies;

· to learn how to argument your position in negotiations on discrimination; 

· to discuss what would be trade union role in combating discrimination at the workplace

This kit should give ideas and possibility to discuss role of trade unions in combating discrimination in the workplace. At the end of the training they should know how to develop trade union policy on discrimination and how to negotiate non-discrimiantion clauses. 

This kit can be used as a 2nd module of a longer training on discrimination or as a separate short training – introduction to the issue of discrimination. It can be also combined with other kits – especially with kit no 1. 

This module can be used in trainings for: trade union members and trade union activists; shop stewards; trade union experts (lawyers, etc.); women’s groups; leaders; etc. It can be incorporated into regular human rights trainings; (company level, territorial level; brach level, national level) and could become part of specific trainings for lawyers, negotiators, etc. 

Handout 1: EMPLOYERS: Non-discrimination is Profitable
· Fighting discrimination in the labour market and in society at large is everybody’s responsibility: the State, employers’ organisations, workers’ organisations/trade unions, discriminated groups and finally every individual.

Could we imagine that twenty years ago a company would develop specific programmes for employing women, disabled, aged, minority workers? Hardly. Profit was the main concern. On the other side, in former socialistic and communist countries, a fake philosophy of non-discrimination was established, which made people believe they were not discriminated against at all. However, gender wage gaps and segregation were substantial under communism.
Today, many companies are adopting diversity and anti-discrimination policies for ethical, legal and economic reasons. Of the main benefits of diversity that were highlighted by companies in the EBTP/European Business Test Panel 2006 Survey on Workplace Diversity the main one is access to a new labour pool and the likelihood of attracting and retaining high quality employees. It was the single highest scoring benefit among EBTP respondents, cited by 42% of companies. Others benefits include good community relations and enhanced corporate image and reputation. More than 26% of companies in the EBTP survey rated innovation and creativity as a benefit.  The three most common areas said to benefit from innovation and creativity were “human resources and recruitment,” “customer service,” and “the development of new products and services.” No difference was found between the responses of small and large companies or companies in the old and new Member States. A discrimination-free workplace has less staff turnover, is more productive, and is less likely to have incidents of harassment and violence.

Cisco Systems, the USA based multinational company, has a diversity statement affirming a commitment to hiring women and minorities. This includes promises to attend minority job fairs and a promise to “Develop and abide by policies which promote cultural/ethnic diversity hiring.” “In 2009 Cisco was ranked 6th by Fortune magazine's "100 Best Companies to Work For", commended for its generous training program, lucrative universal stock options and job security.” (Recommended by the Women’s Equity Mutual Fund). Cisco has contracted out work to companies that have been cited for “violations of child labour, overtime, worker’s compensation and tax laws”. 
“Fortune magazine” makes annual ranking of the best companies to work and they use many criteria, like work & life balance, health, housing, women-friendly or gay-friendly etc. For example, SAS is the best ranked company for those who want to work in the best work-life company. More than one-fourth of the Best Companies offer an onsite child-care centre – SAS the first as well. 
TNT Austria, which has won a number of diversity awards, calculates that as a result of effective management of diversity and inclusion, it has seen a reduction of yearly staff turnover from 25% in 2000 to 10% in 2003, and a similar reduction in absenteeism. It has also saved 15 000$ in taxes from the employment of disabled employees.

For many companies therefore, strategies to raise awareness and understanding about diversity issues and policies are a fundamental part of the process of implementing equality initiatives. This desire to raise awareness and win ‘hearts and minds’ is evident in the titles and slogans of many company diversity programmes. Examples include: ‘Everyone is Welcome at Tesco’, ‘Open Minds, Open Markets’ (UBS), ‘Getting Older, Thinking Younger’ (Pfizer Deutschland), and ‘Success Through Inclusion’ (Barclays PLC).

CODES OF CONDUCT: Unlike labour law, corporate codes of conduct do not have any authorized definition. The concept "corporate code of conduct" refers to companies' policy statements that define ethical standards for their conduct. Codes of conduct are sometimes called code of practice or code of ethics. It is all about corporate social responsibility or doing “business with soul”. Actually, mostly about media promotion!

A code addresses the values of an organization and how they reflect the values of the larger society. It is an ethical document defining what an organization means when its holds its directors to the highest ethical standards - its details the fundamental maxim - do the right thing, by defining right and wrong in some detail.

There is a great variance in the ways these statements are drafted. Corporate codes of conduct are completely voluntary. They can take a number of formats and address any issue - workplace issues and workers' rights being just one possible category. Also, their implementation depends totally on the company concerned and it is difficult to monitor it. Potential authors of a code are the founder, board of directors, CEO, top management, legal departments, consultants, trade unions. The effectiveness of self-regulation to promote corporate social responsibility, with codes of conduct as most common means, still continues to be the subject of widespread interest. Fundamentally, a code of conduct depends on its credibility: the extent to which it is taken seriously by industry, unions, consumers and governments. Credibility, in turn, depends on monitoring, enforcement and transparency: the extent to which foreign contractors and subcontractors, workers, the public, nongovernmental organisations and governments are aware of the code's existence and meaning.
A World Bank review of some 100 multinational enterprises, published in 2003–2004, showed that some form of non-discriminatory clause or equality guarantee had been incorporated in four out of the five industrial and service sector codes examined. The intention of the ILO is to make the core labour standards become the content of each code.
IMPORTANT: It is crucial to involve workers’ representatives and their trade unions in policy planning, implementation and monitoring. Collective bargaining remains the key mechanism to combat discrimination in companies! Companies’ management also implement strategies aimed at raising awareness and understanding about diversity issues, grievance, complaints and safety at work policies and procedures; recording and management information systems to measure progress against equality goals. 

HOW TO “FORCE” EMPLOYERS: But, what to do if employers do not obey even the basic, usually Constitution’s-guaranteed human rights? I depends on the government how serious they are in drafting and implementing anti-discrimination laws in their countries. For example, the Belgian government in 2005 has enlarged the powers of the social inspectors who enforce the anti-discrimination law. The result is that Belgian employers face an enlarged applicability of the anti-discrimination law combined with a reinforced anti-discrimination control. Previously, an alleged victim of discrimination could not directly file a complaint with the ‘social inspection’ services, but could ask the social inspectors to make a report about the alleged discrimination and to file this report at the public prosecutor’s office. The employee could then start legal proceedings according to common law. The Minister of Employment extended the powers of the civil servants responsible for executing the social inspection and now social inspectors can investigate possible discrimination and racism on the work-floor, either after a complaint by an employee, or on their own initiative, so without prior complaint. In practice, they often propose mediation, but if this fails, social inspectors are now allowed to issue a warrant on the basis of which the employer can be criminally prosecuted. 
NEW AGREEMENT: On 18 June 2009 the European Social Partners, have formally adopted an agreement revising their 1995 Framework Agreement on Parental Leave. This is a milestone in the 25-year history of the European Social Dialogue as it is the first time that European social partners have agreed on the revision of a pre-existing Framework Agreement. It is their 7th Framework agreement since the original Parental Leave agreement was concluded in 1995, later transposed into an EU Directive in 1996. The revised agreement improves several provisions of the pre-existing agreement, such as: an increase in the length of parental leave from three to four months and strengthening it as an individual right, by making a part of it fully non-transferable; it offers workers a right to request flexible working arrangements when returning from leave; it calls on member States and/or social partners to establish notice periods to be given by workers when exercising their right to parental leave. It also strives to recognise increasingly diverse family structures and to promote an equal sharing of family responsibilities between men and women. Furthermore, it respects the diversity of measures taken by the Member States in areas such as leave facilities, childcare and flexible working arrangements.

Activity 1: Employers Can Benefit from Gender Equality Bargaining

Aim: 

· to practice negotiating of anti-discriminatory provisions and policies;

· to learn how to argument your position.

Methods: 

· work in small groups 

· role play 

Tasks:

Working in your small group, please:

1. Read the below list of arguments. 

2. Then working in your small group please:

Group 1: 

· Based on your experience, which of these possible benefits for employers (from the list) could be used as best arguments to introduce provisions and policies on gender equality in your country/company? Explain why. 

· Prepare your report in writing – just main points (you will have 5 minutes for presenting it) 

Group 2: Prepare role play using the arguments from the list:

· divide in two groups  (those who received marked “x” pieces of paper will act as employers and the rest will act as trade unionists) 

· Negotiating takes place on company level and gender equality provisions are on the today’s agenda. 

· Your report will be in form of the role play – you will have 10 minutes to “act”. 

Group 3: 

· Try to put yourself in employer’s shoes and develop a list of contra-arguments to these presented in the list - why you would not introduce gender equality policies and regulations. 

· Prepare your report in writing – just main points (you will have 5 minutes for presenting it) 

Time for group work: 30 min.

Trainer’s notes:

1. Prepare flip-chart paper and markers for each group; small pieces of paper in 3 different colours for division into groups.

2. Explain the activity and time (as on activity sheet) and divide into 3 groups by using 3 colours of small pieces of paper (papers for one group divide into 2 sub-groups and on one sub-group make mark “x’ – these will mean that the participants who will get marked paper - act as employers). 

3. Make sure that all understand not only tasks but also method – remind how to organise role play. 

4. After hearing of the 3 groups’ reports as if there are any comments, etc. Comment yourself the groups’ reports – make sure that they are on the rights track. 

5. Remember to sum up the activity– pointing out main points raised.

6. Time: total app. 1 hour: 30 min.: 5 min. explanations and division into groups; 30 min. group work; 30 min. reporting; 25 min. comments and summary.

Material for Activity 1:

Some arguments to convince employers at the bargaining table that promoting gender equality at the workplace is both the right thing and the smart thing to do:

· in terms of recruitment, equal opportunity policies would attract more qualified and highly talented women to apply to work in the company; help in overcoming labour shortages;
·  equitable hiring, promotion and training policies would enable a company to make the most of available human resources and increase productivity; and to improve motivation, innovation, creativity and efficiency among employees;
·  flexible working time, family leave arrangements and other family friendly policies can reduce absenteeism and even staff turnover;

·  provisions for safe work environments benefit both male and female workers, ensure a healthy and productive workforce and may reduce health-related company   expenses as well as legal liability for accidents;   

· gender equality benefits can increase an employee’s organizational commitment and loyalty;

· it would strengthen 'cultural values' within the organisation; lower conflicts and litigation cost,  and create sustaining a positive work environment;
·  in difficult economic times, gender equality bargaining may be easier to negotiate and less costly than other wage or monetary benefits;

·  gender equality and non-discrimination provisions would enhance the positive and progressive image of the company – more and more companies today are proud to be able to label themselves equal opportunity employers;

·  in today’s global economy where consumers are more aware and sensitive to the labour conditions in which their products are produced, a company’s public image would be enhanced by demonstrating a commitment to gender equality and workplace ethic.
Handout 2: Trade Unions Response to Discrimination
· Both equity and solidarity, i.e. unity in diversity, must be central to union strategies.

The democratic structures of trade unions and their mandate to promote and protect workers’ rights make unions important vanguards in the fight against discrimination at workplace, community, national, regional and international levels. Unions are fighting discrimination because it is wrong but we are also convinced that promoting equality benefits the whole of society by releasing the productive potential of people who are unfairly denied decent work.
It is obvious that trade unions have a critical role to protect workers who are discriminated against on the basis of sex or, for that matter, race, colour, religion, political opinion, national extraction or social origin, disability, family responsibilities, sexual orientation, age etc. But, is that obvious to the trade unions, especilly to those in former communist/socialistic countries?
Despite the many challenges they faced since the fall of the Berlin Wall, unions have been dramatically increasing their ability to fight discrimination in the world of work. Partly this is because of greater recruitment of under-represented groups into union membership and leadership, especially of women. This has been the result of more inclusive organizing strategies and more democratic structures, especially of the persistent work of women’s structures within trade unions all over the world. There is no doubt that trade unions are best placed to inform employees about their rights and to encourage progressive and innovative policies to promote a diverse workforce and a discrimination-free working environment. At least – it should be like that.
In 2001 Survey on Discrimination in the South-Eastern Europe, that covered ten trade
union confederations from 8 countries (FGTB assisted project “How to Oppose
Discrimination on the Labour Market in SEE”), all trade union confederations stated that they
have certain non-discrimination provisions in their Constitutions, like trade union members
can be all employed, unemployed and retired workers «without any distinction for their
political party membership, political or religious orientation» or slightly larger formulation «a worker shall join the trade union free willingly regardless of his/her political and religious affiliation, nationality, profession, political party or gender». Unfortunately, in 2001 Survey the most of trade unionists from the SEE region expressed their firm stand that “trade unions have nothing to do with anti-discrimination policies as they have to protect all their members”. This approach reflects communist heritage and state of human rights at the period. Only a smaller proportion of trade unionists are, however, aware that “there is no real non-discrimination policy in their confederations” or that “there is only a formal and general declaration against discrimination of any person on any basis”. 
During the socialist period, trade unions in the whole former socialistic/communist countries, declared their non-discriminatory character, and the very fact that they recruited membership automatically (all workers) actually meant that membership policies were not discriminatory in view of ethnicity, religion, etc. All socialist trade unions paid special attention to establishing mechanisms (very often by determining quotas) ensuring the presence of under-represented groups of workers in decision-making bodies (ethnic groups, women, youth etc.). Unfortunately, such policies were abandoned by trade unions during the process of transition to the new democratic model, and different interest groups later tried to include them once again on trade union’s agenda (especially women’s structures). 
Trade unionists from former communist block still did not place the issue of

discrimination on the labour market and at workplace on their daily agendas. 

According to 2007 ILO-ITUC Women’s Network Survey in 24 countries, when 381 trade unionists were surveyed, only 46.4% of them replied that their confederations have adopted a document that would correspond to non-discrimination policies. And although the replies gave some prospective compared with previous years, still 37.7% of surveyed unionists made a statement that trade unions have nothing to do with non-discrimination policies as they have to protect all their members equally. Such view is mostly expressed in Kosovo /80%/, Tajikistan /76.9%/ and Kyrgyzstan /76.9%/, followed by very high Albania, Montenegro and Moldova /60%/. There is a huge regional difference: while only 23.8% of trade unionists from the EU/CEE countries consider trade unions have nothing to do with discrimination, the majority, 56.5%, of them in former Soviet Union double such perception.
GEORGIA: GTUC Women’s Network participated in nomination of „the best gender balanced organizations”. According to them the best balance exists in regional factory „IMERY” which have received a special award from the GTUC Women’s Network.  They have good regulation of equality issues, like: participation of trade union in the process of hiring; protection of motherhood; special meals for pregnant workers and young mothers; leaves for children; regular meals at the workplace; hygienic conditions and free visits to a hairdresser.

NEW REGIONAL SURVEY:  Step Forward
In the 2009 survey “Trade Union Non-Discrimination policies and Practices”, conducted by the ITUC-PERC CEE&NIS Women’s Network, majority (79.1%) of surveyed replied that their trade union confederation/national trade union centre have a document adopted at the national level that would correspond to non-discrimination policies against women. Czech CMKOS states that antidiscrimination policy is an integral part of the CMKOS programme, and the Latvian LBAS replied that there are no such documents, adding that they have adopted resolution on gender equality at the last Congress 2006, which can not be counted as a confederal policy.

Asked to specify the documents, out of 44 different replies, majority (47.7%) quote statute and programme of the organisation, which means that the provisions are very formal and not binding. Czech CMKOS considers endorsing of the ITUC and ETUC documents on the topic as an important policy input, while the Serbian Nezavisnost is happy that they have succeeded to adopt first gender-sensitive language Statute. FNPR’s General Council Resolution «Conception of Gender Policy» 2001 is considered an important policy paper in Russia. Lithuanian LDF emphasized the resolution “Crisis and situation of women in civil sector” in 2009. Ukrainian FPU has underlines the importance of the resolution “Strengthening the Role of Women in Consolidation of the Trade Union Movement” of the women conference and some other documents and recommendations. Romanian BNS and CNSLR-Fratia consider that approvement of their women’s committee action plans is important for developing gender policy.

When asked what is the perception on the non-discrimination policies in their confederations, out of 41 replies given, 29.3% states that their confederation has developed visible non-discrimination policy, and the next group of replies (24.4%) states that only women structures take care of gender discrimination. Third position is taken by 17.1% of the replies telling that there is only a formal and general declaration against discrimination of any person on any basis. The fourth position is held for 14.6% of replies which state that unions have nothing to do with non-discrimination policies as they have to protect all their members equally. Finally, at the last position is a very direct reply (12.2%) that there is no real non discrimination policy in their confederations. Taking into account all replies we can conclude that less than every third confederation has developed visible non-discrimination policy, and the rest of replies tell us that there is no developed and visible non-discrimination policy in the majority of confederations. The largest Ukrainian FPU very precisely states that the non-discrimination policy developed by the confederation does not have a systematic nature. 
☻
CROATIA: Trade Union for the Different 

The Trade Union of Education Workers of Croatia after the recent war, upon the reintegration of Eastern Slavonia, immediately started organising workers in education mainly employees of Serbian ethnic background, who were mostly women. Within the scope of integration agreements, Croatia had taken over all employees in education. Convalidation Act was adopted in 1998, in an attempt to solve the problem of recognition of the continuity of years of service for all workers from the area of the reintegrated Eastern Slavonia that had been occupied by the Serbian/Yugoslav army for seven years. Soon, the Trade Union was informed that the process of convalidation was conducted mainly for a few workers of Croatian ethnic background, while this was not the case with workers of Serbian ethnic background. They had experienced a two-month interruption in their years of service, thus losing their rights based on the continuity of their labour relation. Trying to protect some 500 members, the Trade Union immediately forwarded a firm demand to the Government and the Ministry of Education for the recognition of the disputed two-month period. A total of 371 lawsuits were filed in 1999, and in 2002, courts started resolving the disputes in favour of trade union which meant that their members' years service were recognised and they received salaries for the disputed two months, inclusive of interest rate (amounting to the total of five average monthly wages).

Due to such acting the Education Union  gained a high level of confidence among education employees in Eastern Slavonia, initially particularly among teachers of Serbian ethnic background, by introducing recruitment and membership cards in two languages and two scripts for Serbian members, and in Italian for members of the Italian minority in the coastal region of Istria. Later the collective agreement was signed for kinder gardens employees in Istria – in Italian. Not to be forgotten to mention that the President of the Union was a woman and it was the only union which clearly and publicly expressed anti-discrimination policy after the war. 
FRANCE: by 2002, the C.G.T. trade union had established a “black list” of 70 companies to be sued for discrimination. The union won most of the litigations it started, because firms were unable to demonstrate that the difference of treatment suffered by their union officials were based on objective facts. In the wake of these litigations, the firms under attack signed agreements that grant union members protection against discrimination through minimal career progressions – in line with average career progression among non union workers - in the future. 
Union strategies for eliminating discriminAtion 
Unions can play a key role in helping to eliminate discrimination and promote equality. As well as using collective bargaining and instruments aimed at pay equity they can also organize their own internal union policies and mechanisms to better represent the diversity of their membership within their structures, and in their policies and leadership. They can also involve themselves in national level policy debates on how to combat discrimination. This can best be done within tripartite structures which promote social dialogue. Through their involvement in the formulation of employment and social policies, the social partners can help find ways of levelling the playing field so that everyone, regardless of sex, race or disability, among other grounds, enjoys equality of opportunity to succeed in the workplace. As Europe’s largest voluntary civil society organisations, many trade unions have strong policy commitments to combating discrimination and prejudice in all their forms. However, only 8 per cent of respondents to the Eurobarometer survey of 2007 identified the trade unions as playing a significant role in challenging discrimination at work. Little is known about the work of the trade unions in this field, while 36 per cent of respondents consider that trade unions are key players in dealing with injustice at work as a whole. Trade unions should take full advantage of the special roles that have been given to them under Articles 7 and 11 of the EU Race Directive, and Articles 9 and 13 of the EU Employment Directive.
Equality is a core value of trade unions – it must therefore be given the political importance it deserves in trade union policy and practice. 
Trade unions must tackle the challenge of equality at least at four different levels, namely within their unions, at work, in society and lastly through international solidarity. They are: 

1. Tackling the challenge of equality within trade unions calls for a fresh drive towards making the membership base and all levels of the leadership reflect the diversity of the societies unions exist in. That calls for different programmes aimed at all equality-seeking groups and must include leadership training to make the leadership reflect the diversity of the country. Trade union policies also need to reflect this renewed emphasis on equal opportunity and treatment 

2. Tacking the challenge of equality at the work place calls for engaging with employers on this issue. This means among other things, addressing employers’ discriminatory hiring practices; establishment of complaint procedures for discriminated workers; including equality concerns in collective bargaining agreements; and promoting pay equity and policies aimed at reconciling work and family responsibilities; discussing procurement policies that include clauses on equality. 

3. Tackling the challenge of equality in society calls for greater trade union engagement with government on the host of policy issues needed to fight discrimination. Where there are problems, governments have to stop living in denial and make incremental progress towards non-discriminatory societies. This calls for trade union advocacy, and the creation of networks against all forms of discrimination. The stress on all forms of discrimination is important in order not to tackle only specific grounds of discrimination but to build fully inclusive societies. Awareness rising is important but not enough to tacle discrimination at work. Trade unions need to develop and maintain strong technical expertise in vast area of economic and social isssues in order to have strong arguments and to come up with relevant policy proposals.  
4. Finally, the challenge of equality has to be tackled through international solidarity. The cancer of discrimination is eating away at many countries throughout the world, sparking wars and keeping millions of workers in exploitative conditions and slavery. Through international trade union solidarity, not only is the value of equal opportunity and equal treatment made a universal imperative, but unions are also able to support other unions working in more hostile conditions, to tackle the challenge of equality. 

▼A PATCH: Unfortunately, too many unionists do not agree that such basic values and priorities should be important for trade union work. In occasion of a 2008 workshop one of the high positioned trade union officials asked the lecturers where diversity ends. The eminent professors did not understand what she was asked, and the unionists (he!) put an additional question: “OK, we have women’s sections, youth section, disabled sections etc. Is the next that we will have to found the section of the football players’ funs?” The professoress was puzzled to hear such a question, because, she replied – diversity ends never. Trade unions are expected to encourage their members in defining their specific interests and to represent them through groups, sections, and networks, etc.
ŐGB/AUSTRIA - Mediation by Works Councils: Since 2003, a growing number of “amateur mediators” in companies called “Konfliktlotsen” – “conflict pilots” are responsible for resolving conflicts within the company before they become formal grievances. Actually, in-company mediators are employees from a company chosen from both works council and management and are provided with training by the company (ÖGB‘s Education Department offers 3 courses/modules for this training). They provide mediation for

employees at all hierarchical levels but are also able to recognise potential areas of conflict. In-company mediators have employment protection. If required, in-company mediators are able to consult with other experts (legal experts, professional mediators, etc.). At company level there are usually three different agreements signed: “Company Agreement on Fair and Cooperative Conduct at the Workplace” (also stipulates the rights and duties of the in-company mediators); “Company Agreement on Anti-Discrimination and Fair Conduct at the Workplace” and “Company Agreement for the Promotion of Women at the Workplace” (ensures that e.g. an equal amount of women are in management positions, equal pay, etc.)
LATVIA: LBAS and Employers’ Confederation of Latvia in February 2008 have concluded agreement on implementation of the Framework Agreement on Harassment and Violence at Work. LBAS has organized several informative meetings for trade union regional consultants and leaders of affiliated branch organisations on this issue. LBAS Social Care Employees Trade Union hold in 2009 a conference against violence and harassment at work with participation of trade union and employers representatives, representatives of public authorities and ministries. The key issue to be discussed at the conference is how to reduce violence and harassment in health and social care institutions. Employers and LBAS promote conditions and aims of Framework Agreement on Harassment and Violence at Work into the collective agreements on local and sectoral level according to elaborated guidelines. – To improve formulation!
ROMA PEOPLE AND UNION: The Romanian BNS started in 2008, in cooperation with the NGO The Agency for Community Development "Together" working on the Project „Centre for Professional Inclusion for Roma People – Bucurest”. The project is EU funded , and the initial part is foreseen to last 12 months. Objective is to facilitate the access to the labor market of the lon- term unemplyed persons  from the Roma community in a Romanian area. The specific objective was to develop the human resources within the Roma communities through specific measures (transfer of skills, mentoring, counselling, mediation, etc)

The target group are 150 long--term unemployed Roma people (90 of them were women), but beneficiaries are app. 400 people, namely the families of those from the target group.Activities which were held were the following:campaigning to raise awareness and inform about the project, establishment of the Centre for Inclusion, data collection regarding the potential of the target group and the specific requirements of the labor market in that area, implementation of a mechanism for professional development. 

BNS played a very active role in the project, especially in  collecting  information regarding the job opportunities and requirements due to the relation with the employers organization and the companies where the BNS had organised union members; they lobbied the companies to asssit in the hiring process, disseminated the project and organized the curricula of the courses, ran the courses and the professional counselling. As a result, over 40% of the people were employed. The BNS is working on preparing of the similar project  in other counties.    

Activity 2: What Unions Can Do?
Aim: to discuss what would be trade union role in combating discrimination at the workplace

Method: 

· Group work 

· Debate 
· Meta plan

· Plenary discussion

Tasks:

1. Working in your small group:

Group 1: discuss what your trade union organisation did in order to combat discrimination – make a list (5 points) and prepare a short (5 min.) presentation for the plenary session (for the other groups). The presentation objective is to show that you did a lot and trade unions are involved in fighting discrimination despite the fact that it is still considerd quite often as not really trade union issue. 

Group 2: prepare a list of 5 arguments/questions which you will ask the other group. The questions should be provocative as the objective is to show them that trade unions really don’t do and don’t care much for combating discrimination. And they should do more. Ask them why they didn’t do more, etc. 

2. Working individually: 

· Think about 2 ideas for trade union action in combating discrimination

· Write them down on sticky-notes (one idea – one paper).

· When you are ready, come to the flip-chart and stick them there.

3. Take active part in the plenary discussion which will follow the meta plan. 

Questions for discussion: 

a. What you think trade unions could do to fight discrimination?

b. Why they didn’t do it?

c. How we can improve TU action in regard to discrimination?
Time: (group work: 20 min; reporting and debate: 20 min; individual work 5 min.; plenary discussion: 25 min
Trainer’s notes:

1. Prepare: sticky-notes (2 for each participant) flip-chart or other board for sticking the papers; marker and copies of activity 2.

2. Devide the participants into 2 groups (by counting: 1-2; 1-2….) and explain them the task No. 1 (from the actitvity sheet).

3. After the debate (which will be the form of reporting group work) explain the task No. 2 and distribute sticky notes; ask them to stick them on the flip-chart once they are ready.
4. You should be grouping the answers by action/topic, etc. – for example: campaign; seminars; etc. Ask one of the participants to help you. 

5. When you have all groups of topics ready – read them and ask if there are questions, comments, etc. Sum up and go directly the discussion – this meta-plan was an introduction to it.

6. Write the questions (task 3 from activity sheet) on the flip-chart (or have them on the screen) and explain the activity.

7. Guide the plenary discussion and remember to sum it up at the end - pointing out main points raised.

8. Total time: app. 1 h 30 min.: 5 min. Explanation of the activity and division into groups; 20 min. group work; reporting and debate: 20 min; individual work 5 min.; - collecting an analysing of ideas (meta plan) – 10 min.; plenary discussion: 25 min)

Handout 3: Trade Unions & Gender Equality
· We are not arguing that women are better than men. What we are arguing is that representative democracy which excludes 52% of the population from the decision-making tables is not real democracy at all.
The Beijing Platform* for Action encourages “efforts by trade unions to achieve equality between women and men in their ranks, including equal participation in the decision-making bodies and in negotiations in all areas and at all levels”. Not many trade unions understood that they have to fight for every single man/woman. Organising and representing women working in the formal, traditional sectors should extend to women in the informal economy, export processing zones, young women, migrant women, women from ethnic minorities, women in rural and urban areas, tele-working and home-based workers, domestic workers, single working mothers, and women in short-term employment, temporary, casual, low paid jobs and other workers vulnerable to exploitation, by helping them to identify and meet their own needs through solidarity action. * Platform for Action of the United Nations Fourth World Conference on Women (Beijing, September 1995).
The global trade union movement sets a minimum target for overall women’s participation in activities at the national, regional and international levels of 30%, or 40% for organisations with a higher number of women members, and a parity quota as a final target. Nominations by affiliates should include the names of female and male participants for regional and international level activities. (ITUC Action Programme on Achieving Gender Equality in Trade Unions)

UNION VICTORY: Small is Big
L. K. was 26 in 2001, and she was employed in a private bookstore; she was qualified and hard-working. The employer appraised her for her work and paid her a decent wage. Her private life was also fortunate as she met a good young man whom she dated for two years. She got pregnant, but fearing a job loss, she hid it for months, continuing to work as usual. The employer found out about her pregnancy only when she was seven months pregnant and sacked her immediately stating that she could not work as a shop-assistant any longer because it required carrying boxes, goods, etc. 

L. immediately went to the trade union and addressed the women's group with this issue. The employer was sent an official invitation for a meeting with the president of the women's section in the union. He responded promptly and carefully listened to the arguments and the explanation of the national legislative provisions and international standards according to which he was not allowed to dismiss his pregnant employee. However, the employer kept refusing to admit her back to work. It was only after several meetings and even visits of the trade women's group representatives to the bookstore, that he agreed to annul dismissal and allowed L. to return to work. L. married her boyfriend; had a baby and exercised all her legal rights based on maternity. (MONTENEGRO)

The KSBiH (SSRS), Bosnia and Herzegovina, has reported that the worst cases are of indirect and multiple discrimination, especially in the Textile Trade Union, where it happens quite often that the owners of privatised or newly founded companies forbid work of trade union and the women shop stewards are often mobbed or dismissed. Some cases were brought to the public: like in: “DERMAL-R”, Kotor Varoš,  when Z. I. was dismissed but the labour inspection made intervention and she went back to work. It is more complicated in the company “Karmen line”, Laktaši, the owner of which is at the same time president of the branch employers association and twice he dismissed the whole trade union board in the company, and continued dismissing D.P., the union shop steward, without respecting the labour law. 

Latvian LBAS Gender Equality Council in 2007 sent a protest letter on women discrimination to the President of National Post Office (80% women workers) with immediate request to conclude a collective bargaining agreement as the wages were very low and working conditions very hard. Result was positive; the CBA was concluded later that year. Confederation supported several protest actions of the Pensioners’ Federation, and organised a numerous public protest actions on violation of trade union rights. Before 8 March 2008 LBAS women together with women NGOs visited the Cabinet of Ministers of Latvia and expressed their protest regarding non-observance of gender equality in the country, gender pay gap and violence against women. This visit was widely covered by media.

Romanian BNS filed a complaint with the Romanian National Council for Combating Discrimination (CNCD) on behalf of the members from the Hilton Hotel staff. Their rights have been violated because they were members of the union. These workers received a formal reprimand, for unrealistic reasons. In addition, they did not get the incentive for Easter (that was received by all the other employees). The formal reprimand is a form of penalty that does not entail pecuniary sanctions, its nature being rather preventive. Another complaint with CNCD was filed due the general prohibition to the public servants of having any other additional job, which they consider discriminatory. BNS publicly supported one trade union leader who was a cameraman because of indirect discrimination.

INCREASED WOMEN’S REPRESENTATION IN TRADE UNIONS 
- Makes Union Stronger!

While reliable data is difficult to accumulate the available information shows a continued tendency towards the growth of female union membership in many countries and specific sectors. An ILO study published in 2005, examining trade union membership and collective bargaining coverage in a number of countries, revealed that union density rates were higher for female workers than for males in about half of the countries examined across various regions. The rapid advance of female union membership and density in particular countries and sectors reflects the increased attachment of women to paid work, higher female unionization in public services in both developing and economically-advanced countries, and the adoption of equal opportunity policies. The expansion of unionisation in the previously less unionised service sector, along with the decline of unionisation rates in the male-dominated manufacturing sector, may have further contributed to progress in female unionisation rates. In the western world, for example, in Canada, the United Kingdom and Ireland the trade union movement now has about equal numbers of men and women. In Sweden, Norway and Finland there are now more women union members than men. This rapid growth in the proportion of women in trade unions reflects the fact that:

■
There are more women in the well unionised public services in all countries;

■
There has been a decline of union membership rates in the male-dominated manufacturing sector;

■
Unions have become more gender aware and adopted equal opportunities policies;

■
Unions have expanded their activity into the service sector where there are more women workers;

■
Union campaigns to reach out to vulnerable workers in previously unorganised industries are beginning to be successful.
Especially high increase of women members in trade unions is visible and documented in 26 countries in Central and Eastern Europe (including the new EU members), South-Eastern Europe, New Independent States, Caucasus and Central Asia: in 2002 here were 43.6% women in the region of former communist countries; in 2004 – 48%; in 2006 – 50.3% and, finally, in 2009 women became visible majority – they make 53.5% of trade union members. Actually, there are assumptions of even higher proportion of women in the membership, as many unions do not keep data on gender, age, or any other ground.
Due to the founding of the former ICFTU CEE Women’s Network in Gdansk 1997, and to the networking in the whole region, in all trade union confederations of so called Eastern Block today we have trade union women’s structures operating for years. Dozen of years after the birth of the Network, there are strong arguments why women in trade unions should be empowered and active in “their” structures, and the fantastic increase of women in the union membership despite the fact they do not make majority in the labour markets of their countries, is just one of them. Unfortunately, although visible improvements were done, trade unions from former communist countries still have a male face. Only rare women are presidents of confederations (Bosnia and Herzegovina, Croatia, Lithuania, Slovakia and Uzbekistan). Only 22.3% are presidents of the branch trade union; only 33.4% are delegates at the congresses; only 27.6% are members of the highest /parliament-like/ decision making bodies; only 22.8% take power in the government-like decision making bodies. But, if we have a look back, we can only become aware that a huge work was done, and that higher participation of women in the decision making in trade unions is not only a statistic data to be noted, but it is an evidence of democratisation of trade unions and the proof of their transformation. (ITUC-PERC CEE&NIS Women’s Representation Survey, 2008).
Cultural patterns exist also in the trade union movement. In many countries, trade unions have done during the last decade a huge effort to organise female employees in the sectors where they are more present (services in particular). But there are still a lot of companies where the trade unions are not present. Women are still under-represented, compared to their participation in the economic life. They are also under-represented in the trade union organisations, and in particular in the leading positions of the organisations.

Are the women who are members of trade unions satisfied with them? The 2007 Survey of 3350 women from 24 countries reflected the following picture:

	REGIONS
	NOT SATISFIED

	EU/CEE member/candidate
	14.6 %

	Former Soviet Union
	16.8 %

	South Eastern Europe 
	36.5 %


   
[image: image3]
ITUC/International Trade Union Confederation:

Fighting Discrimination, Achieving Equality

… Congress pledges the ITUC to campaign to put an end to discrimination in all its forms so that millions of women and men who today are denied jobs, confined to certain occupations, denied advancement at work, offered lower pay, or subject to intimidation and harassment because of their sex, religion, colour, nationality, ethnicity, sexual orientation, gender identity, political opinion, social origin, age or disability, can live and work in conditions of equality, dignity and justice. It commits the ITUC to securing full and effective application of the principle of equal pay for work of equal value.

