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Introduction

This Guide has been written in the context of the ISCOS-Cisl project ‘Improving Gender mainstreaming within Trade Union Organisations in Bulgaria, Romania and Turkey’
, co-financed by the European Commission.
ISCOS, The Trade Union Institute for Development Cooperation, promoted by the Italian trade union CISL, has amassed years of experience in training on trade unions in the countries in question. However, this programme is the first to focus fully on the subject of equal opportunities and support for gender policies within trade union organisations. 
The subject is currently one of those requiring urgent action in trade union organisations, because it often considered of lesser importance than the trade unions’ political priorities, or worse, because it is not recognised as being one itself. 
Even at European level, statistics are less than encouraging. The trend of women’s presence being inversely proportionate to the number of high level jobs they hold is still present. The situation is similar when it comes to negotiation and women’s participation.
The three countries, Romania, Bulgaria and Turkey, in spite of their cultural differences, nonetheless share the same need to strengthen, and in certain cases to create from scratch, the basic conditions needed for women’s participation in the world of work, as well as their active participation in trade unions.
This guide
 is an in-depth look at these subjects, attempting to provide instruments and practical examples for the work of trade union organisations.
Paola Simonetti

ISCOS-Cisl, Project Coordinator
GUIDE TO NEGOTIATION AND ORGANISATION 
1. WHAT IS THIS GUIDE FOR?
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1.1. To guide negotiation content within companies
This guide is a useful tool for trade union organisations from various countries and for groups of women within them, helping to attract and enrol women workers in trade unions in their workplace. 
The most useful tools to attract women workers are an analysis of their needs through information and meetings, in order that their needs be expressed and their priorities decided on; secondly, company and national bargaining as a tool to achieve them. 

The guide can be used on one hand to improve negotiations by adapting them to women, and on the other hand to help trade unions to create an internal culture and practice of equal opportunities. This will also change the way in which they work.
1.2. To guide the content of benefit negotiations

The challenges for women in the workplace can be categorised under two headings: the workplace, and relations with other institutions, such as how social services (e.g. childcare) can help women to resolve problems relating to running a family, which today still fall to them.
1.3. To guide organisation
The task of organisations is to become more female-friendly, modifying the implicit rules within their organisational procedures, their statutes, in the composition of their management groups, both at company and a higher level. The issue of representation can no longer be avoided by trade unions, which should take steps  towards changing their organisational methods to take on female culture as a value.
1.4.  Following European and ETUC guidance
Europe has for many years invited companies and trade unions to take on gender mainstreaming issues as a working method for organisations, as it is convinced that where men and women are equally represented in the workplace, organisational mechanisms work better. Gender equality is not only a value in itself and a way to abolish discriminations, but is also a qualitative way to work.
2. NEGOTIATION
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Women identify work as one of their main sources of fulfilment. They are driven by a desire to make the best use of their own qualities and become professionally and economically independent. They seek fulfilment and to be valued for their professional skills.
While work is an important field for women, it is vital for them to be able to combine work and family life. 

This is why they are particularly interested in the quality of negotiation content in the workplace (e.g. working hours) and in society (e.g. services), to ease the burden of these two responsibilities. Often negotiators draw up bargaining requests without taking gender differences into account. 

Women, however, would like to see them adapted to their conditions, as they are convinced that this could change the quality of benefits for workers as a whole.
During negotiations they push for new content: from work/life balance to overcoming discrimination both in professional terms and in pay.
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2.1.  Employment
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Female employment is a top priority for women and for trade unions. Increasing female employment can be achieved by using leverage in the negotiations, such as: 
· Break down barriers that prevent women from entering sectors that are considered ‘male’;
· Increase the productive base by welcoming new companies, especially in states that have recently joined the EU, and by investing in innovative sectors in which women have more opportunities;
· Intervene in legislation and contractual rules to regulate working hours, bringing them in line with European levels.
· Create a variety of working hours, such as by introducing temporary and permanent part-time contracts for men and women, to allow positive management of family life and children.
· Implement flexi-time and flexible work in order to achieve a new work/life balance;
· Make better use of professional skills, starting by recognising the high level of schooling;
· Intervene in areas of black market work, where women have a strong presence and which reduces minimum statutory rights.

