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1. APPROACH TO THE RESEARCH: OBJECTIVES, METHODS AND CONTEXT

Long-term objective

The general aim of this project was to promote a gender specific policy within the trade unions in Central and Eastern Europe within the ICFTU/International Free Trade Union Confederation. To prevent the deterioration of the work and income position of women in these countries, the problems, needs and priorities of women have to be on the agenda of organisations within civil society that support workers’ rights. The project supports the ICFTU East-east network of women trade union leaders in their efforts to promote a gender specific policy within their trade unions. It gives the members of the network the opportunity to exchange experiences and support each other in finding ways to strengthen gender awareness within their unions and to strengthen the ICFTU CEE Women’s Network, to raise political will and to get effective means at their disposal to promote a gender specific policy within the trade unions in Central and Eastern Europe. It will also contribute to the reinforcement of a systematic education policy, addressed to all members - male and female - of the trade union organisations, and to develop the programmes that would encourage the trade union women leaders and help them become visible. Through education programmes, the project will contribute to a better awareness of the problems related to gender issues, inside and outside the trade unions, and facilitate a better integration of women into trade union activities. 

Immediate objectives

At the end of the project:

· Well-presented information at a national level about the specific problems, needs and priorities of women regarding their work and income situation in comparison to men.

· Insight into the mechanisms which restrain the trade union movement from mainstreaming a gender perspective within all levels of their organisations, so that the aversion towards a gender policy within the trade union movement can be counteracted.

· Knowledge about effective trade union strategies to support women regarding their work and income situation.

· Members of the ICFTU CEE Women’s Network will have the (basic) skills to promote a gender specific policy within the trade unions of CEE.

· Training programmes will be developed in the different trade union organisations about gender issues and will be part of the current education activities of the education and women’s departments of these organisations.

· In the different local organisations, trainers or training teams will be trained to integrate gender issues into all the training curricula.

· Trade union organisations and members are aware of the importance of the gender issue and are ready to include gender problems on the trade union agenda.

Phases and Methodology

Within a two-year Project it was planned that the first research phase be carried out concentrating on the main questions, such as what the problems, needs and priorities of women regarding their work- and income-related position are at the national level and what their position and role in their unions is. It has been strongly emphasised that the project strategy would focus on the particular circumstances of each country and each trade union confederation, with a special note that the project will support women within the trade union federations in identifying their own priorities and assist them in designing and implementing their own policies to address those priorities.

During their sub-regional and regional meetings, the national women coordinators of the ICFTU CEE Women’s Network evaluated the solution for engaging CEE experts as being the more favourable one, believing that the engagement of women’s trade union structures within their trade union confederation and the establishment of expert national research teams in each of those countries would strengthen their position within the trade union as well as enable their visibility in the realization of the research stage of the project. Since such an approach was accepted by the representatives of FNV, the ICFTU Women’s Committee and the ICFTU CEE Coordinating Unit and the Secretary General of ICFTU sent a note to all trade union leaders in the CEE region, asking them to make records of gender related trade union statistics and give maximum support to their women’s structures and women national coordinators in the ICFTU CEE Women’s Network, in order to conduct the research. 

Preliminary phase

A special questionnaire was designed in the preliminary phase for the needs of the research, in consultation with the experts of FNV, ICFTU, ILO and CEE countries. The questionnaire was divided into three main parts.

1. General data on the confederation/Representation of women in your confederation

2. The position of women on the labour market 

3. The position of women in society

a. The position of women in legislation

b. General statistic data on women

c. The position of women in politics

The first part of the questionnaire required giving 100 replies while the remaining two parts required 50 answers each (labour market and society/politics) 

The questions asked reflect the same thematic configuration, generally through the use of multiple-choice questions, which makes it easier to make comparisons between trade unions and countries, and also makes the questionnaire easier for respondents to use. Some questions were included to refine the questionnaire further, with several “open” questions the purpose of which was to get additional comments from the respondents.

Research/Presentation Phase

The research stage of the Project was to be carried out through the following four steps:

1. Step: Establishing national research teams that would consist of trade unionists as well as of experts in economy, law and statistics. National budgets are to be designed based on the mutually agreed criteria, based on the amount of the average net salary in each of the countries, personal income taxes (for part-time jobs) and more favourable rates of translation services.

2. Step: Working on filling in the questionnaire (three parts: the position of women in the trade union, on the labour market and in society) 
3. Step: On the basis of the information gathered, the members of the national research teams each compiled four national reports on the position of women in trade unions, on the labour market, in society/politics and in the legal system. 

4. Step: Presenting the results in public at the national level; publishing and distributing the reports. 

Based on the methodology of work thus selected on the first phase of the project, the desired goals were achieved: collecting relevant data and indicators regarding the discrimination of women in 14 (15) countries of the region; a simultaneous increase in the awareness of women's position in their countries with the members of women's trade union structures as well as them being better organised and more visible within their trade union confederations. By obtaining an active role in organising the research and engaging between 3 and 5 experts for women's issues in each of the countries, the activists of the trade unions obtained a more serious image in the eyes of their colleagues as well as in the scientific and non-governmental circles of their countries. It is also worth mentioning that as a consequence, the ICFTU/FNV Gender Project nowadays disposes with a list of about fifty experts ready and willing to support women's activities related to trade unions and similar issues at any given time. 

Detailed information on the share of women and the gender policy was collected from 23 women’s groups from just as many trade unions from the CEE region, while the information/reports on the position of women on the labour market, in legislature and in society/politics was obtained from the national teams from 13 (15) countries. Actually, as will be evident in the presentation of the results, the two entities from Bosnia-Herzegovina (Federation of Bosnia-Herzegovina and Republic Serbska) had to be presented in a separate manner and the same thing applies to the two Yugoslav republics – Montenegro and Serbia. Thus 13 members of the OUN were analysed, when in fact there are 15 separate statistical units. 

Data analysis:  The information gathered was analysed by the method of descriptive uni-variant statistics, while calculating the co-relation and differentiation and ranks was applied for certain data. With the purpose of making a high-quality presentation of the data collected, various forms of charts were used.  

Duration: The first phase of the project is expected to last one year, from January 1 till December 31, 2000, while the second phase, including the compilation of the report on phase 1, is expected to begin January 1, 2001 and continue right up until December 31, 2001.

Geographical coverage: 23 women’s groups within the national Trade Union Confederation – members or friendly organizations of ICFTU from 15 countries of Central and Eastern Europe: Albania (included only in that part of the research dealing with the position of trade unions), Bulgaria, Bosnia-Herzegovina (both entities), Croatia, Czech Republic, Estonia, Hungary, Latvia, Lithuania, Moldova, Montenegro, Poland, Romania, Serbia and Slovak Republic.

Executive agency: The International Confederation of Free Trade Unions (ICFTU). The Central and Eastern Europe Coordinating Unit and the equality Priority Group are associated in the direction and the monitoring of the project, together with FNV, Holland. The Central and Eastern European Coordinating Unit is responsible for the day-to-day implementation of the project.

Target group: The ICFTU CEE Women’s Network and national trade union women’s groups. 

Presentation: A large portion of the information from the questionnaire, as well as the original national reports on the position of women in their original languages have actually been compiled and prepared for the purpose of being used by women’s trade union groups at a national level. It was agreed that the available information and evaluations be presented publicly at various assemblies (press conferences, women’s conferences, trade union meetings, round table meetings, platforms, etc.) and that they be made public accordingly. 

2. WOMEN IN TRADE UNIONS 

2.1. The share of women in trade unions 

The main focus of the questionnaire was to collect detailed and accurate data regarding the situation of the share of women on different trade union structures and levels and the situation in June 2000 for the majority of the trade union centres, while the Albanian KNSSH and the Macedonian SSM submitted their data late in the year 2000, prior to the founding assemblies of their women’s groups. 

"Old" and "new" trade unions – the same old story 

Data regarding the dates of the founding of the trade union confederations was collected through individual questions, with the intention of getting insight into the possibility of the significance of that information for the comparison with the levels of the share of women in their decision-making bodies. It has been noted, however, that those trade unions with 50 to 100 years of experience also stated dates mostly from the year 1990 and 1991 as official data, when they were reorganized after the fall of communist regimes in their countries. The exception is the Union of Autonomous Trade Unions of Bosnia-Herzegovina, which outlines 1905 as the year it was founded, as well as the Polish Solidarnosc (1981), the Hungarian Liga (1988), the Lithuanian LWU and the Bulgarian Podkrepa (1989). 

However, due to the fact that it is known in the region which trade unions actually emerged as new original trade unions, it was still possible, by making a simple comparison with the rates of the share of women, to conclude that it does not seem possible to notice any correlation between the fact that a trade union is "new" or that it has been "reformed", rather that correlations could be found only in sub-regional, in other words - the historical and cultural patterns of each country. 

Visible in work and in membership 

By analysing the data as to the share of women on the labour market in countries in which 23 analysed trade union confederations are active, it is obvious that the share of women among the total number of people employed is relatively balanced, the average for all the countries that were surveyed being high 43.6%. 
The share of women among employed people is visibly lower than the average in Macedonia (37.7%) and Albania (38%), while Estonia is the only country that passed the half-point mark (51.1%). 

When dealing with the issue of the share of women members in trade unions, it is necessary to emphasise that it was not possible to collect exact and accurate data, except in the case of the Czech ČMKOS and the Moldavian FGSRM, due to the fact that in the answers which were given later it was evident that all the other trade union confederations do not keep record of gender-related statistical data.

Still, the data collected by making evaluations and by examining samples, show a very high share of women among trade union members, although it is possible to assume, by following world trends, that the share of women could be significantly higher. 

TABLE/CHART 1
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By calculating the average share, in 23 trade union confederations in the region of Central and Eastern Europe, of the total number of approximately 8,222,231 members in trade unions (according to the collected data), at least 44.8% are women. The highest share of women was registered in the Lithuanian LPSS (68.5%), the Lithuanian LPSC (64%) and the Latvian LBAS (59.2%). Other trade union centres, which crossed the half point mark of the share of women, are the Slovak KOZ, the Hungarian MSZOSZ and the Moldavian FGSRM. 

All further calculations of the actual share of women in individual confederations, countries and sub-regions were made based on the total number of trade union members in the region, as well as the estimated share of women in the membership of 23 trade union confederations. Therefore, it should primarily be pointed out that all the calculations have to be taken into consideration as general or a tendency, due to the fact they are based on the estimated share of women members. 

TABLE/CHART 2
	Sub-region
	Country
	Trade Union
	F Employment
	Members
	Women

	BALTIC
	Estonia
	EAKL
	51.1%
	60000
	42.7%

	
	Latvia
	LBAS
	47.0%
	207421
	59.20%

	
	Lithuania
	LWU
	45.2%
	52000
	46.3%

	
	
	LPSC
	45.2%
	app.100000
	64%

	
	
	LPSS
	45.2%
	41650
	68.5%

	
	Poland
	NSZZ Solidarnosc
	47.2%
	1185000
	app. 40%

	CENTRAL EUROPE
	Croatia
	SSSH/UATUC
	45.7%
	360000
	48%

	
	Czech Republic
	CMKOS
	43.5%
	910000
	43%

	
	Hungary
	MSZOSZ
	48.0%
	406000
	50.7%

	
	
	LIGA
	48.0%
	98000
	app. 30%

	
	
	ATUC
	48.0%
	100000
	app. 30%

	
	Slovak Republic
	KOZ
	47.4%
	377117
	50.2%

	BALKANS
	Albania
	KSSH
	37.7%
	75000
	app. 30%

	
	Bosnia&Herzegovina
	SSSBiH
	48.0%
	380000
	45%

	
	
	SSRS
	48.0%
	200000
	48%

	
	Bulgaria
	CITUB
	48.4%
	607883
	app.50%

	
	
	Podkrepa
	46.7%
	154500
	38%

	
	Macedonia
	SSM
	38.0%
	app. 220.000
	app.38%

	
	Moldova
	FGSRM
	49.3%
	860951
	54.90%

	
	Montenegro
	CITUM
	40.7%
	90000
	40%

	
	Romania
	CNSLR-FRATIA
	45.8%
	656709
	39%

	
	
	BNS
	45,8%
	No data
	35%

	
	Serbia
	UGS Nezavisnost
	42.0%
	180000
	40%


The first obstacle: The Congress 

The selection of representatives for the congress of the national trade union confederation is seen more as an act of giving credits to a trade union member/shop steward, rather than nominating people who make important decisions. The congresses are usually seen as a kind of a spectacle held every two, three or four years and occupy the attention of the media. This is why the heads of all branch trade unions as well as meritorious members attend the congresses. Is there a place for women among them? 

Judging by the responses collected from 23 trade union confederations, at their last congresses an average of 27.8% women participated, which is surely lower compared to their share in membership. Namely, even if attending a congress does not account for much, one would expect that at least on that lowest level a higher share may be achieved. 

However, on the level of trade union decision-making bodies, for the first time we are seeing here the phenomenon of significant differences occurring in the share of women – according to sub-regions. While in the Baltic sub-region the average rate of the share of women at trade union congresses of confederations amounts to 41.7% (it would, however, be as high as 47.8% if we did not take the Polish Solidarnosc into account, where the share of women in all decision-making bodies is very low). In the Central European sub-region the average share of women participating at congresses is 29.6% (ranging between 25% and 42%), while the average share of women in the Balkan sub-region (however, above all, thanks to the relatively high share of 31-40% in the two Bulgarian trade unions and a Moldavian one) is – 19.3%. 

It is also obvious that the share of women at congresses is the lowest in the following five organizations: CNSLR-Fratia (Romania), Solidarnosc (Poland), BNS (Romania), Nezavisnost (Serbia) and LPSC (Lithuania). It is interesting that in all five cases we are dealing with the so-called new trade union centres, in other words with those trade unions which are not a result of the transformation of former socialist trade unions, thus assumingly having a stronger democratic orientation. Such an expectation has not been achieved in these cases. 

TABLE/CHART 3
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Therefore, although the share of women on labour markets in countries that were surveyed is 43.6%, their (estimated) share in trade union membership in 23 trade union confederations which have been surveyed is somewhat higher – 44.8%. However, as soon as we came up against the first obstacle, the congress, their average share decreased by an average of 27.8%. The typical phenomenon of an inverse pyramid is obvious: as we climb the ladder to higher positions, one can assume that the share of women would be lower. 

The second obstacle: “Trade Union Parliament” 

The highest decision-making body between two congresses is usually somewhat of a wider decision-making body, a kind of “trade union parliament”, which meets several times a year, on average every two months. All trade union centres that were surveyed have such a decision-making body, their make-up as a rule is in fact very similar and mainly includes delegates of branch trade unions joined in a single trade union confederation. There are also selected officials of the national confederation, sometimes even appointed officials as department leaders, representatives of territorial trade union structures, representatives of interest groups and the like. Even though we are dealing with the highest decision-making body between two congresses, a decision-making body that has the authority to make decisions on, for example, statutory changes, this decision-making body actually has more of a declarative nature, which makes decisions on operational guidelines (on the basis of the proposals which were previously prepared) and has no real measurable political influence and power. 

