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Summary

The Executive Committee of the Economic Commiss$asrEurope (ECE) at its meeting on 24
September 2008 supported the organization of thignBe-15 regional review meeting in the
ECE region with a focus on economic aspects of ger@ne of these aspects is the promotio
of gender equality in the corporate sector whictlissussed under this agenda item.

The paper presents innovative measures undertakée region to advance gender equality i
the corporate sector through the encouragemenrdlohtary measures, capacity-building, and
legislation. The paper focuses on the promotiowarhen in management and economic
decision-making, measures addressing the gendeyggmyand measures to facilitate the
reconciliation of work and family responsibiliti&s both women and men.
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INTRODUCTION

1. This paper focuses on how the commitment of busgget promote gender equality
within their organizations can be strengthenedual dpproach of encouraging voluntary
measures and corporate social responsibility fodgeequality on the one hand, and regulating
and enforcing change through legislative reformshenother hand are reviewed. Examples for
both strategies are drawn from the national reggmnsceived from ECE member States unless
otherwise indicated.

2. Inrecent years, the business case for genderiggoas gained currentyit is now

widely argued that the advancement of women angrbmmotion of gender equality in the world
of work not only benefits women and men but briolgsr advantages for businesses. A gender-
sensitive perspective can help companies to regndgitretain the best employees, make the best
use of human resources, improve productivity amdpetitiveness, as well as the public image.

3. The current under-valuing of women’s work and unaldization of their skills across the
region is a loss for the economy. Particularlyhe tontext of demographic change and
anticipated skills shortages it is economicallyssele to work to remove the remaining barriers
to women'’s participation in paid work as well as tharriers to men'’s participation in unpaid
family care and domestic work (see also ECE/AC.2@%25).

4. Increasingly, policy makers turn to employers amgldocial partners to assume their share
of responsibility to create work environments iniethboth men and women can thrive to their
full potential and are fairly rewarded for theimtobutions. The business case for gender
equality has much appeal to business leaders aataoy commitment to change is preferable to
compulsion. A number of governments therefore attigeek to raise awareness and provide
incentives to improve the conditions for women’sattement in the corporate sector and
promote greater gender balance in economic deemsa@king and management, across sectors
and occupations, and in the share of work and faragponsibilities.

5. Progress however remains slow and the improvendnit$ are being witnessed in the
corporate sector are unevenly spread across sectdrgorkplaces. While growing numbers of
employers have started to introduce measures tease women’s opportunities, many have not
and this disadvantages workers who have no acoesgh good practice. Government
regulation through legislation can contribute tal@ning access across workplaces and sectors.

6. This paper focuses on three areas of continuingerarfor gender equality in the
corporate sector: vertical segregation in the wiarkgs which is apparent through the remaining
gender imbalance in favour of men in managementangbrate boards; the gender pay gap;
and the reconciliation of professional and famégponsibilities.

7.  The first part of the paper presents the businass for gender equality in the corporate
sector. Despite the apparent benefits of gendaliggunequalities in the region persist, which
are discussed in the second part of the paperthiitteand fourth parts are dedicated to
reviewing the diversity of policy responses in thgion to highlight how persisting inequalities

! The World Bank Group’s Gender Action Plan for fiseal years 2007-2010 for example advocates gender
equality as “smart economics”.
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have been addressed by member States and whatdessobe drawn from them. The paper
concludes with policy recommendations.

l. THE BUSINESS CASE FOR GENDER EQUALITY

8. Gender equality in the corporate sector is not delgirable on human rights grounds, but
also makes good business sense. In recent yeanmsythber of studies analysing the business
implications of measures to enhance gender equalitiydiversity has grown. The benefits of a
balanced participation of women and men in busingedicularly in management, are thought

to be diverse and range from improved staff reareitt and retention; improved creativity,
innovation, and problem solving; to improved mdirkeg strategies and outcomes. Many of these
benefits are context specific and qualitative dredefore difficult to measufeA number of

studies however have highlighted positive correfetibetween gender diversity in management
teams and financial performance.

A. Better financial performance and competitiveness

9. Women leaders correlate with better financial penfance. A recent studiyooked at three
commonly used measures of company financial pedona — return on equity, return on sales,
and return on invested capital from 2001 to 200doinjunction with women board director data
from Catalyst censuses from 2001 and 2003. It fabag in terms of return on equity,
companies with the highest percentages of womerdimbeectors on average outperformed
companies with the lowest percentages of womendodiaectors by 53 per cent. With regard to
returns on sales, the number was 42 per cent amdtfon on invested capital, the figure was 66
per cent.

10. Support for the business case was also provideddsarchcomparing the financial
performance of the 89 European listed companids e highest level of gender diversity in

top management posts with the average financiépeance in their sector. It found that these
companies outperformed their sector with 11.4 pat ceturn on equity compared to an average
of 10.3 per cent; an operating result of 11.1 et earnings before income and taxes compared
to an average of 5.8 per cent in their sector tweperiod 2003-2005.

11. Although causality is not proven by these studiesitive correlations between greater
gender diversity in management and corporate baardsiigh corporate performance highlights
a business case for greater involvement of womemanagement and corporate decision-
making.