…Congress recognises that deep and pervasive gender discrimination remains a universal reality in the world of work, and in society in general, and that many aspects of globalisation are making it worse. Therefore Congress pledges the ITUC to ensure that the gender perspective is fully and transversally integrated into all its policies, activities and programmes at all levels. Congress knows that the future strength and vitality of the trade union movement depends on women joining its ranks and becoming leaders and calls on the ITUC to adopt an action programme to promote gender parity in trade union structures and the full integration of gender issues in trade union policies, and to combat any discrimination, harassment or abuse of women and obstacles to their progress in the trade union movement. Congress urges the ITUC to redouble its efforts at organising women in the sectors in which women is predominant, working under precarious conditions, or in which trade unions are still poorly represented (informal work, export processing zones, migrant workers and atypical jobs).

… Congress pledges to uphold respect for diversity at work and in society and actively to promote measures to fight racism and xenophobia, in particular in the workplace and the labour market. It underlines the responsibility of the ITUC to campaign against the discrimination and the unfair and often exploitative conditions of work and life faced by the world’s migrant workers and their families. It calls on the ITUC and its affiliates to play a more active and visible role in promoting the rights and equal treatment of migrant workers and in the fight against racism and xenophobia. They must raise public awareness of the contribution to society of migrants, indigenous peoples and ethnic minorities and ensure that anti-terrorist measures and asylum policies do not encourage racism and discrimination. 

(Adopted by the Founding Congress of the ITUC, Vienna, 1 - 3 November 2006)

ITUC-PERC/Pan-European Regional Council: 
Committees and Networks are Important!
The Executive Committee shall set up a Women’s Committee and a Youth Committee and determine their mandate, composition, and procedural rules, as well as their relation to the ETUC’s Women’s and Youth Committees and the existing Women’s and Youth networks operating in the CEE and NIS region, recognising the important role of these networks in the democratisation and transformation of the trade union movement in those regions. (PERC Constitution, Article 10)

Promote an all-inclusive society by putting an end all discrimination on the basis of sex, religion, colour, nationality, ethnicity, sexual orientation, gender identity, political opinion, social origin, age or disability;

The PERC will implement these priorities through bilateral and multilateral programmes that will be adopted by its Executive Board, and in close cooperation with its members and of the activities and actions that they will implement taking into consideration also their own different priorities. The PERC considers that, in this perspective, the concept of “networks” – that could combine decentralised approaches, responsibilities of the partners, and mutual exchanges between the partners involved – is particularly relevant. It will therefore continue to encourage and support the existing “networks” that had been set up in the framework of the ETUC, the WCL and the ICFTU, and examine the new forms they should take in the framework of the PERC.
To achieve this policy, an active and systematic approach is needed. In the ETUC, the ICFTU and the WCL different initiatives have been taken, organised by committees set up with this purpose. The building up of a ““Central and Eastern Women Network”, for many years now, needs in particular to be mentioned. This Network, initially set up by the ICFTU but later enlarged to the WCL women sections, provides a working frame for women representatives now of 51 trade union centres, coming from 28 countries. Since the year 2000 an annual Women’s Summer School has given all these representatives an opportunity to discuss their priorities and activities, and to plan their actions for the next year. Since 2005, the ETUC has participated in this Summer School.

(PERC Programme Orientations, 2007)
NOTE: It is important to make it clear that the establishment of statutory women’s structures, within the trade union confederations /possibly in branch, terriotorial and other structures, as relevantl/, allows for their greater participation in the trade union decision-making process on gender policy and strategy. Such women’s structures or bodies usually have their representatives in the general decision making bodies and, if affiliated with the ITUC and PERC, in their decision making bodies and women’s committees. E.g. the PERC Women’s Committee has 12 women from all parts of Europe working together on improving of the position of women in their trade unions and in the labour markets. 

The same union women’s groups or bodies of the confederations from former communist/socialist countries in the CEE and NIS region are gathered in the Women’s Network, a sort of coordination established in 1997 to strenghten and empower women in trade unions in this region. The Network has not formal position, but it is very important for awareness rising, activating and mobilising trade union women and for national and trans-border campaigning. 

Trade union women’s structures and trade union women’s network play a mutally complementary role in promoting gender equality within trade unions.

IMPORTANT!
Incorporating gender perspectives in trade union work means more than passing special resolutions on women’s issues, implementing specific programmes for women, including a women’s component in projects, adding a paragraph on women in our documents, organising women conferences. It is all that and much more.  It is, first of all, accepting the reality – and consequences – of inequality. How many times have we heard remarks like “…but woman is the power behind the throne…” or “…women do not want to be leaders, even if we give them the chance…” or “…we cannot comply with proportional representation because women do not want to come to the meetings...”). Integrating gender perspectives mean changing attitudes, looking at things differently, having in our minds women’s point of view and concerns, and making these visible in all aspects of our work. By doing this, trade union activities become a vehicle for achieving real equality.
Case Studies

DIVERSITY WORKS! Flemish Government of Belgium has started a project for promoting diversity at the workplace. A Decree on Equal participation in the labour market, adopted in 2002, is a legal framework for policy on promoting equal participation or diversity. But, as women from the union groups complain – the women were put on the fourth place, after ethnic minorities/race, young and old and handicapped. They do not agree that women make minority and that it is only a minor problem that male unemployment is much lower than the female. And gender-mainstreaming became only a word in the trade union dictionary.

Belgian unions (ACV- CSC, ABVV- FGTB, and ACLVB- CGSLB) are committed to the project because their own trade union policies and actions to fight discrimination are similar.

They started to work on awareness-rising and training of trade union activists on diversity and intercultural communication; on the development of tools on diversity – useable, practical instruments – checklists, toolkits, based on known trade union instruments; established coaching of trade union activists at the grassroots level: how to set up and draft a diversity plan. Unfortunately, only a minor number of companies have drafted their diversity plans.

However, the project encouraged them to lobby policymakers; strengthen social dialogue with employers; widen internal awareness-rising; develop their action plan; appoint trade union officer for equal opportunities and for women’s sections; and to develop useful instruments like Gender Pocket Book, Pay Gap Detector; Checklist of Family-friendly Companies etc. Finally, which is very important, the three Belgian unions have adopted a common Gender-mainstreaming Charter. Network with other partners is important; campaigning in public and among the members; assistance of diversity consultants…

They have developed new practice in recruitment and selection of employees and made union very engaged in this process, including the welcome reception, training, explaining the agreements, employment contracts, role of unions…

In 2007 a new low to combat discrimination was adopted /racism, xenophobia and gender), with clear accent on prevention, analysing discriminatory situation, providing information and support. Prevention became an invisible daily job of all unionists and they are finally becoming fully aware that non-discrimination is their respsibility.

FRANCE: In terms of measurable impact of the legislation in the area of gender, French firms sign agreements about gender equality with trade unions unlike before 2001. These agreements may go as far as setting explicit recruitment quota for women, or granting them specific pay rises over several years such as is the case with the electricity supplier EDF. So far, it has been established that, as of 2004, 28% of all French firms (and 43% of the large ones) had signed an agreement over gender equality, whereas before May 2001, it was reported that only 1500 firms (around 0,1% of all French firms) had signed such agreements in the absence of similar legal pressure. (2005)
SWEDEN: The largest trade union confederation - LO and its affiliates should, for example: 1/have in place or draw up strategies for increased female representation; 2/provide information on female and male representation in trade union governing bodies in annual reports, and make efforts to address deficiencies in this area; 3/increase the participation of women in LO's trade union and political tasks through special efforts; 4/provide special gender-equality education for union representatives; and 5/develop statistics which provide gender-differentiated information. (LO Action Program)

RUSSIA: Gender Policy in FNPR - In 2001, FNPR Gender Equality Policy Concept was adopted. The Policy Concept outlines different strategies of trade unions on promoting gender equality. Firstly, they have decided to start adopting plans of action to ensure commitment to gender equality policy. The Gender Equality Policy Objectives include: applying a gender analysis to the activities of trade unions and creating social and labour relations; creating an institution which has social (including gender) expertise, workable laws and programmes of development; providing gender education to trade union activists; making the changes necessary to increase the effectiveness of social partnerships; increasing the number of women in decision-making bodies. 
The FNPR reviews all regional collective agreements annually to assess the trade unions’ commitment to gender equality in practice. In 2002, the FNPR started a Common Negotiation Campaign to encourage the inclusion of gender perspective into collective bargaining. As a result, for example the Timber Worker’s Union and the Oil, Gas, and Construction Worker’s Union – among the others - have included articles on social support for women with children into their collective agreements. Gender balance is taken into account in FNPR’s working groups, social councils, and other structures. Gender-balances representation is also promoted by reserving a quarter of seats for youth and women in union structures. FNPR worked with ICFTU Women for Health campaign by organizing congresses on Profession and Health as well as other seminars on health and women’s issues; developing a gender disaggregated register on occupational diseases and their effects; and capacity-building activities. The Gender Equality Standing Commission and territorial standing commissions regularly organize sittings on different aspects of gender equality issues The FNPR also conducts seminars on gender analysis and courses and seminars on gender issues for union members.
SERBIA: The Women’s Section of the Serbian trade union confederation Nezavisnost in 2000 established the SOS Phone for Women – victims of discrimination in the workplace as the long-lasting project. Women get free advising, mediation with the employer and, if needed, the full legal assistance before the court. Annually they work with some 200 women, but as the court system is very slow, it takes years to reach the verdict. However, the majority of the cases resolved, had positive outcome for women clients.
REMINDER: Ten possible steps for trade unions 

One: Check if your company already has a company's code of conduct, i.e. a document on corporate responsibility because these documents usually contain non-discrimination clauses. In practice it often happens that these unilateral documents/statements are developed by employers. Trade unionists however have the right to demand and analyze this document and to propose changes or amendments. Use also that channel for the inclusion of non-discrimination policy of the company, i.e. of the equality promotion policy.

Two: Company might have rules in which the management unilaterally regulated various regulations on work, working conditions, etc. Trade unionists can propose amendments to these rules with non-discrimination policy or procedures of conduct in cases of discrimination of workers based on any ground. This can be even in the form of an annex, which is sometimes easier to achieve. 

Three: Establish a trade union team to draft a special agreement which will be signed by the management and trade union, and which will determine company policy with regard to discrimination of workers, as well as the conduct in cases of discrimination. Many companies have those kinds of documents. If management refuses to sign this special document, offer a shorter version for the amendment of the rules or any other company document which might include that.

Four: Company collective agreement is a tool for regulation and protection of numerous rights of workers, including the right to dignity, i.e. right to protection from discrimination. It often happens that collective agreements are inadequate and unfocused. Try to introduce in collective agreements not only clauses which protect workers from discrimination, but also regulations through which you would directly or indirectly influence the promotion of equality, regardless of the grounds. It is very important to include in this agreement as many discrimination grounds as possible which will not be tolerated in the company. Or, for instance, it is possible to regulate numerous additional rights for workers with family responsibilities, which would decrease their indirect discrimination, or to stipulate that the composition of employment commissions reflects the composition of the employees.

Five: Branch collective agreement is a somewhat more general instrument which, however, where there is a centralized collective bargaining, is an especially powerful tool for creation of the antidiscrimination policy. For example, a huge step would be even if we determined that all the lower collective agreements would regulate in detail the discrimination issues. Branch collective agreements may contain also concrete clauses which promote gender equality.

Six: In some countries at the national, and sometimes also at the territorial level (regions, counties, cities, etc.), there are tripartite or bipartite collective agreements or social pacts, which – through their clauses on non-discrimination – should influence social partners to include mechanisms for prevention and protection from discrimination at all levels.

Seven: In some countries, on the trade union initiative, special agreements have been signed, or adopted by tripartite national bodies in the form of guidelines, to regulate the area of e.g. prohibition of discrimination and promotion of equality from the gender aspect.

Eight: National trade union confederations can initiate special forms of agreements, introduction of policies or regulation of practice with employers’ associations, and with a view to improve the practice of protection from discrimination on the workplace, joint campaigns or seminars.

Nine: National trade union confederations in their own decision-making bodies, and on their Congresses, should develop and adopt transparent anti-discrimination policies and action plans, adopt resolutions or conduct guidelines, as well as develop education of shop stewards on diversity, discrimination and equality.

Ten: National trade union confederations are called upon to propose to the government to
adopt or improve policies related to discrimination at the labour market, and to participate with proposals in drafting of the laws, action and national plans and guidelines.

Activity 3: How to Develop Union Policy
Aim: to get ideas for developing of trade union policy on discrimination 

Method: 

· work in small groups 

· presentations 

Tasks:

Working in your small group on a given material, please:

1. Read the material and discuss it in the group:

Group A: Leaders are men

Group B: Women – agents for social change

Group C: ITUC PERC CEE&NIS Women’s Network: Representation and Ranking

2. Prepare presentation, based on the given material, which one of your group will present on plenary (as part of the reporting) 

3. Answer the questions which are below the material – this will be 2nd part of your report. 
4. Prepare your report on the flip-chart paper and make sure that you have selected 2 reporters: one will present the material you discussed and the second will report the answers to the questions. 

5. Each group will have 6 min. for the 2 short reports. 

Time for group work: 30 min.

Trainer’s notes:

1. There are 3 materials below – make sure that the participants get the right one for their group work.

2. Prepare flip-char paper and markers for each group; 

3. Divide participants into 3 groups using “postcard puzzle” (you need 3 postcards cut into puzzle – number of pieces of each puzzle depends on number of people in one group).

4. Explain the activity and time (as on activity sheet). Stress that they have to present the given material – not only answer to the questions! 
5. After reporting - ask if there are any comments, etc.

6. Remember to sum up the activity– pointing out main points raised.

7. Time: total 1 hour 15 min. : 5 min. explanations and division into groups; 35 min. group work; 20 min. reporting; 15 min. summary.

Materials for activity 3 
Group A: Leaders are men
The 2009 survey “Trade Union Non-Discrimination policies and Practices” was conducted by the ITUC-PERC CEE&NIS Women’s. When asked what do are the main barriers within the union to fully implementing equality and diversity at work and within the union itself majority trade unionists replied that leaders are men (32.5%); that unions are not reformed enough (27.5%);  that leaders do not consider it important (17.5%);  that leaders consider it is a policitical, not union, issue (12.5%), and, finally, that leaders have wrong perception of union tasks (10.0%), In the best case they state, as reported from the Czech CMKOS) that the leaders do not conceive it as a “separate” important issue, it is considered as an integral part of TU policy. Estonian EAKL claims they do not have enough resources to deal with the issue of discrimination, and the Bulgarian CITUB is not satisfied with the quality of legislation on discrimination.
Importance of public declaring of the human rights point of view is probably the biggest problem of the unions in the region. The confederations in the region have publicly /press release, speech, protest letter, statement etc/ reacted against discrimination of trade union members in the last 5 years on the basis of trade union affiliation (37.5%); gender (22.9%); age (18.8%);  disability (10.4%); ethnicity (only 6.3%) and political orientation (4.2%). The Ukrainian FPU quite often publicly presented statements of different forms of discrimination against women, like that all big property is owned by men who control 90-95% of economic resources; that  women run only 26% of small enterprises, 15% of medium enterprises and 12% of large companies. They made a statement on gender pay gap – that women’s wages make only 2/3 of men’s wages. They regularly inform public on the comparison of women’s and men’s salaries and pensions. The Albanian KSSH faced since 2005 a lot of dismissal of members of their unions and because of that they held press conferences and protest meeting in public. The Romanian BNS filed few complaints with the ILO and with the Romanian National Council for Combating Discrimination (CNCD), and regularly reported on the violation of trade union rights to the ITUC. 
Serbian Nezavisnost issued a brochure: “Stop discrimination” (with results of research and action in the 6 towns in Serbia) plus the Guide for reducing women’s discrimination in the process of the privatization (research in the 100 public companies before privatization, 2008). Russian FNPR has diverse press releases and articles, regularly printed in their newspaper « Solidarity». Georgian GTUC issued different press releases and protest letters, especially on gender and age. Kazakhstan FRPK states that their trade unions reacted in mass-media and via Internet for violation of the equal rights, and home violence legislation.

Workers or members come to the trade union confederation with complaints about different forms of discrimination, including gender, is stated in 70.8% of replies. But some 30% replies stated that they do not have any complaint - which is a very worrying statement. When they come, it is mostly because of violation of trade union rights (CMKOS, Podkrepa, KSSBIH-SSRS, BNS, Nezavisnost, LDF, Solidarnosc); gender/sex, harassment at work, mobbing, age (HUS, CITUB, FPRK, UATUC); discrimination of women workers in the workplace (FNPR, KSSH), political orientation (BSPK). It is not difficult to conclude if trade union affiliation is not the main ground of discrimination only because of the number of cases, but because the policies on the other discrimination grounds are not developed.

Discrimination and harassment at work are “covered” in collective agreements in the region (at national, branch or company level), but mostly in introductory general non-discrimination provisions (38.5%); and almost equally rare are harassment and mobbing; sexual harassment; age and disability discrimination. In Estonia discrimination is not covered in collective agreements at all.

Questions:

· Discuss how to overcome the barriers? 

· What trade unions should do in different areas: lack of awareness; lack of public statements; lack of provisions in collective agreements etc.?

Group B: WOMEN – AGENTS OF SOCIAL CHANGE

Women need unions
· increasing female labour force participation has not meant improved working conditions or social protection;

· women are more likely than men to be victims of labour market failures and distortions;

· women account for the bulk of atypical workers who are inadequately covered by labour

legislation;

· women bear the brunt of combining work and family responsibilities;

· misperceptions persist about the role and contributions of women in employment;

· women workers need organization, representation and social protection;

· gender equality issues and women’s concerns have not been adequately addressed in

collective bargaining;

· in many countries, unions have been in the forefront of action to promote equality at work;

· unions are important interest and lobbying groups which can influence government

policy and legislation on women’s and equality issues.

And unions need women

· women account for an increasing proportion of the workforce;

· to be credible and strong, unions must address the priority concerns of its current and potential members;

· to be credible to women, unions must demonstrate that gender equality is an integral

part of their own policies and structures;

· growing numbers of women workers are standing up for their rights and seeking

support for their rights;

· women members are positively changing the way unions work and improving the

image and influence of unions;

·  the promotion of gender equality helps unions strengthen and reaffirm their key

role as agents of social change;

· the promotion of gender equality provides common grounds for unions to forge

alliances with other social actors. (Global Unions Organising Campaign II 2006 – 2008)

Questions: 
· Is this perception realistic in your confederation? 

· If not, what should be done to change it?

Group C: 

ITUC PERC CEE&NIS Women’s Network: 
Representation and Ranking 2009
The Women’s Network, self-organised in 1997 within the former ICFTU/International Confederation of Free Trade Unions (today part of the ITUC-PERC) started to gather gender related data from all trade union confederations in the former communist region on regular annual basis since 2000, started with 14 organisations surveyed and growing to 50 organisations from 26 countries. The annual representativity report is presented at the annual conference and discussed at regional, subregional and national levels. A special methodology was developed to enable ranking of the confederations on the basis of representativity rate. The rates are determined in relation to parity (which would amount to 100 percent – full equality or the representation in decision-making bodies equal to representation in membership). 120 percent would mean that the number of women in decision-making bodies is higher for 20 percent than their share in membership and 50 percent that there are half as many women than there should be.
Ranking position was not always very pleasant for the women representing their trade union women’s structure at the conference, especially if they hold the worst representation positions for years. The Hall of Shame and Hall of Fame were developed and trade unions were grouped in them. NO women branch presidents are in VOST/Ukraine; BKDP/Belarus; BSPK/Kosovo and UGS Nezavisnost/Serbia. NO women are in the executive decision-making bodies in Cartel Alfa/Romania and Liga/Hungary. 
	1
	LPSS
	Lithuania
	120,0

	2
	UNSAM
	Macedonia
	111,9

	3
	LDF
	Lithuania
	89,7

	4
	CITUB
	Bulgaria
	87,2

	5
	BSPSH
	Albania
	86,5

	6
	LBAS
	Latvia
	86,5

	7
	NKOS
	Slovak Re.
	85,9

	8
	LPSK
	Lithuania
	78,9

	9
	ATUC*
	Hungary
	78,5

	10
	FPRK
	Kazakhstan
	76,7

	11
	KVPU
	Ukraine
	76,4

	13
	KSPK
	Kazakhstan
	75,8

	14
	CTUA
	Armenia
	66,8

	15
	VOST
	Ukraine
	65,9

	16
	NHS
	Croatia
	65,3

	17
	Liga
	Hungary
	61,6

	18
	UATUC
	Croatia
	61,3

	19
	KOZ
	Slovak Re.
	58,5

	20
	FPT*
	Tajikistan
	57,4

	21
	EAKL
	Estonia
	56,3

	22
	GTUC
	Georgia
	56,2

	23
	HUS
	Croatia
	55,5

	24
	NTUCM
	Moldova
	53,8

	25
	FPK
	Kyrgyzstan
	52,0

	26
	KSBIH/SSRS
	Bosnia & Herz.
	51,1

	27
	FTUU
	Uzbekistan
	50,3

	28
	MSZOSZ
	Hungary
	50,1

	29
	CMKOS
	Czech R.
	49,9

	30
	KSSH
	Albania
	45,7

	31
	SSS
	Serbia
	45,7

	32
	BNS
	Romania
	43,5

	33
	FPU
	Ukraine
	42,8

	34
	MOSZ*
	Hungary
	41,6

	35
	KSS
	Macedonia
	41,1

	36
	BKDP
	Belarus
	37,3

	37
	CTUM
	Montenegro
	37,3

	38
	KS/SSSBIH
	Bosnia & Herz.
	37,1

	39
	CNSLR-Fratia
	Romania
	34,9

	40
	OPZZ
	Poland
	34,9

	41
	FNPR
	Russia
	30,0

	42
	Cartel Alfa
	Romania
	29,5

	43
	AHIK
	Azerbaijan
	25,5

	44
	Solidarnosc
	Poland
	22,7

	45
	Nezavisnost
	Serbia
	22,0

	46
	BSPSK
	Kosovo
	21,8


■Regular counting and ranking raises the level of awareness on the representation of women in trade unions among women and men.

■The representation report is presented to the union leaders in every confederation and discussed by women’s structures.

■Special positive policy measures and mechanism are introduced, like reserved seats (19) or quota system (10), although the objective remained the same: parity of women and men.

■In all trade union confederations women’s structures, mostly network-like, were established. Majority of them, 38, gained the statutory position.

■ Gender missions were organised to pay a visit to the trade union leaders in confederations which were ranked on the bottom of the list. 

* 2009 Representation data

Questions:

· Do you measure on regular basis representation of women in your confederation (all levels: company, branches, territorial, etc). 

· If yes– how those data is used? 

· If not – draft a proposal how to start such measuring in your organsiaiton. 
Programme of a ONE DAY training 

- based on 2nd KIT: Social Partners to Act for Equality

	Time
	Content of the teaching sessions
	Duration
	Method
	Materials
	Equipment and stationary
	Trainer (in charge)

	9.00- 9.30 
	Introduction to the Seminar: welcome; presentation of aims; programme; and technicalities; Presentation of the participants 

(Note: if it is a continuation of a seminar on discrimination  - instead of this – just a reminder what was on previous seminar) 


	30 min. 
	Presentation 
	PPP with program and aims 
	
	

	9.30-9.50
	Employers: Non-discrimination is Profitable


	20 min
	Presentation 
	KIT 2: H 1; PPP
	laptop and projector + screen
	

	9.50- 10.30
	Activity 1: Employers Can Benefit from Gender Equality Bargaining


	40 min.

(Total: 1 h 40 min )
	work in small groups;  

role play 


	KIT 2: AS 1; material for AS 1
	
	

	10.30 -11.00
	Coffee break (group work continue – if needed) 
	30 min.
	
	
	
	

	11.00-12.00
	Activity 1: Employers Can Benefit from Gender Equality Bargaining - continuation


	1 h 
	Reporting (role play and discussion) 
	
	
	

	12.00- 12.30 
	Trade Unions Response to Discrimination
	30 min
	Presentation 
	KIT 2: H 2; PPP
	laptop and projector + screen
	

	12.30-13.30
	Lunch break
	1 hour 
	
	
	
	

	13.30 – 14.50
	Activity 2: What Can Unions Do?


	1 h 20 min
	Debate; 

Meta plan; 

Plenary discussion
	KIT 2: AS 2
	Flip-chart + markers
	

	14.50- 15.20
	Trade Unions & Gender Equality
	30 min
	Presentation 
	KIT 2: H 3; PPP
	laptop and projector + screen
	

	15.20- 16.40 
	Activity 3: How to Develop Union Policy
(coffee included in the group work) 
	1 h 20 min. 
	work in small groups;  


	KIT 2: AS 3 ; materials for Activity 3
	Flip-chart + markers
	

	16.40 – 17.10
	Evaluation and closing of the seminar  
	30 min. 
	Written evaluation 
	Short test and/or short evaluation form  (if both – more time needed) 
	
	


3rd KIT: From Law to Action against Discrimination
Objectives: 

· to get ideas for developing of trade union policy on elimination of discrimination and promoting equality and diversity

· to get ideas and arguments regarding development of trade union policy for collective bargaining on additional equality agenda;

· to learn about importance of having the issue of discrimination included into collective agreements.
This kit should give ideas and possibility to discuss trade union policy on elimination of discrimination and promotion of equality more practically. At the end of the training they should know how to include the issue on discrimination into collective bargaining. 

This kit can be used as a 3rd module of a longer training on discrimination or as a separate short training – introduction to the issue of discrimination. It can be also combined with other kits. 

This module can be used in trainings for: shop stewards; women’s groups; leaders (of different levels); etc. and could become part of specific trainings for lawyers, negotiators, etc. 

Handout 1: Policies and Measures
· Promotion of gender equality and empowerment of women--is important both for reasons of fairness and as essential to economic development and well-being, and has a positive impact on such other goals as halving poverty, achieving universal primary education, and lowering the under-five mortality rate (World Bank)
LEGISLATION: First step is to write and adopt anti-discrimination legislation with clear sanctions, based on the international standards and values. However laws are not enough - the application of these laws remains a key challenge. In most countries there are relatively few discrimination cases brought to ordinary courts or labour tribunals and when complaints are tabled they are rarely acted upon and there are few convictions 

ISLAND: Started in 2000, paternity leave entitlement in Iceland has lengthened in stages from 6 months to the current 9 months, divided into 3 blocks: 3 months reserved for the mother; 3 months reserved for the father and 3 months can be shared freely. The new system enables economically active parents to receive eighty percent of their normal wages, financed by a specially created fund. This legislation change has dramatically changed people’s idea of what it means to be a father. The system has shown its full effect after years of implementation. Thorolfur Arnason, former mayor of Reykjavik, today CEO of one of the biggest IT companies in Iceland, stated that these changes has allowed women to climb the corporate ladder and has caused changes of corporate values and style. As now everyone takes parental leave, they structure work differently, using groups so that parental leave absence does not spoil the flow of work.
How to provide implementation of the laws and provision? Unfortunately, most enforcement systems are complaints-based and thus rely on individual workers, their representatives or administrative officials to trigger their operation.  Denial of equal opportunities, treatment or dignity at work require particularly responsive enforcement systems to ensure that equality laws are applied to all workers, especially those who are members of minority groups or women.

Enforcement, monitoring and promotion:

Crucial to sustained change
· Labour inspectors

· Special enforcement bodies

· Office of the Ombudsperson/s
· Judicial action

LABOUR INSPECTORS: Labour inspectors have a key role to play in enforcing the law. They can also play a role of prevention. But many labour inspectorate lack resources and often lack specialized training and awareness-raising to prevent, monitor and punish direct and indirect discriminatory practices.

ENFORCMENT BODIES:
· Those with an advisory and promotional role. They may include commissions on the advancement of women, minority councils, and inter-ministerial coordination bodies. They usually collect, publish and disseminate information, analyse and advise on legislation, policy and implementing plans of action, and may provide training. The structure of these bodies is often “tripartite-plus” in order to include representatives of the main stakeholder groups.

· Specialized enforcement bodies with quasi-judicial powers, allowed to examine complaints on discrimination. Some deal with discrimination in a wide number of areas (e.g. education, employment, housing) while others only address employment discrimination. Many bodies focus on the protection of a particular group, such as women or ethnic minorities, while other commissions cover more than one social group or multiple grounds of discrimination. Specialized enforcement bodies can assist victims of discrimination in the handling and resolution of their complaints in an informal and inexpensive manner. In some countries agencies also have the power to initiate complaints and investigations themselves, and need not rely on individual complaints.

Ombudsperson/S: Two main roles: 1) to investigate maladministration and 2) to provide remedies where injustice is found. Their purpose is to make recommendations, assessments and criticisms and to submit an annual report to parliament. In many countries there are different ombudspersons like: for gender equality; for disabled; for children; for elder etc.
legal Action:  In most cases involving hiring, firing, pay and promotion decisions, it is the employer who possesses the relevant information on the decision-making.  In sexual harassment cases, there are often no witnesses. A growing number of countries are shifting the burden of proof to the employer to disprove the allegations once the claimant has made a first showing of discrimination. 
POSITIVE MEASURES - a chance for underrepresented? Affirmative action measures are necessary to level unequal starting points, especially when socio-economic inequalities between groups are profound and derive from a history of oppression and social exclusion of one group over the other. These policy measures are temporary in nature and aim at accelerating the pace of participation of members of under-represented groups in gaining access to jobs, education, training, promotion, decision-making etc. They can take the form of preferential treatment, reserved seats, quotas etc.

To avoid unintended backlash and the stigmatisation of designated groups, it is important to obtain their prior consent and engage in consultations with all affected parties.  The stakeholders comprise the dominant groups as well as the potential beneficiaries, the State (at different levels) and employers ‘organizations and workers’ organizations. 

The necessity for and legitimacy of affirmative action measures have been and continue to be a matter of controversy. Cynics argue that these measures constitute a form of reverse discrimination. Supporters argue that positive action measures aim only at redressing a situation of severe disadvantage due to societal or past discrimination. Decisions with regard to the scope and type of positive action measures, the mix of incentives and deterrents, and the implementation modalities, including “phasing out” procedures, need to be carefully examined and agreed upon in a participatory manner. There are some women who reject to take a reserved seat in a decision-making body, claiming they are experts and persons of capacity, and taking such a position would humiliate them. But if they are nominated as a quota on the same list with men, they would agree. Simply, they do not want to be visible, paying their own toll to inherited stereotyping.
Special measures can be divided into two broad categories: 
· Special measures of protection. For example, laws prohibiting women engaging in night work. Pregnancy and maternity protection, in the form of safeguards against dismissal or paid leave before and after confinement, transcend the sphere of protective legislation. Maternity is a condition that requires differential treatment to ensure genuine equality between men and women in the world of work.  Such treatment is necessary, in particular view of the fact that the benefits of maternity protection go beyond women workers, and work, and extend to the whole society. 

· Measures of assistance and affirmative or positive action measures. Example: the supply of special computer to enable employees with sight impairment to use computers. Positive action measures aim at redressing, through temporary measures, problems of economic disadvantage or social exclusion faced by certain groups, such as women or racial and ethnic minorities that arise from past and present societal discrimination. If there is no woman in decision-making bodies, one or two reserved seats is only an opening door measure.
WOMEN’S NETWORK: Reserved seats lead to parity
The ITUC-PERC CEE&NIS Women’s Network has introduced reserved seats as a positive policy measure to be recommended since it was founded in 1997. In 2000 there were only 5 trade union confederations which have introduced special seats for women in their decision-making bodies. In 2004 there were 13 of them and in 2009 almost half of all women’s structures in trade union confederations in the region have succeeded to get, if not yet parity, but at least some reserved seats for women – 19 of them! 10 confederations have introduced women’s quota in some bodies. If there would be no such measure, in a number of trade union confederations there would be no women in the highest decision-making bodies. Unfortunately, in some confederations women are only allowed to speak, but not to decide. Or, even, they are allowed to speak only about – women’s issues. Yes, still a lot of work to be done to achieve parity – the share of women in the decision making bodies of trade unions equal to the share of women in the membership.
FRANCE: “Equality Label”

It is about a government-led initiative in the area of gender equality, created by the French Minister for professional equality in March 2004. In order to qualify for this label, firms must meet requisites against 18 different criteria falling within three main areas:

“- actions carried out in the company in favour of professional equality: these actions are evaluated by taking into account the information and awareness programs for leaders, employees as well as their representatives;

- human resource management : action carried out to reinforce equal access of women and men to vocational training ; analysis of the indicators relating to the general conditions of employment and training of men and of women in the company;

- parenthood programs: actions of the company allowing an articulation of the professional life and of the family life are evaluated.” The success of this initiative is yet to be seen. Up to the present day, after nearly 2 years of functioning, only 17 companies have received this label, ranging from Deloitte to Dexia, PSA, Airbus and Eurocopter. The influence of this label may occur through its publicity, but we have no data regarding possible effects owing to such publicity.
Equality at work therefore is not just about prohibiting discrimination; it is about changing the status quo and transforming the workplace to make it more inclusive, and it means that anti-discrimination policies should be pro-equality policies. 
RAISING AWARENESS:  How a change in public opinion can be achieved? How (some) trade unionists can change their rigid opinion on anti-discrimination as union responsibility?  How workers can become aware of discrimination in the workplace environment? Usually running a public campaign on the subject of eliminating discrimination, stereotypes and prejudices on gender ground is not wide-defined. It has more focused objective, e.g. to raise awareness on the position of women at workplace, or to campaign for women to be elected in the decision making bodies in trade unions. Campaigning could aim to awareness rising on EU legislation and policy initiatives, disseminating information and promoting the debate about the key challenges and policy issues in relation to discrimination and the mainstreaming of anti-discrimination in all Community policies, including among the social partners, NGOs and other stakeholders. The European Commission has launched a pan-EU information campaign 'For Diversity. Against Discrimination'. The campaign aims to raise awareness of equality laws and to promote the benefits of diversity for the workplace and society generally.
DECENT WORK FOR WOMEN: On 7 October 2008 the trade union movement organised a World Day for Decent Work. This was an unparalleled opportunity for trade unions and organisations interested in Decent Work all around the world to join a broad global mobilisation involving a large number of people and a wide range of activities. A decent work day focused attention on the urgent need for a new globalisation. ITUC-PERC CEE/NIS Women’s Network has coordinated a campaign in region, stimulating women’s structures to organise own campaigning. The report and exhibition of press clippings and photos was presented at the annual conference of the Network in Turin 2008. On 7 October 2009 the trade union movement organises a World Day for Decent Work for the second time, and a lot of activities are directed to combat discrimination at the workplace.
TRAINING: A wide range of different trainings concepts or approaches, fall under the heading of anti-discrimination and /or diversity training. Awareness-raising training is based on the premise that prejudices are present everywhere and with every person. What is generally looked at in the training is how participants deal with discrimination, how they perceive themselves and others, what are rights and responsibilities of all relevant actors (e.g. employers, companies, trade unions, shop stewards, media, consumers, majority society, etc). Such training does not aim to set out rules and regulations on ‘how to be free’ of discrimination, but it is important start up, especially for the workplace training.
Diversity training starts with the premise that the world, society and workplace are heterogeneous places. It points to how differentiated and diverse an individual's background can be (personal characteristics, faith, ethnic origin etc.) and what this means for working/living together. It highlights the positive side of this heterogeneity/diversity pointing to the benefits and opportunities companies and/or society can gain from this difference. Critics say that in focusing on diversity, the existence of actual discrimination (and in certain cases legislation on discrimination) could be underplayed, with companies favouring a more 'positive' approach.  Intercultural training is based on the premise that different cultural backgrounds can cause differences in behaviour which can lead to misunderstanding and conflict. Intercultural training is popular with organisations or companies with a diverse workforce as well as those who deal with clients from diverse cultural/ethnic backgrounds. 
Training on the law does not have to be limited to mere transfer of factual information on the legislation – it can also include (and indeed focus on) dissemination of case law and good practices, and it is usually good for social workers or trade union lawyers. 
However, the European Commission recognises that training is one of the best tools to help achieve real change in the area of anti-discrimination.
A training course on strategic action would focus on how to combat discrimination, how to build allies in fighting against structural discrimination, how to motivate victims of discrimination to use their rights, how to resolve conflicts via mediation as well as via legal means etc, whereas a seminar aimed at promoting equal opportunities in the workplace will look at companies' recruitment procedures, internal communication processes, consumers/client angle and how to work on implementing formal and/or informal change internally.
ADDRESSING DISCRIMINATION

■ In Estonia, a National Action Plan for More and Better Jobs for Women included working
with policymakers to make them more aware of gender issues. In Valga, one of the poorest
provinces, a pilot activity provided more than 400 women with the training, support and facilities needed to set up viable businesses.