However, to be a member of such a decision-making body is considered as having a significant function in the trade union hierarchy, and it is thus interesting to note an ongoing trend of a negative selection in relation to women organized in trade unions. Namely, in 22 such national decision-making bodies for which data has been collected there is an average of 23.8%. 

Differences between the sub-regions can also be noted here. In the Baltic sub-region, once again due to a low share of only 11% in the Polish Solidarnosc, the average share of women in this highest decision-making body equals 33.8% (excluding Solidarnosc, the average amounts to 38.4%!). In the Central European sub-region the average share is 30.54% (not including the Hungarian Liga, which failed to submit the data, and please note that we are dealing with a variable statistic!). Finally, in the Balkan sub-region the average share of women is 15.2% (despite “the increased average” resulting from the relatively high shares of the two Bulgarian centres and one Moldavian). The following five trade union confederations have the lowest rate of the share of women: CNSLR-Fratia and BNS (Romania), KSSH (Albania), Nezavisnost (Serbia), and SSRS (Republic Serbska/Bosnia-Herzegovina). 

TABLE/CHART 4
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The third obstacle: “A Trade Union Government” 

Often times the actual body of trade union power is the Presidency or Executive Board, in other words - a kind of Government, which as a rule meets at least once a month, or more often when necessary. When having a government resembling a presidency, as a rule, the members include the main leaders of the central, presidents of joint trade unions, while in the case of a government resembling an executive board, the members often include only the highest officials of the central, with several representatives of presidents as well as the heads of departments/sectors. All fundamental decisions regarding the trade union policy are, as a rule, reached by this body. 

Information on the share of women in this very influential body in the trade union hierarchy was collected from 20 trade union centres, the average share of women being 15.5%. 

It is unnecessary to comment on such a noticeable drop in relation to less powerful bodies that were previously examined. 

In the Baltic sub-region, excluding the Polish Solidarnosc, the average share of women is somewhat better – 26.8%, while when including Solidarnosc in which there is not even a single woman in the most powerful decision-making body, the Baltic sub-region also has quite a low share of women with an average of 22.3%. However, the important relations do not change. In the sub-region of Central Europe the average share of women is 17% and 10.4% in the Balkan sub-region. 

TABLE/CHART 5
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It is almost unbelievable and certainly frightening that in Central and Eastern Europe there are four trade union centres in which there is not a single woman in the highest decision-making bodies and those are: the Polish Solidarnosc, the Romanian CNSLR-Fratia and BNS as well as the Serbian Nezavisnost. They are followed by the Albanian KNSSH where the share of women is only 4%. 

TABLE/CHART 6

	Sub-region
	Country
	Trade Union
	Decision Making Bodies

	
	
	
	% Congress
	% Decision 1.
	% Decision 2.

	BALTIC
	Estonia
	EAKL
	48%
	40.0%
	38.5%

	
	Latvia
	LBAS
	51%
	35.5%
	36.7%

	
	Lithuania
	LWU
	49.8%
	50.0%
	No data

	
	
	LPSC
	47%
	23.0%
	12.5%

	
	
	LPSS
	43.3%
	43.3%
	46.2%

	
	Poland
	NSZZ Solidarnosc
	11%
	11.0%
	0.0%

	CENTRAL EUROPE
	Croatia
	SSSH/UATUC
	25.9%
	25.3%
	25.0%

	
	Czech Republic
	CMKOS
	20.4%
	20.0%
	17.7%

	
	Hungary
	MSZOSZ
	36.2%
	45.0%
	17.7%

	
	
	LIGA
	28%
	No data
	No data

	
	
	ATUC
	42%
	41.4%
	14.3%

	
	Slovak Republic
	KOZ
	25%
	21.0%
	10.5%

	BALKANS
	Albania
	KSSH
	15%
	7.5%
	4.0%

	
	Bosnia&Herzegovina
	SSSBiH
	16.30%
	14.0%
	13.0%

	
	
	SSRS
	11%
	9.1%
	14.8%

	
	Bulgaria
	CITUB
	40.4%
	31.5%
	No data

	
	
	Podkrepa
	35.8%
	23.0%
	28.6%

	
	Macedonia
	SSM
	16.30%
	22.0%
	18.2%

	
	Moldova
	FGSRM
	30.70%
	27.6%
	17.2%

	
	Montenegro
	CITUM
	14.50%
	12.5%
	7.7%

	
	Romania
	CNSLR-FRATIA
	7.8%
	5.5%
	0.0%

	
	
	BNS
	12%
	6.6%
	0.0%

	
	Serbia
	UGS Nezavisnost
	12.20%
	8.3%
	0.0%


“Less important” decision-making bodies 

Faced with the rigid numbers for the extremely low share of women in their trade unions, men trade union leaders very often reel off numbers for the share of women on Supervisory or Financial Boards. Since members of these bodies are elected at congresses, they truly qualify for being given the status of a decision-making body. However, since those are in fact bodies without real power and the authority to make decisions, due to the fact that we are dealing with trade union activist volunteers, who are elected to such boards as titular members, women are thus in average more often elected members of such bodies. For the purpose of this survey, information on the share of women in supervisory boards was collected from 15 trade union confederations and their share is relatively high, as high as 47.8%. However, in the Balkan sub-region the average share of women in these decision-making bodies is considerably lower - 31.4%. Furthermore, due to the fact that supervisory board members elect the members of the congress, it represents a particular source of power and honour for the person elected and in as many as four trade union confederations there is not a single woman on such a board while in six of them all the members are women. Such oscillations contribute to such decision-making bodies being seen as being “less important”. 

Men – the bosses of trade union “families” 

It was not surprising that, at the time the data was collected, there were mostly men and only one woman at the head of 23 trade union centres (LWU, Latvia). Since new data regarding the election of women at the head of a central was submitted by EAKL (Estonia) soon afterwards, statistics indicate that the share of women we have at the top position equals 8.7%. 

As regarding the position of a vice-president, a higher visibility of women is already being tolerated. On the basis of the data collected from 21 trade union confederations, a total of 56 vice-presidents was registered, 16.7% of which are women. Such a relatively high share was registered only due to the fact that the Lithuanian LPSS has as many as 6 women among 11 vice-presidents, thus it significantly influences the total result and so the average share cannot be considered as being realistic. Namely, only 4 of the 21 trade union confederations have women vice-presidents alongside with men. 

TABLE/CHART 7
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As shown in the table above, the trend of enhancing the invisibility of women is continuing its way to the top of the trade union hierarchy. Women are becoming almost invisible at the very top. 

Position – unavailable, intelligence – acceptable

HEADS OF DEPARTMENTS: Analysing the information collected on the gender structure of heads of departments in 18 trade union confederations, it is evident that in the parity share it is not easy to reach the top of the so-called expert-political positions, in other words - to reach the very top of the department. Of a total of 94 department leaders, 39 or 41.5% are women, and in two cases there is not a single woman at the head of any department (Serbia and Montenegro). Consequently, in places where women are potentially less visible to the public, but where expert knowledge is required, obstacles are more easily conquered.

The sub-regional differences are once again present, with the average share for the Baltic sub-region being 55%, 26.5% for the region of Central Europe while the average for the Balkan sub-region can not be confirmed with certainty due to the fact that there is a large amount of statistical data missing; however, it is possible to estimate that it is the same as the other sub-regions. 

TRADE UNION EXPERTS: The statistical data on the share of women among trade union experts is even more favourable for women. In 17 trade union confederations, which submitted their data, among the 404 employed experts, 213 or 52.7% of those hired are women. Only in the Romanian CNLSR-Fratia is there not a single woman employed among the range of experts. Furthermore, when dealing with the issue of experts, there are no major differences in the share of women among the Baltic and Central European sub-regions observed. In the Baltic sub-region the average share of women among experts is 51.5%, 48% in the sub-region of Central Europe and 41.5% in the Balkan sub-region. 
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ADMINISTRATION: Finally, we can somewhat ironically conclude that there is a positive discrimination towards women in trade unions; however, only in cases of hiring administrative secretaries or other administrative and technical staff. In 19 trade union centres that submitted data, the average number of women employed as administrative and technical staff equals 76%. The share of women in the Baltic and Central European regions is almost one hundred per cent, while it is somewhat lower in the Balkan sub-region where the share is approximately 67%. 

TABLE/CHART 9
	Sub-region
	Country
	Trade Union
	TU Employees

	
	
	
	Heads of Dept.
	Experts
	Admin.

	
	
	
	T (F)
	F %
	T (F)
	F%
	T (F)
	F%

	BALTIC
	Estonia
	EAKL
	No data
	No data
	No data
	No data
	No data
	No data

	
	Latvia
	LBAS
	6(3)
	50%
	8(5)
	63%
	5(5)
	100%

	
	Lithuania
	LWU
	6(3)
	50%
	9(3)
	33.3%
	10(6)
	60%

	
	
	LPSC
	2(1)
	50%
	No data
	No data
	12(8)
	66.7%

	
	
	LPSS
	No data
	No data
	11(6)
	54.4%
	7(5)
	71.4%

	
	Poland
	NSZZ Solidarnosc
	13(9)
	69%
	132(73)
	55.3%
	No data
	No data

	CENTRAL EUROPE
	Croatia
	SSSH/UATUC
	3(1)
	33.3%
	20(18)
	47.4%
	46(43)
	93%

	
	Czech Rep.
	CMKOS
	8(3)
	37.5%
	71(28)
	39.4%
	18(16)
	88.9%

	
	Hungary
	MSZOSZ
	5(1)
	20%
	No data
	No data
	No data
	No data

	
	
	LIGA
	4(1)
	25%
	No data
	No data
	2(2)
	100%

	
	
	ATUC
	0
	0
	8(5)
	62.5%
	2(2)
	100%

	
	Slovak Rep.
	KOZ
	6(1)
	16.7%
	21(9)
	42.9%
	13(1)
	92.3%

	BALKANS
	Albania
	KSSH
	2(1) 
	50%
	8(3)
	37.5%
	6(3)
	50%

	
	B&H
	SSSBiH
	No data
	No data
	10(4)
	40%
	17(7)
	41%

	
	
	SSRS
	No data
	No data
	14(4)
	28.6%
	35(35)
	100%

	
	Bulgaria
	CITUB
	No data
	No data
	26(21)
	80.8%
	18(17)
	94.4%

	
	
	Podkrepa
	6(2)
	33.3%
	25(15)
	60%
	25(8)
	32%

	
	Macedonia
	SSM
	4(3)
	75%
	5(3)
	60%
	106(48)
	45.3%

	
	Moldova
	FGSRM
	10(3)
	30%
	No data
	No data
	31(15)
	48%

	
	Montenegro
	CITUM
	3(0)
	0%
	26(14)
	53.8%
	38(33)
	86.8%

	
	Romania
	CNSLR-FRATIA
	8(2)
	25%
	2(0)
	0%
	No data
	No data

	
	
	BNS
	7(5)
	71,4%
	No data
	No data
	12(9)
	75%

	
	Serbia
	UGS Nezavisnost
	1(0)
	0%
	8(1)
	12.5%
	6(6)
	100%


Branch trade unions with a small number of women 

The data collected from the total of 22 trade union confederations (excluding CITUB, Bulgaria) show that they are made up of 508 branch trade unions and headed by only 105 women, or 20.7%. Two trade union centres, the Hungarian Liga and the Serbian Nezavisnost, do not have a single woman at the head of a branch trade union. 

There are, however, certain sub-regional regularities, so the majority of trade unions from the Baltic sub-region, with the exception of the Lithuanian LPSC (14.3%) and the Polish Solidarnosc (18.8%) have a share of women among the presidents of branch trade unions ranging between 32 and 60%. 
In the sub-region of Central Europe, with the exception of the afore-mentioned Hungarian Liga (0%) and the Slovak KOZ (15.4%), the share varies between 20% and 41%. In the Balkan sub-region their share is on average the lowest and is anywhere from 0% to a maximum of 20%. 

It is obvious that women are significantly underrepresented in the leadership of branch trade unions, and especially in the Balkan sub-region. 

Since global trade unions (ITSs), in which the majority of the members are among the 508 trade unions analysed above, are also run by men, it is not possible to expect additional initiatives for changes from that source either. 

TABLE/CHART 10
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Territorial structures resembling “island-states” 

Detailed data on the number of officials employed at the head of territorial (county, regional, district) trade union offices was collected from 21 trade union centres. It is interesting to note that among 594 leaders of territorial structures only 138 or 23.2% are women. In other words, the position of a territorial official is still held as being a prominent position, particularly in the countries of the sub-regions of Balkan and Central Europe, with the exception of the Baltic sub-region where the share of women among this profile of trade union officials is relatively high, ranging between 50% and 88%. Only two trade union confederations (the Slovak KOZ and SSRS from Republic Serbska/Bosnia-Herzegovina) do not have a single woman among the leaders of regional offices, while as many as seven trade union confederations have only one woman each in the total number of territorial leaders. 

It should be first understood that as a rule we are dealing with paid jobs, which from the times of socialism/communism still have specific regional/local importance and thus there is a lot more competition for them in which, is it any wonder, men win. The second reason is that weakened social security and high unemployment rates made work in trade union an interesting target, since it is assumed that this type of work – unlike most jobs in a more visible liberalized market economy in countries undergoing transition – promises a certain long-term security. Thirdly, national men leaders traditionally believe that a male leader of a territorial structure would be a better choice, due to the fact that he would be more respected by his environment and would better handle negotiations and dialogue with local (men) people in power. It is difficult to change one’s cultural and habitual ways. 

The rate of women in a man’s hierarchy 

CALCULATION MODEL: For the purpose of this survey a model of calculating the average share was used for each trade union central as well as the average rate for entire region and three sub-regions. 

In order to make a comparison according to quality, it was necessary to find a kind of a common denominator, in other words to “annul” the difference between trade union confederations, which arose from the difference in the share of women members in each of them. 

To calculate a rate of the share of women for each trade union confederation, wherever possible, data was taken from five categories: 1. percentage of the share of women among presidents of branch/joint trade unions; 2. percentage of women among delegates participating in congresses; 3. percentage of women in the highest decision-making body; 4. percentage of women in the most powerful decision-making body and 5. percentage of women among leaders of territorial structures. 