12. Research has shown that women constitute a signtfientapped source of new
managerial and executive talent. The creation tiébepportunities for women provides firms
with access to a wider talent poolA recent studf/found that gender diversity in senior
management correlates with “organizational exceéms measured by the criteria leadership,
direction, accountability, coordination and continhovation, external orientation, capability,

2 European Commission, 2003.
3 Catalyst, 2007.

* McKinsey and Company, 2007.
® Ibid.
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motivation, work environment and values. The stiaynd that companies with more than three
women in senior management functions score mot@yign average, for each organizational
criterion of “excellence” than companies with nomen at the top.

13. Opening leadership positions to women contributesxpanding the talent pool as women
leaders act as role models and can encouragewtimeen to apply for leadership positions.
Women in leadership positions can become role nsaaledl mentors for younger women,
potentially increasing engagement and retenticgsrat

14. Another argument for gender diversity is that ie@mcesreativity and innovation,

which are increasingly critical to competitive sess. A 2005 survey shows that around 60 per
cent of companies with diversity policies beliexkdt innovation and creativity improved as a
resulf. Recruiting women to key positions also allows pamies to gain a competitive
advantage through deeper cultural adaptation tontndetplace.

B. Improved recruitment and retention of talent

15. In the “war for talent” it is increasingly importafor companies to attract and retain
qualified and talented employees and to be the leyep of choice”. High involuntary turnover
is costly — some estimates show the cost of repgoiofessionals to be in the order of
magnitude of 150 per cent of their annual salary.

16. Better recruitment and retention have been fourzkta key motivation for employers to
offer family-friendly policies and flexible workingptions. A large British telecommunication
company reports a clear business case for flexible workifiganks to flexible working
arrangements 98 per cent of women returned aftearnity leave thanks to which an estimated
£3 million could be saved in 2002-2003 and flexiviarking arrangements helped to retain 1000
people over two years. Absenteeism was 20 perbedaty the United Kingdom average.

17. A recent studyof the business effects of family-friendly humasaurce management
based on a representative survey of 1001 compamn{@srmany found family-friendly
companies to be more successful at recruiting &iaffnportant positions: they received 31 per
cent more applications than family-unfriendly firnfhey built human capital more sustainably
(plus 23 per cent) and retained important employaeger (plus 14 per cent) than family-
unfriendly firms. Retention of parents followingrpatal leave was 22 per cent higher and the
length of absence due to parental leave taken 8guerower than in family-unfriendly
companies. Unwanted turnover was 15 per cent landrabsenteeism 13 per cent lower.

18. Equal opportunity and family-friendly employers kéhfrom enhanced reputation.
Gender balance contributes importantly to corparatge and reputation, pioneers gain a
competitive edge. The positive effects of a goquiitation are both in terms of recruitment and
consumption. The above-mentioned study of Germampemies found that family-friendly firms
had a 12 per cent higher customer loyalty.

® CIPD, 2005.

’ This and other case studies are published by thek Woundation and are available on
http://lwww.theworkfoundation.com/difference/e4wla¢estudies.aspx.

8 Forschungszentrum Familienbewusste Personalpdlifi@s.
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19. There is a growing acceptance among employerfiéoatgument that gender diversity has
business benefits. A European Commission stud@@b 2ound that 83 per cent of companies
surveyed agreed that diversity initiatives havesitive impact on their businesses.

Box 1. Talent not tokenism

A large British transport company introduced inrtoxediversity training to change values
and attitudes towards diversity so that all staéf\ealued at work and treated fairly. It sent
5,800 staff on diversity courses, set up 24 legreentres to raise skills, and began a diversity
recruitment programme. As a result, one of its binas experienced an increase of 60 per gent
in female bus drivers and the number of part-tinoekers more than doubled. Following the
introduction of mentoring for new employees, anotifats branches has seen a 33 per cent
reduction in the number of people leaving withia fhist two years of employment

Source: CBI 2008.

Il. PREVAILING GENDER INEQUALITIES

20. Despite the economic advantages of achieving gesglality in the corporate sector,
inequalities persist across the region. Women Btar¢ed to outnumber men in tertiary
education in the region, but they remain undersgmeed in employment, particularly in
management and decision-making positions.

21. Women have different labour market participation patterns than men Across the
region, women tend to have lower economic actiratgs than men, are concentrated in fewer
occupations, work fewer hours in paid employmeng(tb higher prevalence of part-time
working) and have more career interruptions, largeie to care responsibilities. These
differences contribute to lower earnings (gendgrgegp) and slower career progressions.
Furthermore, the disadvantages accumulate ovdifetiene to lower pensions in old age.

22. Gender employment gapWomen are less represented in formal employninemt tmen.
According to estimates from the International Labotfice (ILO)° the female adult
employment-to-population ratio (aged 25 and abav@D08 was 51 per cent for women
compared to 70.5 per cent for men in Eastern EytbpeCaucasus and Central Asia, and 50.4
per cent for women compared to 67.5 per cent far me¢he European Union (EU) and other
ECE member Stat&signifying a significant gender employment gayhie region.

23. Horizontal gender segregationWomen in employment tend to be concentrated inalsm
number of occupations. According to the fouEtiropean Working Conditions Survéin 2005
only 26 per cent of Europeans worked in gendemsaid® occupations. In fact, half of all
working women are concentrated in education anttth€24 per cent) and the wholesale and

°1LO 2009, Table AS5.

