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Conclusions and recommendations

Overall, the EESC welcomes the efforts made byBheopean Commission, in the present

Action Plan, to address the persistent pay gapdstwnen and women by proposing a coherent
and wide-ranging set of activities. However, itl$etihat each of the eight areas merits further
development.

The EESC recommends focusing on cultural rootsthadtereotypes perpetuated in education
and learning systems that affect career choiceghé&unore, it recommends looking more
closely into the underlying causes of labour masgegiregation and imposing stronger measures
to combat it.

The EESC agrees with the Commission's proposapdgrtransparency and pay audits to be
introduced in sectors and businesses in orderdiitée the collection of individualised data
(statistics) and develop appropriate action plaihg European Semester is an effective way of
encouraging Member States to urgently take apptgprsteps and to establish a solid
infrastructure of accessible, affordable childcand long-term social care facilities.

The EESC recommends that efforts be continued heee the 2020 strategy's target of 75%
employment for women and men, preferably on atfoie basis.

The EESC welcomes the Commission's recognitiomefctucial role of the social partners in
the process as key players in the labour marketighlights both the contribution of civil
society organisations and partnership principlest tlare based on clearly defined
responsibilities.

The EESC congratulates the Commission on deployimancial resources for individual

projects but insists on the need to provide aduficesources, as part of the Multiannual
Financial Framework, to implement the Action Planaawhole, including the financing of

social care and childcare facilities, without pesia the Member States (in other words,
respecting the "golden rule").

Introduction

The principle of equal pay has been enshrinedarEtd Treaties since 1957. Establishing equal
pay by promoting women's rights is a win-win foegyone: it is a step towards a just and fair
society for aft. The struggles for women's rights have broughiritequalities between men and
women to the forefront, inducing legislators (dt lalels) to take measures in the domain.
Nevertheless, these inequalities persist in thewarforms of social relations, in families, at
school, in society, in politics and in the worldvadrk.

Closing the unadjusted gender pay gap remainslkcba that must be overcome. The EU, the
Member States and the social partners, with thestasse of civil society, are called on to
coordinate their efforts in a framework of targetgaproaches combining the application of

For an overview, see the Global Gender Gap R&8drthttps://www.weforum.org/reports/the-global-gendapgeport-2017
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legislative and non-legislative measures aimedidtessing simultaneously the multiple causes
of pay inequalities between women and men, at batfonal and European levels, in the
implementation of the Europe 2020 strategy.

The gender pay gap is lower in countries whereallvequality levels are higher as well as in
countries where collective bargaining coverage idegpread. It has been estimated that a 1%
increase in the "coverage" of social dialogue reduihe gender pay gap by 0.16%, and the
higher the degree of coordination in terms of wdagenation, the more equal the wage
distribution will bé.

Background figures

Owing to the gender pay gap, women in the EU castito earn on average 16.3% less than
men. Understanding the causes and consequendas pfie¢nomenon is the first step to closing
the gap. The factors listed below are all parthef problem, on the one hand, and the solution,
on the other.

The employment rate: the Europe 2020 strategyhsetarget of 75% of women and men in
work in 2020. In 2014, however, the overall empleymrate in the EU was 64.9%, with a
particularly low rate for women (59.6%, against1@.for men aged between 20 and 64 years).
Women's participation is becoming essential and létmur market needs to be radically
adjusted to ensure that it is accessible to woiBarofound's report on the gender employment
gap estimates that it is costing the EU around BW@R billion per year, the equivalent of 2.8%
of its GDP.

Part-time work: in 2015, eight out of ten peopl¢haa job in the EU worked full time and two
out of ten part-time. Of the 44.7 million part-tinaorkers, 10 million were under-employed,
meaning that they wanted to increase their workiogrs. This accounts for one fifth (22.4%)
of all part-time workers and 4.6% of all employmémtthe EU. Two-thirds of these under-
employed, part-time workers were women (66%). Tditgation has a negative impact on
training prospects, career progression, unemployimemefits and pension rights.

The gender balance in management positions: acgptdi the Gender Equality Index 2017,
published by the highly effective European Insétftr Gender Equality (EIGE), of the eight
areas assessed by the index, the representatiomiofand women in political, social and
economic decision-making showed the lowest rateegdiality. However, focusing more
specifically on the economic sphere, the 2013 a1 2ditions of the index, viewed together,
showed a gradual increase in the number of womemammagement boards, rising from 9% to
21% between 2003 and 2015. This is the case faethdember States which have adopted
binding legislation, such as France and the Neihdd. These estimates concern only major
companies listed on stock exchanges.