Following that, the average share of women for each trade union central was calculated based on all five categories and was equalled with the percentage of the share of women in the total membership. In comparison to the actual average share of women in the examined categories in regards to the expected parity share based on their share in membership, the achievement of the share of women (=the rate of the share of women) was calculated for each trade union centre. 
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WOMEN'S REPRESENTATIVITY RATE
	No
	Country
	T.U.C.
	F-Memb.
	W-Pres.
	% Congress
	% Decision 1.
	% Decision 2.
	Heads-Reg.
	Aver. %
	WOMEN'S

 REPR. RATE

	1.
	Hungary
	ATUC
	app.30%
	41.4%
	42%
	41.4%
	14.3%
	64%
	40.6%
	135.4

	2.
	Lithuania
	LWU
	46.3%
	54.5%
	49.8%
	50.0%
	No data
	50.0%
	51.0%
	110.2

	3.
	Estonia
	EAKL
	42.7%
	32.0%
	48%
	40.0%
	38.5%
	No data
	39.6%
	92.8

	4.
	Latvia
	LBAS
	59.2%
	60.0%
	52%
	37.0%
	36.7%
	88.3%
	54.8%
	92.6

	5.
	Bulgaria
	CITUB
	app.50%
	No data
	40.4%
	31.5%
	No data
	No data
	36.0%
	71,9

	6.
	Bulgaria
	Podkrepa
	38.0%
	15.6%
	35.8%
	23.0%
	28.6%
	33.3%
	27.3%
	71.7

	7.
	Lithuania
	LPSS
	68.5%
	54.5%
	43.3%
	43.3%
	46.2%
	50.0%
	48.5%
	70.8

	8.
	Croatia
	UATUC
	48.0%
	27.3%
	25.9%
	25.3%
	25.0%
	24.6%
	25.7%
	53.5

	9.
	Hungary
	MSZOSZ
	50.7%
	25.0%
	36.2%
	45.0%
	17.7%
	10.5%
	26.9%
	53

	10.
	Lithuania
	LPSC
	64.0%
	14.3%
	47%
	23.0%
	12.5%
	70.0%
	33.4%
	52.2

	11.
	Moldova
	FGSRM
	54.9%
	20.0%
	30.7%
	27.6%
	17.2%
	44.9%
	27.9%
	50.8

	12.
	Czech Rep.
	CMKOS
	43.0%
	20.0%
	20.4%
	20.0%
	17.7%
	28.8%
	21.4%
	49.7

	13.
	Macedonia
	SSM
	app.38%
	16.7%
	16.3%
	22.0%
	18.2%
	11.7%
	17.0%
	44.7

	14.
	Hungary
	LIGA
	app.30%
	0%
	28%
	No data
	No data
	9.1%
	13.0%
	43.4

	15.
	Slovak Rep.
	KOZ
	50.2%
	15.4%
	25%
	21.0%
	10.5%
	0%
	14.2%
	28.3

	16.
	Montenegro
	CITUM
	40.0%
	15.8%
	14.5%
	12.5%
	7.7%
	4.8%
	11.1%
	27.7

	17.
	B&H
	SSRS
	48.0%
	20.0%
	11%
	9.1%
	14.8%
	7.7%
	12.5%
	26.1

	18.
	B&H
	SSSBiH
	45.0%
	13.6%
	16.3%
	14.0%
	13.0%
	0.0%
	11.4%
	25.3

	19.
	Albania
	KSSSH
	app.30%
	7.7%
	15%
	7.5%
	4.0%
	3.0%
	7.4%
	24.7

	20.
	Poland
	NSZZ Solidarnosc
	app.40%
	18.8%
	11%
	11.0%
	0.0%
	2.7%
	8.7%
	21.8

	21.
	Romania
	BNS
	35.0%
	7.5%
	12%
	6.6%
	0.0%
	2.8%
	5.8%
	16.5

	22.
	Serbia
	UGS Nezavisnost
	40.0%
	0.0%
	12.2%
	8.3%
	0.0%
	7.0%
	5.5%
	13.75

	23.
	Romania
	CNSLR-FRATIA
	39.0%
	4.7%
	7.8%
	5.5%
	0.0%
	2.4%
	4.1%
	10.5


It is evident from the table presented above that by calculating the rate of the share of women for each trade union confederation, a high quality descriptive interpretation of the actual share of women in each one of them was made possible. 

Yet, five trade union organizations from the bottom of the scale still raise cause for concern. Based on all the analysis carried out so far, it was expected that two Romanian trade union confederations (CSNLR-Fratia and BNS) and Serbian Nezavisnost are on the negative “top-five” list; however, the Polish Solidarnosc unexpectedly, having an even lower share of women than the Albanian KSSH was totally unexpected. Next on the list, having only slight differences between them, are the two trade unions from Bosnia-Herzegovina, CITUM from Montenegro and again, confusingly – the Slovak KOZ. 

Had we been dealing only with women, we might have explained the infamous joining of the Polish Solidarnosc and the Slovak KOZ by the particular traditionalism of those two roman-catholic countries. However, since the issue at hand is an estimation of the actual share of trade unions as well as the issue regarding the development of internal democracy, the issue stops being a topic in which women’s trade union groups are considered and becomes a question of democratic trade union reassessment. Despite such deviations from what was up until now a very clear picture of the sub-regional differences/similarities, by examining the rankings, the existence of related patterns of democratic behaviour of the trade union centres from each sub-region, as well as the accuracy of their grouping in existing three sub-regions can still be seen. 
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	WOMEN’S REPRESENTATIVITY RATE

	0 - 30
	30 - 60
	60 -

	23.
	Fratia-CSNLR
	10.5
	15.
	KOZ
	28.3
	7.
	LPSS
	70.8

	22.
	Nezavisnost
	13.75
	14.
	Liga
	43.4
	6.
	Podkrepa
	71.7

	21.
	BNS
	16.5
	13.
	SSM
	44.7
	5.
	CITUB
	71.9

	20.
	Solidarnosc
	21.8
	12.
	CMKOS
	49.7
	4.
	EAKL
	92.8

	19.
	KSSH
	24.7
	11.
	FGSRM
	50.8
	3.
	LBAS
	92.6

	18.
	SSSBIH
	25.3
	10.
	LPSC
	52.2
	2.
	LWU
	110.2

	17.
	SSRS
	26.1
	9.
	MSZOSZ
	53
	1.
	ATUC
	135.4

	16.
	CITUM
	27.7
	8.
	UATUC
	53.5
	· 4 BALTIC

· 2 BALKANS

· 1 CENTRAL EUROPE

	· 7 BALKANS

· 1 BALTIC

· 1 CENTRAL EUROPE


	· 4 CENTRAL EUROPE 

· 2 BALKANS

· 1 BALTIC


	· 


THE LOWEST: The table presented above clearly indicates that in the group of trade union centres with an extremely low rate of the share of women from 0-30 there are as many as 9 or 39.1%, 7 of which are from the Balkan sub-region of the ICFTU CEE Women’s Network, one from the Baltic sub-region and one from the Central European sub-region. 

LOW: In the group of trade union centres with a low rate of the share of women, of the 31-60 there are 7 or 30.4% trade union confederations, where most of them (4) are from the Central European sub-region, two from the Balkan sub-region and one from the Baltic sub-region. It is interesting to note that this category of trade union confederations consists mainly of those that arose from former socialist trade union centres, and in part of them there is still an accepted pattern of respecting even the unofficial “key” (gender, age etc.). Such probability also seems realistic in the case of the Moldavian FGSRM and the Macedonian SSM. When dealing with the Hungarian Liga, due to a lack of information, it is impossible to confirm its position in the rankings of the share of women; however, one can assume that it would fall into this group of trade unions. 

SATISFACTORY: In the third group of trade union confederations with a relatively or completely satisfactory rate of the share of women from 61 and up, there are still 7 or 30.4% of trade union confederations, as many as four from the Baltic sub-region, two from the Balkan sub-region and one from the Central European sub-region. Such composition demands an explanation. In the case of the Hungarian ATUC, it takes first place according to the calculation of the share of women; however, we are in fact dealing with a trade union centre that does not have a lot of professional trade unionists, since those positions are mostly voluntary. The calculated position of ATUC was especially influenced by the information dealing with a large number of women among leaders of regional offices, which in the case of ATUC is also not a professional position and it would be better to exclude it (thus making the rate 27.8%). Thus, despite giving it the (calculation-related) first place according to the rate of the share of women, ATUC in fact falls under its sub-region, that is, the sub-region of Central Europe; however, also at the low border-line. Thus for the sub-regional average calculation ATUC is also included as having (an alternative) rate of 30%. 
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BALTIC: It is obvious from the above table that the average rate of the share of women in the Baltic sub-region is relatively high and amounts to 74%. In other words, of every 10 women’s positions assumed, only 7.4 are actually filled by women, while almost three are “covered” by men. If we assume that in an ideal imaginary decision-making body, of the total of 20 members, there would be ten women and ten men, then the result would be that in an average Baltic trade union confederation 13 men and 7 women would be elected in that decision-making body. 

CENTRAL EUROPE: The average rate of the share of women in the sub-region of Central Europe is, as expected, relatively low. If we include ATUC at a rate of 135.4%, the average rate is 60%, while with the inclusion of ATUC at a more realistic rate of 30%, the average rate amounts to 43%, which is significantly lower than that of the Baltic sub-region. Thus, in an ideal decision-making body with a total of 20 members, instead of the expected parity relation between men and women, 14 men and 6 women would be elected (alternatively: 16 men and 4 women). 

BALKAN: The average rate of the share of women in the sub-region amounts to 35% and is significantly influenced by four trade union confederations which are significantly above average with regards to the rest of the group. Thus, for the purpose of this project an additional division of the Balkan sub-region has been made, of 11 trade union confederations, into a Balkan 1 and a Balkan 2 sub-region. The trade unions with a higher rate of the share of women are placed in the sub-region of “Balkan 1” (the Bulgarian CITUB and Podkrepa, the Moldavian FGSRM and the Macedonian SSM) and the trade unions with the lowest rate of the share of women are placed in the “Balkan 2” sub-region (the Romanian CNSLR-Fratia and BNS, SSSBIH and SSRS from Bosnia-Herzegovina, CITUM from Montenegro, the Albanian KSSSH and the Serbian Nezavisnost). Yet, by making calculations for the entire sub-region, in an ideal decision-making body having a total of 20 members, the average Balkan trade union central would have 17 men and only 3 women. For the “Balkan 1” sub-region that average would be a lot higher – a rate of 60% (equal to the Central European sub-region), while for the “Balkan 2” sub-region the average rate amounts to 20.7% (20 seats in the decision-making body would be filled by 18 men and only two women!). 

These additional elaborations have been made with the aim of creating a high quality insight into the groups of related countries, so as to analyse the etymology of such a low share of women in the decision-making bodies of trade union confederations and to devise appropriate education programs based on that insight. 

In the above table trade union confederations are listed and ranked according to the rate of the share of women. It is immediately evident that there are very obvious groupings according to sub-regional affiliation, with certain exceptions. The rate of the share of women for the Polish Solidarnosc varies significantly from the average of the Baltic sub-region and is a lot closer to the rate for the Balkan sub-region. 

2.2. A Gender Positive Policy

In response to the question regarding the existence of a gender positive policy within the trade union confederation, there have been answers offered on the existence of quotas, a so-called reserved post (seat) for a female representative in the main decision-making bodies or some other form of promoting a guarantee for greater share of women at the top of the trade union. 

The quota as a "red rag" 

The women's quota as a form of a gender positive policy does not really exist in any of the 23 analysed trade union confederations. Only in FGSRM, Moldova and the Union of Trade Unions of Republic Serbska (Bosnia-Herzegovina) was there a formally adopted decision made by decision-making bodies regarding a quota of 30%; however only on the level of declarative recommendation, so it is not in any way binding. 

A women's quota is not very popular in former communist countries in the region due to the fact that in the memory of men trade union leaders it is often identified with the former socialist/communist "gender key". Namely, in party, social and other leaderships there were often not only delegated, rather elected representatives "according to the key", in other words - a specific, required number of people had to be elected - according to gender, ethnical background, education etc. As such "keys" by their nature prevented democratic decision-making and selection, lists of candidates had mainly limited access and every person on the lists was elected in advance. In better cases there was a condition set that every candidate must get at least one-third, one half or two-thirds of the votes, so sometimes the democratic farce would be made complete with additional/subsequent voting. 

However, quotas, in minds of trade unionists in the CEE region, are equated totally unfairly with a non-democratic model of electing "according to the key", due to the fact that we are yet dealing with a completely different model. A women's quota which is, for example, calculated in percentage, means that the trade union confederation should take steps towards a positive gender policy in such a way that the share of women on the lists of candidates for delegates for some meetings or lists of candidates for some election posts be achieved in a particular percentage. No one, however, can guarantee that those women will actually be elected in the decision-making bodies, for positions or in delegations, rather it is left up to the democratic choice of those who vote, usually by secret ballot. Male trade union leaders are still not aware of this essential difference, which would contribute significantly to reducing the tensions and repulsion towards the useful and effective measure of a positive policy. 

Seat or Chair

The other very popular form of promoting a gender positive policy in trade unions is the introduction of an additional seat, in other words, several "seats" in trade union decision-making bodies. Taking the ICFTU as an example, it is possible to interpret the long-term benefits of introducing such a measure. It was not until 1960 that the first woman entered the top decision-making body of the ICFTU as the chairwoman of the Women’s committee; however only having the status of an observer. Nevertheless, since 1992 (in fact) five women have guaranteed seats on the Executive Board of ICFTU with a significantly extended right to vote. Similar experiences exist on the level of the ETUC/European Trade Union Confederation. 

It is interesting that of the 23 researched confederations, (in fact) 5 trade union confederations have an observation seat for the representative or several representatives of women’s trade union group/board in some of decision-making bodies, such as Croatian UATUC, Hungarian MASZOSZ, Latvian LBAS and Romanian CNSLR-Fratia. Women’s trade union groups, at their conferences and in documents, often recommend the policy of introducing a "reserved seat " for the representatives of women organized in trade unions, as well as for the representatives of other interest groups, such as young people, the physically handicapped, the elderly, the unemployed etc., experience has shown that it is very important to struggle for the first reserved seat, if it is possible, through statutory regulation, due to the fact that such an act/action has several useful consequences. Women get an idea of how things operate/work and decision-making in the highest trade union bodies, they get the right to articulate a women’s point of view through participating in discussions and the possibility of influencing final conclusions, while on the other hand, trade union decision-making bodies stopped being exclusive clubs for men, in the members as well as their behaviour. Women contribute to a more peaceful dialogue, constructive discussion and a more versatile and pragmatic method of finding a solution. 

It is likely to expect that within a short period of time the majority of trade union confederations in the CEE region would accept the model of "women’s seats "; however, not "women’s chairs " in decision-making bodies, of course, just as a phase in reaching full parity in the share, in other words the share of women equal to their share in trade union membership. Although at the beginning we are actually dealing with a more formal chair on which a woman sits often as an observer and without the right to vote, the next step is reaching a greater presence of women and a woman’s seat along with a limited right to vote (for example without the right to vote on statutory and financial decisions). A further step leads to total equalization of a "reserved seat " with other elective/chosen seats. Slow? Of course; however, it is at the same time effective. 

Second like None

There was a question in the questionnaire regarding other possible measures of a gender positive policy; however, of the 23 answers in 35% of the cases trade union confederations limit a gender positive policy to one or two documents by which a larger inclusion of women in the activities and processes of decision-making in trade unions is recommended. The majority of trade union confederations do not express any interest for a greater visibility of women in trade unions. Should the decision-making body of trade unions during some of its sessions adopt a recommendation, it is often not forwarded "to the base", in other words to all the structures of the trade union tree. 

Yet, recommendations should not be excluded as being a useful method of creating a gender positive policy, especially if such documents are adopted during the preparations for holding a congress or prior to nominating actions for the election of new decision-making bodies. Even a humble recommendation, being of a general nature or in the form of a recommended share of women on the lists of candidates (some kind of women’s quota), often has a strong influence on the awareness of those who nominate, thus a higher number of women appears on the lists of candidates. Experiences show that a trade union elective body often usually chooses women in practice, thus there is a greater percentage of those chosen than their share on the nominating list. In other words, there are never enough documents and recommendations.