The subject of employment should be dealt with in cooperation with companies, so that they may set aside resources to invest in increasing employment, and in collaboration with institutions, so that favourable conditions may be created for starting up new businesses and job creation.
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2.2. Working time and leisure time: working hours
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Working women’s relationship with time is important even in highly developed economies. They bear the full burden of the relationship with their children and their family. 
Work/life balance is often of key importance for women, enabling them to stay in a job, while negotiations on this point are an opportunity to better respond to working women’s material needs. Indeed, bargaining experiences where flexi-time is introduced, respond to the requirements of both women and the company itself. 
It is therefore in the interest of modern companies to make sure that no workers, male or female, suffer from anxiety connected with their family lives and childcare, freeing them up to better concentrate on their work. 
There are several ways to introduce flexi-time, including the following:
· Introducing temporary part-time work linked to specific requirements, such as maternity, care for the elderly, health of a relative etc.
· Introducing flexible working hours, e.g. getting to work earlier and leaving earlier, or vice versa.
· Flexibility over the course of the working week: leads to reduction of leave and absenteeism and enables better management of problems.
· Setting up a time bank in which to accumulate overtime to trade off against leave when required by the individual worker.
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2.3. Wage gaps
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Equal pay for equal work. This ambition is not fully achieved in all European countries, to the point that statistics show a wage gap between men and women of about 20/25%. 

‘Discriminatory’ behaviour is present in both public and private companies. It can be typified as follows:
· A greater emphasis on overtime for male workers than for female workers. Women, when unable to access child care services, are less available for overtime work. This type of discrimination is not subjective but material (indirect discrimination).
· In various sectors of employment different salaries can be found for men and women in similar positions (direct discrimination). 
· The distribution of individual pay rises, if they are at the company’s discretion, are often rewards reserved only for men (direct discrimination).
· Different professional positions held by men and women (due to differing career opportunities) contribute to the lower average female salary.
· Less investment in professional skills training is another form of indirect discrimination.

Negotiation can intervene on the following levels:
· Make overtime an exception and not the rule.
· Negotiate overtime as part of an individual time bank.
· Negotiate individual salaries, linking them to specific skills, roles and company objectives.
· In-company equal opportunities programmes dealing with the subject of women’s careers through training enabling women to be promoted to higher positions.
· Strengthen legislation supporting wage equality.
2.4. MATERNITY LEAVE
Modern societies have for some time been moving towards low birth rates, leading to a trend towards an ageing population.  
This is the result of several factors: on one hand the massive entry of women into the job market and on the other hand the lack of childcare services needed to allow women to work.
Maternity is a value in our society, but in order for it to continue to be so, laws must be passed to protect and support women and parental leave.
Europe is pushing countries to adopt measures in support of maternity and paternity through implementing parental leave. The various life cycles of men and women require a greater flexibility between work and life. (2.2)
Negotiations should respond to their problems by requesting parental and maternity leave that improves on existing laws:
· Increase leave periods in line with the child’s age

· Provide greater salary coverage especially in the first few months of maternity leave;
· Encourage parents to share responsibilities, through specific incentives (lengthening leave periods)
· Provide for leave periods being used for the care of elderly relatives or the illness of close relatives etc.
· Use of part time work for men and women to help with care for young children.
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2.5.  Company childcare facilities 
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Trade unions should set themselves the goal of setting up and expanding care facilities for children and elderly parents, in order to support female workers, because:

· A shortage of day nurseries and services in the various countries makes working life harder for women and discourages maternity. 

