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What electricity companies can do to promote equdly and diversity:

Make thebusiness caséor equality and diversity

Ensure that there isommitment to equality at all levels of th

organisation (executives, senior and middle managéenstaff and trade

unions)

Mainstream equality and diversity through the company andettgy
an organisation-wide approach

Developpolicies, procedures and programmesn equality

Draw up guidelines for managerson how to implement equali
policies and manage equality and diversity

Supportwomen with potential

Provide equality and diversityraining for staff and managers in
order to change attitudes and behaviours

Raise the profile of equality and diversity in thieganisation throug
effectiveinternal and external communications

Collectdata, and monitor and measure progress

Implement structures for theonsultation and participation of trade
unions and staff
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PREFACE

In their 2003 Joint Declaration on Equal Opportesitand Diversity the social partners of the
Electricity Industry - EURELECTRIC, EMCEF and EPSUstated their commitment to the
construction of a “democratic, pluralist and opemdpe that respects the dignity and integrity of al
human beings”.

The social partners recognised the principle that discrimination shall be exercised against
employees on the basis of age, health, nationathoric origin, sex, sexual preference, language,
religion, opinion, family ties, trade union actiitpolitical activity or any other comparable
circumstance”.

EURELECTRIC, EMCEF, and EPSU have since continwesvork on Equal Opportunities and
Diversity issues.

In 2004, a first project was realised that produttedreport “Equal Opportunities and Diversity —
Changing Employment Patterns in the European Ed#@gtindustry”. The focus of the research
was on “groups of workers who are potentially maatjsed within the European Electricity
Industry”. The report comprises a mapping of thedgean Electricity Industry workforce, an
account of equal opportunities policies at supr@nal, national and company levels and provides
the basis for policy making and learning strategies

Based on this report a new project was launche2D6 to produce the “Equal Opportunities and
Diversity Toolkit / Best Practices Guide”. lIttise first handbook on these issues in the Elettrici
Industry translating the results from an acadertidysto the level of practical implementation.

EURELECTRIC, EMCEF, and EPSU are committed to etpuand diversity. The European
social partners recommend representatives of colepamd trade unions to use the toolkit at the
appropriate level when addressing equality andrdityeissues. It provides useful suggestions on
how to improve existing situations based on thesegpce of a wide range of Europe’s electricity
companies.

EURELECTRIC, EMCEF and EPSU would like to thankgatticipants from electricity companies
that participated in the development of companyecatidies, provided information and fed

valuable ideas into the Toolkit.

This project was made possible through the fundoygthe European Commission — DG
Employment, Social Affairs and Equal Opportunities.
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Section 1: Introduction and context

a) Equality in the electricity sector

The electricity sector in Europe has been throagidrchanges and restructuring, the change from
national monopolies to a business model based oketneompetition. This has brought with it new
challenges and new possibilities for promoting diguand diversity in the industry and for
integrating equality and diversity into the stratedevelopment of companies and into effective
human resource planning. The impact of this retirugy on equality and diversity is not fully
known, although a study by EURELECTRIC (1999) fouhdt the position of women had not
improved after deregulation. More recently therse baen a growing recognition of the importance
of equality and diversity to business competitivene

Many electricity companies across Europe are makirgstantial progress in the area of gender
equality and diversity programmes at work, and haekcies and procedures in place on equality
and diversity. In this Toolkit we profile a numbef electricity companies in order to show that
there is already significant work taking place toplement equality and diversity and to do so
within a social partnership framework. What is cléam these profiles is that implementing
equality and diversity requires a long term andaned approach.

Although the focus of this Toolkit is on gender esis of equality and diversity, it does highlight
the need for a broad ranging approach to equatitydaversity covering employees on the grounds
of racial or ethnic origin, disability, age, sexwaientation, and religion or belief (in line withe
European anti-discrimination legislation prohibgtidiscrimination, harassment and victimisations
of employees).

In recent years equality legislation has been ¢htoed in all EU member states by virtue of number
legislative developments at the national level dahobugh the transposition of EU equality
directives. Compliance with the legislation plaeesumber of requirements on employers to ensure
that their policies, practices and procedures dodiectly or indirectly discriminate against
employees.