■ In Germany, the Association for Foreign Entrepreneurs to Initiate Entrepreneurship, the

Chamber of Industry and Commerce of Augsburg/Schwaben, the Bavarian Ministry of
Labour and the local labour office have been working together to match ethnic minority-owned businesses and young people from ethnic minorities. The experience is being

replicated in other German cities. 

■ Workers' organizations increasingly recognize the need to reach out to an increasingly diverse workforce. In the United Kingdom, proportionality and self organization has translated into higher union membership rates among all ethnic groups, particularly

African Caribbean, the only exception being Pakistanis and Bangladeshis.

■ In Sweden the Equal Opportunities Act requires employers with more than 10 employees to draw up a workplace equality plan each year. Plans must cover pay issues and action to address inequalities. In Finland and the Netherlands, criminal law in applied to address discrimination at work. (Source: ILO Fact Sheet - Discrimination At Work: Europe 2) 

■ Contribution by social partner also raises the potentially crucial role both employers and trades unions may play in the fight against racism. They are at the cutting edge of discrimination, at least in so far as employment discrimination is concerned, and are well placed to directly act to prevent and remedy discrimination. There are many examples of good practice in the EU Member States demonstrating the role that committed employers and trades unions may play. For example, in Spain, two trade unions (UGT and CC.OO) have each created a network of special centres to meet the specific needs of immigrants. As a result there are now over 100 centres throughout Spain offering assistance for immigrants on issues such as residence and work permits, labour law, social security and discrimination. Solidarity with migrant workers is helping trade unions to get back to the basic principles of the labour movement.
Activity 1: Policies on Eliminating Discrimination and Promoting
           Equality and Diversity
Aim: to get ideas for developing of trade union policy on elimination of discrimination and promoting equality and diversity
Method: 

· work in small groups 

Tasks:

Below there is a sample company policy on elimination of discrimination and promoting equality and diversity, which might not necessary, be appropriate in your environment.  That’s why, working in your small group on this sample of company policy, please:
1. Read the given part of the material and discuss it in the group.

2. Based on your experience and the given material please list elements of content (what should be covered in such policy) for drafting of the provisions of policy (on given paragraphs). 

Group 1 - paragraphs on: 1. Statememt of Commitment; 2. What is harassment at work?
Group 2 - paragraphs on:  3. The legal position; 4. Contact persons; 5.Trade union representatives 
Group 3 - paragraphs on:  6. Complaints procedure; 7. Information and training and 8. Support for staff who experience harassment
3. Prepare your report on the flip-chart paper and make sure that you have selected a reporter who will present your report on the plenary (each group will have 5 min. for reporting)

Time for group work: 40 min.

Trainer’s notes:

1. Make sure that all the participants have below materials for their group work.

2. Prepare flip-char paper and markers for each group; 

3. Divide participants into 3 groups using “numbering” – one participant says 1, next one says 2 and next one 3; then again, and again – till all participants have their numbers.

4. Explain the activity and time (as on activity sheet).

5. After hearing of the 3 groups’ reports as if there are any comments, etc.

6. Remember to sum up the activity– pointing out main points raised. Advice the participants to use this policy draft for preparing their own which would be negotiated with their employer. 

7. Time: total 1 hour and 25/30 min.: 5 min. explanations and division into groups; 40 min. group work; 20 min. reporting; 20 min. summary.

Note: You could consider distributing this material for Activity 1 - for reading day before – so the participants could prepare. Unless, of course, you sent some  materials for the seminar ealier (which could be an option – to save time during the training) to all participants with clear explanation that they should read all given materials  and for example make notes, underline; write questions; etc. Just remmebr to take into consideration fact that probably not everyone will read them. 

Material for Activity 1: 
Important: The following draft agreement can be used in the workplace to promote a working environment free from all forms of harassment and discrimination.
UNISON/Public Service Trade Union (United Kingdom)  
Draft agreement: Preventing Harassment/Discrimination at Work

1. STATEMENT OF COMMITMENT

The parties to this agreement fully support the right of all people to be treated with dignity and respect at work. They are committed to promoting a working environment free from all forms of harassment and agree that appropriate steps should be taken to achieve this. 

The employer values the contribution all its employees make to the provision of quality services. We recognise that such a contribution is most effective in conditions which are free from unnecessary anxiety, stress and fear and where employees are able to work in an atmosphere which values them as individuals. We have therefore resolved to create a working environment that supports the dignity of all employees and is free from any form of

harassment. 

The employer believes that any form o harassment, bullying, victimisation, or

intimidation is unacceptable behaviour, undermines the dignity of an individual, is morally wrong and has a detrimental effect on the provision and delivery of services. For this reason it will not be tolerated. 

All employees will be made aware of the employer’s policy forbidding the harassment of any employee by another employee and will be expected to comply with this policy. Appropriate disciplinary action, including warnings, compulsory transfers (without protection of wages or salary), and dismissal for serious offences, may be taken against any employee who violate this policy. 

The employer also recognises that it has a responsibility to protect employees from harassment at work by members of the public. All staff has the right to be treated with respect by the public they provide services to. Harassment of staff by members of the public are dealt with in a separate policy (state policy eg the violence to staff policy). 

All employees have a clear role to play in helping to create a climate at work in which harassing behaviour is unacceptable. In particular, employees should be aware of their own conduct, avoid colluding with inappropriate behaviour and cooperate fully in any complaints procedure. Managers and supervisors have a responsibility to raise awareness of the issue, respond positively to any complaints and challenge and stop unacceptable behaviour in the workplace. 

This policy is supported by, and has been developed with, the trade unions

representing employees. It will be communicated to employees using a variety of methods including training, information and publicity, team briefings, departmental meetings and in-house publications.

2. What is harassment at work?

Harassment is behaviour that is unwelcome, unreciprocated and offensive to the recipient. Such behaviour includes comments, actions, jokes or suggestions that might create a stressful working environment. It can be intimidating, embarrassing, unpleasant and/or threatening. It can be in the form of physical contact, verbal or non-verbal (such as printed material or emails). All forms of harassment can have an adverse effect on job performance, moral and health. What is important is not necessarily the action, but how the recipient feels about what has been done.
 

Individual(s) may be harassed for a variety of reasons, sometimes because they appear to belong to an underrepresented group or because of some other factor.

The (employer) is committed to eliminating harassment and victimisation on the grounds of gender, race, disability, religion, sexual orientation, gender identity, or nationality, age, or lifestyle. 

Harassment or victimisation on any of the above grounds is unacceptable and will not be tolerated. The list below shows some examples of common forms of harassment but is by no means exhaustive.

2.1. Sexual harassment

*  Unwelcome sexual advances, propositions and demands for sexual favours

* Unwanted or derogatory comments about clothing or appearance

* Leering and suggestive gestures and remarks

* Displaying offensive material, such as pornographic pictures, page-three type pin-ups or calendars, including those in electronic forms such as computer screen savers or by circulating such material in emails

* Physical contact such as the invasion of personal space and unnecessary touching through to sexual assault and rape (although rape is defined as a separate criminal offence).

2.2. Racial harassment

- Refusing to work with someone or deliberately isolating them because of their race, colour, nationality or ethnic origin

- Displaying racially offensive material including graffiti

- Racist jokes, banter, insinuations, insults and taunts

- Unfair work allocation

- Verbal and physical abuse/attacks on individuals because of their race, colour, nationality or ethnic origin.

2.3. Harassment of workers with disabilities

- Asking intimate questions about an individual’s impairment such as how it occurred and what it is like to be disabled

- Name calling, jokes, taunts and use of offensive language

- Assuming that a physical disability means that the individual is inferior

- Assuming that a mental disability means that the individual lacks intelligence

- Speaking to colleagues rather than the person with the disability

- Exclusion from workplace events because of barriers and excluded from social activities.

2.4. Harassment on the grounds of religion

- Mocking or deriding people’s religious beliefs

- Making unwanted comments on dress

- Making it unnecessarily difficult forpeople to conform to their religious beliefs.

2.5. Harassment on the grounds of sexual orientation

- Homophobic or biphobic comments, ‘jokes’ and name-calling

- Verbal or physical abuse or intimidation

- Dissemination of homophobic or biphobic materials

- Repeated references to a person’s sexual orientation

- Outing a person as LGB without their consent or spreading rumours

- Prejudiced myths such as that all gay men are HIV positive, bisexual people are attracted to everyone, lesbians don’t have caring responsibilities or that LGB people are a threat to children

- Excluding an LGB person from conversation and activities

- Excluding a same sex partner when opposite sex partners are included

- Intrusive questioning about an individual’s personal or sex life

- Assuming that everyone is heterosexual or that being heterosexual is normal.

2.6. Harassment of transgender workers

- Transphobic comments, ‘jokes’ and name-calling

- Verbal or physical abuse or intimidation

- Refusing to treat a person as of their new gender when they transition

-  Failing to address a person by their preferred name and correct gender pronouns

- Denying people access to the appropriate single sex facilities such as changing rooms

-  Outing a person as transgender without their consent or spreading rumours (this may also be a criminal offence)

-  Excluding a person from conversation and activities

- Sexual harassment

- Intrusive questioning.

2.7. Age harassment

Age harassment at work may occur during:

- recruitment

- selection

- promotion

- training and development

- redundancy

- retirement.

3. The legal position

The employer has duties to ensure the physical and psychological health, safety and welfare of employees at work under health and safety legislation. This includes assessing the causes of stress at work and introducing measures to reduce or prevent stress. The employer is legally responsible for preventing harassment in the workplace.

 Note: quote or list hee all acts of legislation whciha re referring to any form of harassemnt. 
4. Contact persons 
The employer recognises that there can be difficulties in raising the issue of harassment, particularly if:

-  the immediate manager is doing the harassing;
- the employee is reluctant or too embarrassed to raise the matter with their manager, or feel the manager may lack the skills, knowledge or sensitivity to deal with complaints of harassment;
- the employee finds the prospect of using the formal complaints procedures intimidating.

The employer is concerned to ensure that such potential difficulties are overcome and that allegations of harassment are raised so that they can be acted upon. To help ensure this a specially trained person(s)- the contact persons(s)- has been designated to deal with complaints of harassment and to offer advice to employees who believe that they or their colleagues have experienced harassment. The main role of the contact persons(s) is to:

- provide sympathetic assistance to employees with complaints of harassment

- explain to them how the procedures for making a complaint operate

- establish the main details of any complaint

- channel the complaint to the appropriate manager for action if the employee decides to take the matter further.

The employer will ensure that contact person(s) receive special training in carrying

out their role. 

Contact person will discuss cases in complete confidence and will not divulge information to any other person without the agreement of the employee. An employee who comes to a contact person to talk about harassment is under no obligation to take further action. The contact person is there to help employees decide what they want to do. 

Employees who have been harassed are not obliged to refer their complaints to contact person - it is entirely up to them whether they do so. However, the nomination of contact person(s) is an additional means of ensuring that such employees are not discouraged from bringing forward complaints.

A list of contact person(s) can be found: (list them here).

5. Trade union representatives
Trade union representatives are able to assist their members who have been victims of harassment, including supporting them in taking complaints. 
The employer encourages all members who are concerned about harassment to speak to their trade union representatives. 

The employer will allow trade union representatives and members paid time off to attend union provided training courses on harassment at work. The employer will support the union’s activities on raising awareness and tackling the issue of harassment amongst their members. 

The employer recognises that stress at work in general can contributes to workplace harassment and bullying, and is committed to jointly agreeing with the trade union ways of tackling work-related stress.

The employer will consult with the trade unions in good time over any proposals, for example on changes to staffing, job descriptions, tasks, workloads, hours,procedures on sickness and so on- that could increase the potential for stress, bullying and harassment at work. 

The employer is committed to preventing any harassment or victimisation of trade union activists or members because of their trade union activities.

6. Complaints procedure

An individual can deal with harassment in various ways, ranging from asking the person to stop the harassing behaviour, to informal discussions with the contact person, or to making a formal complaint. Some people are unaware that their behaviour in some circumstances is harassment. If it is clearly pointed out to them that their behaviour is unacceptable, the problem can sometimes be resolved. With this in mind, this policy includes informal as well as formal action to deal with complaints of harassment.

6.1. Informal complaints procedure

6.1.1. If possible, an employee who believes that he or she has been the subject of harassment should, in the first instance, ask the person to stop the behaviour and make it clear what aspect of their behaviour is offensive and unacceptable and the effect it is having. This can be done either verbally or in writing. If the harassed person feels unable to approach the person responsible directly, a friend, colleague or trade union representative can make this initial approach.

6.1.2. If an employee is unable to adopt the above approach, or the harassment is of a very serious nature, they can approach a contact person who can provide informal advice in confidence. No further action will be taken without the consent of the employee making the complaint.

Confidential advice is also available to other employees who themselves may not be thesubject of harassment but are concerned about the harassment of others.

6.2. Formal complaints procedure

If informal action does not stop theharassing behaviour, or a formal complaint is made, the complaints procedure should be initiated and a formal report should be made. Throughout this procedure, the complainant and the person against whom the complaint is made has the right to trade union representation or to be represented by a friend or colleague, and to seek informal advice from the contact person.

6.2.1. An employee who believes that he or she has been the subject of harassment should formally report the alleged act to their (line manager) the contact person or (a senior manager).

6.2.2. All complaints will be handled and investigated in a timely and confidential manner.

Confidentiality will be maintained at all times. Employees shall be guaranteed a fair and impartial hearing whether they are the harassed or the harasser. The contact person and a (senior manager) will be jointly responsible for ensuring a thorough investigation of the complaint.

6.2.3. As a first stage in the investigation, the contact person (and senior manager as above) will arrange to interview separately both the complainant, and the person against whom the complaint has beenmade, with a representative if requested.

6.2.4. The contact person or (senior manager as above) will give a detailed response in writing to the complainant.

6.2.5. If the investigation reveals that the complaint is upheld, prompt action designed to stop the harassment immediately and prevent its recurrence will be taken. In such circumstances, if relocation proves necessary, the alleged harasser and not the complainant will be relocated unless the person complaining requests otherwise.

6.2.6 Where disciplinary action is considered necessary such action will be considered strictly in accordance with the staff disciplinary procedure.

6.2.7. Employees shall be protected from intimidation, victimisation or discrimination for filing a complaint or assisting in an investigation. Retaliating against an employee for complaining about or assisting in an investigation of harassment is a disciplinary offence.

6.2.8. Any decisions taken under this procedure do not preclude any employee from pursuing a grievance in the usual way under the staff grievance procedures.

6.2.9. The complainant and the alleged harasser have the right to appeal against the processing of a complaint (not the outcome) within (time limit) of the outcome of an investigation to (senior manager).

7. Information and training
Information and training about harassment and about this policy will be given to all employees, including supervisors, managers and new staff. This will include information on what constitutes harassment and, for managers, on what their responsibilities are. Trade unions will be invited to speak at training sessions on harassment.

Contact person(s) and the manager responsible for investigating complaints will be given specific training for this role. This policy on harassment will be published in the following ways (list the ways-for example, via training, leaflets, notice boards and so on). The policy will also be brought to the attention of contractors and agency staff who will be required to comply with the policy as part of their contract.

9. Support for staff who experience harassment

The employer recognises that harassment can affect job performance and cause stress. Where harassment causes deterioration in job performance, this will be treated as a health problem and the person will be encouraged to seek help under the terms of this policy. There will be no discrimination against individuals suffering from stress caused by harassment. Access to independent and trained counsellors will be available to all staff. This service will be strictly confidential between the counsellor and member of staff. No details or records will be disclosed without the written permission of the member of staff concerned.

Employees who have been harassed will be offered paid time off to attend counselling sessions. Contact details of stress counsellors will be publicised (state where), so that staff can make arrangements for counselling as and when they wish.

Handout 2: Equality in Collective Bargaining
· “Recognize collective bargaining as a right and as an important mechanism for eliminating wage inequality for women and to improve working conditions. Promote the election of women trade union officials and ensure that trade union officials elected to represent women are given job protection and physical security in connection with the discharge of their functions”. Platform for Action of the United Nations Fourth World Conference on Women (Beijing, September 1995).
Collective bargaining can take place at different levels, from the individual workplace level to the company, sectoral or industry, national or international level. For example, where collective bargaining is centralised at the national or sectoral level, minimum standards relating to the promotion of gender equality could be established that cover a wide range of workers. But before embarking on collective bargaining for the promotion of gender equality at the national level, unions should be aware of and take into account other forms of social agreements that have been developed and adopted with the direct participation of union representatives. For example, there could be national tripartite agreements on the promotion of gender equality; such agreements in some cases can have a similar impact to national law and cover all workers in a country.

At the sectoral level, it should be noted that many Global Union Federations (GUFs) have negotiated framework agreements with multinational companies concerning the international operations of the company. Such framework agreements are often based on ILO standards, including standards relating to the promotion of gender equality. The international nature of these framework agreements means that international trade unions must cooperate and have the capacity to effectively engage multinational companies in negotiations at the international level.
FRAMEWORK AGREEMENTS: There are basically two types of such agreements:  the first type are «Rights Agreements» limited to declaratory clauses on the fundamental social and human rights that the signatory company undertakes to respect and promote. Agreements of the second type are more similar to a traditional collective agreement because of the larger scope of the rights and the obligations that they impose on the employer, in particular with regard to subcontractors and suppliers, the duration, and the procedures for handling and settling disputes related to implementation of the According to the GUFs’ representatives, international framework agreements are an important instrument for the development of trade union cooperation in collective bargaining within multi-national companies and the promotion of fundamental social and human rights at the international level. They can also open the way for international sector-based collective bargaining on minimum working conditions and fundamental social and human rights. However, these developments need to be enhanced by international trade union structures with more resources and responsibilities than the GUFs currently have. Although international framework agreements represent a significant progress for the development of international collective bargaining, they are still a long way from the objective. Thus, the trade union movement must continue to build stronger transnational structures and international solidarity in order to achieve these goals.

At the company level, some companies have unilaterally adopted codes of conduct, often in response to negative publicity generated by reports of poor, exploitative or dangerous working conditions. These codes could be used by companies to avoid dealing with trade unions. In such cases, national or local trade unions should not accept the codes where they could otherwise negotiate collective agreements for the workers they represent.  Therefore, before beginning any bargaining process, trade unions should analyse the particular context where the bargaining is to take place – so as to be able to articulate appropriate action and to be more effective in achieving desired results. For example, unions should not forget that agreements at company, national or international levels that cover gender issues can have considerable impact in terms of establishing minimum standards. Unions negotiating at the individual workplace or local level should then seek to improve on these minimum standards.
The inclusion or absence of non-discrimination and/or equality clauses in collective agreements is still a major indicator of the commitment of social partners to the elimination of discrimination in the workplace. 

It would be important to make a reference to anti-discrimination national law and, wherever appropriate, relevant international standards, which contributes to the enforcement of the law, especially where its application is lax, or to the safeguard of rights that might be challenged by changes in government. It allows for the resolution of complaints through a grievance procedure that is quicker and less costly than going to court. 

ALBANIA: KSSH claims that there are more provisions in collective agreements protecting women in the workplace, and that is a direct result of strengthening of the national women’s network and including more women in the collective bargaining teams.  

BULGARIA: PODKREPA states that due to the trade union activities there are more jobs open for the workers with disabilities. CITUB noted that there are some new equality contents in collective agreements, like: additional payment for the mother and father during parental leave; reduced working hours for parents; additional leaves.

RUSSIA: FNPR reported that every collective agreement usually includes guidelines on gender equality, e.g. like Vologda’s company agreement which integrates equal rights for men and women in payment, employment policy and social protection.  

Collective bargaining can also pave the way for further progress in the legal protection of workers’ rights. The law may explicitly encourage or require social partners to adopt positive action measures, thus challenging the assumption that the legislative framework is sufficient to eliminate discrimination. 

Equality concerns must leak into the entire collective bargaining process and not be seen as a separate agenda. However, the general absence of equality clauses or their limited character can also reflect the more general crisis that collective bargaining, as an institution able to reconcile production and productivity goals with concerns of social redistribution, is undergoing in particular countries.

The needs and aspirations of disadvantaged groups depend on whether their voices are heard. Discrimination tends to segregate disadvantaged people into low paid, low status and precarious employment. The informalisation of employment and the multiplication of employment statuses have induced a fragmentation of the labour force. It is necessary to find innovative ways of reaching out to disadvantaged groups and include in the dialogue unorganized workers, as well as the self-employed and employers in small enterprises.
The Portugal trade union confederation UGT-P has held meetings and seminars for male and female trade unionists on a wide range of issues including new forms of work organization, social protection and women’s rights. As a member of the “Equality Observatory”, the UGT has applied the principle of mainstreaming to the analysis of collective agreements, with a view to raising awareness among negotiators on both sides, and encouraging innovative measures to promote equal opportunities.

CONCLUSIONS: The stage of economic development of a country and the national status of social dialogue are important determinants of the type of gender equality clauses incorporated in collective agreements and of related monitoring mechanisms. Especially it is visible in 2009 when global financial crisis strangled workers’ rights. The level at which bargaining takes place influences the extent to which the equality agenda figures at the negotiating table. As mentioned above, centralised bargaining has traditionally tended to favour equality concerns. Any issue which is identified as eliminating direct or indirect discrimination, promoting equality of opportunity and treatment or more effectively balancing work and family responsibilities is a legitimate issue for collective bargaining. Unions are only limited in practical terms by restrictions which are articulated through national or local legislation or by employer attitudes. Unions may strategically choose which issues they will present for negotiations. Their choice will depend on those factors which may affect their bargaining leverage and success, such as the state of the local or national economy, the current state of the labour market, the economic situation of the company or the public image of the company. 

Unions should promote gender equality through collective bargaining because:

■ Women are accounting for a growing proportion of the workforce and unions should represent and defend the rights of all workers; 

■ Stereotypes and misconceptions persist about the role and contributions of women workers;

■ The elimination of discrimination with respect to employment and occupation and equal pay for work of equal value are basic workers’ rights - and are therefore union issues;

■ Collective bargaining is a critical means of improving the terms and conditions of employment and safe and healthy work environments for both women and men;

■Gender equality and women’s issues have traditionally been neglected in collective bargaining;

■ Women’s concerns may be inadequately covered by labour legislation or inadequately enforced;

■ Where there is equal employment opportunity legislation, unions can help to ensure that it is effectively implemented and monitored;

■ Bargaining equality measures means that resolution for complaints can be accessed through the grievance procedure, a quicker and less costly process;

■ Action on behalf of women workers would demonstrate the commitment of unions, and encourage women to join unions;

■ Promoting gender equality through collective bargaining would show that unions are keeping up with the times and adapting and adjusting their goals and strategies to social concerns and the changing needs of workers.(Equality and Discrimination, Labour Education Textbook)
REMEMBER! Women are used to negotiating and balancing the tight demands of family and work. Many people with disabilities, women, minorities, are used to work as activists, fighting for their rights and could make good negotiators, used to not take ‘no’ for an answer.
CEE&NIS SURVEY:

WORK&FAMILY RECONCILIATION IN COLLECTIVE AGREEMENTS:

Within the 2007 ILO-ITUC Project “Women’s Network in Central and Eastern Europe –

Discrimination of Women in the Workplace” 3350 women from 24 countries of the CEE and NIS and Central Asian region were asked whether in their collective agreements there are paragraphs on work and life reconciliation issues, and 47.5% of them replied there are not any, and a huge per cent of them /36.1%/ did not know if there are or not. If we compare the three groupings of the countries, we see visible differences: while in EU/CEE member and candidate countries women express high awareness of the issue and have relatively high per cent of collective agreements with contents on work and family reconciliation /17.7/, still it is lower than in former Soviet Union countries /23.1/. Unfortunately that is not a case in South-Eastern Europe, where the situation is almost catastrophic with only 7.7 such agreements.
If there are some provisions, they are on the following issues: maternity leave /28.8%/; bonuses for mothers /15.5%/; 100% paid leave for taking care of a sick child /32.2%/ and free annual health checking /32.2%/.
In the field of collective bargaining, trade unions, especially in the industrialised countries, are putting work–family reconciliation high on their agenda, partly as a way of increasing membership. In some countries, collective bargaining has achieved benefits beyond what is required by law, especially in regard to work–family reconciliation measures. However, issues such as family care provisions are still absent from collective agreements in other countries, including new EU Member States. Incorporation of pay equity in collective agreements is another trend in industrialized nations. France, for instance, has set 2010 as the target date for eliminating the remuneration gap between women and men through collective agreements.
REMEMBER! Gender equality bargaining can be a powerful mechanism through which unions can either enforce existing rights under legislation or previous collective agreements, or extend workplace rights on issues traditionally ignored. Unions may strategically choose which issues they will present for negotiations. Their choice will depend on factors which may influence their bargaining leverage, such as the state of the local or national economy, the current state of the labour market, the economic situation of the company, or public image. To protect workers from both overt and more subtle forms of discrimination and victimization, unions can negotiate and sign a separate equal opportunities policy agreement, or they can include some paragraphs in the regular company agreement
IMPORTANT: Influence of collective bargaining agreement – higher wage!
The data shows that in the majority of countries the pay gap is smaller in workplaces that are covered by a collective agreement. This is most apparent in Hungary and the UK where the pay gap falls considerably between workplaces with collective agreements and workplaces without collective agreements. The gap between men and women’s earnings is smaller in workplaces where there is a trade union representative, compared with those workplaces without a trade union representative. The pay gap is lower if there is a minimum salary at national level.
US study conducted by the Centre for Economic and Policy Research (CEPR) shows that, controlled for other variables, union representation significantly improves women’s pay and benefits: on average their pay is 11.2 per cent higher than that of their non-union counterparts. This is even more so the case for women employed in so-called ‘low-wage occupations’ (such as cashiers, food preparation workers, child-care workers, cleaners, nurses and teaching assistants). Unionised women in such jobs earn a median salary which is some 30 per cent higher than the median salary of a nonunionised colleague. The study concludes that women demonstrably benefit from collective bargaining, and that this is the case across the whole spectrum of occupations. The Wage Indicator results in this report support this statement, with the gender pay gap in many countries being considerably smaller when women are a member of a trade union and/or are covered by a collective agreement.
SPAIN: Recommendations for Collective Agreements

In 2003, the Economic and Social Council/CES, a consultative body of the Ministry of Labour on which the social partners are represented, approved a report on collective bargaining as a mechanism for promoting equality between men and women. The report was drawn up at the express request of the Ministry of Labour, due to the incipient but increasing role that is being played by gender equality in intersectoral collective bargaining. The central agreement signed by the social partners to provide a framework for lower-level bargaining in 2002 was the first intersectoral agreement to establish gender equality as an aim, thus establishing the importance of collective bargaining at all levels in promoting equality between men and women. This approach was reinforced in the 2003 central agreement, which established more precise guidelines and examples of 'good practices' as a reference for negotiating collective agreements. The report drawn up by the CES assesses the impact that these two intersectoral agreements are having in collective agreements at sector and company level and offers the joint view of the social partners on the potential of collective bargaining as an instrument for promoting gender equality at work.

The general conclusions are that: there is still a residual presence of direct discriminatory clauses (such as the presence of 'female categories of work') in some agreements, above all in sectoral agreements at provincial level and company agreements; most agreements make no reference to equality between men and women; some agreements make general declarations in favour of gender equality or refer to the current legislation; and a minority of agreements include clauses that improve on the current legislation, sometimes introducing innovative measures. Though these agreements are few in number, some of them have traditionally played a pioneering role in collective bargaining as a reference for other agreements. This is the case, for example, for the national sectoral agreement for the chemicals industry.
The most frequent improvements on the current legislation in collective agreements are those relating to reconciliation of work and family life. Improvements have been introduced particularly with regard to extending paid family-related leave or applying it in cases not provided for in the legislation. On this point, the CES report coincides with other studies in pointing out that the 1999 law on reconciliation of work and family life has had a positive effect on collective bargaining, stimulating the inclusion of this topic and other aspects related to gender equality in a large number of collective agreements (though only a minority introduce improvements on the legal provisions).

The more innovative measures include the following: positive action in access to work, by establishing that if two persons are equally suitable priority will be given to the least represented sex in the enterprise; systems of job-evaluation that give a certain recognition to skills that are considered traditionally 'female' and are undervalued (though strictly neutral systems in relation to gender have not yet been introduced in collective agreements); positive action to encourage men to exercise their employment rights in relation to reconciling work and family life. Such initiatives are becoming more frequent in the bargaining commissions for civil servants and public employees. They are generally accompanied by other improvements in relation to paid parental leave; clauses that define sexual harassment, and, in some cases, establish procedures for counselling victims; and establishment of joint bodies as mechanisms to deal with gender discrimination. In some cases, the agreement explicitly assigns this function to the relevant joint commission - the body representing the signatory parties to a collective agreement which is responsible for monitoring, interpreting and applying it. In other cases, it has been agreed to create a joint commission specialising in gender equality. In some agreements, this commission is empowered to issue reports on cases of discrimination and to make proposals for eliminating them.

In relation to the dynamics of collective bargaining, the report states that there is a need to reach a greater balance between the number of men and women on bargaining commissions and to promote measures to deal with cases of gender discrimination, either through the existing joint commissions or through new, specialised joint commissions.

The report makes a precise diagnosis of the role played by these institutions and makes a large number of recommendations, including: to improve training in gender equality in these institutions; to foster a more active role for the labour authorities in carrying out legal control of agreements with regard to detecting and remedying cases of indirect gender discrimination; to improve the statistics on collective agreements in two particular areas - information on the content of the clauses related to gender equality, and information on the presence of women on bargaining commissions; etc.
WHAT YOU CAN NEGOTIATE FOR?
Many trade unionists firmly believe that there is no need to negotiate for issues which are regulated by the national legislation. Many times, in occasion of a union training, they would simply avoid anything “already regulated”, like working time, night work, and safety at work etc. They do not think that collective agreements are for regulating of the sick leave or regulation of salary during sick or maternity leave. Wrong! You can try bargaining on anything what your members find important. REMEMBER: There is no so good right that you can not try to improve it through collective negotiating!
KOSOVO: Women’s Network of the Kosovo Trade Union Confederation BSPK was not very happy having only 3 months maternity leave regulated by the temporary legislation, and they started to lobby for changes. Kosovo was not yet independent and the foreign governors did not express special sensitivity for the women’s demands.  The leaders of the BSPK had decided to include it into the bargaining agenda. And finally, in General Collective Agreement, signed in 2004, in article 23, it was clearly stated that women have right on maternity leave of 6 continuous months, first three to be paid by employer not less than 70%, and the following three months the same minimum amount is to be paid by the Governmental Fund. Unfortunately, the rule was not fully applied as planned from the beginning of 2005. The government claimed that its budget would come under too much financial pressure if the increase in maternity leave from three to six months is to be implemented. But, at the end it was implemented. Thanks to the collective agreement!
Activity 2: Equality in Collective Bargaining

Aim: to get ideas regarding development of trade union policy for collective bargaining on additional equality agenda
Method: 

· Panel discussion 

Tasks:

1. Listen carefully to the 7 speakers presenting the below list on gender mainstreamed bargaining issues.

2. Take active aprt in the discussion which will follow – share your experience with the others in the following areas:

· Which issues, which are not yet fully covered, could be immediately included in bargaining agenda of your organisation?

· Give concrete proposals for improvements (e.g.: 2 more days for leave to take care for sick children, etc.). As it doesn’t matter if the issue is covered in legislation already – it always can be better – so try to improve it! 

Time: 1 h 
Trainer’s notes:

Note: you could select 7 persons day before and tell them that they will have to not only read their part of the below list – but also ilustrate it in examples from own experience. 

Or you might just ask for 7 volunteers while starting the activity – who would read their parts of the list and then have a panel discussion. 

1. Prepare: copies of activity sheet 2 and the material for it;  flip-chart paper and markers; 

2. Explain the activity and time (as on activity sheet).

3. The 7 speakers/panellists will present (or just read) their parts of the below list. Ask the participants to listen carefully and they might have copies of the lists in fron t of them. 
4. If the persons are experienced in the field – you can have a panel discussion followed by plenary discussion (as in Activity Sheet). 