· In many European countries low birth rates are causing problems linked to population ageing, with significant repercussions on future pension and economic systems.
Trade union negotiations at company and national level (with companies) or regional level (with institutions and groups of companies) can intervene by: 

· Requesting that day nurseries be created in individual companies or for groups of companies;
· Agreeing on the costs of services, for instance, companies can take on the management costs of day nurseries, although facilities are paid for by local government.
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2.6.   Black market work
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Black market work is a challenge faced by both advanced and emerging economies. Many women are present in black market work, often with a low professional grade, long working hours and low wages. 
Companies offering ‘black market work’ are often fragile, and to help them out of this instability it is useful to set up negotiations that will bring the company gradually out of the hidden economy.
It is important that in doing so, women in trade unions are at the forefront of negotiations, so that the dignity of women’s work be recognised.  
Negotiations are carried out on several levels and in several phases:
1. On a contractual level: agreeing on a timescale for companies to regularise work;
2. Using incentives and types of contracts that will help companies to aid job creation.
3. Getting to know the phenomenon by carrying out studies and research that provide an outline of the situation, involving universities and experts.
4. Reporting to competent authorities so that they may apply relevant sanctions and discourage black market work.
3. THE WELFARE STATE AT LOCAL LEVEL 
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The national-level welfare state is shrinking in all industrialised countries. Many of its resources are spent on the elderly (pensions etc) while shortages can be observed in those sectors providing local family and health services.  
It is therefore necessary to identify specific objectives for local welfare and contractual forms that differ from traditional ones. 

Local arrangements are a way for trade unions, companies and local institutions to set up services or respond in some way to the needs of local workers.
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3.1.  Childcare facilities
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Childcare facilities are aimed at children under 5 and are of great help to working women.
There are many ways to organise services in order to facilitate access to them:
1. extending childcare facilities for children under 3.
2. services for children between 3 and 5 years old.
3. organising services at times that suit working men and women (extended opening times and night services)
4. Another approach is agreements between institutions and groups of companies to provide childcare facilities at local level.
Negotiations should intervene in:
· Ways that each company can contribute to the cost of services with symbolic payments;
· Agreeing on opening times for nurseries and deciding on access for other workers, making different contributions.
4. THE ORGANISATION OF WOMEN IN TRADE UNIONS
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Trade union organisations, like any organisation, tend to change very slowly. Their working methods often reflect the expectation that only men will be present and that work will be divided along traditional lines (women working to support men).

As such there are usually few women present, especially in top positions (e.g. secretary general for a sector or an organisation).  
The presence of women at the top levels of trade unions is to be considered in a positive light, because it may help to improve the contents of negotiations, which are often unrepresentative of diverse needs. 

Indirect discrimination in organisations can be modified by projects to promote women and introduce gender mainstreaming.
4.1.  Women’s presence in company delegations
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Organising women in the workplace is an important step. As we have said before, this is why it is important that the contents of negotiations be adapted to female workers’ needs. 
Secondly, women should be present in company delegations and European works councils. To encourage their presence it is necessary to:
a.  proselytise for trade unionism;
b.  set up training programmes for company delegates, with working conditions that allow them to participate (times, places etc).
4.2.  Women’s presence in trade union organisations.
To establish a significant presence of female managers and trade unionists, inclusive work plans should be implemented:
· Provide for resources in the organisation’s budget to fund projects that encourage women’s presence in trade unions.
· Professional training plans for female trade unionists involving the public and private sectors.
· Fund projects for women’s insertion into sectors where men are predominant.
· Plan mixed training courses to create a culture of gender mainstreaming and female negotiation.
5. THE ROLE OF STATUTES IN PROMOTING THE PRESENCE OF WOMEN
5.1.  Lessons from the ETUC
International organisations and the body of policy they produce tend to lead to an increased presence of women in national trade union organisations. This positive trend is in keeping with the rules adopted by union members at the European congress. 
Therefore it is important for trade union organisations of individual countries to incorporate gender mainstreaming policies into their trade unions.
5.2.  Working on statutes and regulations
Statutes and regulations are one of the important democratic tools that organisations have at their disposal. They often mention issues of equality in its various forms, but they remain merely good intentions as they are not carried through to models of female participation. 
We suggest various methods to intervene in these instruments:
a. When electing managing bodies, quotas of female workers or trade unionists can be set.
b. Alternatively, organise women’s presence in direct proportion to the number of women registered with the trade union. 
c. Establish congress lists with one man and one woman;
d. Congress documents should plan for political responsibilities being taken on when drawing up positive action plans, so as to achieve certain results, establish promotional objectives and policies and sanctions within the organisation.
5.3. Lobbying policies
In several countries women’s organisations have been set up close to institutions and even in local trade unions, to develop strategies for working women.
It is important that women in trade unions set up  networks to influence national policy-making and impose a gender-aware culture in organisations.
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6. WORK PLANS
A work plan developed by women should target the following areas:
6.1.  Training for women.
A few ideas for training courses for women
a. Women and organisation: understanding mechanisms of organisational functions.
b. Female identity, routes to self esteem
c. Women and negotiation
d. Work and working life: working time policy 

