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SUGGESTIONS

The Committee on Employment and Social Affairs calls on the Committee on Women's Rights and Gender Equality, as the committee responsible, to incorporate:
A.
The following suggestions in its motion for a resolution:

1.
Welcomes the Commission’s aim of analysing the causes of the difference in pay between men and women and developing targeted approaches to tackle the pay gap and the accompanying segregation of the female employment market ; stresses that the many studies and large body of data which already exist indicate that progress has been slow (a decline in the pay gap from 17% in 1995 to 15% in 2005).

2.
Draws attention to the need to ensure  that the relevant statistics are coherent, comparable, gender-specific, completeand designed to take account of new systems of classifying and organising staff and reforming work organisation, and considers that the pay gap should not simply be determined on the basis of differences in gross hourly earnings but should also take account of factors such as individual pay supplements, professional qualifications, personal aptitudes and skills,  work organisation patterns, professional experience and productivity, which should be measured not only in quantitative terms (hours when the worker is physically present at the workplace) but also in qualitative terms and in terms of the impact which reductions in working hours, periods of leave and absences for health reasons have on automatic pay rises.
3.
Emphasises the need to devise and promote measures which will encourage promotion at work and professional and career development under conditions of genuine equality between men and women.

4.
Considers that priority should be given to introducing and promoting, both in the private sphere and in the workplace, a new culture based on the principle of co-responsibility , toreplace the traditional division of roles between men and women. ,
5.
Considers that a strategy to remedy the pay gap, horizontal and vertical segregation of the labour market, and stereotyping of the jobs and sectors where the workforce is  predominantly female, will require a framework for legislative and other measures at various levels which distinguishes between pay discrimination and pay differences based on factors other than direct or indirect discrimination, since the former falls directly within the scope of legislation, whilst the latter has to be tackled by means of targeted policies and specific measures.
6.
Considers that the direct interlocutors of the Commission’s action – and those responsible for implementing the strategy designed to bridge the pay gap between men and women – should be not just the Member States and  social partners but also equality organisations, who, among other things, could provide  for  social partners, lawyers, magistrates and ombudsmen specific training on gender and the gender pay gap, ;
7.
Takes the view that, in order permanently to overcome the pay gap, Member States should consider taking specific measures against employers who infringe the principle of equal pay;
8.
Considers that the various approaches proposed to reduce the pay gap, (bearing in mind the various stakeholders at whom they are directed - Member States, social partners and equal opportunity organisations) should be based on an appropriate combination of innovative strategies for developing economic, employment and social policies following a gender mainstreaming approach including:

(a)
specific policies to make it possible to reconcile work, studies, training and re-training as part of life-long learning with family and personal life, to access child care and other care services (which should be affordable and easily accessible regardless of an individual employee´s status and type of contract), flexible working, and maternity, paternity, parental and family leaveaccompanied by  smooth reintegration  into the workplace,
(b)
fiscal and social security policies, including measures to dismantle the significant disadvantages in retirement pensions owing to work interruptions and part-time work by parents, and gender-specific measures designed to compensate for unfair and unjustified pay differences, to enhance the quality of female employment and to provide for atypical work-care within the family or its broader environment.

(c)
specific actions under national programmes to implement the integrated guidelines for the 2008/2010 Lisbon Strategy cycle, designed to take account of local conditions in each country, to explore the possibilities for promoting equality through the European Funds and to ensure the Roadmap for Equality 2006/2010 is implemented on schedule, 

(d)
concrete and precise measures (under Article 141(4) of the Treaty) to address the pay gap and gender segregation, to be put into effect by social partners and equal opportunity organisations at various levels, both contractual and sectoral, such as: obliging  social partners to conclude pay agreements, to undertakeregular investigations in relation to equal pay, to ensure the implementation of companies' equality plans, the setting of qualitative and quantitative targets and benchmarking,  and the exchange of best practice validated by the parties concerned accompanied by accounts of the obstacles and difficulties encountered,

(e)
the insertion of a clause requiring respect for gender equality and equal pay in public contracts and the introduction of a specific label such as a 'quality certificate' for gender and pay policies which could be awarded to undertakings and confer on them certain advantages in terms of access to national, local and European support measures and funding and increase their chances of securing public contracts, and consideration of the optimal  application of those policies in the context of public procurement;
(f)
the taking of initiatives for the implementation by undertakings of a policy of gender equality and equal pay within the framework of increased corporate social responsibility to enhance  equality and measures to progress beyond existing prejudices and gender discrimination concerning women's capacity to compete and be integrated in the labour market, especially in management positions.
B.
The following suggestions in the annex to its motion for a resolution:

1.
Considers that it is necessary to ensure Articles 141(1) and (2) of the Treaty are interpreted and implemented properly and that action is taken in relation to the relevant directive (at EU level and/or in connection with its transposition and application at national level) - with particular reference to: 

(a)
the concepts of pay and occupational social security schemes, ensuring that these are formulated in such a way as to fully reflect the data and evaluations contained in new job classification systems, 
(b)

the prohibition on discrimination, with specific reference to the "gender pay gap" and possibly the introduction of a definition of this term;
(c)
job classification, while ensuring that new systems for classifying and organising staff and organising work are used as a source of data and assessment grids for determining pay, with due regard to the principle of comparability, 
(d)
specific measures relating to training and job classification, aimed at the vocationaltraining system and at social partners and designed to remove and prevent discrimination in training and classification and in the economic evaluation of skills;

(e)
the list of examples of discrimination to be incorporated and to be supplemented with specific and more detailed examples of pay discrimination,

(f)

arrangements relating to leave, with specific provision for paternity leave and its protection  and for parental leave with financial provision for both parents, on the grounds that shared leave is central to overcoming segregation and stereotypes and to redistributing roles in order to prevent career development from being obstructed,
(g)
the role of equal opportunity organisations, ensuring that they play a greater role alongside the social partners,

(h)
 information provided by employers on equal treatment for men and women at the workplace, making provision for more specific and targeted information concerning pay differences, together with greater involvement of, and a specific role for, social partners and equal opportunity organisations. 

2.
Is convinced that it is essential to ensure better and earlier implementation of the provisions of the directive relating to equality organisations and social dialogue with a view to redressing differences in pay by ensuring the Member States, social partners and equal opportunity organisations apply measures such as those set out in the 'Framework of actions on gender equality' endorsed by the social partners in March 2005, by providing for:
(a)
the circulation of information and guidelines on practical means (particularly for SMEs) of redressing the pay gap, including national or sectoral collective agreements, 

(b)
compiling gender-specific, transparent and accessible statistical data (using methods which take a large number of variables into account) at national, sectoral and company level,

(c)
developing transparent and gender-neutral work evaluation systems on the basis of which it is possible to assess, in individual cases if necessary, whether job descriptions and pay criteria are discriminatory,

(d)
specific training for social partners based on a toolbox of analytical instruments and targeted measures to be used either when drawing up contracts or when checking whether rules and policies to address the pay gap are being implemented.
3.
Calls on the Commission to submit to Parliament an analysis which  legal acts at EU and/or national level would be an appropriate means of bringing about a significant reduction in the pay gap.
RESULT OF FINAL VOTE IN COMMITTEE
	Date adopted
	10.9.2008
	
	
	

	Result of final vote
	+:
–:
0:
	45
1
1

	Members present for the final vote
	Jan Andersson, Edit Bauer, Iles Braghetto, Philip Bushill-Matthews, Milan Cabrnoch, Alejandro Cercas, Ole Christensen, Derek Roland Clark, Jean Louis Cottigny, Proinsias De Rossa, Harlem Désir, Harald Ettl, Richard Falbr, Carlo Fatuzzo, Ilda Figueiredo, Roger Helmer, Stephen Hughes, Karin Jöns, Ona Juknevičienė, Jean Lambert, Bernard Lehideux, Elizabeth Lynne, Thomas Mann, Jan Tadeusz Masiel, Maria Matsouka, Mary Lou McDonald, Elisabeth Morin, Juan Andrés Naranjo Escobar, Csaba Őry, Siiri Oviir, Pier Antonio Panzeri, Rovana Plumb, Jacek Protasiewicz, Bilyana Ilieva Raeva, Elisabeth Schroedter, José Albino Silva Peneda, Jean Spautz, Gabriele Stauner, Ewa Tomaszewska, Anne Van Lancker, Gabriele Zimmer

	Substitute(s) present for the final vote
	Petru Filip, Donata Gottardi, Rumiana Jeleva, Sepp Kusstatscher, Claude Moraes, Roberto Musacchio, Csaba Sógor


<PathFdR>AD\740294EN.doc</PathFdR>

PE<NoPE>407.743</NoPE><Version>v02-00</Version>
EN
EN

PE<NoPE>407.743</NoPE><Version>v02-00</Version>
6/7
<PathFdR>AD\740294EN.doc</PathFdR>
EN

<PathFdR>AD\740294EN.doc</PathFdR>
7/7
PE<NoPE>407.743</NoPE><Version>v02-00</Version>

EN