"Women’s" department 

Should trade union confederations have a separate department for women’s issues, for gender equality or equality in general (including gender)? Those who stand behind the idea for the necessity of the visibility of women accept the idea of organizing any of the above-mentioned three forms of a department, thinking that each one of them would be useful in promoting the need of introducing a gender positive policy. According to the responses from 23 trade union confederations, only 5 or 21.7% pointed out that they have a "women’s department " (the Hungarian centres MSZOSZ and ATUC, although the information from the other central is not reliable; the Polish Solidarnosc; the Lithuanian LPSS and the Bulgarian Podkrepa). However, when we include two trade union confederations (the Romanian CNSLR-Fratia and BNS), which declare the existence of a department for equality on a national level –which are run by women, then the response is not so bad. Considering the fact that organizing a separate department requires constantly setting aside funds for wages and operating costs, the total number of 30% of trade union confederations that have professionally and structurally employed women for the issues of equality, gives us hope. 

Yet, the situation is somewhat less optimistic when we study the additional responses as to the position of an employed person at the head of such a "women’s department", in other words, a department for issues of equality. That position is electoral and professional only in the Bulgarian Podkrepa and in the Lithuanian LPSS; in 3 cases we are dealing with a nominated person with full time position (the Polish Solidarnosc, the Hungarian MSZOSZ and the Moldavian FGSRM, although for the other trade unions we can not confirm with certainty the character of the sphere of the work done by such a person); in two cases with the nominated person working on a part-time basis and otherwise doing other jobs for the trade union confederation (the Bulgarian CITUB and the Romanian CNSLR-Fratia). In one case the person employed has not been nominated at all, rather she is a technical coordinator for women’s issues (Serbia). 

Women’s interest group – the condition of internal democracy 

Thanks to the existence of the ICFTU CEE Women’s Trade Union Network, except in one case (the Hungarian Liga), there is no trade union confederation in Central and Eastern Europe with the status of being an internationally recognized member or partner of ICFTU without having an established and active women’s group or board on a national level. Especially with the activation of the ICFTU/FNV Gender Project, that is, during the year 2000, the expansion of the ICFTU CEE Women’s Network by new members has been achieved (two being from both entities from Bosnia- Herzegovina, one from Latvia and Macedonia and two from Albania). 

As of January 30, 2001, within 23 trade union centres from 13 (15) countries 22 women’s interest groups are active. It is interesting comment on the year of them being founded. The Hungarian Liga states 1989 as being their founding year, while in 1990 women’s groups/boards within two trade union confederations (the Slovak KOZ and the Hungarian MSZOSZ) were established, the Women’s Section of Croatian UATUC was founded in 1991 and two were established in 1992 – the Czech CMKOS and the Polish Solidarnosc. No women’s interest group was founded in 1993, while in 1994 and 1995 women’s groups were established, first within the Bulgarian CITUB and then within the Bulgarian Podkrepa. Following two women’s groups being established in 1996 (EAKL, Estonia and CNSLR-Fratia, Romania), there was another "dead" year. 

Obviously, such stagnation and a halt in paying more attention to women’s issue in the region by the ICFTU, following the initial requests for establishing a regional Women’s Network in Bucharest in 1994 and in Budapest in 1996, resulted in the Founding meeting being convened in November of 1997. Prior to that, some sort of a pre-meeting took place in Zagreb, on November 6-7, 1997, where the International Women’s conference was held at the initiative of the Women’s Section of the Union of Autonomous Trade Unions of Croatia. Immediately following that, on November 14-15, 1997, the Women’s Committee of NSZZ "Solidarnosc" hosted 16 participants in Gdansk, which represented 12 organisations from nine countries: Solidarnosc/Poland; CMKOS/Czech Republic; KOZ/Slovak Republic; Liga and MSZOSZ from Hungary; LWU and LPSS from Lithuania; LBAS from Latvia; Podkrepa and CITUB from Bulgaria, Fratia from Romania and UATUC from Croatia. The participants agreed on the program, which included the development of a database, working through three sub-regional workshops and actively expanding the Women’s Network. 

Thus the Women’s Network of the ICFTU for Central and Eastern Europe was born – and began to live very pragmatically, taking small-programmed steps and not rushing into anything. Coordinators were chosen at the head of each of the three sub-regions (Baltic, Central Europe and Balkan), who later became members of the ICFTU Women's Committee. 

In 1998 three new women’s groups were founded (the Lithuanian LPSS, the Moldavian FGSRM and the Serbian Nezavisnost), in 1999 three more women’s groups (the Romanian BNS, the Montenegro CITUM and the Lithuanian LPSC), and in the year 2000 and 2001 five new women’s groups, which have already been mentioned. 

The ICFTU CEE Women’s Network has increased by an unbelievable 83.3% in a little over three years of being active, in other words, from 12 members to 22 members by the end of January 2001. Considering the acceptance of new members in the membership, as well as partner trade unions, it is possible to assume that an additional 5 women’s interest groups will join the Women’s Network by the end of the year 2001 (Russia: FNPR; KTR; VKT; Azerbaijan: AHIK; Georgia: GTUA), which will obviously require some sort of redesigning division to the existing three sub-regions. 
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	YEAR
	1989.
	1990.
	1991.
	1992.
	1994.

	
	LIGA
	MSZOSZ

KOZ
	UATUC
	Solidarnost CMKOS
	CITUB

	1995.
	1996.
	1998.
	1999.
	2000.
	2001.

	Podkrepa
	EAKL

CNSLR-FRATIA
	LPSS

FGSRM Nezavisnost
	LWU

LPSC 

CITUM

BNS
	LBAS 

SSSBiH

SSRS

SSM
	KSSH


Illegality and "extra-territoriality"? 

Women’s interest groups in 11, that is, in 50% of the cases have a statutory position, in other words their establishment, operation or share in decision-making bodies is regulated by the Constitution of the trade union confederation, that is, they are mentioned in any way possible by the Constitution of the organization. The indisputable goal of every women’s group is to, with time, reach such "legality" within its trade union central, although in the case of interest groups we are dealing with self-organizing and some sort of a non-statutory establishment, rather than a statutory establishment. 

Due to the fact that the survey was carried out in countries with fresh communist/socialist experience, particular patterns of comprehension and behaviour, as well as mistakes in perception and evaluation, they also determine the fate of women’s interest groups. Namely, such a women’s group or board is often identified with socialist party women’s groups, whose establishment and leaders were nominated and chosen by men party leaders. That is why the self-initiative of women for establishing a women’s group is often met with resistance, repulsion or postponement by the side of the (male) leadership. 

QUOTES

Women should be holding wooden spoons not trade union positions. 

Women do not belong at a desk but rather on top of it or under it. 

We should not overemphasize the question of women in society but rather resolve things through general human rights. 

Women should not form separate women’s groups within trade unions because it affects the unity of the trade union. 

A quota for women should not be introduced because then women would be elected by force and there are not enough competent and willing trade unions. 

When the Women’s Section has about ten thousand members they can get back to us. Right now they are not representative and we have nothing to discuss to them. 

Where do these uptight broads come up with this stuff? They did not even ask for permission to hold this conference. Who gave them the right to organize anything by themselves without any determined criteria and the consent of an appropriate body. 

You are not even legitimate. You do not have a lot of members. You do not represent all trade unions. The Presidency Office should order the trade unions to appoint their delegates or appoint a couple of representatives each and then let them work. 

We will not let that Women’s Group force their female representatives on us. They can remind the trade unions in an organized fashion and inform them of those who desire a female candidate to run for a position on the Council of that particular interest group and then let the Council choose. 

Under no circumstances should they be allowed to obtain legal status. They are behaving extra-territorially and do not have the trade union centres’ best interest in mind. 

When I see all this beauty in front of me I would much rather smother you with kisses than with speeches. 

There are no women’s issues, only trade union issues. I guess those in Europe have nothing better to do than to make up things that do not exist. 

Under no circumstances should they be allowed to choose all their female vice-presidents from the same city because that discriminates other cities. We demand that the female vice-presidents be from various regions and we will allow them to attend meetings regularly if that is possible. 

But please, our trade unions do not need a women’s trade union group. As a trade union for retired citizens we have always been known to respect women. 

The first reaction is usually of a formal/legal nature and the question of legality is posed, in other words the statutory establishment of the foundation and operation is questioned. Since trade union activists usually get strong support for establishing their interest groups by international trade union organizations, or those groups being founded on the initiative or encouragement of international organizations, the operation of their establishment is usually tacitly tolerated. From the moment when such groups come into being and begin operating in a more active way and are visible within trade unions and in the public, the experience in practice shows that they are often called upon due to non-institutional activities, as well as for "ex-territoriality". In many cases, trade union activists assess that it could come to the operation of women’s groups being banned or disenabled, should there not be international trade union support. Taking that fact into consideration, creating a statutory basis for the unobstructed work of women’s trade union group was relatively successful, at least in half of the cases. 

The advising status of such women’s group presumes their right to directly address the decision-making bodies and the obligation of decision-making body to take the proposals or suggestions of their colleagues into equal consideration with the proposals of others. Although it does not function ideally, it is obvious from the responses given in the questionnaire that the trade union confederation gave a sort of advisory status to women’s group in 15, that is, 68% of the cases. However, the status of having the right to autonomous obligatory decision-making is far from reality and actually there is no group that has such a status. 

It is possible to better illustrate the actual position of women’s interest groups within trade unions by the fact that only in 3 cases, that is, 13.6% have their own budget within the annual budget of the trade union confederation, in other words, that from the budget, and not just occasionally, the trade union confederation also spends a portion of the trade union membership fee on the so-called women’s issues. Although women make up almost half of the trade union membership in the region, and – with respect to women’s, on average, lower wages and analogous amounts of trade union membership fees, they hit a wall of silence and refusal as soon as they ask for part of the trade union funds. The reaction is similar when they ask for consent in getting their own bank account or sub-account, in other words any variation of getting legal privacy and the possibility of independent financial incomes. 

Furthermore, in only 3 cases have women’s trade union groups been given offices by their trade union confederation, and at the time the data was collected the same number of cases owned computers and possibly had access to the Internet (their own phone line). Women’s groups regularly use offices for meetings in the afternoon hours, they are tenants in different departments for meeting their basic administrative needs, while international departments enable them access to the Internet or use of e-mail communication. 

Young people to follow 

It is interesting to present the answers given to the question whether or not other interest groups, specifically interest groups for young members, for the elderly/retired people and the physically handicapped exist within the confederation. Attracting young people to become members as well as supporting their interest organizing has been confirmed in 14 out of 23, or in 60% of trade union centres. At the same time half of the confederations (13 or 52%) also has an interest group for elderly workers or a trade union for the retired people, while the confederations show the least sensitivity towards physically handicapped workers (7 or 30%). 

However, statistics show that the majority of trade union organizations accept internal interest (self) organizing, and most often not as some parallel "trade unions" but often as a multi-categorical gathering at a national and territorial level. 

Conferences – reaching the public 

As much as 74% of the total 23 trade union centres hold so-called women’s conferences on a regular basis. Up until the collection of the information two Hungarian trade union centres (Liga and ATUC), Slovak KOZ, Estonian EAKL, Macedonian SSM and Lithuanian LPSC had not yet held such meetings. Organizing women’s trade union conferences is usually a very effective way of raising the awareness of unionised women workers, and for sending "messages" to trade union central and the public. There are cases in which women’s interest groups within the trade unions do not have any real channels for sending their program and political messages (for example, issues related to the health care or pension reforms), thus in those cases they usually resort to holding thematic conferences in order to influence the policy of their centres by means of the public. 

With no programs and policies 

In 7 or 31.8% of the cases women’s trade union groups think that their trade union confederation has some form of a gender program, although it is possible to assume that it is really a congress declaration, resolution or part of a general program of an organization in which the principle of gender equality is declaratively supported. 

On the issue of the existence of a (visible) gender policy within the trade union confederation, only 8 or 31.8% of women’s trade union groups responded positively. It is also not clear enough as to what the women questioned understand is meant by "gender policy", whether it is a declaration written in a document or systematic application of specific program principles (for example the principle of equality in determining the members of a delegation or suggesting trade union education). 

Education: rising to the top

In response to the issue regarding the area of the involvement of women trade unionists and so called women’s issues in the training programs of trade union centres, it is possible to recognize specific positive signs. Of the 23 confederations 21 submitted their data, and represent a quantitatively significant indicator. Even though we are dealing with a statistically unreliable method, by calculating the average share of women attending various trade union seminars in 1999, it is possible to estimate that approximately 40.7% of all who attend are women. That share is pretty close to their share in total membership, thus it is possible to estimate that through trade union education and trainings, as well as through what has been estimated as an increasing share of women among trade union representatives at the level of companies, a future class of trade union officials is formed, whose formal rise in the hierarchy of trade union confederations could already be expected in this decade. 
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TRADE UNION EDUCATION
	Sub-region
	Country
	Trade Union
	Education

	
	
	
	Participants
	Educators

	
	
	
	T (F)
	F%
	T (F)
	F%

	BALTIC
	Estonia
	EAKL
	No data
	No data
	No data
	No data

	
	Latvia
	LBAS
	421(249)
	59%
	No data
	No data

	
	Lithuania
	LWU
	-
	app. 60%
	-
	app. 80%

	
	
	LPSC
	-
	app. 70%
	-
	app. 55%

	
	
	LPSS
	-
	app. 62%
	14(11)
	78.6%

	
	Poland
	NSZZ Solidarnosc
	3187(582)
	18.3%
	6(2)
	33.3%

	CENTRAL EUROPE
	Croatia
	SSSH/UATUC
	240(62)
	25.8%
	14/6
	42.9%

	
	Czech Rep.
	CMKOS
	1902(769)
	40.4%
	-
	66%

	
	Hungary
	MSZOSZ
	-
	app. 30-40%
	No data
	No data

	
	
	LIGA
	113(41)
	36.3%
	7(2)
	28.6%

	
	
	ATUC
	-
	app. 50%
	No data
	No data

	
	Slovak Rep.
	KOZ
	596(228)
	38.3%
	28(16)
	57.1%

	BALKANS
	Albania
	KSSH
	304(60)
	19.7%
	13(5)
	38.5%

	
	B&H
	SSSBiH
	-
	app.70%
	-
	53%

	
	
	SSRS
	-
	30%
	-
	4%

	
	Bulgaria
	CITUB
	-
	app.60%
	-
	app. 55%

	
	
	Podkrepa
	-
	app.40%
	-
	40%

	
	Macedonia
	SSM
	No data
	No data
	2(1)
	50%

	
	Moldova
	FGSRM
	840/403)
	48%
	31(10)
	32.3%

	
	Montenegro
	CITUM
	-
	app. 30%
	-
	0%

	
	Romania
	CNSLR-FRATIA
	753(117)
	15.5%
	22(5)
	22.7%

	
	
	BNS
	-
	15.9%
	-
	13.5%

	
	Serbia
	UGS Nezavisnost
	-
	app. 30%
	8(1)
	12.5%


A more detailed analysis showed that the changes of the share of women among attendants of various programs and forms of trade union education equalled the distribution of trade union centres according to sub-regions. In four countries in the Central European sub-region the share of women fluctuates from 26 to 40 per cent. In four trade union centres from two Baltic countries the share of women is between 59 to 70 per cent. However, in the training programs in the Balkan sub-region, six out of the total of ten centres questioned (60%) the share of women attending is between 15% and 30%, which is definitely not a promising indicator. 