Other ideas for mixed training for men and women within the trade union:
a. Negotiating content for women: hours, discrimination, sexual harassment, equal opportunities, careers etc.
b. The importance of the presence of women in positions of power
c. Local negotiations (services)
6.2. The involvement of institutions
Work plans should be set up by individual union sectors. They should also set up women’s working groups that can help the organisation to modify culture and behaviour.
6.3. Internal and external communication.
To attract women to enrol in trade unions, communication campaigns can be useful. Communication can be carried out with posters, leaflets, negotiating content, awareness of maternity leave laws etc.
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7. HOW TO APPLY MAINSTREAMING
7.1. Improvement groups
Set up ‘improvement groups’ in individual organisations for men and women in the trade union. This working method can be useful when developing negotiating policies that are better suited to the needs of both men and women.
Working together can help the trade union culture and improve its mission: negotiation.
BEST PRACTICE from Cisl, ITALY  


Context:


Territorial level	Pistoia


Organisation		CISL Italy 


Action Description: D.A.L.I.A. project: “building and experimenting with integration models and prototypes” Support for governance (link between institutions – women – companies) 


Integration of gender information points: Strengthening integration beween gender information points alreading existing at local level. This activity, based on a context analysis carried out during the phase of cataloguing documentation present in the Pistoia region, intends to develop knowledge among female service operators participating in the network  on resources available at local level. 


Employment Policy Actions Strengthening and supporting the company – bringing people back to the workplace: drawing up a checklist showing the company’s weak points in this area, producing guidelines for gender balance and for regulation of work life balance, intended for the local government institutions that support the project. In parallel, in the companies involved in the promotion and checking phase, research will be carried out on the new organisational methods that take gender differences into account (family friendly companies).


Lastly a workshop will be held to communicate and verify the results of the project.











BEST PRACTICE from KESK, Turkey  





Name of the Practice: “Organizing for Equality”


Context: 


external level; workplace, regional level and national level


Action Description:


Objectives


To remove discriminatory policies in working life 


To renew support for positive/affirmative discrimination 


Activities (target group) 


Target group: public and government authorities, including ministries and general headquarters of the public institutions


Women in KESK organized a campaign titled “Organizing for Equality” in coordination with women committees of ETUC, ITUC and PSI in the framework of the ITUC action plan called “End Discrimination; Equality for Women Now” decided in the 7th Women’s Conference of ITUC.  In the context of this campaign, demonstrations, sending faxes, press releases, bilateral meeting with ministry, symposiums, seminars were organized.





Results and resources involved


One the demands of this campaign was the amendment of the “Regulation of Dress” and the abolishment of the prohibition on wearing trousers that was enacted on 12th September 1980 by military intervention. With this aim, a large-scale democratic action titled “Get your hands off our bodies” was organized by thousands of women from KESK by wearing trousers in their work places. This action, that had important repercussions, was successfully achieved and as a result the regulation was amended and the prohibition was abolished.  