Resolution adopted by the Executive Committee BUE at its meeting of 17 and 18 June 2015: "Cadlecbargaining: our
powerful tool to close the gender pay gap".
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Although micro and small and medium-sized entegsriESMES) represent the vast majority of
employers in Europe (in 2014 they constituted 99@%all undertakings in the EU-28 and
employed almost 90 million people — 67% of all jplike indicators and policy measures focus
on the largest company boards. Although the letijiglameasures introduced over the past
decade have led to significant progress, furthierrtsfare still much needed. Different tools are
available in the various Member States: voluntgmgraaches, quotas, sanctions, etc.

The crisis and, in some Member States, austeritasores linked to fiscal reforms, have
resulted in fewer resources for and less investiimesacial and public infrastructure. No gender
impact assessments have been carried out, andsacc#ss infrastructure has become more
difficult. However, there is a direct link betweeraternal poverty and the risk of poverty and
social exclusion for children. Moreover, it can nbe/seen that by 2015 the gender gap in terms
of pensions had risen to 38% in the ¥uhich means that far more women are at risk of
poverty when they reach old age.

Gender segregation in the professions and in secémcording to the Commission, gender
segregation in sectors is one of the main caus#iseofjender pay gap. Some sectors and jobs
continue to be dominated by either men or womenefevomen choose to go into the better-
paid sectors such as construction, industry, tramsgcience and ICT. "Attracting more women
to the science, technology, engineering and mattiesng&TEM) sector would contribute to an
increase in EU GDP per capita of 2.2% to 3.0% i6Bh The Commission also notes that
conversely, men rarely enter key sectors for tharéuof Europe's society and economy, such as
education, nursing and carer professions in heaihc

According to the Action Plan, women leave the |labmarket to take care of children and/or
dependent family member/s and, when they do nqi deat of the labour market entirely, they
often accept positions requiring lower qualificagoin order to combine their return to work
with their family commitments The Barcelona objectives, which are still a lomgy from
being met, address the negative impact of thedhgood quality, affordable childcare facilities
with long opening hours on women's participatiothia labour market.

The salary impact for certain vulnerable groupséke heads of single-parent households, low-
skilled women, women from immigrant backgroundsmen with a disability, etc.) must be
afforded particular attention.

The proposed Action Plan
The Commission's proposed Action Plan containshemmt set of measures designed to tackle

the gender pay gap from all possible angles, rdttaar pinpointing a single factor or cause. The
measures will be mutually reinforcing. The EESCpmrfs the Action Plan but advises the

Joint Employment Report 2017
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Commission to ensure that the current measuresdgireecommended are assessed and
implemented as appropriate through the EuropeareSiem

Eight main strands of action have been identified:

improving the application of the equal pay prineipl

combating segregation in occupations and sectorg(intal segregation);
breaking the "glass ceiling" (vertical segregation)

tackling the care penalty;

making better use of women's skills, efforts argpomsibilities;

fighting the fog: uncovering inequalities and steypes;

alerting and informing about the gender pay gag; an

enhancing partnerships to tackle the gender pay gap

©No kNP

In order for the above actions to be effective gggies will need to be created between the steps
taken by key stakeholders at EU level, Member Stata businesses.

The EESC considers most of the measures propodadanr of gender equality appropriate. It
believes that this ambitious Action Plan will prote be effective if based on a common
understanding of the factors underlying the gempadgrgap. In this respect, gathering statistics at
Eurostat level is crucial. These statistics shdaddased on individualised data rather than data
from households, which contribute to masking wos@averty. The active participation of all
public and private stakeholders at all levels stialso be relied upon: local authorities, EU
institutions, Member States, social partners, gualid private enterprises, educational bodies,
civil society organisations (CSOs), etc.

The EESC reminds Member States of the need to tinmeson-discriminatory and inclusive
education systems. Greater gender diversity shbaldostered among students applying to
study the subjects of the future, such as STEMestbj(science, technology — including ICT —
engineering and mathematics), so that girls cad jolbs in more promising and better paid
sectors. In addition, women ought to benefit fromdigional training throughout their careers
(using new technologies such as distance learnasy}his would considerably increase their
chances of promotion and consequently of highearigsl. Moreover, in order to meet
demographic challenges without disadvantaging woragnilar levels of diversity should be
encouraged in those social sectors in which theyeerrepresented.

The EESC calls on the Commission to raise awaresmassig companies of the problem of the
gender pay gap, including by turning it to theirminterest, by improving access to the pool of
women workers, taking account of the growing derapgic challenges and skills shortages.

The EESC generally holds the view that societiesilshdo more to address the cultural causes
and long-established stereotypes that contributtheéopersistent pay gap. The Commission
should ensure that an assessment is carried oubhatf has been put in place and that current
measures are strengthened.
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The essential role of the social partners and civélociety organisations

The social partners are firmly committed to achegvigender equality and to solving the
concomitant problems.