9 This ILO country cluster for this estimate alsolirdes a small number of countries which are ndE B@mber
States (see ILO, 2009, p.75).

1 European Foundation for the Improvement of Livamgl Working Conditions, 2008.

12\Where each sex makes up at least 40 per cené eidhkforce.
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trade industry (17 per cent) while half of all widx men are concentrated in manufacturing
(22 per cent), wholesale and retail (14 per cem)@nstruction (13 per cent).

24. The horizontal segregation of women and men irlgheur market reflects earlier
educational choices. The large majority (over 70geat) of tertiary students in health and
welfare related subjects are women. In engineenrapufacturing and construction they form
the minority (below 30 per cent) according to UNEBISCED (International Standard
Classification of Education) data.

25. Vertical gender segregationWomen continue to predominate in the lower echetiins
the career ladder and continue to be strongly urefmesented in top management across the
region. According to th&hird Biannual European Professional Women’s NeknBoard

Women Monitoin 2008, the top 300 European companies haveed.¢gnt of women on their
boards (8 per cent in 2004). One out of four congsoovered by the survey still has an all
male board. According to the fourfBuropean Working Conditions Surveyly 35 per cent of
European managers were women. In the EU, 9 perotenén have a female boss compared to
41 per cent of women. Gender differences are paatily apparent at higher educational levels:
while 36 per cent of highly educated men (at gréelievel or above) hold management
positions, this only applies to 15 per cent of waraéthe same educational leVel

26. Unequal sharing of paid und unpaid workis an important explanation for the uneven
progression of men and women in employment. Wonceosa the ECE region shoulder the
primary responsibility for unpaid domestic workgelinding child and elder care. The unbalanced
division of labour disadvantages women in employim€he lack of working-time flexibility

and family-friendly arrangements in the workplaoecés many women with care responsibilities
to leave employment, work below their qualificagpswitch to lower paid and possibly more
precarious part-time positions in occupations wilileese are offered.

27. Access to flexible working arrangements is unequalsprovisions to facilitate the
reconciliation of work and family responsibilitiase unevenly spread across sectors and
workplace$®. The provision of flexible working arrangements leen increasing in some ECE
member States and businesses are introducing itimevaeasures to support employees in
reconciling work and private life. However, theseasures are predominately accessible to
women as employers with a predominately female foock are more likely to introduce them.

28. Family responsibilities are still predominately saered a woman'’s affair and employers
are more likely to offer family-friendly arrangenterio women with care responsibilities than to
men, leading to gender inequalities in access.gratlvtho wish to take a more active share in the
care of their children often face stronger barrteesy mothers, whose caring role is more
culturally accepted. Gender role expectations harefore reinforce the unequal sharing of paid
work and unpaid care. Gender biased company calamd gender role expectations in the
corporate world are recognized barriers to gendealdy. They lead to prejudices against
women’s competence as leaders and managers bfldgsbmen who take on a more active
caring role and can act as barriers to men’s mguelesharing of family care.

13 Eurofound, 2008.
¥ Eurofound, 2006.
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29. Prevailing gender pay gapln combination, the above inequalities contritiotevage
inequalities. Although women perform better at sttiban men and form the majority of
university graduates, women continue to earn ks imen across the ECE region. Some
countries report a narrowing of the gender pay bapwage differentials remain a resilient
challenge to equality in the region, ranging fromeaerage of 17 per cent in the EU to between
40 and 50 per cent in Central Asia and the Cautagtrequently women earn less than men for
work of equal value. One reason for women'’s loveenuneration may be gender-biased job and
competence evaluations.

30. Employers have a role to playin increasing career opportunities for women tate

more gender balance in management and econom&i@®eonaking, in addressing the

prevailing gender pay gap and in facilitating teeanciliation of professional and family life.
Employers have a corporate social responsibilitwdook in partnership with governments and
civil society to attain the goal of gender equalityt, as research and business experience
increasingly underline, there are multiple bendbtbe gained. The remainder of this paper now
turns to consider what has already been done bgrgments, social partners, non-governmental
organizations and businesses, turning first tocsetevoluntary measures before considering
legal reforms in the ECE region.

[l. PROMOTING VOLUNTARY MEASURES

31. Governments, non-governmental organizations, to@bkpartners, and businesses in the
ECE region have developed a wide array of initegiand measures to raise awareness and
sensitize employers, workers, and their represeatato the remaining inequalities between
men and women in the corporate sector. These iaakeskarch and data collection, information
campaigns, benchmarking exercises, competitioritsa@nd certificates to award and publicize
good practice and capacity-building through guidancol-kits and training activities to

facilitate changes in work organization, recruittpeemuneration, and promotion practices.

32. In the following, good practices by different astdm the areas of women in management
and decision-making, equal pay, and work and faneitpnciliation are presented.

A. Women in management and decision-making

33. Voluntary initiatives in the area of women in maeamgnt and decision-making include
efforts to monitor the situation and raise awarsnegntoring schemes, networks, and voluntary
charters by companies to facilitate women’s advanes# in the corporate sector.