BEST PRACTICE from HAK-is, Turkey  





Establishment of women’s committees at head office and branch level in Hizmet-iş trade union , affiliate of HAK-İŞ


Organisation: Hizmet-İş Trade Union, affiliate of Hak-İş 


Territorial Level : Head office,  37 agency offices: (Adana, Adıyaman, Aksaray, Amasya, IETT in Ankara Numbered 1, Ankara Numbered 2, Ankara Numbered 3, Ankara Numbered 4, Antalya, Bursa, Çorum, Denizli, Elazığ, Elbistan, Erzurum, İskenderun, IETT in İstanbul Number 1, İstanbul Number 2, İstanbul Number 3, Kahramanmaraş, Karaman, Kayseri, Kırıkkale, Kocaeli, Konya, Malatya, Manisa, Muş, Osmaniye, Rize, Sakarya, Sivas, Şanlıurfa, Tarsus, Trabzon, Van, Yozgat.), under the chairmanship of 5 cities (Bitlis, İzmir, Uşak, Çankırı, Kırşehir), Fethiye liaison office and women’s committees were formed. 


Action Description:


Objectives: Along with the functions of the trade unions that are established on a national and international scale, women’s committees were set up to ensure the representation of women within trade unions. It also intended to activate women’s participation in trade union activities by considering the violations of women rights and changing those conditions that run counter to international rules on Turkish working life. It sought a solution to the problem of working women’s  rights. The committee was constituted due to the rising number of people affiliated with HİZMET-İŞ Trade Union. 


Activities (target group) 


In 2007, it was decided to establish a Head office of the Women’s Committee. It would work in our head office building as a subsidiary body of the head office, as stated in the statute.


It was stated that a presidency of the women’s Committee would be put in place, consisting of a chairman and two members of the administrative boards of all our agency offices and provincial presidencies, according to the register made by the general administrative board in January 2008. 


Conclusions and Resources included


The Head Office, under the chairmanship of 37 agency offices, 5 cities and 1 liaison office, set up women’s committees that were subsidiaries to the board of directors.


At the 10th Annual General Meeting of shareholders, held in 25-26 August 2007, the president of the Head Office Women’s Committee, Emel ÜNAL, was elected as a member of the General Auditing Commission


On 8 March 2008, in Ankara, a meeting was held about international women’s solidarity between the participants from Uzbekistan, Azerbaijan, Sudan, North Cyprus and Turkey and public utility trade unions. 


The representatives of Woman Committees participated in local and national meetings and shared their opinions about the problems of women and their solutions. 


Difficulties encountered


There involves a risk that some representatives of the women’s committee will experience difficulties in participating in trade union activities during office hours. 


To avoid this risk, new clauses and articles are added to the collective agreement signed with the offices and mayoralties that the trade union is organised with, to facilitate the work that administrators, the women’s committee and its members carry out.








BEST PRACTICE from FRATIA, Romania  





The “Europe is important for you” 2005 information campaign, aimed at women from towns and cities


The studies issued by various research institutes showed that in Romania there is an urgent need of gender mainstreaming in approaching the women’s information needs in the process of joining the European Union. According to the evaluation of the women’s awareness levels, the studies pointed out that women expect a change offered by society as regarding their rights, but these changes cannot take place without the help of a strong and well-informed female participation in the process. Within this context there was a clear need for an information campaign to develop a European mentality among working women. The campaign was carried out during 2005 as a public - private partnership, concluded between the Integration Ministry and other interested parties such as: The National Council for Fighting against Discrimination, The Ministry of Labour, Social Solidarity and Family, The Education Ministry and CNSLR-FRATIA.


Objectives :


- a better awareness of women’s rights and liberties both in the Romanian and European contexts;


 - a better knowledge of both Romanian and European institutions in charge of the implementation of current gender legislation that defends women’s rights: 


- to build a positive image of women, of European concepts and attitudes: women who are well informed, skilled, responsible, aware of their rights, instead of the negative image, that of women who are victims of discrimination, violence, who are abused or abased.


Activities:


 The identified target group: women in towns and cities, with a medium educational, occupational status and who earn a medium wage. 


Actions:


- Press Conference to launch the project, with the slogan “Europe is important for you”


- involving several well-known Romanian female personalities 


- information seminars carried out in 15 towns in May - July 2005


- issuing Guidelines for woman’s integration – which summarises the information needed by women for them to enjoy their rights and liberties and achieve equal opportunities. 2000 copies were printed and supplied to the participants at the territorial seminars and also to the local trade unions.