Information on the share of women among educators/trainers in trade union seminars was also collected and of the total of 19 trade union centres there were no women trainers in two of them (Serbia and Republic Serbska/Bosnia - Herzegovina), while in 13 or 68% women make up more than 30% of the educators. These statistics confirm an already noted evidence of a growing visibility of women occupying expert trade union positions. 

The slow pace of branch trade unions 

Branch trade unions, although members of various trade unions (ITSs) in large numbers have a relatively small percentage of their own women’s interest groups or boards. Although there are answers confirming that all branch trade unions in some centres have such a group, there are many more replies denying the existence of a single trade union group in branch trade unions. Sometimes the response is simply that this information is unknown, from which it is clear that national women’s trade union groups do not cooperate with them even if such groups exist. On average, twenty per cent of trade unions have their own women’s groups/boards/people in charge, although sometimes for international purposes they declare the existence of such groups or people even though this is not true. 

Having no gender related statistics 

It is interesting to note that during the time of old communist trade unions it was obligatory to maintain statistical data on the membership according to gender, education, age etc. It is an unbelievable fact that only 3 or 13% of the total 23 trade union confederations questioned maintain statistical data on the membership according to gender, in other words that they have gender sensitive statistical data (Latvian LBAS, Moldavian FGSRM and Czech ČMKOS), while all the others do not have any kind of information as to the number of women in their membership. Although the explanation that the job of maintaining statistical data on the membership is the responsibility of branch trade unions can be accepted, in the majority of cases one can not speak of the inertness of trade union confederations or their interest in registering the share of women in the total trade union membership as not existing. 

It can be assumed that the fundamental problem lies in the fact that in the surveyed trade union centres from countries in transition principle individual voluntary membership has not yet been completely achieved. Had the branch trade unions from the former automatic and obligatory membership of trade unions succeeded in carrying out the reform towards individual voluntary membership, it is certain that they would have paid close attention to maintaining and studying various statistical indicators related to their membership. The basic reason for maintaining such statistical data does not only lie in the fact that it is necessary to be familiar with the structure of their membership such that the membership fee could be used to finance necessary activities according to the needs and interests of the members. Perhaps the basic reason lies in that fact that unorganised workers can not be organized in a trade union or attracting new young members or women members without knowing how many already exist in the membership and what kind of trade union “offer” should be used to attract them. It is obvious that in the trade unions as well one should think starting from the member all the way to the top and not from the top down to the member, in other words further democratic transformations of the trade unions in the regions of Central and Eastern Europe should be encouraged. 

The World lives here

In response to the question as to the measure to which the so called women’s issues of trade unions centres, in other words women’s trade union groups cooperate with other national trade unions in Europe and the world, only four answers were negative (17,4%). 

However, with the next question on co-operating with global trade unions (ITSs) the number of negative responses amounted to 13 or 56.5%. Although the possibility that in the mentioned percentage the women representatives of the trade union groups were not familiar with the possible examples of the cooperation of global trade union branches with branch trade unions from their centres is small, it is more likely that this type of cooperation involving gender issues actually does not exist. Namely, the national women’s trade union groups usually consist of representatives of most of the branch trade unions and that the answers can be deemed as being true. Even though the women representatives of (honestly, a small number of) ITSs participated in some meetings of the ICFTU CEE Women’s Network, it is possible to conclude that if a larger number were to participate and coordinate the actions they would be able to influence the processes of democratisation within their members in the region along with the senzitivization of the leadership of this branch trade unions for gender issues more visibly.

The answers to the open issue of other organizations with whom they cooperate on the issues of the equality of women and from this side of 10 groups the successful cooperation with ILO/International Labour Organization should be emphasized, which speaks positively on the role of the ILO CEET Office in Budapest and the practicality of the leadership and experts on gender issues there. It is to be expected that the feeling of "connection" with ILO will rise significantly, due to the fact that the representatives of ILO always participate in the larger meetings of the ICFTU CEE Women’s Network, and thanks to the donation of ILO CEET at the beginning of the year 2001, the purchase of computer equipment for six women’s trade union groups in the region (Sarajevo, Banja Luka, 2 x Bucharest, Sofia) was made possible. 

According to the perception of women’s trade union groups, the role of the ACILS/American Centre for International Labor Solidarity within the American trade union confederation AFL-CIO, which has several of their offices located in the CEE region, is visible. Women’s trade union groups in Croatia, Serbia, Montenegro and Romania consider the support of ACILS to be very important. Furthermore, the ETUC/European Trade Union Confederations is also mentioned on three occasions, and the German FES/Friedrich Ebert Foundation is mentioned twice. 

Hand in hand with the civil sector 

It is especially important to note that when asked about the cooperation with non-governmental organizations in the country on the issue of the equality of women’s rights – only three or 13% of the 23 responses were negative, while the others, with the exception of two women’s groups, cooperate with the non-governmental civil sector on a regular basis. The importance of this information lies in the fact that it confirms the significance of women’s trade union groups as an agent of democratisation in itself, not only of trade unions, but also the society as a whole. Namely, by its cooperation and specific coalitions with non-governmental organizations, women’s trade union groups develop their sensitivity to the issues of civil society and civil rights, while at the same time non-governmental organizations, particularly women’s, are becoming aware of the reality of the position of women on the labour market. 

In connection with this issue there is also the issue of belonging to a national coalition of women’s groups, to which 10 groups or 43.5% responded positively, which indicates an already accomplished organizational or institutional framework of joint cooperation between the non-governmental sector and trade unions. Since these types of coalitions do not even exist in some countries, we are dealing with a significant number. 

Due to the fact that within the ICFTU CEE Women’s Network and particularly through the work on the ICFTU/FNV Gender Project the importance and encouragement of this type of cooperation is emphasised, it is possible to assume that through the cooperation of women’s trade union groups with the women’s non-governmental sector that cooperation will be encouraged and the joint initiative of the overall civil sector and trade unions will be launched, which would give new strength for the democratisation of societies. In some cases, especially in the example of the cooperation between women’s trade union groups and the NGO sector, there was a joint appearance in the pre-election campaigns for the parliamentary elections (interesting examples of their engagement in the elections in Croatia and Serbia in 1999 and the year 2000). 

The share of women organized in trade union membership is higher than the share of women in full-time employment, which shows a strong interest in being organized and active in trade unions as well as confidence in this interest organization. Despite that, there is discrimination against women in their own trade unions. They are barely or insufficiently represented in decision-making bodies and on positions in the trade union, while at the top of the trade union they are, as a rule, invisible. The face on television and other media and the face of Central and Eastern European trade unions is the face of a middle-aged man. If there are any women in the background they are administrative workers or experts. While there are a few women at congresses, there are very few in the highest decision-making bodies. The question remains: How much longer will women pay trade unions that do not have their face and do not recognize their interests? 

3. WOMEN ON THE LABOUR MARKET 

3.1. Feminisation of the labour market 

The transition process transforms the life of women and its basic characteristic is the unstoppable process of the feminisation of the labour market. In the region of Central and Eastern Europe, where even in the time of communism women were visible and where their presence on the labour market was significant, above all based on the constitutional right to employment, the feminisation of the labour market continues, although no longer exclusively in the formal sector. In case we take the term the labour market in a wider sense, including all aspects of labour and labour offers, by their high share in the formal economy (especially in the public sector), by their share among the unemployed often being high and by their majority share in the informal (black/grey) economy, women have started representing the majority on the labour market. However, what is the position of this majority today and how far off is it from the communist, declarative equality of working women? 

In the questionnaire there were numerous questions dealing with the position of women on the labour market and even though a relatively small number of complete responses was collected, it is still possible to carry out a data analysis according to quality. 

One woman – two workers 

On the issue of the weekly working hours of women and men, the hours spent at work as well as the hours of unpaid work (caring for sick, young and old members of the family, cooking, sewing, cleaning etc.) a small number of answers was submitted (Czech Republic, Latvia and Hungary) based on which it is still possible to observe that the average working week of women is longer than the average working week of men, with an important difference that men for the greater part of their working week receive a salary, while women mostly do not get paid. In the three above-mentioned countries the average working week of paid and unpaid labour for women amounts to 85 hours, while for men it is only 70.6 hours, in other words as much as 17% lower. Or, according to countries: in Latvia the average employed man works 65.84 hours a week (or 8.7% less than Latvian woman); in the Czech Republic a man works 62.8 hours (or 4.7% less than a Czech working woman), while in Hungary a man works 83 hours (or as much as 29% less than an employed Hungarian woman). Even though we are not dealing with a representative pattern, we are able to conclude that the rise in poverty in the past few years has placed an additional burden on women, especially those who are employed simultaneously in the formal and informal sector, while also doing most of the house work. 

Previously conducted surveys showed that twenty years ago the average paid and unpaid working week of women in the Central and Eastern European region was approximately 70 hours, while at the same time in Western European countries it was approximately 15 hours shorter (approximately 55 hours). These indicators suggest that there is a growing increase of women being burdened, caused by the instability of the labour market and a drop in the standard of living. 

The share of women in “full-time employment” 

Due to the limited topics in this study it was not possible to collect and analyse data on the share of women having “full-time employment” over an extended period of time and it is necessary to emphasise that their share was above all determined with the goal of comparing it with their share in trade union membership. It was previously established that the share of women in all of the countries that were examined is relatively balanced and that the average share of women having “full-time employment” in the region is 43.6%. 

The following countries are below average: Albania (37.7), Montenegro (40.7), Serbia (41.7) and Czech Republic (41.7), while the parity share of women having “full-time employment” was reached only by Latvia. 
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Women are “passive” - men are “active” 

Even based on incomplete data, in other words with the statistical data from only 9 out of the total 14 (16) countries, it is possible to note that women more often have the status of being employed than men. 
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	Country
	Employment Status

	
	Employees


	Employers
	Self-empl.



	
	M
	F
	M
	F
	M
	F

	Bulgaria
	84
	90
	3.5
	1.3
	11.5
	6.6

	Croatia
	73.8
	76.5
	No data
	No data
	22.9
	14.6

	Czech Republic
	80.1
	89.5
	5.6
	2.1
	12.8
	6.6

	Estonia
	88.8
	93.4
	5.5
	1.9
	5.4
	3.7

	Latvia
	84
	85.6
	4.9
	2.2
	7.1
	7.0

	Moldova
	67.8
	66.8
	0.9
	0.2
	24.9
	25.3

	Montenegro
	/
	91.4
	/
	2.2
	No data
	No data

	Poland
	71.4
	76
	25.3/18

	Romania
	70.5
	84
	1.5
	0.4
	28
	15.6


From the above chart it is obvious that in all of the countries presented, with the exception of Moldavia, there is a noticeably higher share of women employed having the status of a “regular” worker. In the nine countries that were analysed the average share of men having the status of “regular worker” equals 77.6%, while the average share of women having such status equals 82.5%. 

At the same time, based on a smaller quantity of data that was collected, it is possible to conclude that among those having the status of employers or being self-employed, there is a noticeably higher number of men. Thus, in the total number of men having full-time employment their average share as employers is 6.7%, while the share of women in the total number of women in full-time employment is only 3.9%. There are also significant differences between the share of self-employed men in the total number of men in full-time employment – 14.3%, while there are far less women – 10.2%. The more passive position of women on the labour market in countries undergoing transition is not unusual, rather it is expected, due to the fact that social support mechanisms are far less geared towards encouraging women to start their own businesses. Often times the obstacle can even be the issue of not being able to get a mortgage on the family property, which is usually registered in the name of the man of the house, or can even be cultural and common reasons such as not accepting women as initiators of business. 

Expulsion from the public sector to follow 

By analysing the data collected on the share of women in the total number of the female working population and the share of men in the total number of working men, we noticed once again very interesting indicators. Relevant data was only collected from nine countries; however, this is found sufficient to make an analysis according to quality. 
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In the majority of countries, with the exception of Romania, out of the total number of women employed a significantly higher number is employed in the public sector than in the case of the total number of men employed. The truth is that this difference fluctuates from as low as +0.4 (Albania) to as high as +18.4 (Latvia). 

This data is above all interesting due to the possible prognosis and predictions of the further development of the basic statistics of the position of women on the labour market. Namely, since women according to their education and type of work are still significantly orientated towards employment in the public sector, they will be the first victims of cuts in the number of people employed in the public sector under the pressure of international financial institutions (especially the IMF and the World Bank). Namely, it is known that in 27 countries undergoing transition in the 90’s, of the total of approximately 26 million jobs, 14 million “women’s” jobs have simply disappeared. In other words, at that time, women already paid most of or at least a large part of the bill for the transformations of centralistic and planned economies of their countries on the market economy. The gender disparity of those jobs, which were lost in the first decade of transition, is quite disturbing in some countries, especially due to the fact that the position of unemployed women has not changed significantly even after the economies began to recover. As we have already pointed out, social communities far more easily accepted and supported the economic recovery of men, giving them new opportunities for self-employment and starting various businesses, while it was attempted, even through conservative and legislative means, to keep women at home. 

Part-time employment for women

Despite the inadequate representative data, in the seven countries that were analysed, it is possible to interpret that a far greater percentage of women, unlike men, have part-time jobs, while the share of men is visibly lower. In the seven countries that were examined the average share of women employed part-time is 8.9% while the share of men employed part-time is obviously lower – 6.4%. 

Even though we are dealing with partial data, it is possible to conclude that from this point of view the position of women on the labour market is much more uncertain, due to the fact that they are forced to take seasonal as well as part-time work. 
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The education of women is higher

Unfortunately, although the number of representative indicators was insufficient, it is obvious that the education of women on the labour market, especially those that are officially employed, is higher than that of male workers. Based on the data from seven countries, it is still possible to confirm the above evaluation. 
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EMPLOYMENT/EDUCATION
	COUNTRY
	Employed by level of education

	
	Men
	Women

	
	Second. Ed.
	Higher  Ed.
	Second. Ed.
	Higher Ed.

	Croatia
	No data
	No data
	43.6%
	11.7%

	Czech Republic
	27.6%
	13.2%
	41.5%
	10.4%

	Latvia
	24%
	19.1%
	29.2%
	24.6%

	Lithuania
	20%
	19.5%
	28%
	25.7%

	Poland
	25.9%
	11.3%
	34%
	15.1%

	Romania
	20.4%
	8.9%
	23.1%
	8.6%

	Serbia
	17.6%
	9.5%
	34.5%
	11.4%

	Slovak Republic
	16.2%
	6.2%
	21.4%
	5.2%


By calculating the average percentage of employed men with secondary education and a university degree in the total population of men that are employed, the data collected from the following seven countries (Latvia, Lithuania, Poland, Czech Republic, Slovak Republic, Romania and Serbia) indicate that the population of women employed is on average significantly more educated. The average share of male workers with secondary education is 21.7%, the average of female workers is 30.2%, while the average share of male workers having a university degree is 12.5% and the average of female workers is 14.4%. 
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It is clear that the "boom" of educated women on the labour market in countries undergoing transition is the result of equality in the approach to education as well as incentives which existed during the time of socialism (free education, scholarships, free high-school and university student dormitories, subsidised student cafeterias etc.). Unfortunately, the current situation of the average of highly educated working women unlike men could change very quickly due to the current reduction of social rights and especially the introduction of economic tuitions is practically driving young women out of colleges and universities, due to the fact that traditional values will be one of the main factors for parents having several children in choosing which child would receive a higher education. 