5. Ask 1-2 participants to write down ideas which will come up during the discussion – on the flip-chart. 

6. Remember to sum up the activity– pointing out main points raised.

Time: total app. 1 hour (5 min. explanations; 15 min. presentations of the list by 7 speakers;: 20 min. panel discussion; 20 min plenary discussion and summary). 
Material for Activity 2
List on Gender Mainstreamed Bargaining Issues 
The list presented below includes (in no particular order) issues which unions may want to raise in collective bargaining from a gender and anti-discrimination perspective: 

A. Non-discrimination and dignity at the workplace 

1. Trade union activities 

2. Gender discrimination 

3. Sexual harassment 

4. Violence at the workplace 

5. Equal opportunities in hiring 

6. Equal opportunities in promotion 

7. Equal access to education and training programmes 

8. Positive action to give women a voice at all levels of the establishment 

B.  Wages and benefits 

9. Equal pay 

10. Job classification  

11. Pensions  

12. Transport benefits 

13. Medical benefits 

14. Overtime entitlements 

15. Bonus systems 

16. Housing benefits 

17. Dependent allowances 

C.  Maternity and family responsibilities 

18. Non-discrimination against pregnant and nursing women 

19. Maternity leave and cash benefits 

20. Job security 

21. Reproductive health care  

22. Breast-feeding

23. Leave for prenatal check-ups 

24. Rights of pregnant and nursing mothers 

25. Adoption of children 

26. Paternity leave 

27. Parental leave 

28. Family leave 

29. Child care facilities 

30. Care of the elderly or disabled 

31. Reproductive health services

32. Special protection of single parents

D.  Hours of work 

33. Basic hours and overtime 
34. Night work 
35. Part-time work 
36. Flexible working time 
37. Job sharing 
38. Expectant and nursing mothers 
39. Time off for family responsibilities 
E.  Leaves of absence 

40. Paid annual leave 

41. Compassionate or bereavement leave 

42. Maternity/paternity/parental leave 

43. Medical or sick leave 

44. Paid education or training leave 

45. Other personal leave (for marriage, etc) 

F. Health, safety and the work environment 

46. Health and environmental hazards 

47. Ergonomics 

48. Video surveillance

49. Health and safety committees and safety representatives 

50. Personal protective equipment 

51. Welfare facilities and services 

52. Disabled workers 

53. Reproductive health 

54. HIV and AIDS information 

G. Impact of new technologies 

55. Defending rights of non-permanent and vulnerable workers 

56. Categories: casual, temporary, short-term, task workers, seasonal, contract, part-time rural, home-workers, domestic, migrant, indigenous and tribal 

57. Extend general conditions to such workers 

58. Eliminate child labour 

59. Avoid non-permanent status for permanent work 

Handout 3: Measuring and Monitoring Discrimination
· With gender blind statistics not seeing the differences between the living conditions of women and men, the safety of women is not likely to improve -  Kvinna till Kvinna foundation, Sweden
MEASURING DISCRIMINATION! Gathering statistics on discrimination on a regular basis is crucial to making it visible and developing cost-effective measures to tackle it. Measuring discrimination is also important because it helps reduce the stigma affecting certain groups. If the members of these groups are shown that their disadvantage is the result of wrongdoing, they may claim their rights and ask redress.
Measuring and monitoring discrimination at both the global and national levels is not simple, although some progress has been made in the past years. Problems relate to both what should be measured and how. One obvious way of capturing discrimination at work is by compiling and processing data on the number of discrimination complaints, the number of cases settled and the number of convictions handed down. The advantage of compiling this kind of data is that it helps identify the population vulnerable to discrimination and illustrate changes in policies and practices, and their impact.

These data, however, capture only a small fraction of actual discrimination occurrences. This is especially so in countries where the knowledge of rights and legal remedies is limited, law enforcement weak, litigation burdensome and costly, and informal work prevalent. Paradoxically, the number of discrimination complaints, if high and on the rise, is usually an indicator of progress: it reflects a better understanding of what discrimination is and mirrors trust in the impartiality and efficiency of the judiciary or other redress systems. Hence this type of data constitutes a useful, though insufficient, indicator of the extent of discrimination in a country.

analysing inequalities:  To develop, draft and adopt public policies aimed at levelling different inequalities it is of importance to analyse them first. Regression analyses make it possible to determine which part of the gap is due to discrimination, and which part depends on objective factors such as education, years of work experience or occupational sector, thus providing guidance for better targeted policy interventions. In some countries, eligible enterprises are required by law to gather statistics on the sex or racial composition of their workforce to determine whether discrimination is being practised and, if so, to take corrective action. These results are then contrasted with the data provided by national official statistics on the sex or racial composition of the national or local working-age populations. In the event of discrepancies, enterprises are asked to redress the situation with a view to improving the representation of under-represented groups in terms of employment levels and across occupations.

COMPULSORY QUOTA? In 2003 there were on average 8.5 per cent of women in the public companies boards. In December 2003 the Norwegian Parliament amended the Public Limited Companies Act to give public limited companies five years to either ensure that women held 40 per cent of the seats of each listed company listed or risk closure. The requirement came into effect on January 1, 2008. The results? In mid of 2009 there are 41% of women in the boards, and the government is considering extending the law to cover family-owned companies as well. The participation of women in general management in private limited companies is still low – 14%, although getting higher.

Long perceived as a macho society, Spain introduced an equality law in 2007. It recommends that women have an 'equal representation' to men – defined as 40 per cent to men’s 60 per cent – on boards by 2015. There is no compulsion – unlike in Norway where there was a theoretical threat to close down non-compliant companies – but a suggestion that if a company wants government work it should comply. 
How to measure the progress done?  When using statistics, data protection issues do not arise, as these have already been resolved by the authority responsible for the statistics. The same applies to the activity data of judicial and monitoring authorities. The protection of privacy and data protection required particular attention as the NGOs and social partners are developing their activities to study discrimination.
INERNATIONAL WOMEN’S SCHOOL: Some 34% of working women in Bulgaria reported that they have experienced at work place problems related to their gender. 44% of women have had difficulties at work due to their being pregnant. These are the results of a survey carried out in the framework of an International Labour Organisation project called “Discrimination at Work Place of Women in CEE Countries”. The survey presented at the 8th Women’s International School in Sofia, October 3, shows that some 54.3% of working women consider the payment practices to be transparent in Bulgaria. 24.5 % share the opinion that there is a pay gap between their salaries and the wages of male co-workers. Although the survey’s sample was not nationally representative one, the figures above are indicative of workplase discrimination in this country. Stability at the work place and professional development opportunities were pointed out as major problems for working women. Discrimination is most usual towards women working in small and medium enterprises and towards elderly women. Source: Ministry of Labour, Bulgaria, 2007
HOW TO GATHER DATA: This raises the important question of how to reconcile the protection of personal data and an individual’s right to privacy with the need to monitor discrimination through statistical means. A European Commission study reports on a number of countries that have been able to solve this dilemma. A key factor appears to be trust in national statistical institutions and in their ability to respect confidentiality and operational security when using “sensitive” information. European Commission: Comparative study on the collection of data to measure the extent and impact of discrimination within the United States, Canada, Australia, the United Kingdom and the Netherlands. (Luxembourg, Office for Official Publications of the European Communities, 2004),
PROTECTION OF PRIVACY: Data collection is against the laws on the right to privacy and data protection? This is a fairly common misconception. According to another fairly common misconception, the right to privacy and the data protection laws pose no obstacles whatsoever to the collection of data. These conceptions are equally false. All EU countries are parties to the major human rights conventions that provide for the right to privacy and the protection of personal data, including Council of Europe Convention No. 108 on protection of personal data. They are also subject to the EU data protection regime. An analysis of these international and European instruments reveals that they do not preclude the collection and other processing of sensitive data, but simply lay down the legal framework within which this can be done.

The Roma in Finland oppose strongly all kinds of statistical data based on ethnic origin and the Advisory Board on Romani Affairs has systematically promoted a reserved attitude towards any ethnic data collection. Statistical reporting has been considered stigmatising and the statement argues that guidelines based on statistical inquiries have rarely been implemented. Instead, local level interventions and communications have reached better results and are therefore called for by the Advisory Board (Romani Advisory Board Statement, 2006).

This legal framework consists of strict conditions under which sensitive data can be processed and of principles that have to be taken into account in such processing. All EU countries have adopted domestic legislation that closely follows the substance of the international and European instruments. These instruments however allow them to provide, to some extent, a higher level of protection of personal data than what is provided by the international instruments as such. It does not however appear to be the case that many EU Member States have gone beyond the international instruments by introducing stricter laws in this respect. 
The data can be misused against the groups concerned? Modern societies, often referred to as information or knowledge-based societies, depend on the availability and processing of huge amounts of information. Yet the collection and other processing of data may sometimes carry risks with it. Theoretically speaking, just like data can be used for purposes that are

legitimate and beneficial, so can it be used for purposes that are illegitimate. Knowledge is power and power can be abused. Many members of the equality groups are sensitive to the idea of gathering personal data that reveals ethnic origin, religion, sexual orientation and/or disability. In addition, it must be underlined that it is not the information itself that poses the risk – it is the context of its use that may raise concerns, and therefore emphasis should be placed on prevention of misuse of data rather than on prevention of data collection. 
The human rights machinery in its entirety was established in order to prevent gross human rights abuses from ever again taking place. Laws often strictly prohibit the use of data that has been collected solely for statistical purposes for any other purposes, such as making decisions or taking measures with respect to particular individuals. At the end of the day, the minimisation of the threat of abuse of data must be a priority, and has to be taken into account in all data collection, including by means of closely observing the pertinent privacy and data protection laws and principles. Europe must not however let past abuses stop it from fighting present ones.
If we are striving for a society in which people are to be judged on the basis of their individual merits and not their ethnic origin, religion or some other such trait, shouldn’t we oppose all practices that make use of, and thus reinforce, differences? Shouldn’t we be opposed to the processing of sensitive personal data instead of endorsing it? This line of thinking is usually justified by reference to the same objective by which data collection is justified: equality and the fight against discrimination. This thinking has its origins, again, in the past negative experiences where differential treatment almost always meant adverse treatment. Consequently the eradication of all forms of differential treatment was seen as the primary objective. This conception of equality is however outdated. Modern anti-discrimination law, as embodied also in the EU equal treatment Directives, goes beyond such thinking and acknowledges that human differences must sometimes be recognised and taken into account. The concept of indirect discrimination, the duty to take reasonable accommodation measures with respect to persons with disabilities, and the taking of positive action with respect to particular groups that suffer from current and past disadvantages, are the most obvious examples of situations where equal treatment does not mean identical treatment but requires action that takes the human differences into account. Furthermore, it does not make sense to treat all people as if they did not differ from each other in terms of ethnic origin, age, religion, sexual orientation or disability, because they do, and are often subjected to adverse treatment on those grounds. Investigation of discrimination and the subsequent taking of effective counter-measures require the making of the necessary distinctions. 
STATISTICS: Statistical information has considerably improved in recent years for grounds such as disability, although comparability across countries and over time within countries remains problematic. The issue of whether or not statistics should be gathered to measure the extent and nature of the problem of racism has generated a lively national debate. Critics contend that quantifying the disadvantages associated with ethnic origin would lead to greater social fragmentation, while supporters claim that a failure to do so may worsen the situation further.

dATA NEEDED FOR “ACTION”: Policy-making

1. Human rights monitoring

2. Judicial proceedings

3. Workplace and service delivery monitoring

4. Awareness-raising and sensitising activities

5. Research
6. The scientific community
*(European handbook on equality data, 2007, Timo Makkonen)

GENDER DISCRIMINATION MONITORING:  Sex is the ground of discrimination for which the most – though still unsatisfactory – progress has been made both in terms of data gathering and reporting at the country level, and development of gender equality indicators at regional and international levels. The European Commission has come up with a comprehensive set of gender equality indicators in the areas of access to employment, segregation, pay and family/work reconciliation measures.
SLOVAK REPUBLIC: The National Labour Inspectorate (NIP) has published results of its monitoring activity in relation to gender equality at the workplace in Slovakia. In total, NIP carried out 230 inspections in all regions of Slovakia in 2006; the agency prepared a procedure for the monitoring activity and the labour inspectors worked in pairs – comprising a man and a woman – visiting the companies to carry out the inspections. The monitoring aimed to identify cases of direct and indirect gender discrimination and to check compliance with the required employment relations and working conditions of the women and men employed. The checks mainly concerned access to employment, remuneration, working conditions, vocational education and career development. NIP identified three main areas of violation of legal provisions: access to employment, remuneration issues and working conditions. The inspections detected no specific deficiencies in the areas of vocational education and career development.

UN: How much progress has been made on measuring gender inequalities?
A United Nations report, “The world’s women 2005”: Progress in statistics, examines official national data for 1995–2003 in 204 countries or areas. The report concludes that the limited availability of data on gender equality indicators is a reflection of poor national statistical capacity, lack of gender mainstreaming in public policies and inadequate concepts and methods. Progress in data collection on gender labour market indicators has been very unequal by indicator and across regions. The economically active population (EAP) is the indicator on which the highest number of countries or areas provided data disaggregated by sex, but this number has steadily declined since 1975. The highest frequency of reporting was noted in Europe and the lowest in Africa. Out of the 50 Asian countries, 34 reported data on this indicator by sex and age, but China and India were not among them. In Oceania, only six out of the 17 countries supplied data on the EAP by sex and age, but they account for 95 per cent of the total population.  The number of countries reporting data on their unemployed population by sex was slightly lower. In the period under review, 87 countries reported unemployment data by both sex and educational level at least once, but only 72 were able to do so more frequently. It is important to note, however, that the largest improvement in data reporting was in the area of unemployment statistics.  

Data collection regarding occupational divisions across gender lines continues to lag behind. Out of 204 countries or areas, 105 were able to provide this kind of information – with only 68 countries providing the information frequently. More than half of reporting countries were in the Americas, Europe and Asia. The indicator for which the least progress has been made is statistics on wages by major industry group and by sex. Only 52 countries reported data for this indicator. Although this represents a dramatic increase since 1995, Europe and Asia account for almost three-quarters of the available data. While the informal economy is an important source of employment for women in many countries, only about 60 countries have produced related statistics since 1995.(United Nations: The world’s women 2005: Progress in statistics, New York, 2006).
INDICATORS FOR DISCRIMINATION AGAINST WOMEN: The Organisation for Economic Co-operation and Development (OECD) has set up the Gender, Institutions and Development Data Base (GID), which combines existing indicators of gender (in)equality in education, health, employment or political representation with indicators measuring biases in institutions which influence the extent and forms in which women participate in the economy. The GID encompasses a total of 50 indicators for 162 countries. Indicators are grouped into four categories: family codes (including information on marriage customs, parental authority, and repudiation); physical integrity (female genital mutilation, rape, assault, etc.); civil liberties (the extent to which women can run for political office or move freely outside the home); and ownership rights (right to hold property or other material assets).

Trainers’ notes:

After your presentation based on Handout 3 – open a short plenary discussion on: 
HOW TO MEASURE WORKPLACE DISCRIMINATION? 
This discussion – or rather sharing experiences would serve as and introduction to the next activity.  Time: 15 min. 

Activity 3: Numbers Lead to Rights

Aim: to became aware of importance of collecting and analysing data to combat discrimination 

Method: 

· Plenary presentation

· Plenary debate

Tasks:

1. Choose the one of the topics the following topics (which will be presented on the plenary): 

· Company Identity Card

· Trade Unions: Conducting Gender–based Analysis

· Protection  of Privacy/Monitoring

2. When the presenters will introduce themselves (and topic which they will present) - go and sit next to the person who have “your” chosen topic. You will be her/his supporter in the debate which ill follow.

3. In your small group (including the presenter and the supporters) – have short consultations: – in which moments of her/his presentation - the supporters would “cheer”; applaud; etc. 

Tasks for supporters:

· Support your chosen presenter by: cheering; applauding, etc. – in the moments agreed in the group 

· And you will react to other presenters “negatively” – by: whistling; etc.

     Tasks for presenters:

· Prepare a presentation based on   the material allocated to you day before 

· Present it on the plenary in app. 6-8 min. 

· Advice your ‘supporters’ when you want them to “cheer” during your speech (3-4 times)

· Reply to “provocative questions” asked by other 2 presenters 

· While listening to the other 2 presentations – prepare yourself 1 “provocative” (tricky) question for each of them

4. Take active part in the plenary discussion which will follow. 

Time: 50 min. 

Trainer’s notes:

1. During first day of the training – select 3 persons which will prepare presentations using materials for Activity 3 (for more explanations see part “How to use the manual”).

2. There are 3 materials below – make sure that the participants who will be presenting them - have the right one. 

3.  Explain to the presenters what will be their tasks – as in activity sheet.      

4. After each presentation the other 2 presenters are entitled to ask provocative question (1 each).
5. The presenter will answer them and his group will support him/her with “cheers”.
6. The other 2 groups will whistle; show that they don’t support it.

7. Then open short – app. 20 min. plenary discussion on the topics (from below materials) presented.

8. Explain the activity as on the activity sheet well –so all should be clear about their role! 

9. Remember to sum up the activity – pointing out main points raised.

10. Time: total app. 1 hour (5 min. explanation; 15 min. – 3 presentations; questions and answers – 15 min.; discussion – 20 min.; summary: 5 min.) 

Materials for Activity 3:

Group A: Company Identity Card

As soon as you are elected trade union shop-steward in your company, you have to learn about the members of the union in your company and their needs. Furthermore, you have to collect all possible data about ALL EMPLOYEES in your company, because the trade unionists have to negotiate for the benefit of all the workers. Also, do not forget to investigate how many workers are linked to your company, how many of them are subcontracted or depend on it. It might tell you where to collect the data and who could be your possible partners in finding solutions. 

How can you find out what the “identity card” of the company employees is?

Check with the human resources department; contact the health and safety department; collect all possible data. Prepare a questionnaire and survey the employees, including questions on their income, family and health. Prepare a PC programme which will help you archive and
systemise the data.
WHAT YOU CAN DO:
1. Collect the data.

2. Select gender sensitive data. (If there are not any, request the introduction of gender related statistics and keeping records).

3. Systematise the data.

4. Identify initial issues and problems.

5. Do not forget to carry out gender analyses: gender differences and disparities need to be diagnosed.

6. List all most vulnerable categories of employees in your company.

7. Count them.

8. Talk to them.

9. Conduct a survey. Ask all the workers or only some categories of workers, to fill in the questionnaire you prepare.

10. Analyse their special interests and needs.

11. Contact experts.

12. Organise meetings with them.

13. Organise a debate.

14. Elaborate a strategic plan

15. Get them involved in the preparing of the negotiating agenda.

16. Motivate your workmates.

17. Make them active.

18. Make them take full part in the decision making process.

19. Raise the level of awareness on respective issues.

20. Inform and educate others on respective issues.
21. Prepare special information for the members and employees.

22. Prepare some information and reports for the employer; share your data on the situation of workers, and especially on the problems of the most vulnerable categories among them.

23. Improve the dialogue with the employer.

24. Engage in dialogue with the local community.

25. Consider possible coalitions with other networks/groups.

26. Launch campaigns.

27. Represent them through collective bargaining and social dialogue.

28. Include their needs in your priority list for the collective bargaining agenda.

29. Try to involve the desired issues in regular collective negotiations carried out by your trade union.

30. If this fails, try to hold separate negotiations and achieve the signing of a special agreement.

31. Establish accountability mechanisms for monitoring progress.

32. Try to make analysis by shifts, by professions, by posts.

Negotiate 365 days to find solutions to their problems! 

(“Collective Bargaining at Company Level Manual”, ICFTU/WCL/ILO, 2005)
Group 2: Trade Unions: Conducting Gender–based Analysis 

TRADE UNIONS: Conducting Gender-based Analysis

To ensure that their policies and programmes are gender-sensitive and responsive, unions may wish to conduct gender analysis by:

1. Identifying the issues:

■ 
In what ways are both women’s and men’s experiences reflected in how issues are identified?

■ 
How is diversity taken into account?

2. Defining desired/anticipated outcomes:

■ 
What does the union want to achieve with this policy, and how does this objective fit with a commitment to gender equality?

■ 
Who will be affected: How will the effects of the policy be different for women and men?

3. Gathering information:

■
 What types of gender-specific data are available? Is there information on other designated equity groups of workers?

■ 
How is the union enabling women to express their needs and concerns?

■ 
How will the research you consult or conduct address the differential experiences of gender and diversity?

4. Developing and analysing options:

■ 
How will each option disadvantage some, or provide advantage for others? Does each option have differential effects on women and men within the union and at the workplace?

■ 
How can innovative solutions be developed to address the gender equality or women’s issues identified?

■ 
What are the solutions that the affected groups have suggested?

5. Making recommendations:

■ 
In what ways is gender equality a significant element in weighing and deciding upon options?

■ 
How can the policy be implemented in an equitable manner?

6. Communicating the policy:

■ 
How will communications strategies ensure that both male and female union members have access to information?

■ 
Is gender-aware language used?

7. Evaluating the results:

■ 
How will gender equality concerns be incorporated into criteria the union uses to evaluate its effectiveness?

■ 
What indicators does the union use to measure the effects of a policy on women and men?

(Status of Women Canada, Gender-based analysis: a guide for policy making.

Website: http://www.swc-cfc.gc.ca/
Group 3: Protection of Privacy/Monitoring
FINLAND: In the report, published in 2007, aiming at proposals for the improvement of the Finnish monitoring system for all types of discrimination  (language, religion, ethnic origin, disability and poor health, sexual orientation, gender identity and its expressions, a proposal for a national monitoring and reporting of discrimination was discussed. The reporting will be co-ordinated by the Ministry of Labour, which will also select the party producing the report. The monitoring group will prepare a four-year action plan, and the members of the monitoring group will negotiate the financing of the monitoring and reporting of discrimination with the parties they represent.
ADDITIONAL PROPOSALS:
1. The additional proposals to develop the monitoring and reporting of ethnic origin are as follows:
- developing the Immigrant Record and using its data for the indirect measurement of discrimination;
- monitoring the schooling conditions of the traditional Finnish minorities, the Roma and the Sami, and a better examination of their living conditions;
- investigating the position of ethnic groups in public services (social and health services, housing) once every four years;
- reporting on the equality efforts of the Defence Forces and monitoring non-military national service;
- monitoring regional differentiation in the society in the perspective of ethnicity as a method of obtaining indirect information on discrimination;
- using information associated with ethnic grounds of discrimination from the judicial and enforcement authorities;
- participation by the Advisory Boards for Ethnic Relations and representatives of ethnic groups in the administration and reporting on the monitoring of discrimination.
2. Additional proposals on developing the monitoring and reporting of ageism are as follows:
- using information from the Quality of Work Life Survey and adult education statistics of Statistics Finland for the indirect measurement of discrimination
- joint examination of the statistics of the labour administration and the pension system as part of the indirect monitoring of discrimination at work
- integration of discrimination in studies on well-being at work and youth studies
- participation of the representatives of pensioners’ and youth organisations in the administration and reporting of discrimination monitoring.

3. The additional proposals relevant to developing the monitoring and reporting of discrimination associated with disability and poor health are as follows.

- use of statistics on rehabilitation and special needs education in the indirect measurement of discrimination
- a register-based study on the living conditions of the disabled
- a study on the position of the disabled in public services and the accessibility of the Finnish society and
- the participation of the organisations for the disabled in the administration and reporting of discrimination monitoring.

4. The additional proposals relevant to developing the monitoring and reporting of discrimination associated with sexual orientation, gender identity and its expression are as follows:

- a study of the discrimination experienced by sexual and gender minorities and the associated factors; who discriminates against whom and in what situations
- participation of an organisation representing sexual and gender minorities in the administration and reporting of discrimination monitoring.


5. For reporting proposals requiring additional costs, no estimate of the extent of these costs has been provided. In order to find funding, there are several complementary solutions available in addition to direct additional funding. These include
- the use of statutory and other monitoring processes,
- a clearer integration of the discrimination themes in the research programmes of the various Ministries,
- co-operation in working life with private actors (companies, employer and employee organisations) and - co-operation with academic research.

Program of a ONE DAY training 
- based on 3rd KIT: From Law to Action against Discrimination

	Time
	Content of the teaching sessions
	Duration
	Method
	Materials
	Equipment and stationary
	Trainer (in charge)

	9.00 -9.30
	Introduction to the Seminar: welcome; presentation of aims; programme; and technicalities; Presentation of the participants 

(Note: if it is a continuation of a seminar on discrimination  - instead of this – just a reminder what was on previous seminar) 


	30 min. 
	Presentation 
	PPP with program and aims 
	
	

	9.30- 10.00
	Policies and Measures 
	30 min. 
	Presentation 
	KIT 3: H 1; PPP
	laptop and projector + screen
	

	10.00- 11.00 
	Activity 1: Policies on Eliminating Discrimination and Promoting Equality and Diversity


	1 h 

(1 h 30 min.  in total )
	work in small groups;  


	KIT 3: AS 1; material for Activity 9 
	Flip-chart + markers
	

	11.00-11.30
	Coffee break 
	30 min.
	
	
	
	

	11.30-12.00
	Activity 1: Policies on Eliminating Discrimination and Promoting Equality and Diversity


	30 min. 
	Reporting 
	
	
	

	12.00- 12.30 
	Equality in Collective Bargaining
	30 min. 
	Presentation 
	KIT 3: H 2; PPP
	laptop and projector + screen
	

	12.30-13.30 
	Lunch break
	1 h 
	
	
	
	

	13.30 – 15.00 
	Activity 2: Equality in Collective Bargaining


	1 h 30 min. 
	Individual work; 

Work in small groups 


	KIT 3: AS 2; material for  Activity 2 
	Flip-chart + markers
	

	15.00-15.30 
	Measuring and Monitoring Discrimination
	30 min. 
	Presentaitona dn plenray discussion 
	KIT 3: H 3; PPP
	laptop and projector + screen
	

	15.30- 15.50 
	Coffee break 
	20 min.
	
	
	
	

	15.50 – 16.30
	Activity 3: Numbers Lead to Rights


	40 min. 
	Plenary presentation; 

debate 


	KIT 3: AS 3 materials for Activity 3
	
	

	16.30- 17.00
	Evaluation and closing of the seminar  
	30 min. 
	Written evaluation 
	Short test and/or short evaluation form  (if both – more time needed) 
	
	


4th KIT: 
International and European Standards on Discrimination
Objectives: 

· to realize that international standards are useful, realistic and pragmatic tools in combating discrimination;

· to understand importance of using these documents for preparing arguments for negotiations 

· To get familiar with Conventions No. 111 and No. 100 

· To learn about European pro-equality standards and to get to know the institutions which deal with them 

· to understand importance of having clear vision what should be done in order to fight discrimination and to draft plan of actions/activities 

This kit aims to give a brief presentation of international and European standards in the field of discrimination and a possibility to learn how to use these tools. An important dimension of this kit is the last activity which deals with concrete work on fighting discrimination – as the participants should draft a plan of action in this area for their organaition. This plan of action should be then taken and developed further and implemented. 

This kit can be used as a 4rd module of a longer training on discrimination or as a separate short training (in this case some brief introduction from kit no 1 might be useful). It can be also combined with other kits. 

This module can be used in trainings for: leaders (national, brach and regional levels); women’s groups; and could become part of specific trainings for lawyers, negotiators, etc. 

Handout 1: International Standards on Discrimination

1. INTERNATIONAL HUMAN RIGHTS LEGISLATION
The International Bill of Human Rights consists of the Universal Declaration of Human Rights, the International Covenant on Economic, Social and Cultural Rights, and the International Covenant on Civil and Political Rights and its two Optional Protocols.

Universal Declaration of Human Rights (UDHR) - is the foundation of international human rights law, the first universal statement on the basic principles of inalienable human rights, and a common standard of achievement for all peoples and all nations. “All human beings are born free and equal in dignity and rights. They are endowed with reason and conscience and should act towards one another in a spirit of brotherhood.” – says the first article, followed by the second one which out the basic principle of equality and non discrimination as regards the enjoyment of human rights and fundamental freedoms, forbids "distinction of any kind, such as race, colour, sex, language, religion, political or other opinion, national or social origin, property, birth or other status". The UDHR was the first international recognition that all human beings have fundamental rights and freedoms and it continues to be a living and relevant document today. It is the most often translated document in the world.

There are nine core international human rights treaties. Each of these treaties has established a committee of experts to monitor implementation of the treaty provisions by its States parties. Some of the treaties are supplemented by optional protocols dealing with specific concerns.

The International Convention on the Elimination of All Forms of Racial Discrimination (ICERD) is a second-generation human rights instrument, the Convention commits its members to the elimination of racial discrimination and the promotion of understanding among all races. The convention was adopted and opened for signature by the United Nations General Assembly in 1965, and entered into force in 1969. The Convention is monitored by the Committee on the Elimination of Racial Discrimination (CERD). 
The International Covenant on Civil and Political Rights (ICCPR) is a United Nations treaty based on the Universal Declaration of Human Rights, created in 1966 and entered into force in 1976. The ICCPR is monitored by the Human Rights Committee (a separate body to the Human Rights Council which replaced the Commission on Human Rights under the UN Charter in 2006) with permanent standing, to consider periodic reports submitted by member States on their compliance with the treaty. Members of the Human Rights Committee are elected by member states, but do not represent any State. 

The International Covenant on Economic, Social and Cultural Rights (CESCR) was adopted by the General Assembly in 1966. The CESCR entered into force in 1976. The Covenant guarantees economic, social and cultural rights, including rights relating to work in just and favourable conditions; an adequate standard of living, including clothing, food and housing; the highest attainable standards of physical and mental health; education and the enjoyment of the benefits of cultural freedom and scientific progress.

The Covenant outlines the legal obligations of states parties under the Covenant. States are required to take positive steps to implement these rights, to the maximum of their resources, in order to achieve the progressive realization of the rights recognized, particularly through the adoption of domestic legislation. 

The treaty itself does not provide for the creation of a monitoring body, and during the initial years the states parties merely reported to a working group of the Economic and Social Council (ECOSOC) of the UN. In 1985 however, ECOSOC decided to establish an expert committee. Thus, since 1986 responsibility for monitoring the implementation of the Covenant has been delegated to a committee of independent experts, the Committee on Economic, Social and Cultural Rights (CESCR).

The Covenant does not have individual complaints mechanism associated with it, although the Committee has recommended the adoption of such a complaints procedure. In 1996, the Committee adopted and submitted to the Commission on Human Rights for its consideration a report and proposed text of a draft optional protocol, which would provide for such a complaints procedure.

There are other core treaties, like Convention against Torture and Other Cruel, Inhuman or Degrading Treatment or Punishment  (CAT), 1984;  Convention on the Rights of the Child (CRC), 1989; International Convention on the Protection of the Rights of All Migrant Workers and Members of Their Families (ICRMW), 1990;  and Convention on the Rights of Persons with Disabilities (CRPD), 2006.  

   
2. CEDAW

CONTENT AND IMPORTANCE: The Convention on the Elimination of All Forms of Discrimination against Women (CEDAW), adopted in 1979 by the UN (United Nations) General Assembly, is often described as an international bill of rights for women.  Consisting of a preamble and 30 articles, it defines what constitutes discrimination against women and sets up an agenda for national action to end such discrimination.

The Convention defines discrimination against women as "...any distinction, exclusion or restriction made on the basis of sex which has the effect or purpose of impairing or nullifying the recognition, enjoyment or exercise by women, irrespective of their marital status, on a basis of equality of men and women, of human rights and fundamental freedoms in the political, economic, social, cultural, civil or any other field." 
By accepting the Convention, States commit themselves to undertake a series of measures to end discrimination against women in all forms, including:

· to incorporate the principle of equality of men and women in their legal system, abolish all discriminatory laws and adopt appropriate ones prohibiting discrimination against women; 

· to establish tribunals and other public institutions to ensure the effective protection of women against discrimination; and 

· to ensure elimination of all acts of discrimination against women by persons, organizations or enterprises. 

The Convention provides the basis for realizing equality between women and men through ensuring women's equal access to, and equal opportunities in, political and public life -including the right to vote and to stand for election - as well as education, health and employment.  States parties agree to take all appropriate measures, including legislation and temporary special measures, so that women can enjoy all their human rights and fundamental freedoms.

The Convention is the only human rights treaty which affirms the reproductive rights of women and targets culture and tradition as influential forces shaping gender roles and family relations.  It affirms women's rights to acquire, change or retain their nationality and the nationality of their children.  States parties also agree to take appropriate measures against all forms of traffic in women and exploitation of women. 
THREE ASPECTS: In its approach, the Convention covers three dimensions of the situation of women. Civil rights and the legal status of women are dealt with in great detail. In addition, and unlike other human rights treaties, the Convention is also concerned with the dimension of human reproduction as well as with the impact of cultural factors on gender relations.

The legal status of women receives the broadest attention. The Convention, thereby, draws attention to the fact that often women's legal status has been linked to marriage, making them dependent on their husband's nationality rather than individuals in their own right. Article 15 asserts the full equality of women in civil and business matters, demanding that all instruments directed at restricting women's legal capacity ''shall be deemed null and void". Finally, in article 16, the Convention returns to the issue of marriage and family relations, asserting the equal rights and obligations of women and men with regard to choice of spouse, parenthood, personal rights and command over property.

Convention also devotes major attention to reproductive rights of women. The preamble sets the tone by stating that "the role of women in procreation should not be a basis for discrimination". The link between discrimination and women's reproductive role is a matter of recurrent concern in the Convention. For example, it advocates, in article 5, ''a proper understanding of maternity as a social function", demanding fully shared responsibility for child-rearing by both sexes. Accordingly, provisions for maternity protection and child-care are proclaimed as essential rights and are incorporated into all areas of the Convention, whether dealing with employment, family law, health core or education. Society's obligation extends to offering social services, especially child-care facilities that allow individuals to combine family responsibilities with work and participation in public life. Special measures for maternity protection are recommended and "shall not be considered discriminatory". 

The third general thrust of the Convention aims at enlarging our understanding of the concept of human rights, as it gives formal recognition to the influence of culture and tradition on restricting women's enjoyment of their fundamental rights. Cultural patterns which define the public realm as a man's world and the domestic sphere as women's domain are strongly targeted in all of the Convention's provisions that affirm the equal responsibilities of both sexes in family life and their equal rights with regard to education and employment. 

EVERYBODY’S STANDARD: It entered into force as an international treaty in 1981 after the twentieth country had ratified it. In June 2009 - 185 countries - over ninety percent of the members of the United Nations - are party to the Convention. Among which 28 – actually all - are from the region of CEE and NIS:
1. Albania

2. Armenia

3. Azerbaijan



4. Belarus

5. BiH

6. Bulgaria

7. Croatia 

8. Czech Republic 

9. Estonia

10. FYR of Macedonia

11. Georgia

12. Hungary

13. Kazakhstan

14. Kyrgyzstan
15. Latvia

16. Lithuania

17. Montenegro

Source: http://www.un.org/womenwatch/daw/cedaw/states.htm (June 2009) 
IMPLEMENTATION: The implementation of the Convention is monitored by the Committee on the Elimination of Discrimination against Women (CEDAW). The Committee is composed of 23 experts nominated by their Governments and elected by the States parties as individuals "of high moral standing and competence in the field covered by the Convention".

At least every four years, the States parties are expected to submit a national report to the Committee, indicating the measures they have adopted to give effect to the provisions of the Convention. During its annual session, the Committee members discuss these reports with the Government representatives and explore with them areas for further action by the specific country. The Committee also makes general recommendations to the States parties on matters concerning the elimination of discrimination against women. 
SHADOW REPORTS: Quite often women’s non-governmental organisations and women’s structures/bodies/departments of trade unions prepare their own shadow reports and send them to the Committee, independently or as a comment on the Governmental report for CEDAW. Think what you would list in a shadow report when rights and freedoms not yet implemented in your country!
Handout 2: ILO Anti-Discrimination Standards

· The failure to eradicate discrimination helps perpetuate poverty. The discriminated are often among the poorest of the poor, and poverty is more severe among women and other discriminated groups. – ILO Global Report “Time for Equality at Work”, 2003
DECLARATION: Adopted in 1998, the Declaration on Fundamental Principles and Rights at Work commits Member States to respect and promote principles and rights in four categories, whether or not they have ratified the relevant Conventions. These categories are: freedom of association and the effective recognition of the right to collective bargaining, the elimination of forced or compulsory labour, the abolition of child labour and the elimination of discrimination in respect of employment and occupation. 