34. In the field of mentoring, the Austrian Governmémtexample ran a Women-Business-
Mentoring Programme in 2004 to 2006, and a CrosetM&ng programme in the private sector
(2006 to 2007). Denmark also launched a one-yeataoriag programme for women managers
in the state and private sector.

!5 International comparisons of the gender pay gaplstbe interpreted with care as there are variatin
measurement across countries: http://www.unecetaitg/gender/Welcome.html.
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35. Another strategy to strengthen the position of wonmemanagement is througietworks.
The European Professional Women’s Network, for gpanprovides a platform for currently
3500 professional women of all sectors and indesst@ind promotes professional progress of
women through mentoring, training, and networkinghe European employer organization
EUROCADRES created a network for successful wormem fall over Europe, FEMANET,
which consists of 90 women from 15 countries endagehe field of improving and
strengthening women in decision-makihg

36. Governments can also encourage and support vojuinitiatives by employers through
recognition and financial support. This is don&uxemburg, where financial support and
ministerial approval are offered to companies thatertake research on the situation of men and
women in their workplaces and establish actionglan

37. Other initiatives in the ECE region include new rtbies for more women in management
as reported by Denmark and the Netherlands. Corapdimat are members of the Danish Charter
for more women in management which was launchédarch 2008 commit themselves to take
specific actions to promote more women in managénidre target is 100 companies signing

the charter by 2010. By 27 March 2009 a total otégpanies had signed the charter. A
network of public and private enterprises that hsigaed the charter has been set up and a
catalogue of ideas has been compiled containinmpbes of what firms can do to get more
women into management.

Box 2. Talent to the Top — women in decision-making the Netherlands

In May 2008 more than 50 organizations from thelipudnd the private sector in the
Netherlands voluntarily signed up to a CharterdleciTalent to the Top. By joining the Charter,
organizations commit to develop a strategy aimingalizing and preserving a continuous
smooth flow of women particularly into top positeriThe signatories determine organizationr
specific quantitative targets focused on the nunob&omen in middle and top management,
review their achievements and report about theenMonitoring Commission. The Monitoring
Commission will report each year to the MinistelE@onomic Affairs and will announce results
achieved in the media by specifically referringhie names of the organizations and companjes
concerned.

38. Another way of recognizing good employer initiagve through employer competitions
and rankings.

18 \www.euroeanpwn.net
Y \www.eurocadres.org/en/activities/networks/gendguaéty.
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Box 3. Top companies for executive women

The United States based National Association ofdieraxecutives (NAFE) rewards each year
the Top 50 companies advancing women in the wodepla

Deep and broad attention to women in successiars fileought a large pharmaceutical company
into the Top Ten in 2009. Its management revielws@men at director level and above —
keeping an eye on emerging talent from other leaglwell — and identified a 40 per cent
female candidate cache for near- or longer-ternoseoles. At vice-president level and above,
women make up 36 per cent of identified global pgkentials, and women comprise 23 of 54
members of the United States governance teamsifis@dtention is given to filters on
assessment that may devalue women'’s contributions.

\"A

Source: National Association for Female Execufives

B. Reducing the gender pay gap

39. The European Commission ran an information campaligut the gender pay gap from
March to August 2009 in all EU countries to raisdlc awareness of the complex and
interrelated caus&sof the gender pay gap and to explain how it cigldackled. The campaign
featured a website with promotional material agdies on the gender pay gap in the EU.
Awareness-raising activities in member States ohelihe celebration of annual Equal Pay Days.

40. Other initiatives in this area include the produetof gender-sensitive guides and training
materials. The ILO guidBromoting equity: Gender-neutral job evaluation &mjual pay: A
step-by-step guidaddresses the economic characteristics of thg@aaysuch as working hours,
education, experience, unionization rate, econ@®dtor, size of enterprise), as well as its
discriminatory causes. It is aimed at workers’ antployers’ organizations, equal opportunities
bodies and human resources managers, gender sgie@ald pay equity practitioners.
Guidebooks on Equal Pay have also been developedumber of ECE member States.

41. Social partners in the European region work togethéackle the gender pay gap. The
European Social Partnétsncluded the gender pay gap as one of four pigsrin their
Framework of actions on gender equality2005 (alongside addressing gender roles, priognot
women in decision-making, and supporting work-bdance). They committed to promoting
this framework of actions in Member States at pfirapriate levels taking account of national
practices through joint and separate actions apppte and to report annually on their
activities. After four reports the framework of iacis will be reviewed.

18 \www.nafe.com.

9 The undervaluing of women’s work, segregatiorhie flabour market, traditions and stereotypes, aobl@ms in
balancing work and private life.

20 European Trade Union Confederation (ETUC), Confetiten of European Business (BUSINESSEUROPE,
previously UNICE), European Association of Craitn@l and Medium-sized Enterprises (UEAPME), and
European Centre of Enterprises with Public Paritiim and of Enterprises of General Economic IisteEEEP).
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Box 4. Framework of action on gender equality: gener pay gap

Informing about existing legislation on equal pay @jiving guidance on how to help closing
the gender pay gap at different levels throughctpral guides, especially for small and
medium-sized enterprises, on how to live up tortlegjal obligations; national or sectoral
collective agreements or framework agreements.