Appendix 1 provides an overview of EU policy on eaality and anti-discrimination

“A growing number of European companies are adgptiversity and equality strategies not only for
ethical and legal reasons but also for the busibesgfits they are expected to deliver. Among tloestm
important of these benefits are enhanced emplogeriitment and retention from a wider pool of high
quality workers, improving corporate image and tepan, greater innovation and enhanced marketing
opportunities.”

European Commission, 2006

b) The purpose of the Toolkit

The main purpose of this Toolkit on equality angedsity in the electricity sector is to promote
understanding and awareness of the managementuafitggand diversity in the workplace. It
provides practical advice and tools for employemanagers and unions to accommodate and
implement equality and diversity programmes antiatives in the workplace.

Final version 7 March 2007



The Toolkit is a result of a number of activitigsmt have been undertaken by EURELECTRIC,
EMCEF and EPSU, including a joint declaration by 8ocial Partners daqual Opportunities and
Diversity, and a research study dfgual Opportunities and Diversity: Changing Empleym
Patterns in the European Electricity Industry

This practical advice and guidance on how to accodate and manage equality and diversity in
the workplace will cover:

* The business benefits of equality and diversity

* Integrating and mainstreaming equality and divgr&itto human resources and workplace
policies

» Drawing up and implementing equality and divergiglicies and strategies in areas such as
recruitment and selection, work-life balance, sékaaassment, training etc.

» Presentation of practical tools and resources, sigschow to carry out an equality review or
audit in the workplace, how to ensure that payesystdo not under-value women'’s skills etc.

» Guidance and practical help on how to manage anditaroequality and diversity in the
workplace

» Additional resources and further information

The Toolkit will show that there are many ways ihieh equality and diversity can be approached,
although there are some underpinning principlesadtices that are important for all companies
to address. This can include implementing equalitycies and improved opportunities for flexible
working for all staff, supporting women into leasleip positions and positions where they are
currently under-represented, devising workplaceastto enhance gender equality, and integrating
gender into collective bargaining and partnershipkmg.

The Toolkit is divided into the following sections:

Section 1(this section) provides an overview of equalitg ativersity concepts and highlights the
business case for equality and diversity in thetatgty industry.

Section 2provides an overview of equality and diversity pi@s, practices and procedures that can
be introduced in the workplace. This covers equatitlicies and strategies, recruitment and
selection, dignity at work and equal pay for woflequal value.

Section 3presents a range of initiatives that can be pytiace to provide a supporting workplace
culture that focuses on equality and diversity. isyes addressed are workplace change actigns to
foster an equality and diversity culture, includisgnior management support, training and
awareness on equality and diversity, and encougagiore women into senior and non-traditiopal
positions.

Section 4is devoted to work-life balance and flexible wowkihours and provides some tools for
introducing smart and flexible working that is coctle to an organisational culture that
accommodates diversity.

Section 5 provides some specific equality tools to help orgglions implement equality and
diversity at a practical level, including equaligtions plans, data and monitoring equality and
diversity, and equality mainstreaming.

Section 6examines how equality and diversity can be progi@#srough a social partner approgch
by harnessing the potential for workplace solutiagseed between unions and management| that
can help to promote equality and implement diversitategies.
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There are various tools and templates as wellggde to further information and resources in fthe
appendices of the report.

Case studies from a number of companies acrossp&uiacluding a selection of electricify
companies, are used to highlight different appreadh equality and diversity as well as challenges
faced in implementing equality and diversity. I tlectricity industry, case studies include: HSB
Ireland, Enel Italy, Endesa Spain, Vattenfall Swed8tatkraft Norway, Energie E2 Denmayk,
United Utilities UK, Empower Training Ltd UK, EONWhgary and DEMASZ Hungary.

Appendix 2: provides the contact points for furtirdormation about equality and diversity in thgse
companies.

The aim of this section is to provide an overvigwsome key concepts, definitions and arguments
about the role and purpose of equality and diwer¥ite look at:

- The business arguments and the business case

- Why equality and diversity matter in the electsidgitdustry
- Definitions of equality and diversity

- Carrying out an initial assessment of your orgaioga

c) The business benefits of equality and diversity

“There is a perception that diversity policies arduxury. But it is precisely when a company is emd
pressure that the business case for diversity cameplace.” Kamaljeet Jandu, Diversity ManageFatd
plc, speaking at a European conference on the égsitase for diversity in 2006.