ILO Core Labour Standards

• Convention No 87 and No 98: on the right to join or organise a union and to the right bargain collectively with employers.
• Convention No 100 and No 111: on the right to equal pay for equal value, and the prevention of discrimination in recruitment, training and promotion.

• Convention No 29 and No 105 on the elimination of all forms of forced or compulsory labour. 

• Convention No 138 and No 182: on the minimum working age and effective abolition of the worst forms of child labour.

The Declaration makes it clear that is about universal rights and that they apply to all people in all States - regardless of the level of economic development. It particularly mentions groups with special needs, including the unemployed and migrant workers. It recognizes that economic growth alone is not enough to ensure equity, social progress and to eradicate poverty.

This commitment is supported by a Follow-up procedure which consists of three parts and helps governments, employers and workers achieve the full realisation of the Declaration’s objective. Firstly, all member-States are required to submit annual reports on the core Conventions that they have not ratified yet. This reporting process provides Governments with an opportunity to state what measures they have taken towards achieving respect for the four principles and associated rights stipulated in the Declaration. It also gives organizations of employers and workers a chance to voice their views on progress made and actions taken. These reports are reviewed by the ILO's Governing Body with the help of a panel of independent experts.
The Declaration and its Follow-up provides three ways to help countries, employers and workers achieve the full realisation of the Declaration’s objective. Firstly, there is an Annual Review composed of reports from countries that have not yet ratified one or more of the ILO Conventions that directly relate to the specific principles and rights stated in the Declaration. This reporting process provides Governments with an opportunity to state what measures they have taken towards achieving respect for the Declaration. It also gives organizations of employers and workers a chance to voice their views on progress made and actions taken.

Next, the Global Report that the ILO prepares each year, over a four years cycle on one of the four categories listed above, provides a dynamic global picture of the current situation of the principles and rights expressed in the Declaration. It serves as a basis for determining priorities for technical cooperation. Finally, Technical cooperation projects, the third part of the follow-up to give effect to the Declaration, are designed to address identified needs in relation to the implementation of the Declaration and to strengthen countries’ capacities thereby translating principles into practice. Parts two and three of the follow-up were affected by the new Social Justice Declaration adopted by the ILO in 2008.

Most countries are committed to eliminating discrimination and promoting equal treatment and opportunities in respect of employment and occupation. This is shown by the close to universal ratification by ILO members’ states of the Organization's major Conventions which address the issue. Conventions are legally binding international treaties. Member states which ratifiy them are bound to implement them through national laws and policies.  

Workplace discrimination is still prevalent and could have disastrous effects on social cohesion and political stability if it continues unchecked, according to a new report by the ILO the United Nations’ agency dealing with labour issues.

Women are by far the largest discriminated group, with the pay gap between the sexes still significant in most countries, the report states. Racial discrimination also persists. Over the past decade, discrimination based on religion appears to have increased. The current global political climate has helped fuel sentiments of mutual fear and discrimination between religious groups, threatening to destabilize societies and generate violence.

Concerns over discrimination based on age are also growing. By 2050, 33 per cent of people in developed countries and 19 per cent in developing countries will be 60 or older, most of them women. Discrimination can be overt, such as age limits for hiring, or take more subtle forms, such as allegations that people lack career potential, or have too much experience. Other forms of discrimination include limited access to training and conditions that virtually compel early retirement. Age discrimination is not limited to workers nearing retirement.

Discrimination constitutes a violation of rights enunciated by the Universal Declaration of Human Rights. Discrimination, as defined by the International Labour Organization, includes any distinction, exclusion or preference made on the basis of race, colour, sex, religion, political opinion, national extraction or social origin which has the effect of nullifying or impairing the equality of opportunity or in employment or occupation.
THREE MAIN GENDER-RELATED NON-DISCRIMINATION CONVENTIONS

Discrimination (Employment and Occupation) Convention, 1958 (No. 111) calls for a national policy to eliminate discrimination in access to employment, training and working conditions, on grounds of race, colour, sex, religion, political opinion, national extraction or social origin and to promote equality of opportunity and treatment.
The Convention assigns to each State which ratifies it the fundamental aim of promoting equality of opportunity and treatment by declaring and pursuing a national policy aimed at eliminating all forms of discrimination in respect of employment and occupation.

Equal Remuneration Convention, 1951 (No. 100) calls for equal pay for men and women for work of equal value.  States having ratified the Convention shall promote and, in so far as is consistent with the methods in operation for determining rates of remuneration, ensure the application to all workers of the principle of equal remuneration for men and women workers for work of equal value.
The Convention shall apply to basic wages or salaries and to any additional emoluments whatsoever, payable directly or indirectly, in cash or in kind, by the employer to the worker and arising out of his or her employment. The Convention defines equal remuneration for work of equal value as remuneration established without discrimination based on sex.

This principle may be applied by means of national laws or regulations, legal machinery for wage determination, collective agreements or a combination of these various means. One of the means specified for assisting in giving effect to the Convention is the objective appraisal of jobs on the basis of the work to be performed.

The Convention provides that governments shall co-operate with employers' and workers' organizations for the purpose of giving effect to its provisions.

Workers with Family Responsibilities Convention , 1981 (No. 156) promotes a real equality of  opportunity and treatment in employment for man and women workers with family responsibilities. Only 40 states have ratified it so far (data Agust 2009). The relatively low rate of ratification suggests that a large number of governments and employers ’ and workers organizations do not fully understand the importance of this instrument for the realisation of equality between men and women. Purpose: promote equality of opportunity and treatment in employment: between men and women workers with family responsibilities; and between  workers with family responsibilities and those without such responsibilities. Scope of application: All women and men workers with responsibilities in relation to: (1) thier dependent children; (2) other members of their immediate family who need their care or support. It applies to all branches of economic activities and all categories of workers (also workers seeking to enter or re-enter the workforce or to undergo training for employment, full-time, part-time, temporary or other forms of employment, waged and non-waged employment). 

REMEMBER! In some countries the ILO conventions can be applied directly in national legal system, without the necessity to be integrated into the legislation.

CONVENTIONS RELATED TO GENDER EQUALITY 

Major ILO Conventions and Recommendations promoting gender equality are: 

Convention No 100: on Equal Remuneration (1951) and Recommendation No 90: on Equal Remuneration (1951) 

Convention No 111: on Discrimination (Employment and Occupation) (1958) and Recommendation No 111: on Discrimination (Employment and Occupation) (1958) 

Convention No 156: and Recommendation No 165 on Workers with Family Responsibilities (1981) 

Convention No 183 and Recommendation No 191 on Maternity Protection

(2000) 

The ILO advocates that recruitment, remuneration, promotion, training and other processes related to the work place should be conducted in an environment that is free from discrimination in opportunity and treatment. The criteria applied to the processes of human resource management should relate strictly to the candidate’s ability to perform the job; any other criteria are not only unjust, but dysfunctional for the enterprise.

The global marketplace does not (and cannot) recognise a product produced by this race or that; produced by male or female; produced by this ethnic or cultural group, but rather the importance of price and quality. In this context the enterprise needs to be certain that there is efficiency and effectiveness at all points of its production processes. This includes the processes of hiring, remuneration, promotion and training. Discrimination produces inefficiencies in the very structure of the enterprise and is difficult to correct once institutionalised.


IMPORTANT!
· Discrimination can manifest in various practices as the processes of hiring; remuneration; promotion and training. 

· Discrimination produces inefficiencies in the very structure of the enterprise and is difficult to correct once institutionalised.

The ILO works with governments, employers' and workers' organizations to promote this basic principle and right. Eliminating discrimination is also a vital step towards achieving social justice and reducing poverty, both at the heart of the ILO's concerns. 

The ILO continues drafting and adopting special instruments to protect specific groups of workers, like on the grounds of race, homework, migrant work, indigenous people, HIV/AIDS, etc.

REACTING ON VIOLATION: There are four types of complaint procedures under the ILO Constitution and conventions: 1/ Comments before the Committee of Experts on the Application of Conventions and Recommendations (articles 22 and 23 of the ILO Constitution); 2/ Representations (articles 24, 25 and 26 (4) of ILO Constitution); 3/ Complaints (articles 26-to 29 and 31 and 34); 4/ Special Procedures for freedom of association (Conventions No.87, 98); The ILO procedures are not available to individual complainants - only to a government, a trade union, an employees association or a delegate to the ILO during the International Labour Conference. The procedures tend to be used most often in cases in which there is an allegation of a widespread violation of rights. In general, a complaint must also be based on an ILO convention that the country in question has ratified, the only exception being the procedure before the Committee on Freedom of Association. 
HOW TO FILE A COMPLAINT: 

Regular mechanism: Any union can send comments regarding the application of ratified conventions by its government. These comments, based in Article 23 of the Constitution, will be examined by the Committee of Experts on the Application of Conventions and Recommendations. Every year, a report is published by the ILO underlining the different violations to the conventions. The deadline for sending comments is the 1st of September. The report of the Committee of Experts is discussed at the International Labour Conference every year in June.

Special procedures: The representation is regulated by Article 24 of the ILO Constitution. Any union can file a representation regarding the failure to apply a ratified convention in a given country. If receivable, the ILO Governing Body will appoint a tripartite ad hoc committee which will examine the representation and the government reply and will issue recommendations.  

The complaint procedure is regulated by Articles 26 to 34 of the ILO Constitution, by which a complaint against a Member State, not observing a convention to which it is a party, can be filed by: another Member State also having ratified the same convention;  any delegate to the ILO Conference (each Member State is also represented by a delegate representing the employers and a delegate representing the workers); the ILO Governing Body (composed of 28 State representatives, 14 representatives of employers and 14 representatives of workers). In other words, the complaint cannot be filed by an individual. It is mostly done by the trade unions of the country which are represented in the ILO. Having received a complaint, the Governing Body has the possibility to appoint a Commission of Inquiry, composed of three independent members, which has the mission to carry out a close examination of the complaint, to prove the facts and formulate a recommendation as regards measures to be taken for solving the raised issues. 

The Committee on Freedom of Association: Unions (national or international) can also file complaints before this tripartite Committee when the allegations relate to freedom of association and collective bargaining. Only acts of discrimination related to union activities can therefore be examined by this Committee. Complaints can be filed even if the country has not ratified the relevant conventions. After receiving the government reply, the Committee will issue recommendations that should be followed by the government and implemented at the national level. 

Many trade unions across the world filed complaints to the ILO against their governments who failed to protect women and other vulnerable people against discrimination.

FORMER CZECHOSLOVAKIA: In 1977 the ILO Governing Body did not accept the explanation of the Government in case filed by the International Confederation of Free Trade Unions that alleged Czechoslovakia did not observe the Discrimination (Employment and Occupation) Convention, 1958 (No. 111) in case of dismissal of workers who signed Charter 77 Manifesto.

COMMISSION OF INQUIRY: A Commission of Inquiry is the strongest procedure that the ILO can take against one of its member states and is only used in exceptionally serious instances. Earlier cases warranting such investigation include the banning of Poland's "Solidarnosc" trade union by General W. Jaruzelski (1983), the discrimination against ethnic minorities under President Ceausescu in Romania (1989) and the use of forced labour by the military junta in Burma (1996). Burma has been exposed to particularly strong international pressure since the ILO Commission of Inquiry published its report, in 1998.

DECENT WORK: Decent work refers to opportunities for women and men to obtain work in conditions of freedom, equity, security and human dignity. According to the International Labour Organization ILO, decent work involves the fight against all forms of discrimination and fair globalisation. Using decent work as a tool to combat all forms of discrimination, by reaffirming their commitment to the creation of healthy, just and equitable economies, through the implementation of strategies aimed at productive and full employment. Decent work sums up the aspirations of people in their working lives – their aspirations for opportunity and income; rights, voice and recognition; family stability and personal development; and fairness and gender equality. Ultimately these various dimensions of decent work underpin peace in communities and society. It reflects the concerns of governments, workers and employers, who together provide the ILO with its unique tripartite identity. Decent work is captured in four strategic objectives: fundamental principles and rights at work and international labour standards; employment and income opportunities; social protection and social security; and social dialogue and tripartism. These objectives hold for all workers, women and men, in both formal and informal economies; in wage employment or working on their own account; in the fields, factories and offices; in their home or in the community.  Implementation of ILO Conventions and Recommendations is a key in attaining decent work. 
Further to the Core Labour Conventions and the main ILO Conventions dealing with  gender equality mentioned above there is a number of other ILO Conventions that create conditions for eliminating discrimination and improving working conditions. To mention some of them:

Minimum wage: Minimum Wage Fixing Convention No 131 (1970); 

Regular pay: Protection of Wages Conventions No 95 (1949) 
Working time and Holidays:  Forty-Hour Week Conventions No 47 (1935); Weekly Rest (Commers and Offices) No 106 (1957); Holidays with Pay Convention (Revised) No 132 (1970); Weekly Rest (Industry) No 14. In addition, for several industries different Conventions apply.
Health and Safety at Work: Occupational Safety and Health Convention No 155 (1981) 
Work and sickness: Employment Injury Benefits Convention No 121 (1964); Medical Care and Sickness Benefits Convention No 130 (1969). 
Social Security: Social Security Minimum Standards Convention No 102 (1952). For several benefits somewhat higher standards have been set in various other ILO Conventions and Recommendations.

WORKING CONDITIONS: The Clean Clothes Campaigns (CCC) started in the Netherlands and is now operating in ten Western European countries. In each country, they are coalitions of consumer organizations, trade unions, human rights and women's rights organizations, researchers, solidarity groups and activists. The campaigns also cooperate all over the world with organizations of garment workers in factories of all sizes, home workers and migrant workers. Most of these workers are women. Information on working conditions in the garment industry is distributed via newsletters, the Internet, and in the form of research publications. The CCC is a consumer campaign; the purchasing power of consumers is mobilized on the issue of working conditions in the garments industry. Website: http://www.cleanclothes.org
A QUESTION: Can you file a complaint against your government for violating the Convention No. 100? No, you can not as an individual. But your trade union can do it. The complaint can take the form of comments on the application of a ratified Convention sent by the union to the ILO Committee of Experts on the Application of Conventions and Recommendations. In recent cases of complaints made by unions in case of not respecting equal remuneration of women and men, like in Island, Japan and Canadian cases, someone could think much was not done. But in case of Japan the Government was clearly advised to introduce some legal changes to enable temporary workers to be equally paid. Both Island and Canada governments were warned to undertake urgent measures to tackle large gender wage gap. Even such discussion before the eminent ILO experts could influence changes for better.

Activity 2.1: ILO Conventions No. 111 and No. 100 

Aim:

· To familiarise ourselves with Conventions No. 111 and No. 100 
· To discuss the rights covered by those conventions

Method: 

- Group work

Tasks:

Working in your group:

Group A: the ILO Convention 100 on Equal Remuneration 

1. Read the Convention and while reading underline the main provisions 

Note: (you can do it by individual reading, or one person from the group could read aloud while everyone else is underlining the main provisions) 

2. Discuss: 

· Are these provisions respected in your country? If not, why not?

· Make a list of 5 examples of discrimination in the field or equal remuneration.

      3. Remember to select a person to present the group’s report in the plenary (use the flipchart and markers while preparing the report).

Group B: the ILO Convention 100 on Equal Remuneration 

1. Read the Convention and while reading underline the main provisions 

Note: (you can do it by individual reading, or one person from the group could read aloud while everyone else is underlining the main provisions) 

2. Discuss: 

· Are these provisions respected in your country? If not, why not?

· Make a list of 5 actions/activities which should be done by your organisation in order to implement the Convention’s provisions in proactive. 

      3. Remember to select a person to present the group’s report in the plenary (use the flipchart and markers while preparing the report).

Group C: the ILO Convention 111 on Discrimination (Employment and Occupation) 

1. Read the Convention and while reading underline the main provisions 

Note: (you can do it by individual reading, or one person from the group could read aloud while everyone else is underlining the main provisions) 

2. Discuss: 

· Are these provisions respected in your country? If not, why not?

· Make a list of 5 examples of discrimination in employment and occupation. 

      3. Remember to select a person to present the group’s report in the plenary (use the flipchart and markers while preparing the report).

Group D: the ILO Convention 111 on Discrimination (Employment and Occupation) 

1. Read the Convention and while reading underline the main provisions 

Note: (you can do it by individual reading, or one person from the group could read aloud while everyone else is underlining the main provisions) 

2. Discuss: 

· Are these provisions respected in your country? If not, why not?

· Make a list of 5 actions/activities which should be done by your organisation in order to implement the Convention’s provisions in proactive. 

      3. Remember to select a person to present the group’s report in the plenary (use the flipchart and markers while preparing the report).

Time: 35 min.

Trainer’s Notes: 
1. Make sure that you have enough copies of the ILO Conventions: 100 and 111 for all the participants. Distribute them. 

2. Distribute them – give the two Conventions to each of them – but explain that they will work on one – according to the group.  

3. Divide the participants into 4 groups (by distributing one colour papers which you should prepare as follows:

· on ¼ of the papers write “A”

· on  ¼ of the papers write “B”

· on ¼ of the papers write “C”

· on ¼ of the papers write “D”

4. Explain tasks a sin Activity No. 2.1. Remind them about time (35 min. for group work) and tell where each group should work.

5. Reporting: give them transparencies and markers for writing of the report and ask to be as concrete as possible. Each group will have about 3 minutes for reporting – just main points! 

6. Remember to sum-up the whole activity, by stressing of the most important outcomes.

7. Total time: app. 1 h 10 min.: 5 min. – division into groups and explanation of the activity; 10 min. – reading; 25 min. – group work; 20 min. reporting; 10 min. summary. 

Bottom of Form

Activity 2.2: ILO Convention No. 156
Aims:

· to analyse the content of the Convention No. 156 

· to find arguments for/against its ratification (or if not ratified: discuss how to implement it in practice)

Method: 

· individual work

· group work

Tasks: 

1. Read Convention No. 156 and underline the most important provisions.
2. Working in your small group, answer the following questions: 
Version 1: for the countries which ratified the C 156:

Group 1: 

1. Read the Convention and while reading underline the main provisions 

Note: (you can do it by individual reading, or one person from the group could read aloud while everyone else is underlining the main provisions) 

2. Discuss: 

· Are these provisions respected in your country? If not, why not?

· Make a list of 5 actions/activities which should be done by your organisation in order to implement the Convention’s provisions in practice. 

3. Remember to select a person to present the group’s report in the plenary (use the flipchart and markers while preparing the report).

Group 2: 

1. Read the Convention and while reading underline the main provisions 

Note: (you can do it by individual reading, or one person from the group could read aloud while everyone else is underlining the main provisions) 

3. Discuss: 

· Are these provisions respected in your country? If not, why not?

· Make a list of 5 examples of discrimination of workers with family responsibilities in the labour market. 

      3. Remember to select a person to present the group’s report in the plenary (use the flipchart and markers while preparing the report).

Version 2: For the countries which did NOT ratified the C 156:

1. Read the Convention and while reading underline the main provisions 

Note: (you can do it by individual reading, or one person from the group could read aloud while everyone else is underlining the main provisions) 

2. Working in your group prepare yourself to the debate:
Workers’ Group 1: will write down arguments for its ratification – and will act as workers’ representatives 

Employers’ Group 2: will write down arguments against its ratification - and will act as employers’ representatives 

3. Your report will be in form of debate on the plenary – each group’s speaker will present arguments of each side and then the debate will follow.
Time:  50 min.
· individual reading 10 min 
· group work 20 min

· Debate 20 min. 

Resources: Convention 156

Trainer’s Notes: 

Note: check before the seminar if your country has ratified the Convention no 156.

1. Make sure that you have enough copies of the ILO Convention 156 – to be distributed to all.
2. Divide the participants into 2 groups (if you have more then 16 participants on your training you would need more groups: for example 2 workers groups and 2 employers groups). In such case you will need more time for the debate. 
3. Explain tasks as in Activity no 2.2. Remind them about time and tell where each group should work.

4. Reporting will be done in form of simulation (role paly) – where employers and workers reps are meeting on national level to discuss ratification of C 156. 

5. Remember to sum-up the whole activity, by stressing of the most important outcomes.

6. Total time: app. 1 h 10 min.: 5 min. – division into groups and explanation of the activity; 10 min. – reading; 25 min. – group work; 20 min. debate; 10 min. summary. 

Handout 3: European Pro-Equality Standards and Institutions
· It is important to raise the issue of why gender equality is to be regarded as an important factor in achieving long-term sustainable economic growth in Europe
A.COUNCIL OF EUROPE: In 1949, the Treaty of London established the Council of Europe (COE) based on principles of pluralist democracy, human rights, and the rule of law. The Council of Europe is based in Strasbourg (France) and at present it has 47 member states. It seeks to develop throughout Europe common and democratic principles based on the European Convention on Human Rights and other reference texts on the protection of individuals. It is important to emphasize that Council of Europe is not part of European Union. http://www.coe.int/DefaultEN.asp
The Convention for the Protection of Human Rights and Fundamental Freedoms (also called the "European Convention on Human Rights" and "ECHR"), was adopted under the auspices of the Council of Europe in 1950 to protect human rights and fundamental freedoms in Europe. 
The Convention established the European Court of Human Rights. Any person who feels his or her rights have been violated under the Convention by a state party can take a case to the Court. The decisions of the Court are not automatically legally binding, but the Court does have the power to award damages. The establishment of a Court to protect individuals from human rights violations is an innovative feature for an international convention on human rights, as it gives the individual an active role on the international arena (traditionally, only states are considered actors in international law). 
The European Convention is still the only international human rights agreement providing such a high degree of individual protection. State parties can also take cases against other state parties to the Court, although this power is rarely used. The Convention has several protocols. For example, Protocol 6 prohibits the death penalty except in time of war. 
In 1995 the Council of Europe, as part of the revitalization process of the European Social Charter, adopted a Protocol providing for a system of collective complaints. The Protocol came into force in 1998. So far 23 complaints, including complaints on grounds of gender discrimination, have been lodged under it. The aim of this article is to critically examine the practical operation of this collective complaints system during its first five years. After placing the system in a general human rights context by giving an overview of mechanisms for ensuring compliance with other treaties concerned with economic and social rights, the article then analyses the system for making collective complaints and its functioning in practice to date. 
From 1980 onwards, the steady growth in the number of cases brought before the Convention institutions made it increasingly difficult to keep the length of proceedings within acceptable limits. The problem was aggravated by the accession of new Contracting States from 1990. The number of applications registered annually with the Commission increased. The Court’s statistics reflected a similar story. The number of applications registered rose from 5,979 in 1998 to 13,858 in 2001. By the end of 2007, almost 80,000 allocated applications were pending before the Court. Four States account for over half (55 %) of its workload: 26 per cent of the cases are directed against  Russia, 12 per cent of the cases concern Turkey, 10 per cent Romania and 7 per cent Ukraine.

INDIVIDUALS TO LODGE A COMPLAINT:  The Court accepts applications of instances of human rights violations from individuals as well as states, including discriminations on the basis of sex/gender. However, it is rare for a state to submit allegations against another state, unless the violation is severe. In order for an application to be accepted by the Court, all domestic legal remedies available to the applicant must have been exhausted. Additionally, a non-anonymous petitioner must bring the case to the Court within six months of the final domestic ruling on it; the issue must be a violation of a guarantee set forth in the European Convention; the applicant must be a "victim." Finally, petitioners may not repeat the substance of a previous petition. 

The Court then holds a public hearing to determine if there has been a violation to the Convention. The Court normally sits as a Chamber of nine judges (expanded from seven originally), including one from the country in question, but in rare instances can seat a Grand Chamber consisting of 21 (formerly 17) judges. If the application is declared admissible, the Court advocates reaching a friendly settlement, which ranges from a change in the law(s) to compensation. 
The European Commission against Racism and Intolerance (ECRI) is the Council of Europe’s independent human rights monitoring body specialised in combating racism, racial discrimination, xenophobia, anti-Semitism and intolerance. ECRI's action covers all measures needed to combat violence, discrimination and prejudice against persons or groups of persons on the grounds of their race, colour, language, religion, nationality or national or ethnic origin. 
The position of the Commissioner for Human Rights was approved at the Summit of Heads of State and Government in 1997, and was established in 1999. The Commissioner has three main duties: 1/ to promote human rights education and awareness of human rights; 2/ to identify areas of laws that fail to recognize human rights to a full extent and human rights laws that are not fully implemented; 3/ to promote a respect for and enjoyment of human rights in Council of Europe member states. The Commissioner does not address individual complaints of rights violations. 

The Council of Europe’s Social Charter: was adopted in 1961 and it was  revised in 1996 with the aim to give much more emphasis on non-discrimination issues. The Social Charter sets out rights and freedoms and establishes a supervisory mechanism guaranteeing their respect by the states parties.

The rights covered by the Charter are:

.
· The right to housing

· The right to health

· The right to education

· The right to employment 

· The right to social protection

· The right to non-discrimination

The Charter prohibits discrimination in the implementation of the rights it protects. It underlines in the various articles concerned that these rights must be ensured without distinction as to sex, age, colour, language, religion, opinions, social origin, health, association with a national minority, etc. A specific article on non-discrimination in the revised Charter strengthens this prohibition. Revised charter is not yet ratified in the CEE / NIS Region only by Croatia, Czech Republic, Latvia, Montenegro, Poland, Russia, Serbia and Macedonia.
IMPLEMENTATION OF THE CHARTER: Firstly, COE member states must annually a report to the Council of Europe indicating how the Charter was implemented in law and in practice. These reports are public and the social partners may make observations on them. The European Committee of Social Rights (ECSR) assesses whether the country has respected their undertakings. This committee is composed of nine independent and impartial experts. The conclusions of the ECSR are transmitted to the Governmental Committee, composed of representatives of the states. In this committee the states represented ensure that each one of them takes the necessary measures to bring the situation into conformity with the Charter. In the most serious cases, the Committee of Ministers, the decision-making body of the Council of Europe, makes recommendations to states that they change the legislation, regulations or practice not in conformity with the Charter's obligations. 

B. EUROPEAN UNION is a grouping of 27 European countries (2009) designed to address economic issues, established in 1952 trough the Treaty of Rome. Its member states have set up common institutions to which they delegate some of their sovereignty so that decisions on specific matters of joint interest can be taken democratically at the European level. Decisions and actions are based on EU treaties, which are signed by all member states. 
All EU members have ratified the Council of Europe's European Convention of Human Rights and accepted the jurisdiction of the European Court of Human Rights as a prerequisite for joining the EU. This means, for example, that all member states have abolished the death penalty before joining the European Union. 

With the signature of the Maastrich Treaty in 1992, the Community went beyond its original economic objective, (i.e. creation of a common market), and its political ambitions came to the fore. In this context, the Treaty of Maastricht responds to five key goals:

· strengthen the democratic legitimacy of the institutions;

· improve the effectiveness of the institutions;

· establish economic and monetary union;

· develop the Community social dimension;

· establish a common foreign and security policy.
Some of the areas of focus for the EU include: ensuring freedom, security, and justice for all EU citizens; promoting job creation and regional development; support sustainable development that takes into account environmental concerns and the effects of globalization. 

There are five main institutional bodies of the European Union:
1). The Council of the European Union is the main decision-making body of the EU. It coordinates broad economic policies of member states; concludes international agreements with states and international organisations; defines and implements foreign and security policy; adopts measures for police and judicial cooperation within the EU; passses laws, usually legislating jointly with the European Parliament. 

2).The European Commission is the executive arm of the EU. It is responsible for implementing the decisions of the the Council and the Parliament. The Commission is therefore responsible for drawing up proposals for new EU legislation and for making sure that EU law is properly applied in all the member states. 

3). The European Parliament is elected by the citizens of the European Union to represent their interests. It has the power to passing EU law together with the Council in many policy areas and to adopt the final budget of the Union. It also approves the nomination of Commissioners for the European Commission and exercise democratic control over the work of the European institutions.

4). The European Court of Justice has jurisdiction over the member states, EU institutions, businesses, and individuals within the geographic boundaries of the European Union. The European Court of Justice ensures that EC and EU treaties are respected and that the laws are being correctly applied. The European Court of Auditors independently audits the collection and spending of European Union funds. 

Main human rights EU treaties and bodies
The Charter of Fundamental Rights of the European Union was first drafted in June 1999 with the goal of covering all rights pertaining to the EU's citizens, including those rights based in the European Convention on Human Rights and the European Social Charter, two treaties of the Council of Europe. According to the Charter's Preamble, its aim is "to strengthen the protection of fundamental rights in the light of changes in society, social progress and scientific and technological developments by making those rights more visible in a Charter." The rights guaranteed are divided into six chapters: dignity, freedom, equality, solidarity, citizens' rights, and justice. 
Equality issues are currently regulated by the EU Treaties, a number of EU Directives and the Charter of Fundamental Rights of the European Union: the Treaty on European Union, which was signed in Maastricht on 7 February 1992; the Treaty of Amsterdam, signed on 2 October 1997, above all /It reinforced existing provisions in the EC Treaty on preventing pay-related discrimination between men and women (Article 141). But it went beyond this by carving out a new role for the EU in promoting equality between men and women in general (Articles 2 and 3). The Treaty bans all discrimination on the basis of nationality (Article 12). And in a ground-breaking new Article 13, the Treaty empowers the EU to combat all discrimination based on sex, racial or ethnic origin, religion, disability, age and sexual orientation. One of the effects of the Amsterdam Treaty is that equal opportunities for women and men are now considered one of the fundamental aims of the Union/; the Treaty of Nice, signed on 26 February 2001; the Treaty of Lisbon was signed on 13 December 2007. The last will have to be ratified by all 27 Member States before it can enter into force. Its main objectives are to make the EU more democratic, meeting the European citizens’ expectations for high standards of accountability, openness, transparency and participation; and to make the EU more efficient and able to tackle today's global challenges such as climate change, security and sustainable development.

Charter of Fundamental Rights, proclaimed in December 2000, reaffirms the European Union's commitment to the principle of non-discrimination. Article 21 of the Charter bans discrimination on the six grounds listed in Article 13 of the EC Treaty, as well as seven additional grounds (social origin, genetic features, language, political or other opinion, membership of a national minority, property and birth). 
GENDER EQUALITY DIRECTIVES:

■ Equal Pay Directive” 75/117/EEC – 1975 - Provides that sex discrimination in respect of all aspects of pay should be eliminated.

■“Equal Treatment Directive” 76/207/EEC – 1976 - Provides that there should be no sex discrimination, either direct or indirect, nor by reference to marital or family status, in access to employment, training, working conditions, promotion or dismissal.

■ “Social Security Directive” 79/7/EEC – 1979 - Requires equal treatment between women and men in statutory schemes for protection against sickness, invalidity, old age, accidents at work and occupational diseases and unemployment.
■“Occupational Social Security Directive” 86/378/EEC – 1986 - Aimed to implement equal treatment between women and men in occupational social security schemes. Amended in 1996.

■“Self-employment Directive” 86/613/EEC – 1986 - Applies principle of equal treatment between women and men to self-employed workers, including in agriculture and provides protection for self-employed women during pregnancy and motherhood.
■“Pregnant Workers Directive” 92/85/EEC – 1992 - Requires minimum standards to improve safety and health at work of pregnant women and women who have recently given birth or are breast-feeding, including a statutory right to maternity leave of at least 14 weeks.

■“Parental Leave Directive” 96/34/EC – 1996 - Provides for all parents of children up to a given age defined by Member States, to be given at least 3 months’ parental leave and for individuals to take time off when a dependant is ill or injured.
■“Burden of Proof Directive” 97/80/EC – 1997 - Required changes in Member States’ judicial systems so that the burden of proof is shared more fairly in cases where workers made complaints of sex discrimination against their employers.
■“Equal Treatment in Employment Directive” – 2002 - Substantially amends the 1976 Equal Treatment Directive adding definitions of indirect discrimination, harassment and sexual harassment and requiring Member States to set up equality bodies to promote, analyse, monitor and support equal treatment between women and men. 

■“Goods and Services Directive” 2002/73/EC – 2004 - Applies the principle of equal treatment between women and men to access to goods and services available to the public. Extends gender equality legislation outside the employment field for the first time.
■“Recast Directive Equal Treatment in Employment and Occupation” 2006/54/EC – 2006 - To enhance the transparency, clarity and coherence of the law, a directive was adopted in 2006 putting the existing provisions on equal pay, occupational schemes and "the burden of proof" into a single text. (Source: http://ec.europa.eu/social/main.jsp?catId=418&langId=en)

The role of legislation, bargaining and the European social partners: 
European Social Dialogue

Social partners at European cross-industry level are – on trade union side European Trade Union Confederation (ETUC) and on employers’ side - the European Centre of Enterprises with Public Participation and of Enterprises of General Economic Interest (CEEP) and the European Association of Craft Small and Medium-Sized Enterprises (UAPME). They can engage in negotiations at European level and thus conclude framework agreements and frameworks of actions or other kind of instruments (such as joint declarations, etc.). Framework agreements set up minimum standards on employment issues and are binding for affiliated organizations on the European and national level; frameworks of actions have more voluntary nature. The EU Social Partners have signed 7 framework agreements so far: parental leave (1996 and revised text in 2009); part-time work (1997); fixed-term contracts (1999); telework (2002); stress at work (2004); violence and harassement at work (2007).