Furthermore, it is a known fact that for women the higher their level of education is, the higher the rate of their employment, so the introduction of economic tuitions as well as other measures which will influence a decrease in the number of educated young women, could influence the difficulty in their finding employment. It is interesting to note that in Croatia the employment rate of women having completed elementary school is only 36% (the rate for men being 59.4%), 63.8% for those having a high school diploma (71.6% for men) and 78.2% for those women having a university degree (81.8% for men). Although it is obvious from this example that women in all categories have a more difficulties in finding employment than men, the significance of the education of women to compete on the labour market is still illustrated. 
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Women's occupations and women's salaries 

On the labour market we come across a mass of women in typical women's occupations (health care and social security, education, retail, tourism/catering, finance, culture, food industry), on jobs that are poorly ranked, in other words evaluated. Responses that were submitted by nearly every country rank health care and social security as being first on the list of occupations having the highest share of women employed. 

Furthermore, occupations in which women make up the majority have, as a rule, lower wages, as much as 50% lower, in comparison with the state average (particularly in the cases of textile, leather, footwear as well as tourism/catering and retail). In some retail sub-branches it is possible to estimate the share of women only according to the average salary, because as a rule wherever the majority of employees are men (for example selling motor vehicles) salaries are significantly higher than in sub-branches where the majority of the employees are women (for example department stores). The differences in the average salaries between such sub-branches can – for the same job – vary by as much as 40%. 

It is interesting to note, based on the various statistical sources, available comparative indicators regarding the flux of salaries for specific professions throughout the past decades. It has been proven that the average salaries for teachers and doctors developed in reverse proportion to the feminisation process of these occupations. In other words, it is possible to predict that salaries in occupations and branches in which women workers are increasingly being employed are dropping. 

3.2. Feminisation of unemployment and vulnerability 

The name of unemployment is – a woman 

Statistical data on the registered unemployment rate was collected from 13 countries and they range from as low as 7.3% in Moldavia to as high as 39.7% in Republic Serbska/Bosnia-Herzegovina. 
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	COUNTRY
	UNEMPLOYMENT



	
	T
	M
	F
	WOMEN'S REPRESENTATIVITY RATE

	Moldova
	7.2%
	8.2%
	6.4
	50.8

	Latvia
	8.6%
	10.1%
	8.4%
	92.6

	Hungary
	9.1%
	No data
	No data
	77.0

	Czech Republic
	9.4%
	No data
	No data
	46.8

	Romania
	10.5%
	10.3%
	10.2%
	13.5

	Lithuania
	11.1%
	No data
	No data
	77.1

	Estonia
	11.7%
	13%
	10.2%
	92.8

	Poland
	13.5%
	No data
	No data
	21.8

	Bulgaria
	17%
	17.3%
	16.8%
	71.8

	Albania
	18%
	16%
	21%
	24.7

	Croatia
	22.6%
	16.7%
	24.6%
	53.5

	Montenegro
	27.3%
	No data
	No data
	27.7

	Bosnia/Herzegovina RS
	39.7%
	No data
	No data
	26.1


Economic independence is based on the equality of women, thus the data which indicates a very high unemployment rate in the region, particularly in Bosnia- Herzegovina, Montenegro, Croatia, Albania and Bulgaria (and also according to data from other sources in Serbia and Macedonia) is frightening. In comparing countries having the lowest unemployment rate - Moldavia, Latvia, Hungary, Czech Republic - and the (average) actual rates of the share of women in trade unions for these countries, it can be said that in the four countries having the lowest rates of unemployment, the share of women in decision-making bodies of trade union confederations is very high (47% - 93%). However, the same cannot be applied as a rule in the group of countries having the highest unemployment rates (for example Croatia and Bulgaria have a high rate of the share of women). Thus it would be incorrect to conclude that high unemployment in any way directly influences on the under-representativity of women in trade unions. 

It is necessary to note that there is no special regularity in the women's unemployment rate being as a rule significantly higher than the rate for men, due to the fact that in the majority of countries that were examined the women's unemployment rates are actually lower. However, by calculating the average unemployment rate of men in seven countries, amounting to 12.5%, and when comparing it with the average women's unemployment rate – 13.5%, the difference is noticeable. 

When dealing with the share of women among the total number of registered unemployed workers, they represent the majority in the majority of countries.
TABLE/CHART 24
[image: image16.emf]WOMEN IN PARLIAMENT

91.5%

86.3%

82.8%

9.5%

13.7%

17.2%

0% 20% 40% 60% 80% 100%

BALKANS

CENTRAL

EUROPE

BALTIC

M

F


With the exception of Romania and Albania, women are the unfortunate majority on the lists of the unemployed everywhere, and the highest share of women among the unemployed is in Slovak Republic, Montenegro, Poland and Latvia. 

The average share of women among the unemployed in 12 countries is 53.6%, and it varies from 42% (Romania and Albania) to 61.4% (Slovak Republic). 

It is also interesting to note that, unlike the majority of OECD member countries where the unemployment rate of younger men and women (15 to 24) is significantly higher than the unemployment rate of middle-aged men and women, while in countries undergoing transition the situation is just the opposite, due to the economic and transitional changes and the large number of positions for middle-aged workers that have been lost. 
In the light of unemployment, which was almost non-existent in communism, being a new phenomenon in the region, many countries did not succeed in developing employment agencies as well as updated databases. Various administrative conditions were often required to register someone on the unemployment list, and various regulations determined in which cases unemployed workers were taken off the list as a punishment. 

There is, however, no official statistical data or governmental institution that keeps records, makes evaluations or conducts research on the number of workers who are officially unemployed, but are in fact employed in the informal economy sector. Although the questionnaire required estimates on the size of the so-called grey economy, the data that was collected cannot be used. However, based on previously collected data and evaluations, we are dealing with a large area of unprotected work and workers, the majority of which are women. For example, the informal economy in Croatia reached disastrous proportions by estimating the share in the gross national product as being approximately 30%, it is the lowest in the industry (10%), and the highest in trade (up to 80%). According to some indicators the situation is even worse in Bulgaria, for example, and incomparably worse in Albania, Serbia, Montenegro and Bosnia-Herzegovina. 

To present a complete illustration of the position of unemployed women, it should be emphasised that their chances of finding employment are not great, thus according to the estimates for the region, currently two-thirds of women belong to the category of long-term unemployment and are becoming professionals at waiting for a job. That is why women accept being engaged in the informal economy in the jobs well below their qualifications, just enough to survive. The grey economy in the total employment amounts to 10-40%, depending on country. 

Unemployed women face with overt and accepted discriminative procedures of advertising available positions and background checks. Job advertisements often seek exclusively people younger than 30, males, and those willing to work over-time and travel. In other words, if the male gender of a candidate is not specified directly, it is descriptively specified by other requirements. When women apply to such jobs, they are asked to give detailed personal information, even their intentions regarding having children, marriage and so on. They are often asked, along with the mandatory medical examinations, to take a pregnancy test. 

It is indisputable that there is more and more discrimination against women on the labour market, especially regarding their right to work and find employment, although that discrimination is often hidden and it is hard to prove with numbers. 

Women workers are incomplete people?! 

If we are to judge by the large scale of data on the amount of the average salary of women in comparison with the average salary of men in 12 countries of Central and Eastern Europe, it can finally be said, without hesitation, that discrimination is showing its ugly face.
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GENDERWAGE GAP
	Country


	Av. female wage/Av. male wage

	Estonia
	63%

	Latvia
	80%

	Lithuania
	74,5%

	Poland
	80.7%

	Czech Republic
	73.1%

	Slovak Republic
	75%

	Croatia
	75%

	Hungary
	78.9%

	Serbia
	84.90%

	Bosnia/Herzegovina Fed.
	86.7%

	Bulgaria
	74.4%

	Romania
	80.1%


It is evident from the above table that in all countries the average salaries of women are significantly lower than the average salaries of men, by as low as 13.3% (Bosnia-Herzegovina), and as high as 27% (Estonia). In the 12 countries that were examined, the average salary of women is 86.7% of the average salary of men at best, while in the worst case it is only 63%. We can basically conclude that women are incomplete workers, due to the fact that they are not valued equally on the labour market. 

However, one should be reminded that in countries undergoing transition the official and unofficial opinion is that women, from the time of communism or simply thanks to communism, are absolutely equal to men in their labour rights. The above data refutes such a thesis, as well as numerous amounts of other data on the vertical and horizontal level of discrimination on the labour markets in the region. Of course, those who claim that a system was established during communism, in which men and women for the same job received the same salary, are right. The other side of the story is that two identical positions were often given different titles so that men could receive a higher salary. Or that, men, as a rule, even when being less educated and less qualified, advanced more easily and occupied better positions on the hierarchy scale. Also, let us be reminded that women mostly have intense jobs (the textile industry, trade, tourism/catering, social care, health care etc.) where the average salaries are significantly lower. The segregation of working positions is not very visible, however it is being increasingly monitored and noted. 

Considering that the ICFTU/FNV Gender Project could not deal with the time analysis of the flux of particular statistics, although that dimension was also included in the enclosed national reports, data has been compared with that which was published in the report of the MONEE Project/UNICEF in 1999 from which it can be seen that in the past ten years, as a rule, the share of the average salary of women in an average salary of men was significantly dropping. However, according to the data collected for the purpose of this report, the result is that in part of the countries there was an increase in the average salary of women in relation to the salary of men. Without any pretensions in taking such a data as a sign of improvement, one can still be optimistic. 

It is possible to measure gender pay gap and was done, that is, indirectly, and it is especially necessary in countries like Croatia, where there are no statistics of salaries according to gender. Therefore, the research team from Croatia sent the data on the share of the average retirement of women in the average retirement of men, under the same conditions, and revealed warning indicators: in industry and mining the average retirement of women is 23.3% lower than the retirement of men; in trade it is lower by 20.7%; in health care and social security it is lower by as much as 29.7%, and the most drastic difference is in government and self-governing occupations – as much as 50.7%. Such differences are above all the result of the lower upward mobility of women and work in "feminised" occupations having on average lower salaries. 

Men are the bosses 

The purpose of the questionnaire was to collect data that would document the proportions of vertical discrimination against women in particular occupations and professions. Unfortunately, most likely due to the complex procedure of collecting such data, since no country keeps all their records at the same place, it is almost not possible to use it. Still, for the purpose of this report the example of vertical discrimination in some countries will be shown.
ESTONIA: 60% among those who are employed in the judicial system are women, while among judges there are only 39.1%; 75% of women are employed in health care, and 46.7% occupy leading positions. In elementary and high schools 83.6% are women, while only 49.7% of principals of various schools are women. The share of women employed in universities amounts to 16.6%, however, there is not a single woman in the position of dean. Of the number of journalists 46% are women, however, only 27.9% occupy chief editorial positions. When we are dealing with diplomatic personnel there is quite a number of women – 48%, however, only 9.5% of ambassadors are women. 
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LATVIA: 66.7% of women are employed in the judicial system, while 53.8% of judges are women. In elementary schools 80% of women are employed, and 72% of them are principals of these schools. In high schools, where women make 80% of the employees, only 60% of the principals are women. 28% of women work in universities, however, only 4.7% are deans. The situation is a lot better in journalism, due to the fact that half of the journalists are women and the same number occupies chief editorial positions. Only 7.1% of ambassadors are women. 

LITHUANIA: 98% of those employed in elementary schools are women, and as many as 97% of principals of elementary schools are women. However, on the level of high school education, although 86% of those employed are women, only 36% of principals are women. In diplomacy 38% of those employed are women, and 13% of ambassadors are women. 

SLOVAK REPUBLIC: 60% of those employed in the judicial system are women, while 23.4% of judges are women. In secondary schools women account for 64.5% of those employed and 43% of the principals are women. In universities 39.8% of those employed are women, however, only 5.1% of deans are women. 

ALBANIA: Only 31.2% of those employed in the judicial system are women and an even lower number of judges are women – 10.5%. 

These examples of vertical discrimination prove our statements, however based on the data collected for this report and other available data, it is possible to note that the discrimination gap is, as a rule, somewhat lower in the countries of the Baltic sub-region, somewhere in the middle in the Central European sub-region and obviously higher in the countries of the Balkan sub-region. In other words, the possibility of women advancing at work and in their professions is obviously connected with the cultural/habitual patterns of each country. 

Sexually blackmailed and humiliated 

Although it was expected that it would be extremely difficult to gather any indicators as to the estimated proportions of sexual harassment against women at work, the total unavailability of information or evaluations came as a surprise. However, by additional conversation and knowledge of the existence of particular surveys and experiences, it can be estimated that sexual harassment is increasing enormously. Although there were examples of sexual harassment during the time of communism (well-known relations between manager and secretary), these types of sexual relations were considered immoral by society and could influence one’s career – especially a man’s career. Although it is unquestionable that such a phenomenon was a lot more widespread, it remained in the sphere of social judgement, and was often sanctioned by the legislative body in those countries. 

Currently in countries undergoing transition there are almost no regulations by which sexual harassment at work is being sanctioned and it is impossible to find the appropriate regulations in labour laws. 

At the same time, there are more and more people being forced into having sexual relations or cases of sexual harassment (proposals or remarks of a sexual nature) at work, which is an implicit or explicit condition for someone’s working status. Although the full content of the gender term for sexual harassment is still unclear to a lot of people, perhaps it would be a good idea to emphasise that it implies physical harassment (touching, pinching, gestures, acts of indecency etc.); verbal harassment (“sexual” jokes, comments, obscene proposals etc.); visual harassment (displaying pornographic drawings and photos, sending vulgar e-mails etc.) and mocking or making primitive jokes. 

With the changes in society and the privatisation of the economy there was a weakening of moral chains, and an automatic spread of sexual harassment of women at work and in connection with employment. Small private entrepreneurs especially, as well as entrepreneurs in informal economy, very often, directly or indirectly, set the condition of “render kindness” to candidates interested in the job. In the rough conditions of the Central and Eastern European labour markets many women, especially those who support their husbands and families or single mothers, are brought to the lowest point of humiliation. 

The sexual conditions for getting a job, the sexual conditions for keeping a job, sexual blackmail for getting promoted, for numerous rights which they have by law… is the fate of a growing number of women today. Unfortunately, at the same time the interest of legislators and political elite to pay full attention to that issue is decreasing, due to the fact that here we are dealing with the right to dignity and a privacy of the worker. 