Developing clear up to date statistics at sectdf@mational level to enable social partners to
analyse and understand the complex causes of fiayeditials. Promoting the availability of
gender specific information at the appropriate leyeational, sectoral and/or company level).
Examples of practical tools used to do so inclageeloping a joint method, taking into
account as wide a range of variables as possibteder to have a detailed and analytical
picture of the underlying causes of wage differsroetween women and men; ensuring that
pay systems, including job evaluation schemestransparent and gender neutral and paying
attention to the possible discriminatory effects@fondary elements of pay.

Using or developing methods and instruments toesdtthe gender pay gap in a systematic
way, that allows for monitoring and evaluation astf a wider strategy. Examples of practical
tools used to do so include: screening job desoriptto check that they do not contain
discriminatory elements; reviewing pay criteriactieck that they are not discriminatory;
developing tool-kits comprising different elememtorder to give background information to
negotiators dealing with gender equality issuestaraffer practical advice on what employer
and workers can do in enterprises; and use existidine tools providing information on wag
formation and enabling individuals to compare tlsailaries with that of other employees.

o »n

Source: Framework of Action on Gender Equality &00

42. In their third follow-up report in 2038 social partners reported on their involvement in
national consultative commissions dealing with éqag and several social partners reported on
the development of tool-kits and training acti\stemed at including the gender pay gap in
negotiations and collective bargaining.

43. New initiatives by social partners, in cooperatath government and research institutes,
include measures aimed at implementing gender-a@lgoty assessments and evaluations to
reduce the gender pay gap. In Lithuania, a metloggdior job assessment has been developed
which aims at enhancing the transparency of renatioer, facilitating a more objective
assessment of the complexity of functions and tlee#ls in enterprises and organizations, and
helping to set basic wage tariffs both in individeeonomic entities and throughout the sector
without differentiation on the grounds of sex.

44. Social partners in Belgium put in place job evalhrasystems that ensure equal treatment
through collective agreement for 2007-2008. Emises that have not already verified their job
evaluation systems and wage classification needisare that these are gender-neutral and to
revise them if they are not. Several sectors grerted to be in the process of analysing their job

2L Available for download at http://www.etuc.org/aZss
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classification systems in view of gender-neutrgldgnking and insurance sectors) or to be
revising existing systems (metal industry). Otheage developed plans to do so (for example
tourism). Thenstitut pour I'égalité des Femmes et des Homméelgium has developed a
checklist for employers to facilitate the analysigob classification systems.

45. Another important field of activity is data collesrt and monitoring of the gender pay gap
and implementation of agreed measures to addrdasHinland, the social partners agreed in
their collective agreements for government emplsyfee 2007-2010 that the gap between
women’s and men'’s pay will be narrowed with a geratpiality bonus amounting up to 0.2 per
cent of the total payroll. The social partners wibtnitor the effects of the intra-agency
collective agreements on equal pay for the negotiatof the gender equality bonus. They will
study whether women and men are paid equally ®s#tme or equally complex tasks and to
what extent gender predicts wage after the ottetifipble wage determinants are controlled.

C. Work-family reconciliation

46. Policymakers across the region place increasinghasip on the role of workplaces in
facilitating work-family reconciliation. Strategiés encourage voluntary measures by employers
in this area include research highlighting the fpasireturns of family-friendliness for

businesses (for example in Switzerland), emplopengetitions and audits to certify and reward
family-friendly employers, and financial supportttelp employers in providing family support
such as workplace-based childcare services oreggation measures after parental leave.

47. Employer competitions,family-friendliness and equal opportunities aredraing
increasingly popular in the region (for exampldmstria, Hungary, Slovakia and Ukraine) and
award companies of different sizes and sectorsattgaparticularly family-friendly. Award
ceremonies are usually high-profile events whidvigle publicity for the companies pioneering
in this field. They are becoming increasingly p@mwmong employers as evidenced by the
increasing interest and number of applications tiveryears (for example in Hungary).

Box 5. Family-friendly employer competitions

The Slovak competitiomhe Employer Who Welcomes the Fanmiiy, by the Ministry for
Family and Social Policy, acknowledges and encasagnployers to create working conditions
which take into consideration the family obligasoof their employees. The competition
rewards good practice in the categories familygyplequality of opportunities for men, and the
most original measure for the family and equal opputies.

Based on the Slovak example, and with the supp@tavakaid, a first competition for tHgest
family-friendly enterprisevas held in Ukraine in 2008. It was co-organizedhsyCentre for
CSR Development, the Ministry for Social Policy drabour, the Ministry for Family, Youth
and Sports and State Committee for Regulatory Palx Entrepreneurship Development. 51
companies from 14 regions participated.
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48. In addition to employer competitions, family-fridpdwudits and certification systems have
been developed in the region. A prominent exangpthéWork and Family Audif. During the
auditing process organizations first develop custethobjectives and concrete measures to
improve their family-responsiveness in eight amafaaction. The implementation of the agreed
measures is monitored over a period of three ya#tes, which time progress towards agreed
objectives is evaluated. Only after successfullyspay the re-auditing process after three years
do companies receive certification (until the nexdluation after three years). Over the years,
increasing numbers of organizations from both tiielip and private sectors have been audited.
In 2009, 322 new firms were certified. Since itgsaduction in the late 1990s, more than 750
companies, organizations and universities have badited benefiting around two million
employees and students. The audit has also beetoged for Europe and is currently being
carried out in Austria, Italy and Slovenia.