“In an increasingly competitive world for ESB, weed to attract and retain the very best staff aacheed
to make this a place where people want to work.a¥éemaking considerable efforts to attract a morerde
staff and, at all levels, we have helped staff &abce their work with their lives. This is a corgie
objective and the biggest challenge we face.”

John Campion, Head of Human Resources at ESBnttela

Today equality and diversity is the key to creatihgving companies that have the competitive
edge in a global market. The future success of eomeg in the electricity sector lies in the quality
of the workforce. As a growing proportion of thernkimrce in the electricity sector, women can be
the competitive edge that the sector needs.

It is worth noting that trade unions recognise\hkie of equality and diversity for the impact that
it can have on jobs in the sector and also fobtieader goal of achieving equality between women
and men in work and in society in general. Theaqggartnership approach is viewed as the best
route to achieving equality.
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A European Commission survey, carried out in 2@d3he costs and benefits of diversity in 200 conmips
in four EU member states found that diversity geliccould help to strengthen organisational andém
capital, which in turn is used by companies to tereacompetitive advantage. The benefits were fdan
include:

» strengthened ‘cultural values’ within the organisat

» enhanced corporate reputation - around 69% of comepgarticipating in the study stated that t
reputation had been enhanced by diversity policies;

» better attraction and retention of highly talenpedple, cited by 62% of survey participants;

» improved innovation and creativity among employeksst under 60% of participants said that
implementation of diversity policies had improvedtiwation and efficiency and 57% cited increas
innovation;

* enhanced service levels and customer satisfadiiga by 57% of participants;

* help in overcoming labour shortages, also cite8 T of participants;

» reduced labour turnover;

* |ower absence rates;

» improved access to new market segments;

» avoidance of litigation costs; and

» improved global management capacity.

The costs highlighted in the report include costsoaiated with the implementation of diversity pias,
including the costs of complying with legislaticemyd changing the internal culture of an organisairo
order to recruit, retain and develop a diverse fayde. Difficulties in changing the culture of bnsss and @
lack of awareness amongst companies of the conteetefits, mechanisms and the rational for dite
policies were found to be significant internal alo$ts.
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The business case for equality and diversity: summng of the main issues

« Employer of choice with recruitment of the bestdidates and retention of the best staff
*  Workplace of the future

* Good employee relations

* Reduced costs and increased productivity

» Positive external and internal image to potengaluits and potential customers

» Compliance with equality legislation

Employer of choice

Today’s companies recognise the importance ofditig, recruiting and retaining the best talent.
Employers of choice are those that have put in oreasto successfully recruit and retain people
from a wide ‘talent’ base. This means having th&t people with high-quality skills and in the right

place at the right time.

United Utilities, UK

Because the business does not reflect the diven§ithe society as a whole, the UU Board approve
diversity strategy. Key actions include monitoringcruitment and selection procedures, benchmar
performance against other major companies, impléngnwvorkplace policies which support flexib
working, and carrying out equal pay reviews. A \grgour own workforce’ initiative has been develop
with an equality and diversity focus.

Final version 10 March 2007
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Workplace of the future

Forward-looking employers are those which recogttise the workplace of the future presents a
number of challenges and opportunities. Employacseasingly have to be one step ahead by
assessing employment trends on the basis that @ dingrse workforce is an essential component
of future workplaces. Addressing equality as pdrthas can help companies plan for a higher-
quality workforce. This means that companies idgrdaind resolve the barriers that prevent the
organisation from making the best use of womenilssk

Good employee relations
Equality and diversity can contribute to employieibility, as well as improving commitment and
morale.

Reduced costs and increased productivity

Costs associated with labour turnover and absemtesulting from stress/ill health is reduced and
productivity is enhanced. Companies can save oereipe recruitment and training costs if they
can retain their best staff, as well as reducectist of absences resulting from stress or diffiesilt
arising from work-life conflicts.

Positive external and internal image

Equality and diversity can help to promote a pusitimage of the company, which can help to
improve the customer focus and provide servicesataresponsible to and accommodating of the
diversity of the community. Creating a more divevgarkforce will also help companies to better

reflect the customer base and thereby meet widetomer demand. Widening the range of skills
held by employees will help to improve the quadityd responsiveness of service delivery.