It is unquestionable that paid work is the key basis of the equality of a woman, and her position in society in general. During communism women had easier access to full-time employment, which was made possible by the family services that were greatly developed (a hot meal at work, kindergartens at work or near the place of residence etc.). The fact is, however, that women, despite what appears to be their equal working position, actually worked at unpaid jobs such as cooks, cleaning ladies, seamstresses, home-care nurses, aside from their regular obligations of being a mother and a wife. 

Today women make the majority on unemployment lists, they spend the longest periods of time on waiting lists and they get the job with extreme difficulty and various forms of humiliation. Even when they do find employment, they receive a lower salary than their male colleagues. Their rights to certain occupations are discriminated, in other words through visible horizontal discrimination they are practically forced into the ghetto of so-called women’s occupations or professions. They are discriminated in further education, professional training and getting promoted. Lately they are becoming the majority among unprotected workers in informal economy.
4. WOMEN IN SOCIETY AND POLITICS 

4.1. Family at a distance

Far-reaching changes in societies and economies undergoing transition have caused significant changes in the policies towards the family. Instead of the wide spectrum of measures of social support for working families, the family has shifted to being the private obligation of the individual. Due to the poverty and the collapse of the state, in other words, the social economy, there has been a decrease in the gross national product as well as cuts in the national budgets. This has already influenced new policies for reductions in social rights, while the real attack on social rights, especially in the sphere of the family, would be under the pressure of the World Bank and the International Monetary Fund. 

Far-reaching economic changes have also influenced changes in the relationships between men and women and in some countries in the region campaigns were actually launched in the attempt to make women return to “where they naturally belong” – into the kitchen and into the bedroom. 

Demographic trends have changed significantly: the fertility rate is dropping, women are having their first child at a later age and the number of children being born out of wedlock is increasing. 

For the purpose of this report (within the research) the most recent data was collected even though for the national needs of the women’s trade unions groups, data was collected over an extended period of time for the purpose of a more in depth analysis and evaluation of the development of the situation. 

For this report it was considered that a comparison of specific general and demographic statistical data for countries in the region would be sufficient for trying to get answers and reasons for such significant differences in the employment of women in the decision-making bodies in trade unions. 

Happiness according to population    
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GDP PER CAPITA
	Country
	GDP/per capita (1998)
	Rang
	Women's TU representativity
	Rang

	Estonia
	3645
	7
	92.8
	1

	Latvia
	2638
	9
	92.6
	2

	Lithuania
	2895
	8
	77.1
	3

	Poland
	4096
	4
	21.8
	14

	Czech Republic
	5486
	1
	46.8
	8

	Croatia
	4758
	2
	53.5
	6

	Hungary
	4644
	3
	77.0
	4

	Slovak Republic
	3787
	6
	28.3
	10

	Albania
	972
	14
	24.7
	13

	Bosnia&Herzegovina
	1061
	13
	25.7
	12

	Bulgaria
	1470
	12
	71.8
	5

	Montenegro
	1700
	10a
	27.7
	11

	Macedonia
	3800
	5
	44.7
	9

	Moldova
	374
	15
	50.8
	7

	Romania
	1698
	11
	13.5
	16

	Serbia
	1700
	10b
	13.75
	15


The data collected was checked, and based on the findings it was determined that the data collected on the Gross National Product (GNP) per country was not accurate, thus the UN Statistics Division was the source for the data collected on the Gross Domestic Product (GDP) and these statistics were compared with the average national rate of the representativity of women. Taking an insight into this data makes it clear that there are no important connections between the level of the average standard and the level of the of women represented in trade union decision-making bodies in Central and Eastern European countries. By analysing the data collected on the percentage of the GNP spent on culture and education further, it was also concluded that there were no significant correlations. 

Women are tougher  

The share of women in the total population in the region of Central and Eastern Europe is increasing, thus there is not a single country in the region in which the share is less than half and is at least 50.4% (Bosnia-Herzegovina) to 53.7% (Latvia) while the average share for 14 countries is 51.76. 

Furthermore, women are on average 38 years of age, with a tendency of further ageing. This is the result of the longer life span of women in all of the countries in the region and with a faster growing trend in comparison to the average age of men.
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LIFE EXPECTANCYLife expectancy
	Country
	F Aver. Age
	Life expectancy

	
	
	M
	F

	Estonia
	40.8
	64.4
	75.5

	Latvia
	40.7
	64.1
	75.6

	Lithuania
	38.4
	66.5
	76.9

	Poland
	No data
	68.9
	77.3

	Croatia
	38.7
	68.6
	76.0

	Czech Republic
	39.6
	71.4
	78.1

	Hungary
	No data
	66.4
	75.1

	Slovak Republic
	37.2
	68.9
	77.0

	Albania
	No data
	68.7
	74.5

	Bosnia&Herzegovina
	35.0
	70.5
	75.9

	Bulgaria
	39.4
	67.2
	74.8

	Moldova
	34.6
	64.2
	71.5

	Montenegro
	No data
	71.5
	78.5

	Romania
	37.1
	65.5
	73.3

	Serbia
	37.4
	69.8
	74.8


The lowest life expectancy for women is in Moldova (71.5 years of age) and in Romania (73.3) while the highest is in Montenegro (78.5) and the Czech Republic (78.1) while the average life expectancy of women for the entire region (16 countries) is 75.69 years of age. 

At the same time it is also evident from the charts that the lowest life expectancy for men is in Latvia (64.1) and Moldova (64.2) while the highest life expectancy is in Montenegro and Macedonia (71.5) and the average life expectancy for men in the region is 68 years. 

Marriage and parenthood at a later age 
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	Country
	Birth rate
	Infants death
	Fertility rate
	1st child age

	Estonia
	8.7
	9.5
	1.24
	26.4

	Latvia
	8.0
	11.9
	1.09
	23.75

	Lithuania
	9.9
	9.2
	1.36
	23.6

	Poland
	10.2
	No data
	1.43
	23.8

	Croatia
	10.5
	8.2
	1.45
	25.4

	Czech Republic
	8.8
	5.2
	1.13
	24.4

	Hungary
	10.4
	9.11
	1.33
	No data

	Slovak Republic
	10.4
	8.3
	1.31
	23.56

	Albania
	19.4
	41.3
	2.3
	No data

	Bosnia&Herzegovina
	6.8
	12.1
	1.4
	No data

	Bulgaria
	7.9
	14.4
	1.1
	24.4

	Moldova
	10.6
	18.2
	1.4
	21.8

	Montenegro
	13.5
	13.4
	No data
	25.4

	Romania
	10.5
	20.5
	1.32
	23.3

	Serbia
	12.4
	14.3
	1.7
	24.7


Based on the data collected it is confirmed that women are getting married for the first time at a later age, and they are also deciding to have their first child at a later age. The youngest mothers of first-born children are from Moldova (21.8 years of age), and the oldest are from Estonia (26.4 years of age). Based on the data collected from 13 countries in the region the average age of mothers of first-born children is 24.2 years of age. 

As concerning the birth rate (per 1000), the differences in the region are greater, from the lowest birth rate in Bosnia-Herzegovina (6.8) and Bulgaria (7.9), to the relatively high birth rate in Albania (19.4), Montenegro (13.5) and Serbia (12.4). The average birth rate for 17 territorial units (out of which 15 are countries) is – 10,5 new-borns per 1000.  

Furthermore, according to the data collected on the general fertility rate, it is evident that the lowest fertility rate is in Latvia (1.09) and Bulgaria (1.1), and the highest rate is in Albania (2.3), Macedonia (1.8), Croatia (1.45) and Poland (1.43), while the average fertility rate for the entire region is 1.43. Even in this case it is not possible to note, by analysis according to quality, the significant connection between the fertility rate and the rate of the representativity of women in trade unions, although it is possible to recognize some similar demographic patterns in countries where the rate of the representativity of women in trade unions is in the lowest category. 

Regarding the average number of children per family, according to the data collected from only seven countries, the average number is 1.2 children per family. We are clearly dealing with a very small number of children, and in some countries, such as Lithuania and Latvia, where the average number of children per family is already less than one child (0.45 and 0.8) it is possible to think in catastrophic terms.  

Fewer marriages, more divorces
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	Country
	Marriages (per 1000)
	Divorces

(per 1000)
	Children out marriage

	Estonia
	3.9
	3.2
	54.0%

	Latvia
	3.8
	2.4
	39.0%

	Lithuania
	4.99
	3.2
	18.0%

	Poland
	5.4
	1.2
	No data

	Croatia
	5.4
	0.9
	8.10%

	Czech Republic
	5.3
	3.1
	19.0%

	Hungary
	4.5
	2.5
	7.10%

	Slovak Republic
	5.1
	1.8
	17.0%

	Albania
	No data
	0.8
	No data

	Bosnia&Herzegovina
	3.8
	0.3
	9.7%

	Bulgaria
	4.3
	0.1
	30.1%

	Moldova
	5.9
	2.7
	18.8%

	Montenegro
	5.5
	0.9
	No data

	Romania
	6.5
	1.5
	23.0%

	Serbia
	5.3
	0.7
	19.1%


By looking at the written reports from all countries one can additionally conclude that in most of the countries a decrease in the number of new marriages (per 1000) was observed, while the number of divorces (per 1000) has increased. In the 15 countries that were surveyed the greatest number of marriages was noted in Romania (6.5) and Moldova (5.9), and the lowest number in Latvia (3.8) and Lithuania (3.9). The average number of marriages for the entire region is 5 marriages (per 1000). 

However, there are great differences in the number of divorces from country to country. The lowest number of divorces is in Bulgaria, Montenegro, Serbia, Albania and Croatia, while the highest number is in Estonia, Lithuania, Latvia and the Czech Republic. The average number of divorces for the entire region is (only) 1.6 divorces (per 1000). Even from these parameters it is not possible to confirm that there is a significant correlation between the number of marriages or divorces and the rate of the representativity of women in trade unions, although there is obviously enough evidence which indicates the differences between the sub-regions, and according to all demographic indicators the block of Baltic countries appears to be especially coherent, while such relations can not be proved in the case of Central European or Balkan countries. 

Perhaps the most interesting group of data is the number of children born out of wedlock in the total birth rate.
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Two Baltic countries, Estonia (54%) and Latvia (39%), as well as Romania (30.1%) have an almost unbelievably high number of children born out of wedlock. On the other hand, there is an especially low number of children born out of wedlock in Hungary (7.1%), Croatia (8.1%) and Bosnia-Herzegovina (9.7%). In the majority of countries in the region the number of children born out of wedlock is anywhere from 15% to 20%, which is very high. The average number of children born out of wedlock in the region is 21%. 

Health standards and representativity

Data was also collected on the number of people per hospital bed and per doctor in each country.  
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HEALTH STANDARD
	Country
	Population per doctor
	Population per hospital bed

	Estonia
	325.2
	138.9

	Latvia
	301.5
	112.3

	Lithuania
	395
	96.2

	Poland
	476
	188

	Croatia
	433
	165

	Czech Republic
	265
	148.2

	Hungary
	279
	No data

	Slovak Republic
	296
	120

	Albania
	751
	330

	Bosnia&Herzegovina
	640
	260

	Bulgaria
	286
	119

	Moldova
	No data
	No data 

	Montenegro
	633
	250

	Romania
	545
	137

	Serbia
	471
	181


As concerning the number of people per doctor, there are great differences in the region, the number is sometimes even double. The highest number of people per doctor is in Albania (751), Bosnia-Herzegovina (640), Montenegro (633) and Romania (545), while there is a much smaller number in the Czech Republic (265), Hungary (279) and Slovak Republic (296). However, it is interesting to observe that in three Baltic countries the number of people per doctor is higher than the average of Central European countries. However, we have already indirectly entered not only into the sphere of the economy and standard, but also direct politics, in other words the political worldview on the number of doctors and hospital beds needed. The average number in the entire region is 435.5 people per doctor. 

When analysing the number of people per hospital bed, we also notice vast differences, from the extremely low number in Lithuania (96.2), Latvia (112.3) and Bulgaria (119) to the extremely high number in Albania (330), Bosnia-Herzegovina (260) and Montenegro (250). The average number for the region is 172.7 people per hospital bed. 

The data displayed here will be especially useful for future comparison, while in this report they can serve as indicators for estimating sub-regional differences, which evidently exist. 

"Who is taking care of my wife’s children?" 

In the countries undergoing transition it is quite difficult to answer the question of who is currently taking care of the children of working women, in other words, the children of the wives of married men in government. During the time of the communist working cult and the declarative equality of women, children were mainly taken care of by educated and qualified people in children's institutions provided by the state or factory kindergartens. Some men in power experienced social changes such as women choosing to stay home to take care of the children; however, not considering who would then support the family. 

Thus women today work and (among themselves) take care of the children, or their children are looked after by grandparents, cousins or students. Namely, according to the data collected from as many as 14 countries, it is evident that, by studying some national reports written for this project, the share of children in children's institutions (day-care, kindergarten) has decreased. However, visible differences have also been observed in the region of Central and Eastern Europe and a division of the existing data in three sub regional groups was carried out as well as a comparison with the rates of the representativity of women in trade unions.
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	Sub-region
	Country
	Kindergarten
	Average %
	Women's Representativity Rate

	BALTIC 
	Estonia
	52%
	38.5%


	74

	
	Latvia
	41.6%
	
	

	
	Lithuania
	29.8%
	
	

	
	Poland
	30.7%
	
	

	CENTRAL EUROPE
	Croatia
	21.1%
	30.3%
	60

	
	Czech Republic
	36%
	
	

	
	Hungary
	12.9%
	
	

	
	Slovak Republic
	51.1%
	
	

	BALKANS
	Albania
	6.5%
	19.9%


	35

	
	Bosnia&Herzegovina
	9%
	
	

	
	Bulgaria
	27%
	
	

	
	Moldova
	No data
	
	

	
	Montenegro
	No data
	
	

	
	Romania
	34.7%
	
	

	
	Serbia
	22.1%
	
	


From the above table it is evident, without a doubt, that there is a high degree of correlation between the parameters of taking care of children, ages 0-7, organized by society, in other words, the existence of a sufficient number of high-quality capacities and programs for taking care of children while family members are at work and the rate of the representativity of women in trade unions. It is unquestionable that we are dealing with a very important dimension and pre-condition of the public (and trade union) visibility of working women and that this factor is a basis for trade union engagement.

On the other hand, the data available on shortening the duration of maternity leave for women from one to three years to six months, as well as further announcements of shortening and reducing maternity benefits, could surely influence a more rapid return of women on the labour market and by doing so increase the need for some kind of organized care of pre-school children while their parents are at work. The lack of appropriate conditions and programs for the daily care of children actually does not allow parents to freely choose employment and inhibits their right to work, mainly women. 

4.2. Politics – a men’s arena for men’s games 

Although in socialism the principle of equality of women in all segments of society was promoted in all legislative and party decisions, in reality every intervention or attempt to promote the policy of equality was condemned as an attempt to import suspicious western values or as feminist enemy activity. 

Following the anti-fascist victory the winners elected their first parliaments and in them, in fact, there was no room for women, since they did not carry weapons in previous years. Later on, the principle of equality became an obligation to include "women comrades" in various bodies, however, not in decision-making bodies. Thus in reality women became officially visible in politics since, based on the quota, they had also been "elected" in the highest government bodies; however, they were not given a piece of the pie. Women were present in parliaments, depending on the country, between 2% and a powerful 30%; however, there were almost no women in politics. Those who had a visible position were as a rule wives or daughters of respective politicians. 