In March 2005 the European social partners adopted a Framework of Actions for Gender Equality. This document identifies 4 priority areas for social partners on all levels to act on: gender roles and stereotypes, presence of women in decision-making process, work-life balance and gender pay gap. It also lists types of actions and activities that social partners may undertake on the national or workplace level. General follow-up report is then drafted by the European organisations, adopted and made visible among member organisations (ie on the websites). Every trade union organisation may then check what was reported about promoting gender equality in the workplaces in their countries. They may and should engage employers on the national and workplace level in negotiations aiming at implementation of the Framework of Actions. http://www.etuc.org/r/48
NATIONAL LEVEL: Equality in legislation and collective agreements!
In Austria equality provisions in collective agreements are rare (example of a sectoral CA on positive action, covering white-collar employees of social security providers). In Belgium intersectoral agreements contain some relevant provisions, as well as in Denmark at sectoral level. In Germany both employers' organisations and trade unions at all levels are actively involved in initiatives regarding gender equality. In France 2001 equality law introduced obligation to include occupational equality issues in collective bargaining at sector and company level, while in Greece the social partners involvement in gender equality issues are very modest end even less in Luxembourg. In Hungary social partners do not play a role in gender equality and there are no provisions in CAs, as well as in Poland, Slovenia and Romania. In Slovakia role of social partners is more one of declaring principles, but some of CAs contain equality provisions. In Ireland trade unions lobby for change, due to the rise in female employment and union membership, and have fostered initiatives to promote equality within union agenda, both nationally and locally. Intersectoral agreements contain equality provisions. Some company CAs deal with equality issues, including equality plans. In Netherlands CAs in some cases deal with relevant issues such as equal opportunities in recruitment, selection and training, and positive action. But, in Norway gender equality is regulated in many CAs, alike in Sweden where they appear rarely. In Spain 2003 central agreement proving framework for lower-level collective bargaining makes recommendations for gender equality to be part of bargaining at all levels. (Source: EIRO).
On the specific issue of gender equality plans, collective bargaining is much rarer. Above company level, collective agreements containing any provisions on the matter are generally uncommon. Where they exist, these agreements tend to encourage or enable company-level plans, and they do not seem to have led to a widespread implementation of equality plans.
SOCIAL PARTNERS RESPONSIBLE FOR EQUALITY: Norway seems to have the most developed bargaining on this issue. Since 1985, the private sector 'basic agreement' between the Confederation of Norwegian Business and Industry and the LO/Norwegian Confederation of Trade Unions has encouraged the development of company-level gender equality plans. The current version states: 'Equal opportunity is a matter of culture and tradition and cannot be considered isolated from the other activities of the enterprise. Such conditions may only be changed through affirmative actions, integrated into the development work of the individual company. The social partners emphasise the importance of strategic and goal oriented efforts, established in strategy and preparatory documents ... The work on equal opportunities and equal value must be anchored at the top management level of the company, and followed up at the other management levels, measured by goal attainment. The company-level social partners have a joint responsibility for its implementation. Documentation and analysis of the equal opportunity situation in the company, including wages specified for both women and men, must be carried out as a first step in this work, and provide the basis for the articulation of visions, goals, and action programs including labour market measures.' 
HIGH LEVEL OF DISCRIMINATION: The Kelly Global Workforce Index 2006 international survey has found that almost two out of every three workers in Hungary believe they have been discriminated against when applying for jobs, with age discrimination becoming more widespread. The survey found that 65% of respondents in Hungary say they have experienced discrimination of some type when applying for a job in the last five years. 
The Kelly Global Workforce Index sought the views of approximately 70,000 people in 28 countries including almost 900 in Hungary.  The major sources of discrimination identified by respondents were age, cited by 34%, followed by 13% for gender, 3% for disability and 1% for racial discrimination. Women in Hungary generally had a higher level of discrimination with 68% facing prejudice when applying for a job, compared with 60% of men. The incidence of discrimination in Hungary was high by global standards with Hungary ranked 4th on the list of 28 countries worldwide and 2nd amongst the 16 European countries. 

In Europe, the highest rates of workplace discrimination were seen in Sweden, Hungary and Italy, while UK, Denmark and Luxembourg had the lowest. In the area of gender discrimination, approximately 16% of women and 7% of men reported they faced prejudice when applying for work.

Age discrimination is becoming more prevalent with 55% of workers aged 45 or older being discriminated against on the basis of their age.  There were also 45% of younger workers aged up to 24 who believed they were victims of age discrimination.

The survey also found that approximately 53% of those surveyed said they experienced discrimination in their day-to-day working life.
CASE STUDIES
AUSTRIA: In 1994, the management of Nestlé Österreich (food and beverages) concluded a works agreement with its works council on a gender equality plan, based on positive action for women. The company has about 770 employees, of whom almost 50% are women. The equality plan stipulates equal opportunities for men and women in terms of pay and promotion and aims actively to overcome gender-related segregation within the company by encouraging women to enter areas of work which are traditionally dominated by men. All vacant posts are also offered to (mostly female) part-time workers in order to encourage them to enter full-time jobs. Special training support is provided for women to take such jobs. The plan lacks any provisions for following up or monitoring its implementation.

UNITED KINGDOM: Research published in 2002 found that Procter and Gamble (chemicals) had become concerned about the disproportionate loss of women on their way up the 'corporate ladder', despite recruiting equal numbers of male and female graduates. The company decided to introduce measures such as home-working and career breaks, and to seek to effect culture change in an organisation where work had always been expected to take precedence in an employee’s life. As a result, it now has employees at director level who work part time or job share. As well as seeing a rise in the number of female managers, over the past five years productivity has increased by more than 30% - an increase that is most consistently attributed to the organisation’s increased percentage of female managers at group manager level from 25% to 42%. Moreover, the company has moved on to consider the recruitment and retention of people from ethnic minorities, and more recently has included disability, age and sexuality.

■In Finland, the Act on Equality between Women and Men, introduced an obligation on all employers (private or public sector) which regularly employ at least 30 w orkers to include measures to further equality between women and men at the workplace in their annual personnel and training plan or action programme for 'labour protection', and draw up an equality plan at workplace level

■In Norway, the obligation on employers is rather less specific. An amendment to the Gender Equality Act was introduced in 2003 which states that employers have a duty to promote gender equality, and 'shall make active, targeted and systematic efforts to promote gender equality within their enterprise'. 

■ In Italy, there is no obligation on private sector employers to draw up any kind of gender equality plans. However, the 1991 'positive action' law (125/91) allows organisations to apply for total or partial funding of positive action plans. The idea is that the law's provisions promoting substantial gender equality at the workplace imply the implementation of relevant innovations and changes in work organisation and human resource management. Financial support is thus granted to organisations in order to minimise the cost of change. A wide range of organisations - both public and private - have access to the funding, though priority is given to positive action projects resulting from an agreement between the social partners

SWEDEN WORKPLACE FAIRYTALE: The Swedish legislation is probably most detailed. The process starts with an annual examination of the current situation at the workplace, dealing with the following aims: working conditions which are suitable for both women and men; combining employment and parenthood for both female and male employees; prevention of sexual harassment; promotion of an equal distribution between women and men in various types of work and within different categories of employees through training, skill development and other suitable measures; ensuring that both women and men apply for vacant positions; and, where there is not an equal distribution of women and men in a certain type of work or within a certain category of employees, special efforts to recruit applicants of the underrepresented sex in new positions, aimed at a gradual increase in the proportion of employees of that sex. The second stage is to set out the measures that the employer will commence or to implement during the coming year to achieve these goals and deal with deficiencies. The plan also includes a summary report of the plan of action for equal pay that the employer must implement, and a report on how measures in the previous year's plan have been implemented. Source: EIRO
BETTER IS NOT ENOUGH: Many European countries have applied pioneering legislation and other measures to tackle longstanding and emerging forms of discrimination at work. However, despite some progress such as a rise in the levels of women's participation in the labour force, sex discrimination is still a reality throughout Europe.

The gender gap in incomes has also been narrowing in most places, however, pay inequity persists and the glass ceiling is still firmly in place. Women do not take a proportionate share of the best-remunerated jobs. Nor do they seem to be equally represented in one of the most dynamic new sectors of the labour market - information technology. Across Europe, increasing levels of migration are producing tensions that often lead to discrimination.

Migrant workers, people of different ethnic backgrounds and others who are perceived to be foreign are often treated unfairly at the workplace and beyond. Discrimination on the grounds of religion also appears to be increasing in Europe, as in other parts of the world. Other areas in which discrimination occurs, in Europe, as elsewhere, include discrimination on the basis of age, disability, HIV AIDS, and sexual orientation, among others.
According to the 2008 Eurobarometar survey Discrimination in the European Union: Perceptions, Experiences and Attitudes, Europeans think that discrimination remains rife, particularly when it comes to sexual orientation (51%), disability (45%), age and religion (42% each). Around 1 in 3 Europeans report witnessing discrimination or harassment in the past year, and 48% think that not enough is being done to fight this scourge. An earlier survey conducted in February 2008 highlighted that a large majority of EU citizens (between 68% and 77%) see a need for specific legislation to protect people from discrimination in areas beyond the labour market. http://ec.europa.eu/public_opinion/archives/ebs/ebs_296_en.pdf
REMEMBER! 

In March 2006, the European Commission established a road map with six priorities areas of action towards gender equality. The priority areas are:
Achieving equal economic independence for women and men

Enhancing reconciliation of work, private and family life

Promoting equal participation of women and men in decision-making

Eradicating gender-based violence and trafficking

Eliminating gender stereotypes in society

Promoting gender equality outside the European Union.
The last gole is very important for the countries in the CEE & NIS Region which are out of the EU, but still linked to. However, the Comission will in 2010 develop a new road map and draft new priority areas. It is a long way to go.
“Gender equality is a priority at the European level and is at the very heart of the European model of society. Some feel we have already achieved it but the reality is that we have not.” – Fay Devonic, Head of Unit in Directorate General Employment, European Commission
ACTIVITY 3.1.: European Pro-Equality Standards and Institutions

Aim:

· To familiarise ourselves with European pro-equality standards and to get to know the institutions which deal with them 

Method: 

· presentations 

· discussion 
Tasks:

1. Listen carefully to the presentations given by your colleagues on the European pro-equality standards and to get to know the institutions.

2. Take active part in the discussion on: 

· How helpful such standards and institutions are in fighting discrimination – reaching equality? 

· If you know any examples regarding assistance of European standards/institutions/projects in your country – please share them during the discussion. 

Trainer’s notes:

1. During 1st day of the seminar please prepare yourself small pieces of paper (as many as many participants you have) and on 2-3 of them write: Handout 3. Let the participants chose the papers and these who will get the ones with H 3 should come to you for explanations.

2. Explain them that:

· They should read Handout 3 and prepare a presentation based on information there. Each presentation shouldn’t be longer then 7-8 min. so total it will be 25 minutes max.)

· Encourage then to use la top (if available) to prepare their presentation of flip-chart and markers (or OHP and slides) – depending what is available and which what equipment they re feeling more comfortable. 

· Encourage them to add cases from their experience/knowledge which will illustrate better their presentations. 

3. After hearing the presentations you might need to add something or to clarify.

4. Make sure that the topic for discussion is written on flip-chart (or on screen). 

5. Open the discussion and run it. 

6. Sum up the discussion by pointing out main issues raised. 

7. Total time app 1 h: the presentations 25 min.; discussion 30 minutes; summary 5 minutes. 

Activity 3.2: Legislation on Discrimination Check List

Aims:

· to realize that legislation/regulations/ international standards are useful, realistic and pragmatic tools

· to understand importance of using these documents for preparing arguments for negotiations 

Method:

· individual work 

· discussion

Tasks:

1. Read the given checklist. Try to circle these documents which you are certain that your country signed. 

2. Discuss the given checklist on the plenary and complete it together. 

Time: 30 min

Trainers’ notes:

NOTICE! Before the seminar you have to:

A. Add to the below Material for Activity 3.2.: Legislation on Discrimination Checklist - your NATIONAL LEGAL & INSTITUTIONAL FRAMEWORK on discrimination (point five on the checklist)

B. Check if your country has ratified the below listed documents 

C. Make sure that you have copies of all the listed documents (at least one copy for yourself) – especially those which have been signed/ratified by your country 

If you don’t prepare this you can’t run this part of seminar! 

1. Distribute the below checklist to all participants (INCLUDING YOUR NATIONAL LEGISLATION!)

2. Explain that these are the pragmatic tools which they can really use and actually they can’t fight discrimination without all these information. Such checklists should be developed by confederations and send out to all the affiliates.

3. Read the checklist – point by point. You can ask the participants to do it.

4. And then open the discussion on usage of all these documents – international and national ones. 

5. Total time: 30 min. (max. 45 – depending on discussion)

NOTICE! The checklist can become pretty long (when you will add your national legislation), so you might consider reading all the points and giving it to the participants as points of reference. Regarding discussion – set priorities.

Material for Activity 3.2.

Legislation on Discrimination Check List

The first thing which trade unionist has to do is to check: what kind of international and national legislation on discrimination exists - so CHECK the following (use Handouts 1, 2 and 3) for more information/explanation):

I. All United Nation member countries respect the bellow listed  UN international “legislation”, although only a small part of it mentioned here:

1. Have you heard of them? (mark those that you have heard)

2. Are workers aware that these instruments address their particular situation?

3. Do you think they are integrated in your national legislation? 

4. Do you think it would be useful to integrate such documents in the trade union basic education?

a. Universal Declaration of Human Rights (UDHR)

b. International Convention on the Elimination of All Forms of Racial Discrimination (ICERD)

c. International Covenant on Economic, Social and Cultural Rights (CESCR)

d. International Covenant on Civil and Political Rights (ICCPR)

e. Convention on the Rights of the Child (CRC) 

f. International Convention on the Protection of the Rights of All Migrant Workers and Members of Their Families (ICRMW)

g. Convention on the Rights of Persons with Disabilities (CRPD) 

II. The Convention on the Elimination of All Forms of Discrimination against Women (CEDAW), adopted in 1979 by the UN (United Nations)

III. Has your country ratified the following conventions of the International Labour Organisation (ILO)?

· Convention No. 111 - Discrimination (Employment and Occupation), 1958 

· Convention No. 100 - Equal Remuneration, 1951 

· Convention No. 156  - Workers with Family Responsibilities, 1981 

· Convention No. 183 - Maternity Protection., 2000 and earlier Convention No. 103

· Convention No. 87 - Freedom of Association and Protection of the Right to Organize, 1948 

· Convention No. 98 - Right to Organize and Collective Bargaining, 1949

IV. Did your country ratify and integrate in your national legislation the following Council of Europe documents?

1. 
Convention for the Protection of Human Rights and Fundamental Freedoms (ECHR), 1950

2. 
European Social Charter, 1961

3. 
Revised Social Charter, 1996

V. Did your country integrate in your legislation the following European Union documents? (valid only for member and candidate states)
- Charter of Fundamental Rights, proclaimed in December 2000

- Treaties: 

1. Treaty on European Union, Maastricht, 1992

2. Treaty of Amsterdam, 1997

3. Treaty of Nice, 2001

4. Treaty of Lisbon, 2007 (not yet in force)

- Directives: 

1. Equal Pay Directive: 

Council Directive 75/117/EEC of 10 February 1975 on the approximation of the laws    of the Member States relating to the application of the principle of equal pay for men and women
2. Equal Treatment Directive: 

      Council Directive 76/207/EEC of 9 February 1976 on the implementation of the 

      principle of equal treatment for men and women as regards access to employment, 

      vocational training and promotion, and working conditions

3. Social Security Directive: 

Council Directive 79/7/EEC of 19 December 1978 on the progressive implementation of the principle of equal treatment for men and women in matters of social security

4. Occupational Social Security Directive: 

Council Directive 86/378/EEC of 24 July 1986 on the implementation of the principle of equal treatment for men and women in occupational social security schemes

5. Self-employment Directive: 

Council Directive 86/613/EEC of 11 December 1986 on the application of the principle of equal treatment between men and women engaged in an activity, including agriculture, in a self-employed capacity, and on the protection of self-employed women during pregnancy and motherhood

6. Pregnant Workers Directive: 

Council Directive 92/85/EEC of 19 October 1992 on the introduction of measures to encourage improvements in the safety and health at work of pregnant workers and workers who have recently given birth or are breastfeeding 

7. Parental Leave Directive: 

Council Directive 96/34/EC of 3 June 1996 on the framework agreement on parental leave concluded by UNICE, CEEP and the ETUC
8. Burden of Proof Directive: 

Council Directive 97/80/EC of 15 December 1997 on the burden of proof in cases of discrimination based on sex

9. Equal Treatment in Employment Directive: 

Directive 2002/73/EC of the European Parliament and of the Council of 23 September 2002 amending Council Directive 76/207/EEC on the implementation of the principle of equal treatment for men and women as regards access to employment, vocational training and promotion, and working conditions 

10. Goods and Services Directive: 

Council Directive 2004/113/EC of 13 December 2004 implementing the principle of equal treatment between men and women in the access to and supply of goods and services

11. Recast Directive Equal Treatment in Employment and Occupation: 
Directive 2006/54/EC of the European Parliament and of the Council of 5 July 2006 on the implementation of the principle of equal opportunities and equal treatment of men and women in matters of employment and occupation (recast)
VI. Which acts regulate/include the non-discrimination clauses in your country?

a. State Constitution

b. Labour legislation

c. Any other special laws/regulations, which?

VII. Are the non-discriminatory measures included in the following documents? 

a. National tripartite or bipartite agreements

b. National branch collective agreements (especially the one from your branch)

c. Territorial bipartite or multipartite collective agreements (check the agreement for your county, region)

d. Collective agreements at the company level (check all the previous agreements in your company, and find and evaluate agreements from similar companies from the same sector)

e. Company level books of regulation, code of conduct or similar

f. Framework agreements or other similar international regulation of the trade union to which your union is affiliated with

g. Any other trade union documents

g. Any other documents and papers related to non-discrimination?

VIII. National legal and institutional framework for non-discrimination. 
Activity 4: Action Plan for Combating Discrimination 

Aims:

· to understand importance of having clear vision what should be done in order to fight discrimination

· to draft plan of actions/activities for it 

Method:

· group work 

Tasks:

Working in your small group please:

1. Discuss what your trade union can do to fight discrimination

2. Draft an action plan for next six months for your organisation (please be as concrete as possible)

3. in your action plan please: 
- list 3-4 actions/activities you would like to implement 

- deadlines to implement them (or starting to work on them) 

- who would be responsible (for example – a concrete person; structure; etc) 

Use the attached table for drafting your plan. 

4. Write your action plan on the flip-chart and select a person who will report it on the plenary (each group will have 5 minutes for reporting) 

Time: 35 min

Trainers’ notes:

1. Prepare; flip-chart papers; markers; activity sheet No. 4.
2. Explain the activity using the activity sheet and divide the participants:

- can be at random (using “puzzle” method) into 4 groups

- or if you have people from different levels of trade union structure – you can divide them by level (national; branch, territorial; etc)

- if you have different branches – divide by branch

- if you have different companies’ reps – divide them by company;

- etc.

Note: 

· Make sure that there are groups of 2-3 persons as minimum. 

3. Explain that they are preparing real plans for action (for future work) for themselves– which they will take back to their structure as proposals for further development. 

4. After hearing reports from groups – have a short discussion on implementation these proposals in reality (how realistic they are? Will it be possible to implement them in 6 months – or start working on them? etc.)

5. Time – app. 1 h 30 min.: 5 min. – explaining of the activity and division into groups; 35 min. group work; 20 min. reporting; 20 min. discussion and 5 min. – summary.
Action Plan for Combating Discrimination for my Organisation 
	No. 
	ACTIONS/ACTIVITIES TO BE TAKEN 


	PERSON(S)/DEPARTMENT RESPONSIBLE FOR IMPLEMENTATION 
	DEADLINES 
	COMMENTS/

NOTES

	1.
	
	
	
	

	2.
	
	
	
	

	3.
	
	
	
	

	4.
	
	
	
	


Program of a ONE DAY training 

- based on 4th KIT: Global and European Standards on Discrimination

	Time
	Content of the teaching sessions
	Duration
	Method
	Materials
	Equipment, stationary
	Trainer in charge

	9.00 -9.30
	Introduction to the Seminar: welcome; presentation of aims; programme; and technicalities; Presentation of the participants 

(Note: if it is a continuation of a seminar on discrimination  - instead of this – just a reminder what was on previous seminar) 


	30 min. 
	Presentation 
	PPP with program and aims 
	
	

	9.30-10.00  
	International Bill on Discrimination
	30 min. 
	Presentation 
	KIT 4: H 1; PPP
	laptop and projector + screen
	

	10.00-10.20
	ILO Anti-discrimination Standards
	20 min. 
	Presentation 
	KIT 4: H 2; PPP
	laptop and projector + screen
	

	10.20-11.00
	Activity 2: ILO Conventions No. 111 AND No. 100 


	40 min. 

(Total:1 h 30 min. )
	Group work
	KIT 4: AS 2; ILO conventions 111 and 110 
	Flip-chart + markers
	

	11.00- 11.30 
	Coffee break
	30 min.
	
	
	
	

	11.30-12.00  
	Activity 2: ILO Conventions No. 111 AND No. 100 


	30 min. 
	Reporting and discussion 
	
	
	

	12.00-12.40
	Activity 3.1: European Pro-Equality Standards and Institutions
	40 min. 
	Presentations by the participants; discussion 
	KIT 4: H 3 and AS 3.1.; PPP
	laptop and projector + screen
	

	12.40-13.40
	Lunch break
	1 h 
	
	
	
	

	13.40 – 14.20 
	Activity 3.2. :Legislation on Discrimination Check List


	40 min. 
	individual work; discussion


	KIT 4: AS 3.2; material for Activity 3.2. (checklist)  
	Flip-chart + markers
	

	14.20 -16.20 
	Activity 4: Action Plan for Combating Discrimination 


	2 h 
	Group work 
	KIT 4: AS 4 
	Flip-chart + markers
	

	15.10-15.30 
	Coffee break (included in the group work) 
	20 min.
	
	
	
	

	16.20 – 17.00 
	Evaluation and closing of the seminar 
	40 min. 
	Written evaluation 
	Short test and/or short evaluation form  (if both – more time needed) 
	
	


KIT 5:  STOP Sexual Harassment at Work 
Objectives: 

· to learn to discover sexual harassment at work when it occurs; 

· to practice ways of dealing with concrete cases of sexual harassment in the workplace;

· to learn about national and EU legislation/regulations on sexual harassment;

· to prepare a standard regulation on sexual harassment to be used in a trade union organisation as guideline.
This kit on sexual harassment has been prepared to be used as a basic training on this delicate issue which is yet not discussed in the CEE and NIS region. It can be used jointly with other parts of the manual (when a training is longer) – or as a separate short – half a day (or one day) training – in order to raise awareness among trade unionists of all levels – particularly it is ment for: trade union members; shop stewards and trade union activists; women’s structures; etc. 

This kit can be used as a 5th module of a longer training on discrimination or as a separate short training. It can be also combined with other kits. 

It is important that the trainer will add national legislation and case studies to this material while preparing training. The content and objectives would depend on the target group. So for example, while preparing a seminar for shop stewards (local level) we would concentrate on practical issues – types of sexual harassment; national legislation and how to deal with it at company level (cooperation with employer; preparing a company level regulations on sexual harassment…), etc. When we would like to have a short seminar for a women’s structure – we would stress – how to deal with cases of sexual harassment; where to look for alies; how to help victims and potect them, etc.  But, it is very important to train gender-mixed groups as it could help the participants of both sexes to understand each other.
Activity 1: Questionnaire on Sexual Harassment at Work 
Questionnaire on Sexual Harassment at Work 

(Please fill in the questionnaire by circling the chosen answer (s)
1. Have you personally witnessed any, even the mildest, form of undesirable behaviour, harassment or violence at workplace based on gender?  

Yes           No 

2. Have you ever been personally a victim of harassment or sexual harassment? Have you experienced any undesirable behaviour on the part of your colleagues or your superiors at workplace which you saw as an insult to your personal dignity resulting in an embarrassing, hostile, humiliating or insulting environment at work?

Yes           No 

3. To which of the following forms of behaviour and harassment at workplace, on a business trip, etc. have you been exposed or have witnessed: 

 (Circle the answers of your choice)

3.1. 
Undesired physical touch or gestures

3.2. 
Undesired questions and offers based your gender

3.3. 
Sexual comments, jokes, insinuations

3.4. 
Disturbing questions or comments on your private life, looks, background or habits

3.5. 
Exposure to imposing or pornographic material, posters, cartoons, graffiti, calendars

3.6. 
Insults or gossip of sexual nature

3.7. 
Undesired invitations for meetings, drinks, dinner

3.8. 
Unsolicited communication through letters, phone calls, e-mail, SMS messages, etc.

3.9. 
Forced or unwilling sexual acts (forceful kisses, touching, tapping, sexual intercourse, rape, etc.)

3.10. 
Blackmail on the part of the superior aimed at sexual favours in exchange for work promotion or a higher salary.

3.11. 
Blackmail on the part of the superior aimed at sexual favours in exchange for keeping the job.

3.12. 
Various forms of undesired behaviour on the part of the customers, clients, buyers, suppliers, business partners.

3.13. 
Humiliation and demotion at work due to unaccepted "intimate relations.

3.14. 
Other (please describe): 


Trainer’s notes:

The above questionnaire is to be used as introduction to the topic. 

You can implement the questionnaire in two ways – depending on the group:

1st possibility: 

1. Make sure that your have copies for all the participants.

2. Distribute and explain the questionnaire – stress that it is anonymous. 

3. Prepare yourself a flip chart with the questionnaire – just write the points.

4. When the participants are ready with their individual work – ask them to come to the flip-chart (which should be turn back to the room) and to make “x” under their answers. 

5. Count the answers and present the results to the participants. Ask them if they think this reflect the situation at their workplaces.

6. Then make presentation based on Handout 1 – stress the data from our region and especially from your country. 

7. If there are no specific data from your country in the Handout 1 – find them and add to your presentation. 

2nd possibility:

1.  Make sure that your have copies for all the participants.

2. Distribute and explain the questionnaire – stress that they do it for themselves.

3. Ask the participants if they would like to share some of their experiences.

4. Then make presentation based on handout 1 – stress the data from our region. 

5. If there are no specific data from your country in the Handout 1 – find them and add to your presentation. 

Note: encourage the participants to use this questionnaire in their organisations, companies, etc. 

Handout 1: Sexual Harassment – Data, Definition and Forms 
Sexual harassment at the workplace is one of the most controversial issues in terms of legislation, ethics, management, etc. and its impact on individual person, organizations, companies… Facts tell us that rates of sexual harassment incidents and cases of sexual harassment brought to courts increased significantly in last decades. As it usually happens when we are naming an action and it becomes known and people start recognize it. That does not mean that sexual harassment didn’t take place before. When naming occurs it usually comes with a definition.  

Victims of sexual harassment can be both – women and men, but the statistics show that app. 90% of victims of such discrimination at work - are women. 

1. Some Facts from CEE & NIS Region: 

The following data are coming from the 2007 Network’s report on discrimination which was 
prepared (as explained already earlier in the manual) based on a survey on discrimination in the workplace. 

In the part of the survey related to sexual harassment there was a question about witnessing this form of harassment and the highest number of” witnesses” /more than 30%/, were in Macedonia, Poland, Slovakia and Croatia, and those who have less or do not recognise it come from Kosovo, Latvia and Georgia. In total - 19. 6% respondents acknowledged witnessing sexual harassment. 

In Kosovo, Uzbekistan, Latvia and Lithuania  - only few women declare they have experienced sexual harassment personally - compared to Slovakia, Macedonia and Serbia, where almost 40% of surveyed faced such hard experience. In total - 15.8 % of surveyed women said that they experienced sexual harassment.  In total - 35.4% of women were either witnesses or victims of sexual harassment in the workplace.

When it comes to sub-regioanl differences - only 7.1% of women from these surveyed in former Soviet Union countries said that they were victims of sexual harassment in the workplace. Comparing to EU member/candidate countries where 16.8% acknowledge it and even more in SEE – 18.6%.  The result for former Soviet Union is statistically very different than in the other two groups   as women deny experience of sexual harassment at work, which is possible to understand as the impact of previous system which promoted men and women were equal and women could feel guilty if they “provoked” undesired behaviour. 

Sexual harassment: Often forms (the percentage shows how many women experienced this or other form of sexual harassment): 
1. Sex comments, jokes, and insinuations /14.5/

2. Undesired physical touch or gestures /10.9/

3. Disturbing questions or comments on your private life, looks, background or habits /10.2/

4. Undesired questions and offers based your gender /9.8/

5. Insults or gossip of sexual nature /7.4/

6. Undesired invitations for meetings, drinks, dinner /5.8/

7. Various forms of undesired behaviour on the part of the customers, clients, suppliers, business partners /4.4/

8. Unsolicited communication through letters, phone calls, e-mail, SMS messages, etc. /3.3/

9. Blackmail on the part of the superior aimed at sexual favours in exchange for work promotion or a higher salary /2.5/

10. Blackmail on the part of the superior aimed at sexual favours in exchange for keeping the job /2.2/

11. Forced or unwilling sexual acts (forceful kisses, touching, tapping, sexual intercourse, rape, etc.) /2.2/

· 33.6% of Albanian and 22.1% Serbian women state that the male colleagues put to their female colleagues disturbing questions, which does not happen /?/ to the women in Azerbaijan, Georgia and Uzbekistan. Of course, there are cultural and religious differences, but possible lack of awareness as well. 

· Slightly more than 20% of Croatian and Albanian women declare experienced undesired physical touch or gestures and less than 4% in Latvia, Kosovo, Azerbaijan and Uzbekistan.

· Sex comments, not desired as well, are quite often in Albania, Croatia and Serbia, not much less in Hungary and Poland, but not recognised by women in Latvia and Montenegro. 
· From 20-30% of women in Albania, Poland and Serbia claim they face disturbing questions and comments on their private life, looks or habits; but still the majority, especially in Azerbaijan, Uzbekistan and Latvia, does not notice this phenomena. 

· Only in Albania, Serbia, Poland and Slovakia the perception of insults or gossips of sexual nature is rather stronger /more than 15%/, but in many countries they absolutely deny such behaviour. On the other side, only women from Macedonia and Serbia are rather higher exposed to the undesired invitations for meetings, drinks, dinner.

Poland: A survey done by CBOS in 2007 (Centre for Surveying of Public Opinion in Poland) shows that every 10th young Polish women experienced sexual harassment in the workplace. The other survey done by PBS DGA for “Gazeta Wyborcza” (newspaper) concluded that 73% of Poles think that sexual harassment at work takes place in Poland. 20% says that it is happening often; 53% said that sometimes). 

Czech Republic: One quarter of Czechs, primarily women, reported (2005) experiencing sexual harassment in the workplace. According to a survey by the Czech Academy of Sciences, thirteen percent reported personally experiencing sexual harassment, while fifteen percent reported witnessing or hearing colleagues complain about sexual harassment. 

Armenia: Sociometer, an independent sociological center, conducted in 2005 a public opinion poll on sexual harassment in Armenia. The poll concluded that 78 percent of Armenian women consider themselves subject to violence and sexual harassment. According to the poll, such treatment causes one in every five women to quit her job and 5 percent of women have been forced into unwanted relationships with a male co-worker in a superior position within the company.  

Croatia: The 2005 survey conducted by the UATUC/Union of Autonomous Trade Unions’ Women’s Section on the sample of 1598 women in Croatia showed shocking data: 36.6% of surveyed women witnessed any - even the modest - form of sexual harassment at workplace and 37.5% personally experienced it herself. In Croatian women workers seem to be quite sensitive on harassment as app. 60-85 % of surveyed women replied they have very negative or negative stand on different forms of sexual harassment.
Bulgaria: An employment survey and related interviews conducted in Bulgaria in 1999 revealed the following:
10% of female respondents experienced questions of a sexual nature during a job interview and almost all such respondents indicated that they believed their negative answers to the sexual questions reduced their chances of receiving a job offer. 
Almost 15% of female respondents reported that they had experienced unwelcome sexual contact from their co-workers, supervisors or both. If they refused the sexual advances, close to 33% of respondents indicated that they suffered negative consequences such as reduced status and decreased pay. 
Many interviewees reported severe incidents of quid pro quo sexual harassment, including sexual favours demanded in exchange for raises or time off. 

Many women reported incidents of hostile work environment, including the display of pornography, sexual innuendo and comments about appearance.

More alarming data are coming from UN – almost half of women workers in Europe are victims to different forms of sexual harassment. 
2. Definition 

The sexual harassment is often defined as unwelcome sexual advances, requests for sexual favours, and other verbal or physical conduct of a sexual nature when:
· Submission to such conduct is made either explicitly or implicitly a term or condition of an individual's employment, or

· Submission to or rejection of such conduct by an individual is used as a basis for employment decisions affecting such individual, or

· Such conduct has the purpose or effect of unreasonably interfering with an individual's work performance or creating an intimidating, hostile, or offensive working environment.

Because the legal boundaries are usually poorly marked, the best course of action would be to avoid all sexually charged conduct in the workplace. Each and every worker should be aware that his/her conduct might be offensive to a co-worker and govern his/her behaviour accordingly. 

Unwelcome Behaviour is the critical word. Unwelcome does not mean "involuntary.” A victim may consent or agree to certain conduct and actively participate in it even though it is offensive and objectionable. Therefore, sexual conduct is unwelcome whenever the person subjected to it considers it unwelcome. Whether the person in fact welcomed a request for a date, sex-oriented comment, or joke depends on all the circumstances. (Preventing Sexual Harassment (BNA Communications, Inc.) SDC IP .73 1992 manual)
3. Examples of sexual harassment: 

1. VERBAL
1. Referring to an adult as a girl, hunk, doll, babe, or honey

2. Whistling at someone, cat calls

3. Making sexual comments about a person's body

4. Making sexual comments or innuendos

5. Turning work discussions to sexual topics

6. Telling sexual jokes or stories

7. Personal questions about social or sexual life

8. Telling lies or spreading rumours about a person's personal sex life
9. Asking about sexual fantasies, preferences, or history

10. Asking personal questions about social or sexual life

11. Making kissing sounds, howling, and smacking lips

12. Making sexual comments about a person's clothing, anatomy, or looks

13. Repeatedly asking out a person who is not interested

2. NON-VERBAL

1. Looking a person up and down (Elevator eyes)
2. Staring at someone

3. Blocking a person's path

4. Following the person

5. Giving personal gifts

6. Hanging around a person
7. Displaying sexually suggestive visuals

8. Making sexual gestures with hands or through body movements

9. Making facial expressions such as winking, throwing kisses, or licking lips

10. Unwanted pressure for sexual favours
11. Unwanted letters, telephone calls, or materials of a sexual nature
3. PHYSICAL

1. Giving a massage around the neck or shoulders

2. Touching the person's clothing, hair, or body

3. Hugging, kissing, patting, or stroking

4. Touching or rubbing oneself sexually around another person

5. Standing close or brushing up against another person

6. Actual or attempted rape or sexual assault

7. Staring at someone.
8. Sexually suggestive signals.
4. Effects of Sexual Harassment 

Men may be victims of sexual harassment, but most often it is women who suffer– because of societal attitudes and their often precarious employment position. Those in low-status jobs or with precarious employment contracts find it difficult to complain or seek support for fear of jeopardizing their job. Sometimes women who complain about being harassed are shunned, victimized or told they “cannot take a joke”. 

Sexual harassment can result in:

·  the victim leaving a job rather than face the harassment;

·  biased job evaluations or poor personal recommendations;

·  demotion, transfer, dismissal and loss of opportunity for training or promotion prospects and job security;

· stressful and hostile working environment that can lead to mental and physical illness for the victim and an uncomfortable atmosphere for other workers;
· Victims of sexual harassment suffer tension, anger, anxiety, depression, insomnia, stress related medical problems such as headaches, digestive disorders, etc.;

· victims often suffer loss of face and social rejection, leading to family hardship and even break-up;

·  the harasser jeopardizes the victim’s future job opportunities by giving the victim a bad reference or bad reputation.