Compliance with equality legislation

All EU member states are required to implement-distrimination legislation in the areas of
gender, age, race and ethnicity, disability, seruaintation and religion or belief. Compliancewit
the legislation can save costs in the longer tenah @lso present a positive message about the
company.

What is the evidence of the impact of equality andiversity?

The report of the Irish National Centre for Parship and Performance (NCPP) on the Forum on thekplere
of the Future found that the promotion of equadity diversity builds competitiveness, innovatiomgamisational
capacity and high-performance workplaces: “The nmasatcessful organisations recognise that workintp wi
diversity brings significant advantages, while eoygrs who fail to make full use of the diverse dalitées of
their employees miss out on a key source of innowatnd productivity.” (NCCP, Ireland 2005)

Research by the European Foundation concludedrthay companies have found that a strong corpotatere
which enables employees to reconcile work and fafifé, and which supports women'’s career develapme
through gender equality policies, enhances staffivaiion, productivity and loyalty. (European Foatidn,
2002)

A survey of company policies on equality and diitgrsarried out by the European Commission (“Buss€ase
for Diversity: Good Practices in the Workplace”ufa that nearly half of the 800 respondents haveady
implemented diversity policies and 85% report thtegbusiness benefits.

A global survey carried out by the Internationabbar Organisation (ILO) found that achieving gendieersity
in the workplace has been associated with imprawesihess competitiveness. (ILO, 2004)

A UK study found that the FTSE 100 companies wittmen directors demonstrated the important taleat pb
women and the benefits of having women in senigitipms. Women in senior positions are more likely
promote best practice approaches to equality iparate governance and to demonstrate the added wélu
equality to business success. (Cranfield 2005)
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Vattenfall, Sweden
One of Vattenfall’s five strategic ambitions iskie the employer of choice. On this basis it hazligped a
range of equality and diversity initiatives whichedocussed on creating an organisation that values
talents of all staff and creates a work environmiatt meets employees’ needs and strengthens |their
commitment. “One of the most important conditions Yattenfall to create long-term profitability ike
company'’s ability to attract, develop and retaiillestt employees.” Vattenfall knows that its futigeccess
will be based on a diversity model with “...the resms and strategies to create the conditions redud
attract, develop and retain leading expertise aotivate employees to perform to the best of thigilitees”.

Vattenfall believes that equality and diversityngortant to ensure that the company deliversutsress or
the basis that “diversity supports our efforts éxzdime a more profitable, effective and attractivegany”.
In particular, Vattenfall argues that “diversityglyers new ideas” on the basis that, “in the logmgnt our
employees must reflect the societies in which werate. We actively work to increase diversity agards
age, gender and ethnic/cultural background.” Acdogydo Diversity Manger Lena Ohlsson, diversity has
been important in changing the culture of the oiggtion and “brings new and fresh ideas, whictuim has
brought new forms of creativity. If you take theearof work-life balance, there has been a whole
organisational approach to this, which involvesrgeee in the company, not just women.” Businesslitn
include enhanced employee recruitment, improvegarate image and a better understanding of customer
and stakeholders. Vattenfall's long-term objeciiveo recruit an increased number of female marsagef
that they are representative of the female worldf@based on the same ratio of female employeesntalé
managers). The company believes that this is irapbfor attracting the most talented people to worthe
company and also to ensure that women role modddt e

d) Why equality and diversity matter in the electicity industry

Across Europe women are participating in the labmarket in increasing numbers and they are
outperforming men in second- and third-level ediocatHowever, they continue to be under-
represented in senior positions and in jobs deeaimdzk traditionally areas of male work. This is
very much the case in the electricity sector, whidds been traditionally an area of male
employment.

According to the European Commission, the partttgmaof women in the European labour market
has been a contributory factor in economic growtiproving the employment rate of women has
also been a key element of the Lisbon StrategyQR@Dimprove growth and prosperity in Europe
in the light of growing global competition (the dga# the Lisbon employment target is a 60%
participation rate of women, and a 70% participatiate for the population overall by 2010).