 - Distributing the flyers through the partners to the action . 


Results and resources involved


At the launching Conference and at the 15 seminars, trade unions members took part, as did employer associations, NGOs, central and local public institutions and political parties, media.


The participants at the seminars, 80% women and 20% men, gained knowledge and a better opening as regarding  conciliation within the European Union.


The media representatives received press folders containing information regarding the campaign, thus resulting in a better media presentation of the seminars which were carried out. 


The campaign prepared local communities for the setting up of the County Committees for Equal Opportunities and for continuing the successful meetings on the condition and the status of women at territorial level.


The involvement of social actors depended on the success of this information campaign, it offered the opportunity to express the immediate direct and indirect benefits of joining the European Union. As a second objective, the project aimed to stimulate women’s involvement in public life.











BEST PRACTICE from FIM-Cisl, ITALY  


Context:


Enterprise: BAXI SPA – production of boilers and water heaters


Territorial level: VICENZA


Organisation: FIM FIOM UILM


Action Description:


Objectives


To combine ethics and economy; the agreement introduces both family support measures and working hours flexibility aimed at satisfying production needs.


Activities (target group) 


Line on different working hours for people with children up to 6 years old


Possibility to work part-time to take care of children, parents, spouse or family members


Possibility to have a 6-month reversible and extendible part-time period. 


Time savings account: time off in lieu in return for overtime work


Telework


Child care services: participation in creating a local day nursery with the company’s private capital


Results and resources involved


Workers experience fewer difficulties in balancing work and family responsibilities. 


Lower absenteeism rate 


Fewer cases of women resigning from their job because of maternity 


Obstacles encountered


The conciliation measures provided for in the agreement are still mainly used by women, although some men are starting to enjoy them.


The corporate social responsibility that management and labour wished to establish by means of the agreement still faces rather widespread prejudice and stereotypes.








BEST PRACTICE from KESK, Turkey





Name of the Practice: “We are organising our words” 


Context: 


external level; workplace, regional level and national level


Action Description:


Objectives


To remove discriminatory policies in working life


To renew positive/affirmative discrimination support


Activities (target group) 


Target group: public and government authorities including ministries and general headquarters of the public institutions


One of the other important demands of another campaign was the ratification and implementation of the ILO Convention No.1 83 “Maternity Protection” by Turkey. This was the main demand and target of the campaign titled “We are organising our words”. This demands and target became the demand of all women labourers in their working lives, not only of women in the public sector. Under this demand, KESK carried out a very intensive campaign in terms of opening nurseries in work places and implementing maternity leave.  


Results and resources involved


In the framework of these campaigns the women of KESK were decisive in their struggle, took all necessary action and continued their organisation activities. The bilateral meetings in particular with the Ministry of Women and demonstrations resulted in success. Maternity allowance increased to 16 weeks.





BEST PRACTICE from CSDR,Cartel Alfa, BNS, Romania





Organisation:  At the initiative of CSDR, three trade union confederations from Romania (CSDR, Cartel Alfa and BNS) have identified the priority of addressing the issue of reconciliation of family and professional life via the provisions of the Collective Labour Agreements, the most important law of the two parties: trade unions and employers’ organizations. In this regard, we have noticed that there are no initiatives at enterprise or territorial level and we decided to start working at branch (professional federation) level. Thus, we have identified that the most appropriate branches to involve are: textile, health care, cement sector, wood and building sector, in order to approach both female-dominated sectors and those with a large male presence in the workforce, in order to underline the balance of the reconciliation issue both from both the mothers’ and the fathers’ perspective.


Finally, the focus was put on the national level by the National Collective Labour Agreement.


Action Description:


1.Objectives:  Drafting a special chapter regarding reconciliation of professional and family life, to be further introduced into the Collective Labour Agreements at all levels (national, branch, company) with special emphasis on the role of both parents: mother and father.


2. Activities (target group) 


Seminar with representatives of the above mentioned branches from decision-making level, in order to analyse each of the Collective Branch Agreements  (CBA-s)  and draw up a list of the most important provisions in the area of reconciliation of family and professional life. 