A CASE STUDY: Company’s New Years Party 2007
Tina, 46, during the New Year Party at her Company in Croatia, was forced to unwilling sexual act; actually she was raped by her male colleague Dario, 52. As Tina explained later at the Criminal Court, at 10 pm he asked her to come to his office because he would like to give her a small present for her. When she came he locked the door, took off his T-shirt and asked her to kiss him, what she has refused. After that he grabbed Tina’s hair, forced her to go on her knees, and she started to cry. He forced her to please him and she had no strenght to push him off.  He let her go out when he heard Tina’s husband, who was employer in the same company, calling her name. Few months later an Enterprise Lawyer heard some gossips that something had happened at the New Year Party in that Working Unit and he called Tina to tell him what had really happened. She has decided to speak openly and she told him the real story. Enterprise lawyer advised her to go to her trade union and file a case.
The trade unionist, a man, called the trade union legal representative, a women, to provide for Tina advicing and all information as it is along legislation considered a serious crime Tina agreed to file a case and has requested an immediately job suspension, but nothing happened as the Management considered it was a private case and they would wait for the final Criminal Court Ruling. Actually, company management let the Dario continue working in the same Unit with Tina, but after the second demand of Tina’s barrister Company sent Dario to another department.  

In the Company nobody wanted to communicate with Tina and the most of her female colleagues blamed Tina for filing a complaint. Tina took the sick leave because she couldn’t continue working close to the harasser and to be surrounded with the unfriendly environment at work. After that Tina got insomnia and she started psychiatric therapy. Two years later Court made a verdict and fined Dario guilt. He was sentenced to two years of jail for the attempt of rape. Finally in 2009 Company dismissed Dario and he lost his job as a result of the sexual harassment in the workplace. Tina and her husband still work in the same Company.

Activity 2:  Sexual Harassment at Work – Recognition 

Aims:

- To learn to discover sexual harassment at work when it happens  

Methods:

· group work

· case studies 

Tasks:

Working in your small group:

1. You will hear 3 case studies – presented by your colleagues. Choose one – on which you want to work on and joint its presenter.

2. If needed - read choosen case study.
3. Discus it with your colleagues in the group and answer the questions under the case study. 

4. Select one person who will report your group work during plenary session

Time: 25 min.
Trainers notes:

Note: Previous day of the training select 3 persons who will read the case studies in advance and present them on the plenary.

1. Distribute the Activity sheet and explain the activity as stated there.

2. Divide the group into 3-5 small groups by choosing one of the 3 persons who will present the 3 case studies. Simply when person “A” presents case No. 1 - those who want to work on it - will group around this person; and the same “procedure” will be with case 2 and 3. 
3. Give the relevant case studies to the groups.

4. Remind then about the time – 20 minutes for the group work and then 4 minutes for reporting in the plenary. 

5. After hearing of the short group reports sum up the activity.

6. Time: app. 1 hour: 15-20 min. for the presentation of the cases and division into the groups; 20 min. group work and 20 min. reporting ans summary.

Case studies for Activity 2: 

1.  Remarks  

After years at home, Anita, aged 52, wanted to return to work following the death of her husband. Anita saw a job advertised in a supermarket, so she decided to apply and she got the job. The following Monday, she started work at the supermarket, stacking shelves to begin with. Ion, supermarket manager, ignored the other workers, and kept chatting to Anita. He talked about this and that, and then started comparing Anita favourably to his ex-wife. Anita just smiled and nodded. After a few days of this, however, she began to feel really uncomfortable. Every time Ion came out to the shop from his office, he’d head straight for her and no one else. Then on the fourth day, he grabbed Anita’s arm and led her to the staff kitchen – in order to have a   better chat, as he explained. She didn’t like it to be with him alone there. The following day, one of the other workers who was about the same age as she, took Anita to one side. She advised Anita to tell him to stop it. Hoverer, Anita didn’t have the confidence to confront Ion. When he called her into his office, and told her how disappointed he was that she hadn’t wanted to talk to him in the staff kitchen the day before - she didn’t know what to reply. He then suggested going to lunch together at a local pub. Anita managed to shrug off his hands, and rush out of the office. 

Questions: 

1. What form of sexual harassment it was? 

2. Why, in your opinion, Anita didn’t seek assistance from trade union? 

3. What you would do as a trade union activist in such case if the victim would come to you? 

2. Sexual comments 

Monika was a production assistant at a TV station in a big city. Together with a videographer named Janusz and a popular reporter named Andrzej, she helped produce segments for the nightly news. Monika loved her job, but felt uncomfortable when her colleagues made derogatory remarks about women's bodies, told sexually explicit jokes, and treated her like "one of the guys.”. When Monika complained and asked them to stop, they told her "get with the program" and stop whining. Janusz told Monika that she was lucky to have her job and that countless people would be happy to take her place. Monika knew this was true and stopped complaining. Soon afterwards, Monika found Janusz and Andrzej watching a pornographic movie in the office. Realizing that they were not going to change their behaviour on her account, and that she could no longer work in what she considered a hostile work environment, Monika went to trade union to seek help.
Questions: 

1. What form of sexual harassment it was? 

2. What you would do as a trade union activist in such case if the victim would come to you? 

3.  Have you head any cases of sexual harassment in your workplace? Did the victims turned to trade union? 

3.  Nine Women and One Man

A woman working in the Salt Plant on an island in Croatia came to the local trade union office asking what to do as there are some women like her, working in the shifts, who are harassed by the first superior. The trade unionist, a man, did not do anything, but accidentally he mentioned the case to the national trade union lawyer. She has decided to visit the women in the Salt Plant, but they were afraid to meet with her there, so the first meeting was organised in the union office. Three women came and informed her that the superior often tells them, one by one, to carry bags of salt to the separate part of the storage on the other side of the company or to clean his office, and he follows them there. After telling them how sexy they are, he starts touching them, grapping on breasts etc. Although at the beginning the women workers felt very embarrassed and tried to hide that, one of them started to speak about that and another women confirmed that it happens to them as well. Out of some 20 women in a shift, nine of them confirmed they were continuously harassed by him.  The trade union lawyer, as there is no special legislation or regulation for sexual harassment, followed regular labour legislation provisions on dignity of workers and tried to resolve the case negotiating. She has collected nine signed statements and settled a special meeting with the management.  They were shocked as the man was married and had children and was knows as a good worker. Therefore they did not believe to women and have rejected to do anything. Finally, after further negotiating with the union, the man was sent to another job in the same company, to work as a driver, still coming on daily basis to the store where the nine women work. Nobody apologized to them; even 5 of them who were employed with seasonal short term contracts were actually fired, and as their contract were not renewed next season.

Questions: 

1. What form of sexual harassment it was? 

2. Why, in your opinion, local trade unionist did nothing? 

3. What you would do as a trade union activist in such case if the victim would come to you? 

Handout 2: Legislation on Sexual Harassment

A/. European Union documents: 

1. Articles 21 and 23 of the Charter of Fundamental Rights of the European Union prohibit any discrimination on grounds of sex and enshrine the right to equal treatment between men and women in all areas, including employment, work and pay.
2. Directive 2006/54/EC of the European Parliament and of the Council of 5 July 2006 on the implementation of the principle of equal opportunities and equal treatment of men and women in matters of employment and occupation (recast) also takes care of the sexual harassment – not only defining it but also by putting obligations on employers: 
(6) Harassment and sexual harassment are contrary to the principle of equal treatment between men and women and constitute discrimination on grounds of sex for the purposes of this Directive. These forms of discrimination occur not only in the workplace, but also in the context of access to employment, vocational training and promotion. They should therefore be prohibited and should be subject to effective, proportionate and dissuasive penalties.

(7) In this context, employers and those responsible for vocational training should be encouraged to take measures to combat all forms of discrimination on grounds of sex and, in particular, to take preventive measures against harassment and sexual harassment in the workplace and in access to employment, vocational training and promotion, in accordance with national law and practice.

3. The voluntary European Code of Practice on Harassment, introduced by the Commission in 1992, provides guidelines on steps to prevent the risk of harassment and procedural safeguards against unwanted conduct of a sexual nature, or other conduct based on sex affecting the dignity of women and men at work.

4. Commission Recommendation 92/131/EC of 27 November 1991 on the protection of the dignity of women and men at work recommended that Member States take action to promote awareness of sexual harassment, which might, in certain circumstances, violate the principle of equal treatment within the meaning of Council Directive 76/207/EEC of 9 February 1976. Furthermore, Council Declaration of 19 December 1991 on the implementation of the Commission Recommendation included a Code of Practice to combat sexual harassment.

However, the Commission Communication of 24 July 1996 concluded that the Recommendation and the Code of Practice had not led to the adoption of sufficient measures to prevent sexual harassment in the workplace and that further action at EU level was required. This eventually took the form of specific provisions in two directives: Council Directive 2000/43 which implements the principle of equal treatment between persons irrespective of racial or ethnic origin (Article 2(3)); and Council Directive 2000/78 which establishes a general framework for equal treatment in employment and occupation (Article 2(3)).

5. The concept of harassment was also introduced into the amendment to Council Directive 76/207/EEC of 9 February 1976 on the implementation of the principle of equal treatment for women and men as regards access to employment, vocational training and promotion, and working conditions (as revised by Council Directive 2002/73/EC). The revised Article 2(2) defines harassment as a situation ‘where an unwanted conduct related to the sex of a person occurs with the purpose or effect or violating the dignity of a person, and of creating an intimidating, hostile, degrading, humiliating or offensive environment.’ Sexual harassment is said to occur where any form of ‘unwanted verbal, non-verbal or physical conduct of a sexual nature occurs, with the purpose or effect of violating the dignity of a person, in particular when creating an intimidating, hostile, degrading, humiliating or offensive environment’.

6. Framework agreement to combat harassment and violence at work. In late April 2007, the social partners signed a new framework agreement to combat harassment and violence at work. The agreement represents the sixth framework agreement signed by the social partners since the beginning of European social dialogue 20 years ago. It sets out the measures the social partners have agreed to in their joint aim to eliminate harassment and violence in the workplace.
It was signed by the general secretaries of the European social partner organizations: the European Trade Union Confederation (ETUC); the Confederation of European Business (BusinessEurope); the European Association of Craft, Small and Medium-Sized Enterprises (UEAPME); and the European Centre of Enterprises with Public Participation and of Enterprises of General Economic Interest (CEEP). 

In a joint press release issued on the same day the agreement was signed, the social partners unequivocally condemn harassment and violence ‘in all their forms’ and recognize that harassment and violence can potentially affect any workplace and any worker, ‘even if in practice some groups and sectors can be more at risk’. With the signature of the agreement, the parties aim to increase awareness and understanding on the issues of harassment and violence at work, and to provide employers and employees with an action-oriented framework to identify and manage problems of this kind. The fundamental objective of the agreement is to prevent, identify and manage problems related to harassment and violence at the workplace.

Aims of agreement: Under the terms of the agreement, the social partners are required to ensure the following objectives:

· enterprises should have a clear statement outlining that harassment and violence at the workplace will not be tolerated and specifying the procedure to be followed if problems arise; 

· responsibility for determining, reviewing and monitoring the appropriate measures rests with the employer, in consultation with workers and/or their representatives; 

· provisions are put in place to deal with cases of violence by third parties, where appropriate. 

Content of agreement: The agreement acknowledges that harassment and violence can take many different forms, such as:

· physical, psychological and/or sexual harassment; 

· one-off incidents or more systematic patterns of behaviour; 

· among colleagues, between superiors and subordinates or even by third parties such as clients, customers, patients or students; 

· a range of actions, from minor cases of disrespect to more serious acts of harassment or violence, including criminal offences. 

Furthermore, the agreement suggests that suitable procedures should be put in place which includes both informal and formal stages to be followed in dealing with cases of harassment and violence. Such procedures should provide for the following measures:

· proceeding in private to protect the dignity of all parties involved; 

· limiting information to the parties to the proceedings only; 

· ensuring that complaints are investigated without undue delay; 

· guaranteeing all parties the right to an impartial hearing and fair treatment; 

· confirming that complaints are backed up by detailed information; 

· making it clear that false accusations will not be tolerated; 

· offering external assistance if necessary. 

The agreement comes in the context of increasing recognition of the psychological health problems at work that are caused or worsened by harassment and violence, including bullying. According to the Fourth European Working Conditions Survey, carried out by the European Foundation for the Improvement of Living and Working Conditions in 2005 and published in 2007, one in 20 workers had been exposed to bullying and/or harassment in the workplace during the previous 12-month period. A similar proportion had reported being the victim of violence, although such action was more likely to have been perpetrated by people outside the workplace, such as customers or clients, than by colleagues. Some groups of workers are considered to be at greater risk than others, in particular women, white-collar workers and those working in large companies.

B/. National legislation on sexual harassment  

Trainers’ notes: 

Please find your national legislation on sexual harassment and prepare a handout on: listing sources and main provisions. 

Handout 3: How to Deal with Sexual harassment in Workplace?
Sexual harassment will be eradicated most effectively if there is joint employer/trade union action.

1. Role of trade unions  
Trade unions have to play a major role in preventing and combating sexual harassment: 

1. Trade unions are uniquely able to take steps to raise awareness of the problem of sexual harassment in the workplace by conducting training of company officers and representatives on sexual harassment and by including information on sexual harassment in all union-sponsored or approved training courses. 

2. Trade unions also have an opportunity to encourage employers to adopt adequate policies and procedures to protect the dignity of women and men at work in the organization.  

3. Trade unions may play a role as advisor to union members who have sexual harassment problems or complaints, providing guidance on among other things, any relevant legal rights… Trade unions could consider designating specially trained officials to advise and counsel members with complaints of sexual harassment and act on their behalf if required. This will provide a focal point for support. It is also a good idea to ensure that there are sufficient female representatives to support women subjected to sexual harassment. 

4. Trade unions may introduce sexual harassment clauses in contracts that it negotiates on behalf of union members. These clauses would obligate that the employer take the appropriate steps to prevent harassment. In this way, the union can use the collective bargaining process to achieve a work environment free from unwanted conduct of a sexual nature or other conduct based on sex affecting the dignity of women and men at work and free from victimization of a complainant or of a person wishing to give, or giving, evidence in the event of a complaint.

5. It is also important that trade unions establish policies against sexual harassment within the trade union movement itself. 

What the union can do!
1. Check if there is any collective agreement which covers your company, in which the area of sexual harassment is covered.

2. Be sure that the employer has an anti-sexual harassment policy that is prominently posted or otherwise effectively communicated to all employees. If the employer has no formal policy, bring up the issue in labour/management meetings and help them develop one. Make sure that policies include a "bypass" procedure which allows initial complaints to be filed with someone other than an immediate supervisor, who may be the harasser.

3. Educate the membership about the issue. This can include speakers, workshops and distribution of literature. Survey the members; discuss sexual harassment laws and prevention at meetings; show films and distribute information; train stewards; and make sure members know what to do if they are sexually harassed. 

4. Know the procedures — examine the grievance procedure and the anti-discrimination clauses in your contract to make sure they are effective. 

5. Include training on handling sexual harassment grievances as part of your trade union activist’s training program. If the employers provide training for supervisors, get trade union activists and officers included.  

6. Determine the extent of the problem in the workplace. A survey of the membership may be useful.  

7. Negotiate anti-sexual harassment language in your collective bargaining agreement and a procedure to deal with violations. 

8. Work with employers to conduct jointly sponsored training programs.  

9. When sexual harassment does occur, act effectively to protect the members. Offer support, investigate and file appropriate grievances or complaints. 

10. Create a climate where sexual harassment is not tolerated — discuss the issue at labour/management meetings; get management to issue a strong policy statement; pass resolutions at union conventions. 

11. Cooperate with health & safety inspector on inserting sexual harassment chapter to health & safety training for new workers; to create safe working environment where there is no place for sexual harassment; etc. 

POLAND: Sexual harassment in PepsiCo Frito-Lay plant in Grodzisk 

The situation has taken place at the Frito-Lay (PepsiCo) snack food plant in Grodzisk Mazowiecki near Warsaw. The plant employs 400 workers (100 male and 300 female workers) of which 171 were members of the NSZZ Solidarnosc. At the plant, about 100 women work as packers on the night shift, with three male supervisors.

Some of the women workers reported having been sexually harassed for two years (2002-2004) by one supervisor who used to call them individually into his office. At the beginning, the women did not dare to tell to anybody about the harassment for fear of loosing their employment and because of shame within their local community. The supervisor had made a clear verbal threat of dismissal if they ever talked about the incident. However, after the dismissal of the first woman victim of sexual harassment occurred towards the end of 2004, some of the other women who suffered sexual harassment began to discuss the situation among them. 

In December 2004, eight women workers (all union members), victims and witnesses of sexual harassment were forced to resign without previous notice and official justification under a threat of disciplinary dismissal. The forced dismissals were clearly intended to punish and silence the women who reported the abuses - and to intimidate other possible victims and witnesses. 

The dismissed women informed the union chairman of the events. He collected written statements from the dismissed women.  He referred the matter to the regional office of Solidarnosc in Warsaw and on the same day the regional office asked a meeting with the local management to discuss the issue. During the meeting the company’s management agreed to evaluate the charges, but not to reinstate the dismissed workers. The supervisor in question was granted a leave.  Unable to reach the satisfactory solution through negotiations with employer, the union referred the complaints to the Polish Labour Court. The proceedings of the Polish Labour Court went on for three years. The Court is composed of a professional judge and two lay judges from the local area, but the judges had been changed several times. As a result, the complainant women had been repeatedly called to Court to give the same testimonies over and over, sometimes without even being questioned directly. 

Solidarnosc launched a petition in support of the women, which was widely signed. The union also tried to find the solution through negotiations with the employer, but despite repeated requests for the reinstatement of the women by the IUF and NSZZ Solidarnosc, which represents workers at the plant, the plant management has refused to reinstate the women at their jobs or provide compensation for lost income while their criminal and labour court cases were ongoing. The labour court procedure was essentially stalled.

Role of women’s structures – at company level

Women’s structures have an important role to play in combating sexual discrimination. The following actions could be taken by women: 

· Initiating introduction of regulation on sexual harassment in collective agreement/s;

· Drafting company policy regulation on sexual harassment;

· Negotiating regulation and procedure on sexual harassment with the management;

· Surveying of employees /women and men/ on sexual harassment; 

· Discussing the results of the survey with the management and proposing solutions;

· Campaigning for awareness arising in the company;

· Organising training and seminars for managers;

· Organising seminars for employees;

· Assisting harassed women to file and run a case;

· Monitoring implementation of regulation;

· Organising groups of harassed women and providing psychological assistance;

· Cooperating with the local women’s non-governmental organisations;

· Issuing a bulletin on harassment; etc.

SPAIN: The Spanish trade union Confederation Sindical de Comisiones Obreras set out to learn more and recommend action. For years, women have experienced sexual harassment in the workplace, yet full awareness of the damage it can cause is relatively recent. And although many companies and organisations have now put policies into place to deal with it, it remains notoriously difficult to implement them. Female staff who report harassment may be greeted with scepticism, or blamed for provoking their colleagues. A woman’s word in isolation is often treated with suspicion, and those who complain find that it may not be just their jobs they are putting on the line.
The Confederacion Sindical de Comisiones Obreras (CC.OO) in Spain believed that reducing incidences of sexual harassment in the workplace would improve the lives and occupational conditions of both women and men. The Pandora project, funded in 1998 by the Daphne Initiative, aimed to measure the extent of sexual harassment and relate it to other personal and professional factors surrounding female and male workers, in order to understand the roots of the problem and make recommendations for preventing and fighting it.

ITALY: Zanussi Group: In March 1998, management and trade unions at the Zanussi group distributed to the workforce Italy's first negotiated code of conduct to combat sexual harassment. On 9 March 1998, every worker in the Italian operations of the Electrolux-Zanussi group received, together with their pay packet, a code of conduct aimed at ensuring a work environment based on the protection of the freedoms and dignity of the individual, on the inviolability of the human being and on the correctness of interpersonal relationships. The code - a first in Italy - was negotiated by Zanussi management and trade unions. The code of conduct is applied both to employees and to those who have other forms of employment relationship with the company such as consultants, contractors and collaborators. The code stresses the importance of respecting privacy and of protecting both the victim and possible witnesses involved in a case. Special confidential counsellors - a man and a woman appointed by the trade unions and a man and a woman appointed by the employer - advise and assist workers who are the victims of sexual harassment. The code foresees two kinds of procedures for dealing with harassment: an informal one and a formal one.

2. Sexual harassment in collective agreements         

Despite the fact, or maybe rather because of it,  that there are not many good practices  in our region regarding fighting sexual harassment at work – there is a need of recognition that sexual harassment needs to be tackled as a labour-management issue. And as such it should be included more and more on the collective bargaining agenda. Provisions in collective agreements could include measures, such as:

· The issuing and publicizing of strong policies against sexual harassment. Many companies now have a “zero tolerance” message that sexual harassment is not only an affront to equitable treatment but also a serious form of misconduct that will not be tolerated: “The Company will not tolerate, condone or allow sexual harassment, whether engaged in by fellow employees, supervisors, clients or other non-employees who conduct business with this Company. The Company encourages reporting of all incidents of sexual harassment, regardless of who the offender may be.” Unfortunately there are double standards for many companies – what is ‚zero tolerance” in the West – not necessary will be respected in the East. 

· Information and education campaigns drawing attention to the various forms of sexual harassment and the fact that it will not be tolerated;

· The provision of information, education and training for all employees and management on what constitutes unacceptable behaviour. Awareness raising and sensitization is often the single most important preventive measure that can be taken against sexual harassment in the workplace;

· The establishment of specific measures to deal appropriately with sexual harassment complaints:

· The complaints procedure should enable and encourage the victim to raise the issue of harassment in a supportive, expeditious and confidential context;

· All information concerning harassment related grievances should be handled in such manner as to protect the privacy of all concerned;

· There should be rapid, thorough and confidential treatment of all complaints, and a clear disciplinary procedure concerning proven sexual harassment;

· Where harassment is proven, the harasser must be dealt with seriously and the victim should not be prejudiced in any way in an attempt to separate the two workers from the same working environment (egg. transferring the harasser not the complainant).

IMPORTANT: Use the above suggestions as guidelines – don’t wait for new collective agreement to be negotiated – act now! Negotiate the issues of sexual harassment as separate one – could be included in company rules, not necessary in collective agreement. 

Sexual harassment is well covered in collective agreements in USA, Canada, and England and in some other countries in Western Europe. Usually the following elements are included: (1) definition of sexual harassment; (2) filing a complaint; (3) investigation (including guidelines on complaint, what to do prior to investigation; how to run interviews; what to do after interviews; reporting; etc.); (4) Resolution (joint committee of TU and employer – procedure); (5) right to refuse; (6) training.  

In our region the legislation on sexual harassment – both in labour code and in criminal one (if existent at all) regarding sexual harassment at work is rather poor.  That’s why it is trade union job to make sure that this issue is covered well in collective agreements on company level or in other company documents – it can be a separate document called regulation on sexual harassment.  

Guidelines for company level collective agreement 

1. Make sure that your CA (collective agreement) has an anti- sexual harassment clause which should prohibit harassment and violence at work. 

2. Harassment policy should cover all of the common forms:

a/. Verbal

b/. Non-verbal

c/. Physical 

3. In the case of harassment, it should cover all the grounds

4. Harassment and violence should be defined and a clear list of behaviours that constitute harassment and violence should be included. 

5. A joint policy (trade union- employer) should be in place in your workplace to investigate and resolve workplace harassment complaints. 

a. Such policy should be written into your CA. 

b. The policy should say that the harasser must be disciplined or transferred. 

6. The policy should make it clear that the harassment complaint can be inserted into the grievance and arbitration procedure after the joint investigation (trade union – employer) and resolution process has first been used to try to resolve the issue. 

7. The CA should state that workplace harassment creates an unsafe workplace condition, and that harassment is grounds to use the right to refuse unsafe work. 

8. A separate clause should be included which would say that the worker has the right to refuse all forms of harassment. 

9. It should address incidents of harassment and violence that occur outside the workplace at conferences, social functions related to work, and in clients’ homes?

10. There should be suitable protections for the victim(s) of harassment and violence

11. The employer should be required to review job design and staffing levels in order to combat violence.

12. There should be a process of investigation with timelines

13. There should be an expedited grievance procedure for the settling of harassment and violence complaints.

14. There should be possibility that the perpetrator(s) of harassment and/or violence would be transferred or disciplined.

15. Counselling should be available to these who have experienced harassment and violence.

16. Paid leave for members to attend workshops aimed at combating harassment and violence should be granted. 

(Based on the „Tool Kit for CAW Women’s Committees”, Canada, 2002 and on CUPE manual “Bargaining Equality – a workplace for all”, Canada, 2004)

3. What employers should do – Employers’ Checklist  
If employers don't have an effective policy on sexual harassment in place, the time to adopt one is now, and the union job is to press them to do it. 
1. Research:  what legal responsibilities are and compare them to current policy. If there is no an anti-harassment policy – should make it a priority.

2. Compare: compare the policy in the company to those of other businesses; what improvements could be made?

3. Interview: the employer should ask the trade unions/workers representatives and also other companies’ owners how effective their policy is; what's worked and what hasn't?

4. Adopt: the employer should create an anti-harassment policy for the company or revise existing company policy to reflect both legislation and real needs of the company. This should be done together with trade unions. 

5. Announce: the employer (in cooperation with trade unions) should make a company-wide announcement about the new anti-harassment policy, or major changes to your existing policy.

6. Disseminate: the employer should provide employees with copies of the policy, via email or office memo; or via posting the policy in public areas; trade unions should be involved in dissemination. 

7. Educate: employer should hold meetings or organize seminars to educate employees about the policy. Describe acceptable and unacceptable behaviour.

8. Encourage: the employer should create a "zero tolerance" atmosphere by encouraging employees to report harassment that they experience or witness. Publicly recognize employees whose actions prevent or correct sexual harassment.

9. Monitor: the employer (in cooperation with of trade union) should carefully monitor compliance with the policy.

10. Enforce: the employer should respond to complaints immediately. 
Activity 3.1.: 
Dealing with Sexual Harassment in the Workplace

Aim:
· to practice ways of dealing with concrete cases of sexual harassment in the workplace 

Method:

· role play 

Tasks:

1. Working in your small group prepare yourself for the role play by:

a/. Read and discuss allocated case with your colleagues and prepare a short “acting” based 

on it.
b/. You will have 5 min. on the plenary to act your story 

Roles:

Trade union representatives
Victims of sexual harassment 

Time for preparation: 20 min 

Trainer’s notes:
1. Prepare: activity sheet no 3.1. and the below cases studies 

Note: there are 3 case studies below – if your group is bigger prepare additional cases – as in each group shouldn’t be more then 4-5 persons. 

2. Distribute the activity Sheet no 3.1. and the below short cases studies

3. Explain tasks and divide them into 3-4 groups using small papers of different colours – one colour – one case study. On 2 papers  from each colour write “trade union rep” and on the rest “victim”

4. Give them 20-25 minute for work. And 5 minutes to each group for reporting in form of role play. Explain shortly what role play is. 

4. After the reports – sum up the activity. 

5. Time: app. 1 h 30 min.:  5 minutes explanation of tasks and division into small groups; 25 min. group work; reporting 20-30 minutes (depending on no of groups); 20-30 minutes summary. 

Cases studies for Activity 3.1.

1. Offensife Messages 
Istvan is a software engineer working for an insurance company. Like his colleagues, Istvan sends and receives dozens of email messages everyday. The vast majority are work-related, with the occasional personal note from parents or an old friend. Though the company discourages personal use of email accounts, everyone does it. Lunch invitations, office gossip and social announcements are routine. One day Istvan receives an intriguing message labeled "You..." from an unidentified source. When the rest of the message reads " ..turn me on"  -  Istvan  wonders who sent it.. Though attractive, Istvan is currently single and has been for some time. A few days later, Istvan receives another message from the mysterious source, this one an embarrassing description of his physical attributes. Irritated, Istvan ignores the unwanted attention and hopes that it will stop. Instead, the messages occur more frequently and get more offensive. Istvan has trouble concentrating on his work as he wonders who is harassing him and why. He feels uncomfortable in the office and views his co-workers suspiciously. He considers telling his supervisor, but worries about being teased or labeled a troublemaker. When he confides in a co-worker, she advices him to turn to trade union representative. 
2. Posters of Naked Women

Women workers working on the packaging of products in a large food-processing company work in the same room in which goods are shipped and loaded onto vans by male employees. On the way to their workplace, as well as on the way to the toilet, women must go through the “male” part of the workshop which is completely covered with posters of women in the nude as well as images of explicit pornography. After several vain requests for the posters to be removed made to their fellow workers, as well as the manager of the packaging unit, women workers addressed the trade union rep with a claim that this was a matter of sexual harassment. They demanded that they be no longer humiliated and their dignity offended by such posters. 

3. Male Vs Male

Bill was working on oil platform in the Gulf of Mexico. He was employed as a roustabout on an eight-man crew.  On several occasions, Bill was forcibly subjected to sex-related, humiliating actions against him by his male coworkers in the presence of the rest of the crew. His coworkers, including supervisory personnel, grabbed him, held him, removed their penises from their trousers and threatened to have sex with him.  He also alleged he was in a shower when these same men entered the shower, pinned him, and abused him using a bar of soap.  (Note: all men involved, including Oncale, were heterosexual.) Bill complained to his supervisors, but this produced no results. He came to a trade union representative with this problem. Later he filed a complaint against Company alleging that discrimination because of his sex. His case was tossed out, with the court stating that he as a male has no cause of action under law for harassment by male coworkers."  Bill appealed, and won a reversal by the Supreme Court. This case changed the public perception of the possiblity of harassing a man by men, and also set the precedent that a harasser does not have to have sexual intentions towards a target for their behavior to be viewed as sexual harassment.  For example, if a straight man is harassing another man, if the behaviors include unwanted sexual attention or actions, it can still constitute sexual harassment.  
Activity 3.2: Standard Regulation on Sexual Harassment in the Workplace

Aims:
- to prepare a standard regulation on sexual harassment to be used in our organisation as guidelines 

Methods:

· individual work 

· discussion 

· group work

Tasks:

1. Working individually – read the given sample on anti- sexual harassment regulation 

2. Share your findings and opinions in the plenary discussion:

· Would it be applicable in your working environment?

· Do you think that all important issues are covered there? 

3. Working in your small group:

a/. Discuss what should be in the standard regulation on sexual harassment

b/. Draft the regulation (not full text – but just key points) 

c/. Select one person who will report your group work during plenary session

Time: 45 min 

Trainer’s notes:

1. Distribute the activity Sheet No. 3.2. and the below “Sample sexual harassment regulation” to all the participants

2. Give the participants 6 minutes to read the Sample.

3. When they are done  - open short discussion (10-15 minutes): 

· Would it be applicable in your working environment?

· Do you think that all important issues are covered there? 

Note: write these questions on the flip-chart or have them on the screen – to direct the discussion. 

4. After discussion explain task no 3 and divide them into 3-4 groups using small papers of different colours. Give them 30 minute for work. And 5 minutes to each group for reporting 

5. After the reports – sum up the activity. 

6. Time: app. 1 h 30 min.: 3 minutes distribution of the Sample; 6 minutes reading; 10-15 min. discussion; 5 minutes explanation of task no 3 and division into small groups; 30 min. group work; reporting 15-20 minutes (depending on no of groups); 10 minutes summary. 

Note: You could consider distributing this material for Activity 3.2 for reading day before – so the participants could prepare. Unless, of course, you sent some  materials for the seminar ealier (which could be an option – to save time during the training) to all participants with clear explanation that they should read all given materials  and for example make notes, underline; write questions; etc. Just remmebr to take into consideration fact that probably not everyone will read them. 
 Material for Activity 3.2: Sample Sexual Harassment Regulation (for company level) 
1.  Introduction
The union and the employer recognise that sexual harassment may occur in the workplace and are committed to prevent and stop it.

2.  Definition – see Handout 1 for ideas 

3.  Action:

- A harassment victim may lodge a harassment complaint with a person of confidence, designated by the union in agreement with the company.

- The person(s) of confidence shall investigate any harassment complaint, in a timely fashion and on a confidential basis. 

- An employee alleging harassment in the workplace has the right, after informing the person of confidence, to leave the work area without loss of pay, rights or benefits, and to refuse to return to the work area until there has been an investigation of the complaint. 

- The redress must reflect the seriousness of the harassment case. It may be an apology, a transfer to another department or a layoff. The harasser, not the victim, must suffer the consequences of his or her actions. 

- The employers will include compulsory anti-sexual harassment training in its orientation for all employees in company time.

4. Model procedure for dealing with complaints of sexual harassment

(a) Introduction

Any employee who believes she s/he has suffered or is suffering sexual harassment has the right to raise it through the following procedure. 

If the victim does not want to make a formal complaint, the employer still has an obligation to consider whether the event should be investigated.

(b) Appointing ‘persons of confidence’

The union and the employer should appoint several persons of confidence designated to deal with complaints of sexual harassment. These should be of both sexes.

(c) Keeping a log book – respect confidentiality

The union and/or the employer should keep a book in which to note down complaints. This should be kept in a locked drawer.

At all times both the victim and the alleged harasser have a right to absolute confidentiality. 

(d) Draw up a list of behaviour that constitutes sexual harassment – see Handout 1 for ideas

(e) Dealing with the complaint informally: 

There may be occasions when the victim prefers to deal with the complaint informally if s/he feels it is not serious, or there has only been a one-off incident. However, s/he should not be persuaded against her/his will not to make a formal complaint

Employees who have been harassed can decide to resolve it informally by: 

- approaching the alleged harasser, with the support of a person of confidence, colleague or trade union representative, saying that the behaviour is offensive, unwelcome and should be stopped.

- asking one of the designated persons of confidence to approach the alleged harasser on his/her behalf.

- the employee may decide not to approach the harasser, but simply to log the complaint with one of the designated persons of confidence. If there are no such persons designated or foreseen by legislation the employee should approach the trade union representative. 

- the informal complaint should be noted in the log book.

(f) Dealing with complaints formally

The alleged victim:

- Employees should approach one of the persons of confidence to make a complaint, and the date of this complaint should be logged.

- A person of confidence should invite the employee to a meeting. If required the employee can bring a colleague. 

- The detailed complaint should be set out in writing in the log book.

- At the meeting, the victim should be told that the complaint will be investigated and witnesses questioned, and that the alleged harassed has a right to a fair hearing.

- If the alleged action is serious, then it may be necessary to relocate or temporarily suspend the alleged harasser.

- This investigation is part of the official company grievance procedure.

The alleged harasser:

- The alleged harasser meets with the person of confidence, and may bring a colleague. He/she is informed about the complaint, and given a chance to answer the allegation.  

- The harasser is told that the matter will be dealt with formally, and his/her responses are also logged, and that this investigation is part of the official grievance procedure.

Investigating the complaint

- Establish clear terms of reference for those who investigate the complaint. The designated persons of confidence should investigate the complaint.  

- The person(s) investigating the claim will meet with any known witnesses or anyone else to establish the facts. Witnesses will be interviewed in private, not in the presence of either the alleged victim or alleged harasser.