In particular, reconciling work and family life rexims one of the most important challenges for
both women and men. Across the EU, Women with yathilglren have much lower employment
rates (13.6% lower than women without children).iiém experience a gender time gap, often
working shorter hours and in part-time positions ander to combine work and family
responsibilities. This can impact negatively onrtikareer development and promotion prospects.

Women perform the major part of domestic work arwhsequently, have more limited time for
paid work. Men do less than 40% of all domestic kvand between 25% and 35% of childcare
work in couples with children aged up to six yedmen also continue to earn on average 15%
less than men in comparable jobs and there cotitude a lack of representation of women in
senior and managerial positions. Often work sties the highest level in the 25-39 age groups,
which are also the most significant years for fgrfokmation and career development.
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Statkraft, Norway
Equality and diversity is very much embedded intk3t&dt’'s company values and ethos. In part, this |s
reflection of a long tradition and culture in Nogthat has encouraged women'’s participation inlabeur
market and a labour market that values equalitgpgortunity. In Statkraft, the ‘People First’ ptataphy
and a focus on competence development has bedratie for creating a healthy workplace and a oaltur

that encourages active employee involvement andnibment. Trade union participation has been

encouraged and relations between trade unions anadgement have been consensual and largely positive
There is a “dynamic group-wide corporate cultura fpromotes diversity and tolerance” and a comnmtme
to treating employees equally irrespective of rehg gender, sexual orientation, age, nationaétiinicity,
marital status, physical disability or charactécisand will ensure that freedom of speech and eygd
rights are upheld” (2005 Annual Report). The conypanconsidering how to recruit from a wider poél|o
potential employees and retain older workers, palerly as the working population ages. A competiti
market in the future and a low unemployment ratamsdhat the company has had to make efforts taitec
and retain the best and most highly skilled staff.

Luciana Tarozz, Consultant, former Senior Manager in Endl, Italy
Luciana began working for Enel in 1965 in a junemministrative position in a district accountarcy
department and worked her way up to a senior manegeposition. She worked in the company when it
was first established as a public company whosé was to contribute to the social development afyit
After 10 years of working in Bologna, she movedRome when her husband was promoted in his job, at
which time she arranged a secondment to Rome. Shked in a number of positions in the central
directorate and describes her movement throughcoinepany as ‘step by step’. She had an interest in
professional development and saw possibilities tmgygess her career. Although she has always worked
alongside men she was never penalised for beingnaaw, although she did experience some isolatitmeat
top and paid a price for having a career, includarg working hours. Luciana believes that women get
into senior positions on merit and that the companyow more open to women coming through [the
company. However, she recognises that it is veponrtant to have work-life balance as it is easyskmior
managers to pay a high price for being in seniaitipms. She also thinks that women are differeday;
they are more assertive, have more awareness aadlgh expectations.

e) Definitions: what we mean by equality and whais diversity

“Tapping into the potential of a diverse workforeehances both corporate operations and the imatie of
employers and harnesses the full range of capsdtiall employees.” Equality Authority, Ireland

Diversity is about the recognition and valuing of differerineits broadest sense. This means
creating a work culture and workplace practicesd tlegognise, value, respect and harness the
contributions and talents of all for the benefittbé individual and the organisation. Having a
diverse workforce can also help to improve the ienaf employment in the electricity sector,
improve productivity and work satisfaction, and nimaise human resources so that staff feel valued
and reach their full potential. In addition, accoadating diversity in the workplace can be an
important pre-requisite for providing appropriatelaelevant services.

Equality is about creating a fairer society, where everyoam participate equally and where
everyone has the opportunity to fulfill their paiah In the EU equality legislation is designed to
address unfair discrimination based on membership particular group. Gender equality means
giving equal visibility, empowerment and participatto women and men in all spheres of public
life. It means providing for equality of opportupitequality of participation and equality of
outcome. Equality can be pursued in two main wayss is known as the dual approach and each
process is complementary to the other. This indude

Final version 13 March 2007



» Positive action: specific policies to address gemuequalities and promote equal opportunities;
* Mainstreaming: active steps are taken to have geegeality incorporated into all areas of
policy, in all areas of activity and at all levels.

Equality and diversity are not inter-changeable. They need to be proggesgiether since there is
no equality of opportunity if difference is not cgmised and valued.