Working groups by branch – with the same representatives of the branches - for identifying the major additional provisions to be added into each CBA, in order to reach the objective of our BP.


Workshop with the participation of the same target group and representatives of the Equal Opportunities Department of the confederations,  for  the first draft of a special chapter regarding reconciliation. 


Meeting with representatives of Employers’ Organizations and the Ministry of Labour, Social Protection and Equal Opportunities of Romania in order to  inform the social partners about the initiative of the trade union side, being aware that the introduction of this new chapter in the Collective Labour Agreement should be made through negotiation with employers organizations; the negotiation should be made by a specially constituted union commission that should also inform the Ministry Commissions about the level of negotiation reached. 


 3. Results and resources involved


We have defined the new provisions to be included in the Collective Labour Agreement : professional training sessions and courses for those employees freshly returned from parental leave, paid by the employer; psychological counselling paid by the employer (especially for employees that are about to be fired); employees’ leave should fit in with school holidays; the possibility to choose work shifts; nurseries and day-care centres for children paid by the employer (that should therefore  benefit  from financial advantages from IRS);


We have drafted the special chapter to be introduced into the CLA, subject to negotiations between the social partners; 


   Resources involved: 


Specialised staff of the confederations : legal advisers, equal opportunities officers etc;


Decision-making bodies of the branch federations involved;


Training facilities of the confederations;


Materials elaborated by the confederations in other projects


Obstacles encountered


One of the obstacles is that Romanian society is a very traditional one, with very clear roles given to mothers (wives) in the family; therefore, the provisions of the CBA-s for leave to take care of children etc, are specifically addressed to mothers (women) and not to parents (men and women). Parental leave is taken up to a very low proportion by men/ fathers, especially in the cases in which their wives occupy a leading position with very high wages that motivate them to stay at work and leave the responsibility of child rearing to fathers.


Lack of resources to create an awareness-raising strategy on work and family reconciliation issues at the grass root level, among the union militants, shop stewards etc ; the main concern of the union leaders/ militants is the fact that in practice the CLA provisions are often disregarded and the enforcement is very difficult.





Lobby for making the top level positions of the confederation act for the introduction of the special chapter into the CLA is very difficult; a special strategy needs to be issued by the Equal Opportunity Departments of the confederations.




















BEST PRACTICE from FIM-Cisl, ITALY  





Context:


Enterprise BITRON INDUSTRIE SpA


Territorial level CUNEO two production units (700 employees) – This is a limited company producing components for the automotive and household appliances sectors. The company has operations in Poland, Brazil and China as well as Italy. Female employment accounts for 68% of total workforce.


Organisation FIM FIOM UILM


Action Description:


Objectives


To meet the company’s organisational and production needs without prejudice to workers' needs: the agreement combines the latter with working hours flexibility.


To protect the quantity of female employment  


To minimize precarious employment


Activities (target group) 


Rotation of weekly rest time and reduction in working hours 


Reversible part-time employment for many workers, with several schedules to choose from


“Last minute” part-time 


Split working hours – use of paid leave provided for in the Collective National Labour Agreement 


Possibility to have split parental leave


Maternity leave with anticipated severance pay 


Municipal day nursery partially paid for by Bitron SpA (negotiation underway)


Fixed ratio of female employment over total employment (constraints on recruitment of women) 


Maximum length for precarious contracts, which must eventually be stabilised


Study leave facilities


Results and resources involved


Highly satisfied workers, positive atmosphere within the company


Dramatically lower absenteeism rate 


Obstacles encountered: None; the agreement works very well.








BEST PRACTICE from CITUB, Bulgaria  





Company: CUMERIO MED AD


The owner of CUMERIO MED AD is German company Nord Doiche Refinery. The CUMERIO MED AD is the only company with metallurgy production, refinery of the cathode copper, production of sulphuric acid and ore-dressing enterprise. The total number of workers is 800, of which 15% are women. The members of the Trade Union Federation “Metalitsi” are made up of 447 workers of which 15% are women. The trade union density is 55.9%.