49. Certificates that more broadly award measuresrtbéu gender equality in the corporate
sector include theabel Egalitéin France which assesses companies in the areagiaf
opportunities, human resources management, andiyfémendly measures. The label can be
used for a period of three years. Similar to thekwand family audit, progress is monitored after
a period of 18 months. Since the first certificaion 2005, a growing number of organizations
from diverse sectors such as electronics, transipstirances and communication have received
the label. Nearly 750 000 employees working in dépanies in the private and public sectors
are benefiting. A similar label has been introduiteBelgium.

50. Some countries have introduced financial incentteesncourage as well as financial
support for companies facilitate voluntary measures by employers (for example Israe
France has extended the scope of eligible expardibn family tax credit to enterprises’
expenditure on training for employees hired follogvtheir resignation from or termination of
service during parental education leave.

51. Germany launched a new programme in 2008 whichrdssabsidies to employers who
create childcare placs for their employees. Companies providing childcargport for their
employees can benefit from shortened parental Ipatieds, lower childcare related
absenteeism and a higher attractiveness as anynpBusinesses and universities across
Germany can receive up to 50 per cent of the dostsach new created childcare place for two
years (up to a maximum of €6000). The Europeanabécind finances this initiative with €50
million until 2011.

D. How successful is encouragement?

52. A strong argument in favour of encouraging voluptaammitment by employers, whether
based on business-case arguments or appeals twatergocial responsibility, is that cultural
change is more likely to occur if actors are voduity engaged rather than forced through
legislation. On a voluntary basis, many initiatiasl joint commitments have been brought
underway as the selected examples have illustr&tech measures fulfil an important function
of raising public awareness of issues of concethcam contribute to paving the ground for
consensus on more far-reaching measures, by goeatnsocial partners, and employers.

22 The Work and Family AuditXudit Beruf & Famili¢ was developed by the Beruf und Familie gGmbH in
Germany, http://www.beruf-und-familie.de.
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53. It remains doubtful, however, whether corporatdaaesponsibility and the business-case
alone can be relied upon to improve the conditfongender equality widely and sustainably. A
key concern is access inequality. The businessroag# not apply for all women and might
create opportunities only for the most qualified akilled, while many low-skilled women and
those facing difficulties with reconciling work afamily life may remain trapped in precarious
employment without career advancement perspectives.

54. Financial incentives and rewards to companies trengthen the business case for family-
friendly and equality-promoting measures and faatii their introduction as they reduce the cost
barrier faced by many companies, particularly smatl medium-sized enterprises.

55. Although appealing, a strategy relying on the viduy initiative of employers might not
be sufficient: change is too slow and inequitalsiéenefits spread unequally and might only be
addressed to those employees who are perceivedrtwbt valuable to the business; measures
and benefits might be subject to “good times” aisd¢a@htinued in times of economic downturn.
To address these concerns, legal regulation bgt#te is important in order to ensure universal
progress for all groups of workers across occupatisectors and workplaces.

V. THE CASE FOR LEGISLATION

56. Although employers are increasingly introducing swas to promote gender equality
voluntarily, progress in the corporate sector remmaiow. In order to fulfil commitments for
gender equality in the economic realm, taken inctiretext of the Beijing Platform for Action,
the Convention on the Elimination of All Forms oisBrimination against Women (CEDAW),
ILO conventions, and where applicable in the candéEU directives, governments have
developed diverse legislative tools to improvedbrditions for enhanced gender equality and
outlaw gender-based discrimination in employment.

57. Most countries in the region have passed legisiatiat formally outlaws discrimination in
employment. An important basis for action was laydLO conventions C100 and C111 on
Discrimination and Equal Remuneration which haverbetified by the large majority of ECE
member States, and the Convention on Workers veithily Responsibilities (C156), which has
so far been ratified by 21 ECE member States.drEtd, impetus for national legislation was
provided in particular by Council Directives 75/1EEC on equal pay and 96/34/EC on parental
leave and 97/80/EC on the burden of proof in caesscrimination based on sex. While the
principle of gender equality has been integratddgal frameworks, implementation and
enforcement at the national level is lagging behind

58. To address this challenge, some countries are noving beyond establishing the formal
right to equal treatment and equal opportunitiesntployment to introducing proactive
legislation that aims at overcoming persisting ireigies. An example of such pro-active
legislation is the introduction of quotas to in@edhe proportion of women in management and
decision-making bodies such a corporate boards.



ECE/AC.28/2009/6
page 14

A. Gender quotas on corporate boards

59. The introduction of gender quotas is a contestdidypmeasure. Quotas have been
perceived to be per se discriminatory and opposdti® basis that they interfere with the
efficient working of the labour market, where sél@t should be based on best skills and
capabilities of candidates rather than their gendleother criticism is that quotas may
undermine women'’s professionalism and credibilityplying that their selection might not be
based on their merit. Arguments in favour of gerglestas include that they help to speed up
change if deadlines for implementation are set. &tternal impetus provided by quota
regulations may be needed to incite changes ibkstad ways of working that reproduce
existing recruitment and promotion structures. thproved gender balance in management
boards may bring the benefits of greater diversity.