The Framework of Actions on Gender Equality sigime@005 by the European social partners
already provides a demonstration of how to addtlessproblem of wage inequality between
men and women: using existing practical tools aravihg up clear and updated statistics at
sectoral/national level to allow the social pargnter analyse and understand the complex causes
of the pay gap; and ensuring that pay schemesydimg evaluation systems for jobs and
salaries (gross salaries rather than hourly rdtgsy), are transparent and gender-neutral, with
constant vigilance as to any possible discriminagdfects they may have.

In order to address employers' concerns about ditiathl administrative burden, suitable
accompanying measures for businesses should loeluctd. Both trade unions and employers
are responsible for equal pay. Of course, initegito promote equality must be set up in
education, the labour market, childcare, etc. Nbbedess, pay transparency is also a solution,
because transparency and pay audits all have ghgirto play in the process. Companies are
starting to commit to combating all forms of disamation in the workplace and are already
dealing with these problems in order to ensure plagtsystems are gender-neutral, and reflect
the diversity of national industrial relations sysis. It is important that all stakeholders play
their role in closing the gender pay gap and erpla¢ real causes, ensure a more coherent and
evidence-based approach and clarify any possitdeanceptions.

As for the trade unions, they acknowledge that ¢kistence of a legal framework that is
favourable to gender equality can be an importacgntive in negotiations, particularly in order
to convince employers of the economic and socg@iicance of negotiating for equality. In
this regard, a survey carried out by the Europeadd Union Confederation (ETUC) observed
that, of the wage agreements aiming to reduce mpeguilities between men and women, the
ones most frequently mentioned were those focusmginimum pay and wage increases for
low-paid workers. According to the same survey,ya?0% of trade unions had negotiated
agreements to combat occupational segregation dytigg higher wage increases to low-paid
workers in predominantly female sectors.

Although a number of female workers are memberdrade unions, the representation of
women on trade union boards is increasing only \&towly. Trade unions should aim for
greater diversity when developing a representagerder action plan. A similar situation is
observed in the decision-making bodies of empldyamganisations (public and private) and
civil society organisations, which should also don greater diversity when developing a
gender strategy.
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Outlook

The 2018 Annual Growth Surv‘éﬁims to capitalise on the positive boost broudpuiua by the
current period of economic growth. It should foousreforms designed to stimulate investment
in human capital and social services, on the bakithe "golden rule”, and to improve the
functioning of the markets in goods, services atwblr with a view to enhancing long-term
productivity and growth, as well as increasing ustbn through better quality public spending,
fairer taxation and the modernisation of publiditasions.

The Annual Growth Survey can also generate additistages throughout the cycle of the
European Semester by including all those factoad thfluence the gender pay gap in the
national reports as well as country-specific recemdations.

The European Pillar of Social Rights ought to biéyfintegrated in this process, with priority
being given to reforms aimed at promoting the agtjan of skills by workers, fostering equal
opportunities in the labour market and fair worksanditions, increasing productivity at work
to support wage growth, particularly for the lowestges, and making social protection systems
more responsive and more sustainable.

The EESC therefore hopes that the current favoeir@tdnomic climate arising from the modest
increase in economic growth and the European RilfaBocial Rights will provide a fresh
impetus to reducing the gender pay gap, and tleapthposed Action Plan will prove to be
genuinely effective. If this has not come aboutthy end of 2019, the EESC will envisage
advising the Commission to propose both legislaéind non-legislative measures at the most
appropriate level, including sanctions and/or inives.

Brussels, 19 April 2018

Luca JAHIER
The president of the European Economic and Sodiair@ittee

N.B:

Appendix overleaf.
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APPENDIX |

Below is a list of the main documents that aimaduce gender inequality and in particular the pay
gap between women and men:

Directive 2006/54/EC on implementation of the pifie of equal opportunities and equal
treatment of men and women in the matters of emmpdoyt and occupation (recast),
incorporating the pay equality laid down in the Ekgaties since 1957;

ILO Convention 100 on Equal Remuneration, 1951,

Commission Recommendation on strengthening thecipten of equal pay between men and
women through transparency (2014/124/EU) and th@oReon the implementation of
Commission Recommendation C(2014) 1405 [COM(20T1)féhal];

The European Commission's Strategic Engageme@dader Equality 2016-2019;

Proposal for a Directive on improving the gendelabee among non-executive directors of
companies listed on stock exchanges and relateduresa[COM(2012) 614 finall;

the 2017 Rome Declaration;

The proclamation by the European institutions of tBuropean Pillar of Social Rights of
17 November 2017, at the Social Summit for faisjaind growth in Gothenburg (Sweden);

the proposal for a Directive on work-life balanoe parents and carers [COM(2017) 253 final];
and

the EU Action Plan 2017-2019 — Tackling the genmgr gap [COM(2017) 678 final].
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