Territorial level: Pirdop, Sofia region   


Organisation: Trade union organisation “Metalitsi” of CITUB 


Action description


Objectives:


Establishment and maintenance of social harmony on the basis of equality and mutual recognition and balance of interests.


Achievement of CA terms, aiming to combine family interests with occupational development.


2) Activities (target groups): Inclusion in the CA of additional measures and social activities besides those defined by the law as means for improving quality of life and attracting women to trade unions in the workplace.


Mothers and single parents with two children under 18 years old use 2 days additional paid leave.


When children begin school mothers with children use reduced (4 hours) working day.


Employers cover kindergarten expenses of their workers as it is in the CA: for second child 75%; and for third – 50%; for fourth and every subsequent child – 25%;


The employer ensure breakfast for free for pregnant women to a value of BGN 2 per day 


Each year employers organise and pay for summer camp for children under 16 years old.


Employers pay additional amounts for national holidays and leave, guarantee free medical examinations, ensure monthly meal vouchers, compulsory and additional insurance is paid for by the employer.


3) Results and resources involved:


Establishment of good corporate environment in the company


Lower absenteeism rate of employees with family obligations


Increasing labour productivity and company productivity balance


Obstacles encountered:


Insufficient exchange of good practice with other organisations in order to increase the information of the CA parties.  








BEST PRACTICE from DISK-Turkey





Context:


Enterprise: SCT Filtre Otomotiv San. Ve Tic. Ltd. Şti.


Territorial level: Tarsus-Mersin/ Ankara Branch


Organisation: United Metalworkers’ Union








The Ankara branch of United Metalworkers’ Union decided to begin organising activities in SCT Filtre Otomotiv ve Tic. Ltd. Şti. The headquarters of the company were in Germany and they produced automotive chemicals, filters, tools, wipers, brake pads, belts and car-care products. In the beginning of the organizing process the number of employees was 300, of which 83 were women.


The SCT Filtre workers fought against long working hours and low wages and they decided to organise after a long preparatory process. The main aim of the union was to show the power that can result from organisation. At the end of August 2005 the union succeeded in becoming the authorised trade union within the company. And on 15 March 2006 we decided to go on strike because of employers’ behaviour in the collective bargaining process. Just before the collective bargaining, the employers fired 54 workers because they had unionised. 


At the beginning of the strike women were not very active, moreover it can be said that they did not strongly support the process. But once they realised their power they never left the strike.


The strike continued for 2 years, and those who stayed until the end were the women workers. During the strike women workers became its leaders and they fought till the end.


The main thing that they were emphasizing was their opposition to the pressure and criticism from the employers. One leader described how “As a woman, I felt my power after being organized, we will fight till the end”.


After two years of struggle on 25 March 2008 we signed a collective agreement with the demands that we had pushed for for two years. 14 of the 24 members who resisted until the end of the agreement were women workers.


The SCT Filtre strike is now remembered as the struggle of women workers who were very active and who won.


The main activities of the process were training sessions and meetings with the workers. 


The main obstacles of the strike, according to the women, were firstly fear of losing their job. Because of this, women workers were initially not very close to the strike struggle, but after learning and seeing that their only way to liberation was struggling, they fought till the end. 


The second obstacle was the pressure of their families to end the strike (because they were experiencing serious money problems). But when the women joined the struggle, their families became convinced of the importance of the strike. 


In the end of the collective agreement the result was:


20.26% wage increase for the first six months, 7% wage increase for the second six months, the next six months’ wage increase was inflation rate plus 2.


High social benefits


1st May is classed as a paid holiday.


For us, the struggle of SCT Filtre has been significant in proving that women achieve rights by being organized and participating in the struggle.




















� Partner organisations are (1) BULGARIA : Istur-CITUB,  (2) ROMANIA: BNS, Cartel-Alfa, CSDR, CNSRL-FRATIA,  (3) TURKEY: CNI, representing DISK, KESK, HAK-is, TURK-is (3) ITALY: FIM-Cisl and CISL National Women’s Coordination. 


� This guide was written by Giuseppina Cazzaniga (FIM-Cisl)
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