60. A noteworthy example for the introduction of gendeptas is Norway, which was the first
country in the world to enforce a gender balanaiénboards of public limited companies.

Box 6. Gender-balance on the boards of Norwegiaruplic limited companies

An amendment to the Public Limited Companies AQG003 required companies to have a
gender balance (at least 40 per cent of each ses®mporate boards. An agreement with the
private sector first stipulated that the legislatiwould not come into force if businesses
voluntarily increased women's representation omporate boards to the required level of 40 per
cent by July 2005. However only 68 out of the 5Ll limited companies concerned (13.1 per
cent) had achieved gender balance by this datelebiisation came into force in January 2006
and set companies a two-year deadline to comply thi rules with the threat of being
dissolved by order of the court in case of non-clienpe. As a result of this legislation, the
percentage of women on corporate boards rose fopef.cent in 2005 to 40.1 per cent in 2009.
Norway is now leading European statistics.

61. Similar legislation has since been introduced mesd&CE member States and is being
discussed in others (for example France). Spaisegbkegislation in 2007 requiring companies
to have a least 40 per cent of women at board kew@015. The Finnish Corporate Governance
Code (2008) was designed to apply soft pressumorpanies which are not legally obliged to
reach a certain quota but who have to publicly @xplvhen they have no women on the boards
(applying the “comply or explain” principle).

B. Equal pay legislation

62. Most countries in the ECE region have ratified tte Equal Remuneration Convention
(C100) and many have introduced equality legistationtaining provisions for equal pay for
equal work or work of equal value. Although an intional legal framework on the principle
of equal pay has been in place for several dectttegiender pay gap persists. In the EU, the
effectiveness of European law on equal pay is tbexeinder review. Depending on the results
of the analysis, the European Commission may ptesam legislative proposals on this issue.
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63. Recent reforms in the region have included meagaradvance data collection on pay
differentials and to stimulate employer commitminimplementing concrete measures to
reduce the gender pay gap.

64. In Denmark, as of January 2007, all major compaaiegequired to draw up gender-
disaggregated pay statistics. Many companies aeftr the first time required to work on
equal pay. In Finland, employers are required toyaaut a specific pay survey and investigate
reasons for any differences in pay as part of éragr equality planning required under the Act
on gender equality between women and men (2005).

Box 7. Gender pay bargaining in France

Following equal pay legislation in 2006, Frencimi& with more than 50 employees are now
obliged to take steps to close the gender pay gapd31 December 2010. Failure to produce a
plan by this deadline will incur a financial peyalthe legislation obliges gender pay bargainjng
in companies and sectors.

C. Access to family-friendly working arrangements

65. Itis now widely accepted that the ability to recida professional with family
responsibilities is a key condition to equal oppnities in employment. As discussed in Part Il,
a key impediment to greater gender equality inctimporate sector is the unequal sharing of paid
and unpaid work.

66. Childcare-related leave entitlements and finaradialvances continue to be predominantly
addressed to mothers in most countries across@ier&gion which tends to reinforce rather
than overcome traditional gender roles in earnimj@aring. The gendered effects of
government policies are widely known and incredgiggvernments amend existing legal
frameworks to improve access for both men and wotméamily-related leave and allowances,
flexible working arrangements, and part-time empient.

1. Parental leave

67. An increasing share of ECE member States havedintex paternity leave schemes. In
most cases however, these entitle men to a fewatayseks of paid leave (less than one week
in Hungary, the Netherlands; two weeks for exanipBelgium, Estonia, Romania, and the
United Kingdom) compared to significantly longetidements reserved for mothers.

68. One method of addressing the gender imbalancenilféeave is amending maternity
leave schemes in order to provide mothers witrotiten of sharing their leave entitlement with
the father, for example when returning to work eaflanada, for example, has redefined
supplementary maternity leave as parental lea2®@8. The sharing of maternity leave and pay
with the father is also possible in Bulgaria, FimdaSpain and the Russian Federation.
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69. Another measure to increase men'’s share in famdyd is to introduce an element of non-
transferable paid parental leave which is losbiftaken by the second parent (usually the
father). Pioneered by the Nordic countries in 880k, this model has been followed more
recently by Austria and Germany, who have revised family leave legislation to encourage
fathers to take a greater share in childcare.

Box 8. Parental allowance in Germany increases shawof fathers taking parental leave

In Germany, two years after the introduction okamnings-related parental allowance for 14
months in 2007, two of which are non-transferal@aveen parents, the proportion of fathers
taking up parental leave has increased from 3.5¢afrin 2006 to 16 per cent in 2009. Over gne
third of fathers on parental leave take up more tha two months of parental leave reserved| for
them.

70. Despite growing participation of fathers in childre, notably thanks to advances in legal
entitlements, mothers across the region take getehares of parental leave even where both
parents are equally entitled by law. To addresslarire, Sweden has introduced a gender
equality bonus in 2008 to provide further incendiver parents to share equally the available
leave. Parents who share parental leave evenlyeadly taking the same number of days with
benefit — will receive the maximum bonus.

