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The gender pay gap is the difference between 
men s and women s pay

based on the average differences in gross hourly 
earnings of all employees
On average women in the EU earn 17.4% less per 
hour than men. 
The gender pay gap varies across Europe. It is below 
10% in Belgium, Portugal, Slovenia, Poland, Malta 
and Italy, but wider than 25 % in Estonia and Austria





Gender pay gap is 17.4% across Europe
Adjusted pay gap shows that discrimination is still a key 
component (4% in Denmark, 30% in Cyprus)
Explained by direct discrimination and the continuing under-
valuing of women s work and occupational segregation.

Women s unequal employment
Women s employment rate is 58.3% (72.5% for men)
60% of graduates are women 
75% of workers in health and social care are women
29% of scientists and engineers are women
30% of managers are women
78% of part-time workers are women
21% of women over 65 years are at risk of poverty  (compared to 
16% of men)



The gender pay gap exists even though women do 
better at school and university than men. 
On average 81% of young women reached at least 
upper secondary school education in the EU, compared 
to 75% of men. Women also represent 60% of university 
graduates in the EU.
The impact of the gender pay gap means that women 
earn less over their lifetimes; this results in lower 
pensions and a risk of poverty in old age. 

In 2005 21 % of women aged 65 and over were at risk of 
poverty, compared to 16 % of men.



Discrimination in the workplace
Occupational segregation in the labour market 
vertical and horizontal
Workplace practices and pay systems
Undervaluing of women s work and skills
Low representation in senior/leadership 
positions
Gender stereotypes, roles and traditions
Balancing of work and family life
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2011: companies with over 1,000 employees required to 
produce an income report every two years (by 2014 will 
cover all companies with more than 150 employees)
Has to be forwarded to works council /law encourages 
social partners to draw plans up together and gives 
powers to works councils to enforce employer to report
Must cover all income groups as defined under collective 
agreements (cover 90% of workforce)
Ombud for Equality provides training for trade unions in 
using tools for wage calculation (Logib model/manual)
Pay reports weaker than Swedish model, no 
requirement to implement findings / sanctions/but useful 
for collective bargaining



In the current economic climate

Gender pay gap widening
Threats to many gender equality gains
Pay cuts and wage moderation
Austerity measures are damaging to women s 
livelihoods
Evidence of return of old forms of discrimination 



Creates a fairer and more equal workplace
Quality jobs
Good for women s livelihoods and the 
economy
Basis for economic growth and recovery



Article 141 of the Treaty provides the basis for:
1975 Equal Pay Directive
2002 Directive on equal treatment in access to employment, 
vocational training, promotion and working conditions
2006 Recast Directive (seven equality directives including the 
2002 directive)

Equal pay is one of the structural indicators to monitor 
the European Strategy for Growth and Jobs
Europe 2020 Strategy states that making better use of 
women s skills and talents is key for EU s growth 
strategy



Five priorities in the field of gender equality: 
Economy and labour market
Equal pay for work of equal value
Equality in senior positions
Tackling gender based violence
Promoting equality beyond the EU

Closing gender pay gap a priority through legislative and non-
legislative measures

Actions to close the gender pay gap: 
with social partners to examine the transparency of pay systems and 
impact of part time and fixed term work; support for workplace initiatives 
and tools; awareness raising through Equal Pay Day

Consultations with European Social Partners ETUC reply 
recommended introduction of qualitative target, reinforced political 
commitment to gender equality amongst other areas



Commission Communication (2007) Tackling the 
gender pay gap between women and men

Actions to tackle the problem including better application of 
legislation, integration into member states employment policies, 
action by employers through social responsibility, exchange of 
good practices and social partnership

European Commission Campaign to close the gender 
pay gap



European Social Partners Framework of Actions on 
Gender Equality (2005)

Reduction of the gender pay gap identified as a priority
Progress evaluated on an annual basis

European Parliament Resolution 2008
Recommended a range of integrated initiatives

EU Pact for Gender Equality adopted by EU leaders 
(2006) 

Fighting the gender pay gap a priority encourages member 
states to and EU to address equal pay.



Campaign messages of the campaign
Benefits employers and workers
Profitability to the economic
Promotes social justice and equal opportunities

Tools for governments, social partners and 
women s organisations (toolkit, DVDs, leaflets)
Gender pay gap calculator
Lifecycle approach
Media campaign (posters in public places, buses 
and adverts in newspapers)
Website http://ec.europa.eu/equalpay







Gender equality studies and commissions
Gender equality plans in the workplace
Collective bargaining and collective 
agreements
Role of labour inspectorate
Transparency in pay systems (e.g. Logib-
D model) 
Awareness raising
Legislation and litigation



There are now many proposals and actions directed to 
the social partners and national governments:

Measures to address the causes of the gender pay gap
Gender mainstreaming
Legislation
Employment policies
Prevention of discrimination
Better forms of job evaluation / job classification
Awareness raising and exchange of good practice
Role of social dialogue

So why does the gender pay gap persist?
Measures fail to address structural gender inequalities 
Few sanctions are in place

How can trade unions make the issue more visible?



2009 Congress Resolution on Equal Pay
Campaigning and political lobbying
Negotiating and educating 
EPSU structures

Negotiating checklist on Equal Pay to ensure that the gender 
pay gap is part of collective bargaining

e.g. through training for negotiating teams and ensuring that women are 
present in collective bargaining

Checklist for the coordination of information on pay bargaining 
and pay systems

Key for role gender transparent pay systems
EPSU study on pay in health and social care

Recommendations for integration of gender into collective bargaining 
and improved gender statistics

Annual equal pay survey
Monitor progress on union action on equal pay



The Commission s policy to close the gender pay gap 
conflicts with the Commission s market driven policy 
agenda for public services

Pay cuts and wage moderation impact on the gender pay gap 
and hit the lowest paid women

Economic crisis is used as an excuse to take the gender 
lens off pay issues

Gender pay gap must be addressed as a key issue for economic 
recovery and for social and economic benefits 

Many of the issues raised by the Commission concern 
awareness raising and exchange of good practice

Need more robust legislation for gender audits and gender 
equality plans in the workplace
Concerted action by the social partners at the national and 
European levels
Essential to address the issue in multi-faceted way and to 
address structural causes of inequality



Campaign to closing of gender pay gap
Renewed focus / alliances
Raise awareness amongst union membership
Bring to centre of union work on economic crisis

Address the continuing under-valuing of women s 
work

Implement equality plans
Argue for equality adjustments
Effective forms of job evaluation free from gender bias

More robust data
Sectoral and workplace level

Mainstream equal pay into collective bargaining
Tools and training for negotiating teams
Women in negotiating positions
Gender lens in collective agreements