Equality and diversity can be progressed in a nunobevays depending on the circumstances at
national level and priorities at company level.sTean be a combination of legislative and practical
initiatives. Legislation to protect rights and pra equality exists in all EU member states. This
has resulted in a number of principles and a ldgahework for equal treatment and non-
discrimination.

Endesa, Spain

Endesa has developed an equality and diversitggirap order to take the company forward so théailiy
embraces diversity in all of its operations. A sggobusiness case for equality and diversity has bee
established and the company recognises that mapaljirersity is an imperative for leadership. The
company has been through an important period ofitiran recent years which has resulted in acquiand
integrating several companies in Spain and abrdeday is it a very complex and diverse company. [The
company recognises that the integration of diweisikey for the future

f) Carrying out an initial assessment of your orgarsation

The following checklist aims to get organisatiorssessing potential barriers experienced by
women in the workplace:

Checklist: assessing the barriers experienced by wen in the workplace.

[0 What are the main barriers that prevent women ahéraunder-represented groups from taking up
senior or non-traditional positions?

[ Have you consulted with women to find out, fromitlexperience, what are the main barriers?

[0 Do women have equal opportunities for promotiordeadevelopment as men?

[1 Is there gender balance at all levels of the osgditin and are women employed at all occupational
levels?

[1 Can staff balance work and family life and do atiptoyees have access to flexible working hours?

(1 Are your recruitment procedures equality proofed?

[0 Do you have measures in place to encourage moragplications, including those for senior positions
from women?

[0 Do women returning to the company after materrégve experience demotion or relocation to jobs

below their skills level?
1 Do women who work flexible hours have equal actedsining, promotion and career development?

A useful starting point is to assess progress ampting equality and accommodating diversity.

The link below is to an assessment tool that coeeess such as work practices, work culture,
policies and procedures. It then identifies ardws tan be developed in the longer term to help
organisations develop their equality and diversstystems. Download the assessment tool:
http://www.equalci.ie/download/healthcheck-manughdb
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See Box 1 for an overview of the main barriers andctions to remove the barriers experienced

by women in the labour market.

Box 1: Examples of actions to remove barriers exp@anced by women in the labour market

Barriers to women’s progression in the
labour market

Action that can be taken by companies tq
remove the barriers

Flexible working hours
Women often pay a price for flexible working hou
by missing out on promotion or other caré
development opportunities while they have ¢
responsibilities.

Managers are not always equipped to resp
effectively to workers’' needs and preferences. 1©
supportive managers are working within
inflexible structure.

Flexible working hours

rs Develop a company work-life balance policy a

rer ensure that it is targeted at women and men.

ase If there are long working hours, look at how worgi
smartly and work culture can be changed so th

ond does not disadvantage working parents.

te Put in place training for managers on manag

an flexible working hours.

nd

n
at it

ing

Childcare issues
In some companies, women with childcg
responsibilities face significant difficulties
combining work and family life and this is often
major barrier to their progression.

Childcare issues
are  Appoint a childcare coordinator or a contact per
n in HR who can help find solutions to childcg
a problems faced by staff.
 Put in place a range of flexible working hou
arrangements.
Develop partnerships with local communities
local providers to establish and provide childdare
staff.

g

Culture of the organisation
Women are not always seen as a long-term resd
for the organisation.

There is often a perception that men will
promoted. Whether this is real or not, this has
impact on women'’s confidence to put themsel
forward for promotion.

Many companies present an age and gender pi
that impact on the image of the company.

It is perceived that women have to be very ‘tou
and be ‘like the men’ to succeed in sen
management positions.

In some cases, there is a work and organisati

Culture of the organisation
urce Make an explicit commitment to the business ¢
for equality and diversity.

Aim to change the culture of the organisation s
women are viewed as a long-term resource.

Put in place visible and transparent systems
recruitment and career progression.

Present positive images of women, older st
disabled staff and minority ethnic staff
publications and marketing.

Combat negative images and perceptions
highlighting the qualities that women bring in
management or in non-traditional areas of work.

be
an

ves

ofile

gh’
ior

onal

by
to

culture that values men’s contributions rather than Change descriptions of engineering and technigcian

women’s. positions so that they focus on customer servick|an
customer contact in order to attract worren
applicants.