- All information should be kept confidential, but records of meetings must be kept.

- The employer should be informed of the decision.

Communicating a decision

To the complainant: The person who made the complaint will be told the outcome of the investigation in a face-to-face meeting by the person of confidence, and it will also be written down.
To the alleged harasser: The alleged harasser will be told the result the investigation in a face-to-face meeting with the person of confidence and it will also be written down.
Where the investigation decides there was sexual harassment

The victim: The employer should take all steps to reassure the victim and protect him/her from further potential harassment or victimisation and offering support and counselling. 
The harasser: Disciplinary action will be taken, such as redeployment at work, or if the case is more severe, sacking.
Where the investigation decides there was no harassment

The alleged victim may appeal, but may also ask to be redeployed at work.

(g) Passing the case to court 

In case of sexual harassment actions which are covered by criminal law (e.g. rape) the case should be directed to the court. 

(Based on ITUC brochure: “Stopping Sexual Harassment at Work”) 
Program of a ONE DAY training 
Based on 5th KIT: Stop Sexual Harassment at Work 

	Time
	Content of the teaching sessions
	Duration
	Method
	Materials
	Equipment, stationary
	Trainer in charge

	9.00 -9.30
	Introduction to the Seminar: welcome; presentation of aims; programme; and technicalities; Presentation of the participants 

(Note: if it is a continuation of a seminar on discrimination  - instead of this – just a reminder what was on previous seminar) 
	30 min. 
	Presentation 
	PPP with program and aims 
	
	

	9.30-10.00
	Activity 1: Questionnaire on sexual harassment 
	30 min.
	Questionnaire and discussion 
	KIT 5: AS 1 (copies of questionnaire) 
	Flip-chart and markers 
	

	10.00 -10.30 
	Sexual harassment: data , definitions and forms 
	30 min. 
	Presentation with involvement of the participants 
	KIT 5: H 1; PPP
	laptop and projector + screen
	

	10.30 -11.00
	Activity 2: Sexual harassment at work - recognition
	30 min. (total app. 1 h) 
	Group work; case studies
	KIT 5: AS 2; cases studies for AS 2 
	Flip-chart and markers
	

	11.00-11.30
	Coffee break (group work can continue if necessary) 
	30 min.
	
	
	
	

	11.30- 12.00 
	Activity 2: Sexual harassment at work – recognition – continuation 
	30 min. 
	Reporting 
	
	
	

	12.00-12.20 
	Legislation on sexual harassment
	20 min. 
	Presentation 
	KIT 5: H 2;  PPP
	laptop and projector + screen
	

	12.20 -12.50
	How to Deal with Sexual harassment in Workplace?

	30 min. 
	Presentation 
	KIT 5:  H 3;  PPP
	laptop and projector + screen
	

	12.50- 13.50 
	Lunch break 
	1 h 
	
	
	
	

	13.50 – 15.30 
	Activity 3.2: 
Standard Regulation on Sexual Harassment in the Workplace


	Total time: 1 h 40 min. 


	individual work; discussion; 

 group work
	KIT 5: AS 3.2.;  material for Activity 3 
	Flip-chart + markers 
	

	15.30 -16.00 
	Evaluation and closing of the seminar 
	30 min. 
	Written evaluation 
	Short test and/or short evaluation form  (if both – more time needed) 
	
	


ATTACHMENT 1 
Guideline: 
HOW TO find out if women are discriminated against in your country 
Objectives: 

· to awake/raise awareness of trade union women that they are discriminated in the labour markets in their countries; 

· to make participants – women and men – aware at personal level of the most often forms and areas of discrimination of women and discriminatory practice;

· to learn how to recognise and measure discrimination of women at national and company level and which indicators are the most important;

· to learn how trade unionists could  prevent and combat discrimination of women in the labour market.
This guideline on recognising and analysing discrimination of women at national level, or even at the level of one enterprise, can bi used as a basis for training of trade union women’s structures who are the first to learn and to raise awareness among other trade unionists of all levels.  

This guide can be used as an additional tool in trainings on discrimination or as a basis for a separate short training. It can be also combined with other kits. It is adviced to organise gender-mixed trainings, although it is a guide only on discrimination of women.
Finally, this guide has very direct practical purpose: to enable and encourage trade union women and men to develop special policies and activities to to prevent and fight discrimination.

1. ARE YOU DISCRIMINATED: You are a woman – an activist in the trade union? You are a man – hopefully an open minded trade unionist? Maybe you are not really aware women are discriminated in the workplace in your country. Maybe you have opposite stand that they are quite equal to men. Or you produce such a statement: Men and women are different. Period. Yes, men and women are different, but shouldn't be treated different. It's called equality.
When someone would ask you if you are discriminated, (especially if you come from the former communist country) you would probably answer that you are not. Or you could hesitate a bit and find a lot of arguments why you are not, although maybe (only maybe) some women might be discriminated against. The majority of surveys conducted in the CEE and NIS countries tell us women are not really aware of the position of women in their country. Yes, they would gladly admit that majority of top managers are men, or that the most of the politicians are men as well. But you are not sure if they say that just to please you. And, do not worry, the next to follow is a very sharp statement that she is a not a feminist. No chance.

But, if you are a white woman depending to the ethnic majority, having a long-term employment contract, especially if you work in public/state sector; if you have a house or flat and are not too young or old or disabled, it is most probably that you are quite satisfied with your life. When asked if you are discriminated against in the workplace, you would probably admit that there are some superiors who harass/mob women (and men), but, no, you are not discriminated against. Than – who is?

Socialism left a strong impact. We were trained we are equal, day and night. And it works. Some union women in the NIS country, quite soon after the fall of the Berlin Wall attacked verbally their foreign trainer when asked if they were discriminated against. And when asked if some of them consider themselves feminists, they filled a written complaint. It was decades ago, and today the women activitist in the same country slowly change their stand. After many trainings, researches, surveying. Yes, awareness arising takes time. So, lets not loose it.

2. HOW TO FIND OUT IF WOMEN ARE DISCRIMINATED:  The next step is to ask you (the woman who replied she was not discriminated against and the man who stands firmly that women are in general equal) – how to find out if women are discriminated in the workplace in your country. You would try to make it clear about which women do we speak: OK, there some Roma women, poor women, invalid etc. who have some probloems. A small step towards awareness arising is done. Still not a real step forward.

After a period of pushing, bribing, motivating, yes – she/he is ready for cooperation. You can find out if women are discriminated, they claim, if you ask them. Make a survey! What to ask in the survey? Ask if they are discriminated. Wov, it’s a step back!

a. National Level Discrimination Measuring

There are many ready data around us. There are many daily puzzles that tell us more about women than surveys. Lets’ make a new step and learn about indicators.

It is important to learn what to ask:

1. Are more women or men employed?

2. Are more women or men unemployed?

3. If employed, who - more women or men - have only short-term contracts, temporary or part time jobs?

4. Are women or men bosses?

5. Who makes majority in vocational trainings?

6. Do women or men have higher salaries on average?

7. Who usually takes a sick leave if children are ill?

8. Who does domestic and family work?

9. Who is promoted faster: a woman or a man?

10. Who makes majority in low paid jobs?

11. Who has higher pension?

12. Who are usual victims of sexual harassment?

13. Who has higher poverty-risk, women or men? - etc.

You can continue asking. You should never stop asking. Equality comes as a result of asking and measuring.

b. Company Level Discrimination Measuring?

MARK! It is discriminatory practice when:
    Job advertisements deny women a chance to apply for a job. 


The employer refuses to hire women who have children, while hiring men with children. 


Female employees are asked to resign when they get married, but there is no similar requirement for males. 


The employer extends benefit plans to the male employee's spouse, but refuses to extend the same or similar benefits to spouses of female employees. 


Qualified female employees are denied certain jobs without a reasonable opportunity to demonstrate their ability to perform those jobs, which are labeled as men’s domains. 


The employer refuses to hire, train, assign jobs, or promote pregnant or married women, or women of childbearing age, on the basis of gender .


The employer makes a separate policy of compulsory retirement for female employees, with a lower retirement age than for male employees.

COMPANY EQUALITY PLAN: In many European countries and around the world equality plans were introduced by national legislation. The equality plan must include an assessment of the gender equality situation at the workplace, to reflect a concrete composition of the workforce. It must encompass a separate specification of the breakdown of women and men in different jobs and a pay survey. Because the demands of workplaces vary, each workplace should consider individually what it finds useful to examine in addition to the specification of jobs and pay survey. 

The assessment of the current state can be based on statistics, questionnaires or other information on the workplace. It can focus on different issues in different years. The issues to be surveyed depend, among others, on the gender structure of the organisation or the conditions at individual workplaces.

The assessment can also make use of personnel reports that are otherwise made at the workplace, such as human resources accounting. If the key figures to be reported are determined by gender, they will also serve the making of the review of the gender equality situation in the workplace. It is also possible to make use of work climate questionnaires and barometers, as well as to add to them such questions as are necessary for examining the equality situation at the workplace.

One of the most important issues to be examined is recruitment and employment practices. This can be surveyed, for instance, what is the ratio of the applicants for jobs to those appointed by gender in different jobs and to try to increase, as far as possible, women’s proportion in male-dominated jobs and men’s proportion in female-dominated jobs. The nature of employment relationships is not to be forgotten: proportion of women and men of the permanent, temporary, part-time and fulltime staff.

Another important issue for examination is career development and task rotation. This can be examined, for instance, in terms of the objectives of the workplace for career development and task rotation from the equality perspective and how they have been realised in practice, as well as the staff’s experiences of them. It is important to recognize jobs from which women tend to be excluded are the main "entry points" to career advancement towards managerial positions. Proportion of female middle and high managers should be measured.

Third important issue is education and training. The survey on training could concern the education and training needed for jobs or the distribution of the expenses for it, possibly taking into account the importance of training and education from the point of view of job proficiency or advancement. It may also concern the personnel’s experiences of access to staff training or, for instance, the training of employees returning from long periods of leave. Attention should be paid to the training possibilities which are also "open": self-nomination is an important criterion for gaining access to training schemes.
Other comparable issues that could be studied:

 taking of parental leave (maternity, paternity, parental and care leave),

 family situation /housing, children, disabled etc./

 use of different forms of working hours, overtime work and part-time pensions,

 absence from work (e.g. illness), and

 age structure and education level of the staff.

The assessment must include a specific pay survey. The pay survey provides up-to-date information on the pay of women and men in all grades and groups of jobs. The survey is to be prepared so that the salaries and wages of individual employees do not appear on it.

The pay survey covers all persons in the employment of an employer, also part-time and temporary employees. If the pay survey is made by comparing monthly salaries and wages, fulltime and part-time employees can be examined as separate groups. If the pay survey is made by calculating wages and salaries per working hour, fulltime and part-time staff can also be examined together. When making the pay survey the pay systems used are reviewed. It needs to be studied whether the pay systems treat women and men equitably and if they treat the jobs belonging to the same job grade similarly. The evaluation criteria may not be discriminatory for any component of the pay. The survey is made using the existing job classifications according to the job evaluation systems or other groupings of jobs used at the workplace. If a workplace has a pay system based on job evaluation that covers all employees, that makes it easier to compare also the demands of the jobs of employees covered by different collective agreements and their pay according to gender.

In order that the equality plans can tangibly promote pay equality it is important to compare women’s and men’s salaries and wages and to seek reasons for possible differences in them. Different wages and salaries within same group do not automatically mean pay discrimination. Differences may be due to such things as personal job performance, hours of work, factors associated with working conditions or other factors on which pay increases are based. Pay differentials can also be caused by differences in the demands of the jobs. The pay survey improves essentially the opportunities of the shop stewards and other employee representatives to monitor and promote the realisation of equal pay. They are not to disclose information regarding pay and work conditions to others.

The survey may reveal possible structural defects in the pay systems or drawbacks in terms of their content, as well as support the development of the pay systems taking into account equality considerations. The employer must check the distortions in pay that the survey may reveal and rectify possible pay discrimination situations contrary to the law. (Source: Brochures of the Ministry of Social Affairs and Health 2005, Helsinky)
3. INDICATORS FOR MEASURING DISCRIMINATION AND PROGRESS: If we want to measure progress toward the fundamental right of nondiscrimination at work, we should use the following key indicators. The existence of a state constitution, national law prohibiting discrimination on the grounds of race, sex, political opinion, national extraction (ethnicity), colour, religion, and social origin in employment and occupation (a constitutional right to equal rights before the law is relevant but neither the same nor sufficient by itself); supporting laws such as maternity protection, recognition of part-time work, the right to education, etc., are also considered to be important.

1. Existence of any discriminatory laws or removal of related laws. There are somethimes laws which rule in a discriminatory way.

2. Labour force statistics, including the percentage of women, men, and specified groups in the labour force and their labour force participation rates. These statistics should include indicators of unemployment or employment growth among vulnerable population groups (ethnic or religious minorities, females, etc.). Statistics on educational attainment among men, women, and protected groups, including their rates of participation in education and vocational training would be valuable. Employment/unemployment statistics on the extent to which these groups are employed in different occupations, at different levels, including at the administrative/managerial level would be useful. Statistics should cover public as well as private employment.

3. Job segregation (concentration of women or minorities in a few types of jobs or industry sectors). Most experts consider a concentration of 70 percent to indicate discrimination.

4. Information on the types of job classifications occupied by women or minorities, including their representation in decision-making positions.

5. Remuneration/wage levels (using a wide definition of remuneration and equal value standard where possible).

6. Self-employment: size and type of businesses owned by women or minorities.

7. Productive assets: land, information, technology and financial resources (rights to ownership, access to credit, etc.). Do women equally own houses, land or cars?

8. Explicit national policy on equality in general or addressing equality for a specific group or gender.

9. Positive/affirmative action programs (these should be aimed at achieving equality and should not be considered to be discriminatory). Are there any positive action policies in employment or quota system introduced?

10. A national mechanism or agency to promote equality. To be effective, this mechanism should be independent of political influence, composed of knowledgeable individuals, and have a clear mandate. Do you have a ombudswoman for gender equality?

11. Labor inspection to assess discrimination and equality issues (number of grievances, complaints, resolutions of complaints, training in discrimination areas).

12. Complaints mechanism/labour conflits/court: to handle and remedy discrimination complaints (resources, use, number of complaints on employment discrimination and decisions, training of judges in discrimination areas).

☺Norwegian women like to tell the story of a young boy who grew up in the 1980s during the term of female Prime Minister Gro Harlem Brundtland.  According to the tale, the boy asked his mother whether it might be possible for a man one day to become prime minister of Norway. For his question he used only one indicator: a woman being a prime minister.

But, in a country where women make up close to 40 percent of politicians and 60 percent of university students, where they have held titles from prime minister to Supreme Court justice to minister of defense and where 80 percent of women have jobs, it is no surprise that Norwegians pride themselves on their international reputation as a role model for women’s rights.

4. EMPLOYMENT RATE: Female employment has been the main factor in the steady growth of employment in the EU in recent years. Between 2000 and 2006 employment in EU-27 grew by nearly 12 million, including more than 7.5 million women. Not expected now in crisis. In Hungary the period of 2004-2007 male employment rose by almost a percentage point (from 63.1 to 64%), but the female rate remained at 50.9%. In Spain women still make up the majority of the unemployed with a higher level of education. 

The rises in gender gaps in employment were concentrated on the new Member States: 10 of the 12 with increases in the gaps between women and men’s employment rates between 2006-2007 were New Member States. In Austria between 2006 and 2007, employment among men rose more sharply than women’s employment, the gender employment gap also widened during this period, from 13.4% to 14%. If part-time and marginal employment is taken into account, the situation is even more dramatic: between 2005 and 2007, the ratio of women in full-time employment (FTE) only rose from 50% to 51.1% while during the same period male FTE rose from 72% to 75.3%. Thus, based on FTE ratios, between 2005 and 2007 the gender employment gap rose continuously from 22% to 24.2% (CEC 2008a). 

The period 2006-2007 was one where the EU27 made progress towards the Lisbon target of a 70% employment rate with the rate rising by 0.9 of a percentage point to 65.4% - still some way off the target.

The most recent forecasts from the European Commission suggest unemployment will rise to 7.8% in 2009 (from 7.0% in 2008) and then 8.1% in 2010. The Eurostat data show a decrease in unemployment, from 5.2% to 4.4% between 2005 and 2007 but here the female rate is higher and shows a decline only from 5.5% to 5% compared to 4.9% to 3.9% for men. In the Czech Republic the unemployment rate for women aged 30 to 34 years was 8.2% in 2007, for men in this age the rate was 3.3%. 

Among the 15 European Union countries, the national unemployment rates range from 2.8 percent in the Netherlands to 17.4 percent in Spain. That is a wider spread than the ones among American states, where the rates range from 4.2 percent in North Dakota to 12.6 percent in Michigan.

Spain and Ireland, two of the highest unemployment countries in Western Europe, suffered housing booms and busts that were comparable to the cycle in the United States. Unemployment is also particularly high now in the Baltic states, Estonia, Latvia and Lithuania, which ran up large trade deficits during the good times and are suffering now that it is much harder for them to borrow money.

Similar tendencies, but with much lower figures, were noted in the non-EU countries of the SEE and NIS. Collect your statistics data and find out yourself how far from equality you are.

Netherlands increasingly highlights the diversity of experiences among different groups of women. National data show that older women, lone mothers with children below the age of six, women with a lower education and, particularly, women from some ethnic minority groups have the lowest participation rates. To illustrate, national data of 2006 show that the net participation rate of autochthonous women is 57.8%, whereas it is 37.8% among women from non-Western origin.

In Croatia the number of women /and men/ getting only short-term /one to six months/ employment contract in a calendar year shows sharp increase: app. 90% of women and some 80% of men. Almost no one gets long-term jobs any more.
Home working, Albania: 65,000 people are employed by companies which produce shoes and clothes for firms based in Europe. The companies receive imported raw materials and process them for export. They employ mainly women who are paid by the piece and often say their families earn so little that they need their daughters to work alongside them. Home workers assemble shoes by hand and get their children to help in order to earn enough to feed the household.
UNSECURE JOBS: - The global trend towards regular employment being replaced by contract labour and agency employment has had a particular effect on women, and these precarious jobs are the first to go as employers reduce their payrolls in this global recession. Millions upon millions of women working in domestic service and as migrant workers are facing unemployment or have already lost their jobs, and already-struggling households around the world are being hit hard because of this – says the Secretary General of the ITUC/International Trade Union Confederation Guy Ryder, 2008. He is right. Women make majority in unsecure jobs: in the black market ujnregistered employment; they are majority in short-term and temporary employment; in export zoones, in low paid industrial sectors, as home workers, domestic work etc. Such workers can not organise in trade unions; they have no right to get bank loans, to have children, to make any long-lasting life plans. They are contemporary slaves.

Men are generally more likely to work full-time hours than women. Overall, 80 to 90 per cent of survey respondents work full-time. At the upper end of the scale we find Russia (94.5 per cent work full-time) and India (97.8 per cent). The Netherlands provides the highest proportion of part-time workers overall (23.9 per cent), with women especially working part-time (43.9 per cent). In Germany over one-fifth of the female respondents work part-time, compared to 3 per cent of men. In the UK these figures stand at 14.4 per cent for women and 3 per cent for men respectively. (ITUC, Gender Pay Gap, 2008)

GLASS-CEILLING: In the economic field, women represent on average almost one-third of leaders of businesses in the EU, but in most countries the share is lower than that. It is below 25% in Luxembourg, Ireland, Finland, Malta and Cyprus but above 35% in Spain, Italy, Poland and France. As regards female membership of the boards (‘highest decision-making body’) of the largest publicly quoted companies, the situation is markedly different. Women represent on average only 11% of these board members at EU level. The percentage only exceeds 20% in Finland and Sweden; it is below 5% in Malta, Italy, Cyprus, Luxembourg and Portugal. Yes, they can climb, but the invisible glass prevents them to come to the top.

But, hopefully, althoug are state power and policy a men’s club, Russia is one of the world’s leaders in the number of women holding executive positions in business. On the whole, executive positions are held by 5% of men against 3% of women. The highest share of women in executive positions — 44% — is observed in state enterprises; and small and medium businesses are the female estate!

Female share in legislative and managerial positions in Europe (non-EU) and Central Asia in 1995 was 27.5% and in 2004 it came up to 29.2%. In European Union it was the same in 1995, but thanks to the EU programmes and policies it rose to 30.6% in 2004. 

TELL THEM THEY CAN: The South Caucasus Young Women’s Leadership Institute (YWLI) organised 18-month program training for 24 young women from Armenia, Azerbaijan, and Georgia in key leadership skills. The young women gathered in Tbilisi, Georgia for four trainings on empowerment and personal development, effective leadership and management, conflict management, and cooperative planning. Participants also contributed to community service initiatives outside of the trainings to utilize their new skills.The young women from all three countries became involved in numerous activities in their home countries. 

5. GENDER PAY GAP - The gender pay gap is the average difference between men’s and women’s hourly earnings within the economy as a whole. The average gender pay gap across the whole data set is 22.4% and across Europe women earn on average around 17% less than men and in some countries the gender pay gap is widening. The gender pay gap also has an important impact on lifetime earnings and on women's pensions. Earning lower pay means having a lower pension and it causes a higher risk of poverty for older women. The gender pay gap is the consequence of ongoing discrimination and inequalities in the labour market which, in practice, mainly affects women.  The pay gap is linked to a number of legal, social and economic factors which go far beyond the single issue of equal pay for equal work. But, the pay gap is not an indicator of the overall equality between women and men since it only concerns salaried persons. It must be looked at in conjunction with other indicators linked to the labour market.
	Country
	Gender Pay Gap
	 
	Country
	Gender Pay Gap

	Belgium
	9.1*
	 
	Luxembourg
	10.0

	Bulgaria
	12.7
	 
	Hungary
	16.3

	Czech Republic
	23.6
	 
	Malta
	5.2

	Denmark
	17.7
	 
	Netherlands
	23.6

	Germany
	23.0
	 
	Austria
	25.5

	Estonia
	30.3
	 
	Poland
	7.5

	Ireland
	17.1
	 
	Portugal
	8.3

	Greece
	20.7
	 
	Roumania
	12.7

	Spain
	17.6
	 
	Slovenia
	8.3

	France
	15.8
	 
	Slovakia
	23.6

	Italy
	4.4
	 
	Finland
	20.0

	Cyprus
	23.1
	 
	Sweden
	17.9

	Latvia
	15.4
	 
	United Kingdom
	21.1

	Lithuania
	20.0
	 
	 
	 


Source: Eurostat, 2008
*According to the Belgian Trade Unions, in 2009 the pay gap is already 12%.
The causes of the gender pay gap include: 

· different (stereotyped) perceptions of men and women’s productive roles; 

· women’s competences and skills are undervalued;

· different, objective or subjective, productivity characteristics of men and women; 

· different characteristics of entreprises which employ men and women;

· different jobs held by men and women;

· different number of hours devoted to paid jobs; 

· direct and indirect gender discrimination in remuneration;

· segregation of the labout market;

· balancing work and private life.

ITUC PAY GAP REPORT: The average gender pay gap in almost all of 20 countries covered by WageIndicator in a new ITUC-report is 22.4% (2009). These 20 countries include the major economies of the world (apart from Japan and China), as well as developed and developing countries. Thus elderly women face a larger pay gap than the younger. Furthermore, contrary to common belief, a higher level of education seems to widen the gap. The analysis is based on some 300,000 individual WageIndicator surveys, collected in 2007 and the first three quarters of 2008.

The persistence of the gender pay gap in almost all countries where the recent research has been conducted may be due to a number of reasons. The ITUC-report mentions workplace discrimination and occupational segregation. Also the fact that a higher proportion of women than men are being employed in (often lower paid) part-time work or below their education level may contribute to the pay gap. Women may (be forced to) choose for lower paying positions because of the need to combine work with care responsibilities. An additional explanation is the general widening of the pay distribution at the top end.

Trade union membership has a positive influence on wage equality however. In almost all countries, the gap between male and female earnings is smaller for those who are trade union members compared to employees who are not. This is even more the case when there is a trade union representative in the workplace. Collectively negotiated agreements in the workplace also have a narrowing effect in most countries. (Source: ITUC Report ‘Gender (in)equality in the labour market: an overview of global trends and developments’ (March, 2009)

According to the EU Commission, there are three main types of working patterns of the labour market. Low female employment rate (e.g. Malta, Hungary, Italy, Greece, and Poland). In these states (except Greece) the pay gap is lower than average, which may reflect the small proportion of low-skilled or unskilled women in the workforce. The second is the type of labour market which is highly segregated (e.g. Cyprus, Estonia, Slovakia, and Finland). Such markets tend to produce large gender pay gaps, as women tend to work in sectors which are more poorly paid. The third are labour markets where a significant proportion of women work part-time (e.g. Denmark, United Kingdom, The Netherlands, Austria, Sweden, Germany). As part-time jobs tend to be less well paid than full-time ones, these markets also tend to produce large gender pay gaps.

WOMEN’S PERCEPTION: Within the ILO-ITUC Project “Women’s Network in Central and Eastern Europe – Discrimination of Women in the Workplace”, the the ILO-ITUC Project “Women’s Network In Central and Eastern Europe – Discrimination of Women in the Workplace”, the women  3350 women  from  24 countries of CEE and NIS were surveyed. When asked if male salaries are different than the female ones: 3.4% replied that they are lower, 28.2% - higher; 39% - the same, and even 27.2% did not know what to reply. So, less than 30% are aware of the wage gap. There are differences: 64.7% of Czech women state the male salaries are higher, followed by Albanian /56.8/ and Polish /53.9/; but “the same” holds for more than 60% of surveyed women in Uzbekistan, Kosovo and Georgia.
6. RECONCILIATION WORK FAMILY: Work-life balance, childcare services and sharing of domestic and family work – are the vital factors in gender equality. Parenthood has a significant long-term effect on women’s participation in the labour market. This reflects women’s predominant role in the care of children, elderly or disabled persons. In 2007, the employment rate for women aged 25-49 was 65.5% when they had children under 12, compared with 77.9% when they did not, a negative difference of 12.4 p.p. Interestingly, men with children under 12 had a significantly higher employment rate than those without, 91.7% compared with 84.4%, a positive difference of 7.3 p.p. In Germany, United Kingdom, Estonia, Malta and Ireland, the negative impact of parenthood on female employment is higher than 15 p.p. and higher than 20 p.p. in Slovakia, Hungary and Czech Republic. Source: EC Report on equality between women and men 2009

· Family and care responsibilities are still not equally shared. The task of looking after dependent family members is largely borne by women. Far more women than men choose to take parental leave. This fact, together with the lack of facilities for child care and elder care, means that women are often forced to exit the labour market: the employment rate for women with dependent children is only 62.4% compared with 91.4% for men with dependent children.

· Although part-time work may be a personal choice, women have greater recourse to part-time work in order to combine work and family responsibilities. There is evidence of pay gap when looked at from the differences in hourly earnings of part-time and full-time workers. Across Europe over one-third of women work part-time, compared to only 8% of men. More than three-quarters of the total of part-time workers are women.

· Consequently, women have more career interruptions or work shorter hours than men. This can impact negatively on their career development and promotion prospects. It also means less financially rewarding careers.

To increase female labour force participation the EU has decided to provide childcare by 2010 to at least 90% of children between 3 years old and the mandatory school age and at least 33% of children under 3 years of age. The main problems identified by some of the experts have been the insufficient nature of child care infrastructure and options. The daily and annual opening hours of child care facilities impose a restriction on the availability of the services to the parents, especially to families working odd hours (nurses, doctors, policemen). Many child care facilities are open only in the mornings and are closed during school holidays. Therefore there is lack of flexibility. Additionally, affordability and quality of child care services have been signalled by expert needing special attention, to the training of child minders. 

In Finland the level of maternity and parental leave allowances have been raised (the maternity allowance from 70% or 90% for the first 56 days of maternity leave and the parental leave to 75% of salary for the first 30 working days). In an effort to encourage men to take leave both parents receive the higher allowance if they share the parental leave. These changes have been accompanied by family leave publicity campaigns focused on fathers, spreading information about leave via direct mail, a telephone campaign, advertising and PR. In France a Charter on parenthood was established in 2006, signed by 30 companies so far. The charter has three objectives 1) changing companies' images of parenthood; 2) creating a favourable environment for employees who are parents, especially for pregnant women; and 3) respecting the principle of non-discrimination in the careers of employees who are parents.

In Slovakia the 2006 Government adopted measures for reconciliation of work and family life which the national expert argues could be “one of the most relevant documents related to gender equality and family friendly policy”. In Italy Gender budgeting is already widespread at the regional and local level. 

REMEMBER: Eight indicators are often chosen to examine women’s relative status in the labour market: the labour force participation rate; the employment and unemployment rates by sex; the female share in both non-agricultural and total paid employment; the percentage distribution of women workers by status (unpaid, self-employed and employee); the female shares in managerial positions; and the gender pay gap.
LAEKEN INDICATORS – is a set of European statistical indicators for poverty and social exclusion established at the European Council of December 2001 in Laeken, the suburb of Brussels, as a part of Lisbon Strategy to be used for analyzing the position of women in different countries. Those indicators are for example: at-risk-of-poverty rate, Persistent at-risk-of-poverty rate, regional cohesion, long-term unemployment rate, persons living in a jobless household, early school leavers, etc. 

ANSWER TO THE QUESTION: 
Are women discriminated against? Are they discriminated in the labour market, in the workplace? Yes, the data say – yes.

Attachment 2: Basic Training Programme 
From Prohibition of Discrimination to Promoting Equality
- Basic educational programme based on the kits 1 and 2 (and partly on the kit 4) 

DAY 1

	Time
	Content of the teaching sessions
	Duration
	Method
	Materials
	Equipment and stationary
	Trainer in charge

	9.00-9.30
	Introduction to the Seminar: welcome; presentation of aims; programme; and technicalities, etc.
	30 min.
	presentation
	PPP with programme and aims
	laptop and projector + screen
	

	9.30-10.00
	Introduction of the participants
	30 min.
	e.g.: pair work and then presentations
	
	
	

	10.00-10.15
	“Golden rules of Trade union training” 
	15 min.
	Brain-storming
	
	Flip-chart + markers
	

	10.15 – 10.50
	Activity 1: Discrimination – Awareness Raising 


	35 min. 
	individual work; 

discussion 
	KIT 1: AS 1; 
	Flip-chart + markers
	

	10.50-11.20
	Coffee break
	30 min.
	
	
	
	

	11.20-11.45
	Discrimination Vs Diversity


	25 min. 
	Presentation with involvement of participants 
	KIT 1: H 1; PPP 
	laptop and projector + screen
	

	11.45-

12.10 
	Old and New Discrimination Forms
	25 min. 
	Presentation with involvement of participants
	KIT 1: H 2; PPP
	laptop and projector + screen
	

	12.10-12.30 
	Consequences of Discrimination
	20 min. 
	Presentation 
	KIT 1: H 3; PPP 
	laptop and projector + screen
	

	12.30-14.00
	Lunch break
	1 h 30 min. 
	
	
	
	

	14.00-14.20
	Areas of Discrimination 
	20 min. 
	Presentation 
	KIT 1: H 4; PPP 
	laptop and projector + screen
	

	14.20- 15.40 
	Activity 4: Areas of Gender Based Discrimination


	1 h 20 min. 
	work in small groups; 

discussion
	KIT 1: AS 4; 
	flip-chart + markers; candies
	

	15.40-16.00 
	Gender Discrimination – Yes or Not?
	20 min. 
	Presentation with involvement of participants 
	KIT 1: H 5; PPP 
	laptop and projector + screen
	

	16.00 -16.30
	Coffee break
	30 min.
	
	
	
	

	16.30 -17.40 
	Activity 5.1.: Case Studies on Discrimination


	1 h 10 min. 
	work in small groups; cases studies; 

discussion
	KIT 1: AS 5.1. 
	flip-chart + markers; candies
	

	17.40-18.00
	Activity 5.2.: Personal Commitment for Combating Discrimination


	20 min. 
	Individual work 
	KIT 1: AS 5.2.
	Envelops; stamps; sheets of coping paper; 
	


DAY 2

	Time
	Content of the teaching sessions
	Duration
	Method
	Materials
	Equipment and stationary
	Trainer (in charge)

	9.00 -9.10
	Reminder of 1st day – what we learned yesterday? 
	10 min. 
	Brain-storming 
	
	
	

	9.10-9.30
	Trade Unions Response to Discrimination
	20 min
	Presentation 
	KIT 2: H 2; PPP
	laptop and projector + screen
	

	9.30-10.50
	Activity 2: What Can Unions Do?


	1 h 20 min
	Debate; meta plan; discussion 
	KIT 2: AS 2
	Flip-chart + markers; small sticky notes;
	

	10.50- 11.20
	Coffee break 
	30 min.
	
	
	
	

	11.20-11.50
	Trade Unions & Gender Equality
	30 min
	Presentation 
	KIT 2: H 3; PPP
	laptop and projector + screen
	

	11.50 -13.00
	Activity 3: How to Develop Union Policy

	1 h 10 min. 
	work in small groups;  


	KIT 2: AS 3 ; materials for Activity 3
	Flip-chart + markers
	

	13.00-14.00
	Lunch break
	1 hour 
	
	
	
	

	14.00-14.30
	Measuring and Monitoring Discrimination
	30 min. 
	Presentaitona dn plenray discussion 
	KIT 3: H 3; PPP
	laptop and projector + screen
	

	14.30-15.15
	Activity 3: Numbers Lead to Rights


	45 min. 
	Plenary presentation; 

debate 


	KIT 3: AS 3 materials for Activity 3
	
	

	15.15-16.00
	Activity 4: Action Plan for Combating Discrimination
	30 min. 
	Group work
	
	Flip-chart + markers; small sticky notes; 
	

	16.00-16.20
	Coffee break (group work included) 
	20 min.
	
	
	
	

	16.20- 17.00 
	Activity 4: Action Plan for Combating Discrimination – continuation 
	40 min. 
	Reporting 
	KIT 4: AS 4
	
	

	17.00- 17.30
	Evaluation and closing of the seminar 
	30 min. 
	Written evaluation 
	Short test and/or short evaluation form  (if both – more time needed) 
	
	


EXPLANATIONS:

Duration – total time of the element of the training

Method – teaching method to be applied for this part of the training

Materials: written materials (handouts, activity sheets, case studies, resource materials, etc.)

Equipment & Stationary – list of the technical equipment; stationary, etc. to be used during this part of the training

Trainer – put here name of a trainer who deliver presentation/explanations, etc (in charge for given topic, activity, etc)

H 1 – handout number 1

AS 1 – Activity sheet number 1

PPP – Power Point presentation 

NOTE: instead of using Power Point presentation to illustrate your presentations you can use slides and OHP (overhead projector)



Regional differences are very visible. While in EU countries there are only 14.6% of them who state they are absolutely not satisfied with their unions, in SEE countries the level of non-satisfaction is more than doubled.
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