Women were a decoration in a sparkling vision of an ideal society. At the same time civil organizations were mainly seen as people’s right to organize themselves on the issues of breeding dogs, bird-watching, hunting associations or knitting clubs for women. 

The fall of communism and transition also brought about the obligation to reconstruct authorities and societies. As a result new winners had to occupy leading positions, however, by doing so, they still had to pay attention to the principles of democracy, and thus open lists having a greater number of nominated candidates suddenly appeared. In order for all those "meritorious" to occupy powerful and influential positions, in those preliminary parliamentary elections the percentage of women allowed on the lists was symbolic, as a rule, to fill the bottom half of the lists, and then the percentage of women elected was very low. Later on, some of those women entered the parliament, since they replaced real male candidates, and since many of them accepted positions in the executive branch of administration, they were given a chance to be "chair keepers". None of the former comrades or new gentlemen in power asked either themselves or publicly the question of the legitimacy of such a system which does not take into consideration the representativity of all citizens in government and especially more than half of those citizens "wearing skirts". 
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WOMEN IN POLITICS
	Country
	Politics
	Parliament Memb.

	
	State Pres.
	Pres. of Parl.
	Prime Min. 
	

	
	
	Upper/Lower House
	
	

	Estonia
	M
	M/M
	M
	17.8%

	Latvia
	W
	M/M
	M
	20.0%

	Lithuania
	M
	M/M
	M
	17.98%

	Poland
	M
	F/M
	M
	12.85%

	Croatia
	M
	F/M
	M
	16.4%

	Czech Republic
	M
	F/M
	M
	16.1%

	Hungary
	M
	M/M
	M
	8.3%

	Slovak Republic
	M
	M/M
	M
	14.0%

	Albania
	M
	M/M
	M
	7.10%

	Bosnia&Herzegovina
	M
	M/M
	M
	24.1%

	Bulgaria
	M
	M/M
	M
	10.0%

	Moldova
	M
	M/M
	M
	7.9%

	Montenegro
	M
	M/M
	M
	5.1%

	Romania
	M
	M/M
	M
	5.5%

	Serbia
	M
	M/M
	M
	4.0%


Parliaments of the patriarchal societies 

As concerning the share of women in parliament the data on the number of women in both houses of parliament in the total number of parliament members and the situation pending the first half of the year 2000 was used (with the exception of the data which was later collected from Albania). The parliament in Moldavia is an exception since data was collected only for the lower house. Out of the 17 parliaments surveyed, the lowest share of women is in Serbia (4%), Montenegro (5.1%) and Romania (5.5%). The highest share of women in parliament is in the entity of Republic Serbska in Bosnia-Herzegovina (24%), Latvia (20%) and Lithuania (17.98%). The difference between the parliament having the lowest and highest share of women in parliament is as much as 83%, in other words, the share of women in parliament in Republic Serbska/Bosnia-Herzegovina is 6 times higher, while in the parliament in Latvia it is 5 times higher than the share of women in parliament in Serbia. However, when dealing with Bosnia-Herzegovina, where both of the parliaments have a relatively high share of women, one should understand that in the context of the international running of that country, as well as introducing international terms and democratic standards towards all aspects concerning elections and which certainly influenced the somewhat higher share of women in parliament then what was to be expected. 

The average share of women in parliament of the entire region (17 parliaments) is 12.3%. It would be completely natural to expect a parity share of 51.76%, which is the actual amount of their share in the population of the region. Thus, the rate of the representativity of women in parliaments in the region is only 23.8%, which means that men proudly occupy all their positions on parliamentary benches (which belong to them according to parity) and aside from that they sit on almost 80% of women’s seats. Such a low rate of the representativity of women in parliaments of Central and Eastern Europe questions the evaluation of the success and future of the democratization process of societies up until now. 
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As is evident from the calculation of the average share of women in parliaments in the sub-regions, the differences are significant. For the Baltic sub-region the average share of women in parliaments is 17.2%, for the Central European sub-region it is 13.7% and for the Balkan sub-region it is 9.5%. It is clear that there is a high degree of correlation between the representativity of women in parliaments and in trade unions. Since trade unions during the time of communism were a kind of political hangers-on of communist parties, there is obviously a particular connection that is also present in social psychology today. The large number of women entering parliament is not only a confirmation of the legitimacy of the government, but is also a "traffic light" for their presence in other segments of society as well. It is obvious that the visibility of women in politics should be encouraged, since by doing so the acceptance of women is automatically widened and their self-confidence is strengthened. 

Female assistants for male heads of States, Prime Ministers and Ministers 

The iron law of the inverse proportion of the share of women in relation to the level of decision-making in the Central and Eastern European region remains obvious, despite the fall of the Iron Curtain. While men are paving the way for democratised societies and market economies, women are still being held in the invisible dogmatic world behind the iron curtain. 

All of the 17 (14) countries, i.e. communities, are headed by men (including the Macedonian Parliament). It is interesting to note that not a single woman is perceived as being equal, acceptable and competent to be head of state. 

All 16 Prime Ministers are men. 

In 16 parliaments men are at the head of all 16 Lower Houses, as really powerful decision-making structures, while in three countries women are given the opportunity to be at the head positions of the Upper Houses (Poland, the Czech Republic and Croatia), which are considered to be influential debating circles. 
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	Country
	Ministers
	Deputy Min.
	Assist. Min.

	Estonia
	13.3%
	8.3%
	12.5%

	Latvia
	20%
	16.7%
	52.4%

	Lithuania
	7.1%
	23.3%
	No data 

	Poland
	12.5%
	27.6%
	18.6%

	Croatia
	10.5%
	21.1%
	20.91%

	Czech Republic
	0%
	15.8%
	18.8%

	Hungary
	No data 
	No data 
	No data

	Slovak Republic
	10.5%
	10%
	6.25%

	Albania
	18.8%
	12.5%
	50%

	Bosnia&Herzegovina F.
	No data
	0%
	0%

	Bosnia&Herzegovina RS
	0%
	0%
	0%

	Bulgaria
	18.8%
	23.9%
	18.8%

	Moldova
	No data
	No data
	No data

	Montenegro
	0%
	0%
	22.4%

	Romania
	0%
	9.8%
	6.6%

	Serbia
	10%
	18.4%
	17.8%


The iron law is again obvious, as we climb down from politically more visible positions to those that are less visible and as such dominantly expert, more and more women appear in executive branch of government. 

How many ministers are women? Judging by the data collected from 13 countries, in four of them there is not a single woman minister (the Czech Republic, Montenegro, Bosnia and Herzegovina/Republic Serbska and Romania), and the highest share of women ministers is in Latvia (20%), Bulgaria (18.8%) and Albania (18.8%). The average share of women ministers in the region is only 9.3%. 

At the level of Deputy Minister, the visibility of women is somewhat higher. However, even in this category there are countries where women are not even suitable to be Deputy Ministers, and this is the case in as many as three countries: both entities of Bosnia-Herzegovina and Montenegro. The highest number is in Poland (27.6%), Bulgaria (23.9%) and Lithuania (23.3%). The average share of women Deputy Ministers in the region (in 14 countries) is 13.4%. 

One step lower to the expert positions, in the rank of Deputy Ministers, judging by the data collected from 13 countries, there is a somewhat higher number of women, although, once again, in both entities of Bosnia-Herzegovina there is not a single woman in that position and there is a symbolic number of women in Slovak Republic (6.25%) and Romania (6.6%). However, the highest share of women in Latvia (52.4%) is already parity. The average share of women Deputy Ministers in the region is 18.9%.
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Parties and Women in Parties

Due to the incomplete data it is not possible to analyse according to quality the number of women in various levels of power in parliamentary political parties in the region, however, it is still possible to gain an insight into the gender structure of presidents of parties. Out of all the political parliamentary parties in 13 countries, in as many as 9 countries there is not a single woman at the head of a party and in the remaining four there is one woman in each one of them (Lithuania, Slovak Republic, Croatia and Serbia).

Gender Policies – just the beginning

In the majority of the countries in the region there are various boards or bodies in parliament, government or individual ministries in which gender issues are placed under their direct authority. The truth is that on the level of parliaments there is still a small number of such boards, only in three or four countries, mainly as an equality board which includes the issue of the equality of women. In one case (Lithuania) there is an ombudswomen for women’s issues in parliament. In Croatia an equal parliamentary board for the equality of women was established. 

Often times, such bodies are not established directly with governments, but rather they are placed within the Ministries of Labour and Social Welfare (and the like).

5. Conclusion: 

THE ROAD TOWARDS THE PARTICIPATIVE 

AND DEMOCRATIC SOCIETY

5.1. Women from the social ghetto 

For women the second half of the twentieth century marked the accomplishment of numerous goals that were set by their grandmothers who developed the first suffragette movements. Their growing presence on the labour market enabled them to have a sense of economic and social independence. That step into "working areas" caused changes in the psychological perception of women as not necessarily standing by the stove barefoot and pregnant. Going public rather than keeping to themselves has not only given women the right to vote, but also the right to be nominated in political decision-making bodies. Although their breakthrough on the political scene is minimal and they are still rather invisible, they sensitised the public to feel more strongly about the issues of the equality of women. 

However, in former communist countries, despite the traditionally high share of women among those having employment, and the declarative equality of women, no one really took an active role or equally participated in the actual decision-making, neither men nor women, only the male part of the top political structures. The majority of people lived far from the centres of power and in case they overstepped their boundaries in using their declarative rights to participate in making decisions or publicly expressing their opinion, they were threatened with being excluded from the social community, isolation, fear and punishment. Unlike "capitalist" countries where the demands for the gender equality were made mainly by women themselves, in socialist countries they were part of the ruling ideology and came from "above". 

Today, women and men in countries undergoing transition have great opportunities to build or, at least, re-design new societies on a human scale. However, this process can only start based on exclusion and majorisation. Women are still, perhaps even more so, excluded from the decision-making process, decoration in parliaments, invisible, silent assistants in trade unions, with the patriarchically renewed role of mothers-heroes. In many countries attempts were made to introduce some form of "positive discrimination" against women; however, having one goal in mind - to make them stay at home and take care of the family and the household. Thus, laws were proposed and passed for introducing the positions of mothers–educators for women having more than four children. Children were considered as being a "relief bonus" for earlier retirement. Unfortunately, even with the help of religious communities, which in the time of communism had limited leeway, suddenly tried to "make women go back to their natural role". 

What do we have today, on the verge of the age of a participative society? We have more and more women on the labour market who are being vertically and horizontally discriminated against. As a rule, they work in ghetto and lower paying occupations and their opportunities of being promoted certainly do not depend on their on average high degree of education. They receive a significantly lower salary for the work that they do compared to men, and along with their job they carry the burden of taking care of the household and the family. They are almost invisible in politics, and are only tolerated in governments as being expert right-hands, without the right to appear in public. 

Unfortunately, the situation is no better in trade unions. The trade unions of Central and Eastern Europe have a man’s face, and women are perceived as suitable and business experts. Almost no trade union program contains the issues of the equality of women or issues of special women’s interests, and topics of collective agreements are limited to so-called men’s issues (salaries, promotion, "parking lots"). Pyramidal rule of law of society in general is roughly visible even in trade union hierarchies. Women are located where they can not be seen where work needs to be done but not where decisions need to be made.

There are no significant differences there; it is the same old story. Although one might have thought that in the countries with a higher national gross domestic product more women may be found in the trade unions' and political authorities, the assumption proved wrong; however, the low birth rate still indicates the existence of a correlation to the share of women in the highest decision-making bodies in trade unions' and governmental authorities. It is known from the literature that women are politically visible in the countries in which the share of GDP allocated for education and culture is higher; however, in the countries of Central and Eastern Europe retrograde processes are observed in decreasing the budget for education and removing young women from the process of acquiring knowledge and skills. Many parameters in the countries undergoing transition seem promising: women are visible on the labour market and start making the majority in the group of those engaged in the informal sector; the birth rate is decreasing, women are getting married at a later age and are having children at a later age, where the percent of children being born out of wedlock is increasing, their level of education is higher, they manage to enter parliaments, trade unions' decision-making bodies and management boards. It is possible to expect for the processes of including women into all decision-making processes and activities in the future participative societies to be increased. 

However, will such societies actually be re-designed according to the measure of man, both men and women? The civil society is only being created, and women – being the important agent of bringing down communist systems and of democratic changes - are already passed the stage of disappointment and depression. The modernization of society that they advocated is – postponed. Women are put on hold. There are more important things. There are "priorities". 

5.2. Women for changes

However, women can once again be an agent not only of bringing down non-democratic regimes behind the Iron Curtain, but also building new participative societies. Some postulates may not be easy to prove, but let them be used as points for further consideration. 

Therefore, the issue of women entering the highest levels of trade union or political decision-making is not only the issue of legitimacy but also the issue of the direction of the desired changes and the speed and nature of changes. 

Women are less inclined to embrace power compared to men; they are more inclined to share power with others. In their activities they are usually turned towards team work, they cooperate and have a sense of solidarity. They are less concerned with form and more with activity. 

Changes occur within the decision-making bodies entered by women in the ways of communication and behaviour of the entire group, where a new culture of communicating and ways of reaching decisions are created. 

An increase in the number of women entering decision-making bodies is a part of the global process that leads towards a wider democratisation of relations. 

Women’s view of the majority of political problems is different from the angle of specific, wider interests, while their beliefs are on average more left-winged, more humane and socially more responsible and sensitive compared to their male colleagues. 

Why are women discriminated in the trade unions of the world including the region of Central and Eastern Europe? Why is too little attention paid to the legitimacy of trade union movements? Why is women’s quota or other measures of the policy of the equal rights not accepted? Why are women's interest groups within trade unions often subject to blows instead of support, or being treated as stepchildren? Why do global trade unions not develop membership criteria that would include the conditions of the minimum gender policy, or at least set the condition of maintaining statistical data according to gender? Why are no initiatives launched within the International Confederation of Free Trade Unions that would shape the policy of equal rights unconditionally and more firmly? Why do trade unions fail in completing their democratic transformation towards the organizations of the real representing of their members on the basis of interest or equal rights? 

On the other hand, are not the examples, even if being sporadic, of introducing women’s quota in some trade unions and reserving places for women in trade unions' decision-making bodies still an indicator of new ways of thinking and understanding, or at least of accepting the necessity of women having equal rights? The examples of allocating substantial funds to various projects related to the position of women in society, on the labour market and in trade unions in all the parts of the world, including Central and Eastern Europe, are equally important. The latest documents, statutory changes and resolutions of global trade union congresses and numerous meetings outline the scenario for a new trade union that would be legitimate in all of its aspects, including by its respecting the share of women. The interest in all types of humiliated, isolated, excommunicated, different… is increasing. The global processes of democratisation have not only touched global trade unions, but also the trade unions strive to anticipate changes and create their own response through their programs and initiatives. This, however, according to the message sent by global trade unions, will not be possible should there be no equality and equal rights and especially should women not be fully represented in all processes of changes. 
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