71. A critical transition for gender equality is theum to the workplace after a period of
leave. Access to flexible working arrangementduidiog the possibility of reduced working
hours, are crucial conditions for a successfulmetiation of work and family responsibilities
(which include the care for adults as well as abifj. Access to flexible working arrangements,
including working time reduction, is increasingicflitated through legislation to ensure equity
of access across workplaces.

2. Flexible working hours

72. The European Social Partners recently revised 118816 framework agreement on
parental leave in June 2009 to increase the nosfaeable leave entitlement from three to four
months and provide parents with a right to reqtlesible working hours upon their return to
work. They have requested to make this framewor&eagent legally binding for EU Member
States.

73. In the United Kingdom, parents of children underab@l carers of adults already have the
right to request flexible working arrangements emtave their requests seriously considered by
their employer. Other countries have gone furthgiroviding parents with legal entitlements to
reduce their working hours, for example Germanyd0and more recently Austria (2004)
where parents are entitled to work part-time uhgir child turns seven.
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Box 9. Right to flexible working for Austrian parents

In July 2004 parents with children under seveniveckthe right to reduce their working hours
or vary working flexible schedules. The legal rigipplies to companies with more than 20
employees. Small companies with fewer than 20 eyege who voluntarily grant working time
flexibility to parents can request financial sugdosm the government to alleviate the costs
associated with the reorganization of working time.

The reform was evaluated in 268&nd received a positive evaluation by the majafty
affected businesses (64 per cent). 80 per cerdrehs who made use of the entitlement reduced
their working hours compared to 20 per cent why eakied their work schedules, while only
14 per cent of parents making use of the legat uigire fathers.

D. How successful is regulation by legislation?

74. Voluntary initiatives have a positive demonstratiord emulation effect, but their impact
is not systematic and risks being relatively lirditkie to the lack of obligation for companies to
implement good practice. The advantage of legmtait that it can have wider coverage to
address persisting gender inequalities in the catpsector and hence is a stronger tool for
overcoming inequalities across sectors and worlgslac

75. Legislation can further prompt action and speedhgnge in the desired direction as has
been illustrated by the examples on gender quatdparental leave.

76. The challenge is however to effectively implemend anforce legal provisions. Gender
quota legislation, for example, might not be susfidsn establishing a gender balance in
corporate boards if it does not contain significganictions that apply in the case of non-
compliance.

V. POLICY CONCLUSIONS

77. A policy mix of encouraging, enabling, and obligimgasures is needed to advance gender
equality in the corporate sector. They should comlbbhe following components:
(@) Encouragement of voluntary measures through:

() Researching and raising public awareness oetba@omic advantages to
be gained from gender equality;

(i)  Further establishing gender equality on cogtersocial responsibility
agendas;

(i) Encouraging voluntary auditing and monitoriofjprogress;
(iv) Certifying and awarding good practice.

23 Bundesministerium fir Wirtschaft und Arbeit, 2008
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(b)

(€)

Capacity-building and support through:

()  Training and guidance on how to advance geedeality in the workplace
and to implement equality legislation;

(i)  Financial support for the implementation of aseres to reduce perceived
cost-barriers for employers;

A legal framework that:

0] Is designed smartly to minimize regulatory sowt employers and to
maintain maximal flexibility while advancing gendsguality objectives;

(i) Is designed to enable enforcement through tsame in case of non-
compliance;

(iif)  Contains provisions for effective implemernitat and monitoring of impact
on equality outcomes.

78. Women'’s strong under-representation in managenmeheeonomic decision-making
remains a challenge. This can be addressed through:

(@)
(b)

(€)
(d)

(e)

Systematic analysis of the causes for obstacle®men’s career progression;

Concrete commitments by employers and socidhees to promote equal
opportunities at work, through collective agreemsamd voluntary initiatives;

Establishment of transparent recruitment aman@tion procedures;

Further development of mentoring for women anpport through professional
networks;

The introduction of mandatory gender quotasconomic decision-making bodies
to establish gender balance and to create role Isnémtevomen.

79. A key challenge remains the difficulty of recomagipaid work with unpaid family
responsibilities. This can be addressed through:

(@)
(b)
(€)
(d)

(€)

Legal entitlements to paid parental leave,ilfliexworking arrangements such as
working time reduction and flexible work-schedules;

The adjustment of tax and benefit systems deioto provide equal incentives for
men and women to share paid work and unpaid faraggonsibilities;

The development of comprehensive, high qualitgt affordable child and elder
care services, including employer-provided services

Training and other support measures to fatdlithe reintegration of workers after
a period of family-related leave;

Family-conscious and supportive work cultures/hich family-friendly working
patterns should not penalize career advancement.

80. In order to further reduce the gender pay gaphéuractions are needed:

(@)

Collection of comprehensive and comparable gepdy statistics;
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(b)  Monitoring of wage differences and investigataf their causes;
(c) Development and application of methods for gefreutral job evaluation;

(d)  Development of action plans to address the gepdy gap through concrete
measures in collaboration with the social partners.

81. Employers cannot solve persisting gender inegealiti the corporate sector on their own.
Many of the observed inequalities in the world afdowork are conditioned by the wider
societal environment within which companies operdtés important to tackle prevailing gender
biases and stereotypes, for example in educatidrraming, which contribute to occupational
segregation (see also ECE/AC.28/2009/3). A cultdrequality and opportunity is needed
within which all can thrive to their full potential
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