* Make visible statements, in annual reports, wetssit
and other publications about the company’s positive
role in valuing and accommodating diversity.

Women'’s confidence and self-esteem Women'’s confidence and self-esteem

¢ Women can experience isolation and a hostde Break down potential isolation by putting in place
working environment, which in turn can impact pn support structures such as mentoring or buddy
self-esteem and confidence. schemes.

«  Women sometimes talk themselves out of applying Specifically target women in recruitment fpr
for promotion, have less confidence and self-esteem apprenticeships, traineeships and internships.
than men, are less assertive and are not so gopd atPut in place open and transparent intefnal
selling themselves at interview. recruitment structures and procedures.

e There are few positive role models for women, Interview all women candidates or ensure that there
whereas men have many role models. This helps|men is always at least one woman being interviewedafopr
to be more strategic in the planning of their cesge  position. This can help to raise the visibility [of
and progression. women, and enhance women’'s experience [and

confidence in interview situations.

» Promote positive role models of women in posters,

recruitment, and publicity and marketing materials.
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Section 2: Equality and diversity policies, practies and procedures in
the workplace

Introduction

The aim of this section of the Toolkit is to showwhpolicies, practices and procedures can be
drawn up and implemented. This will cover:

a) Equality policies: how to develop an organisatiewade approach to equality and diversity
through the development of equality policies

b) Recruitment and selection

c) Dignity at work, sexual harassment, harassmenbatiging

d) Equal pay for work of equal value

e) Developing a strategic commitment to equality i@ ¢liganisation

f) Equality infrastructure: equality officers and elityacommittees

Successful approaches to improving the gender balam an organisation require a range of
policies and supportive actions. Identifying theemal organisational conditions is also important
to the success of equality. Examples of what catridmute to this are:

* Aninnovative approach to human resource management

* A partnership approach to industrial relationsanhpany level

 An explicit goal of equality embedded into the ca@mps strategy, and a supportive
organisational culture and valdes

Implementing diversity means that organisationsdneew thinking and an openness to change.
Managing diversity successfully can result in muhenefits for employers and employees.

Enel

In Italy, a number of sectoral agreements contaimesrelevant provisions, such as the establishofgotnt
equality bodies, observatories and working groopsionitor employment statistics and promote studiesb
analysis aimed at designing positive action pldnsEnel, equality and diversity is integrated if@&R,
which refers to human rights and non-discriminationcompany policies and procedures, including
recruitment and selection. A key issue is thatabmpany requires all activities to be proofed agfathe
Code of Ethics, which makes a declaration of commaiit signed by employees. Equality and diversigy|ar
integrated into the Code of Ethics, the princippésvhich commit the company to non-discriminatiarda
impartiality in all of its activities as well as lving the dignity and integrity of all staff.

a) Equality policies

Workplaces that have formal employment policies mge likely to have a positive impact on
employees’ attitudes to their work and well-beingciuding areas such as work-related stress, job
satisfaction and greater organisational performparidaving an equal-opportunities policy can also
help to demonstrate that discriminatory workingapicees will not be tolerated in the company. A
requirement to comply with this policy can alsoiteorporated into contracts with suppliers.

! Evidence of this approach has been highlightegtgearch by Olgiati and Shapiro (2002); Europeaméation for
the Improvement of Living and Working Condition®(2); CSR Europe (2006); TRED Equal Project (2008)inger
(2006) .
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Checklist: what should an equality policy include?

1 An equality statement setting out the core values @rinciples of the organisation. This shouldestat
clearly how and why achieving equality and divgrstan important goal for the organisation. Thas ¢
affirm the equal treatment of employees coverirgggrounds of gender, race and ethnicity, religiod a
belief, age, sexual orientation and disability.

[ Presentation of company policies and specific astithat impact on equality and diversity. The aim
should be to have a strategic approach to equality diversity alongside measures to implement
equality and diversity in practice.

1 Include issues such as recruitment and selectiaff,retention, progression, training and developtme
working time and flexible working hours, pay, redsmand benefits, harassment and sexual harassment,
equal pay for work of equal value, health and gafebnsultation and participation of unions, data
collection and monitoring, and reporting of equabiutcomes, roles and expectations of managers and
employees.

[1 Provide explanations of how policies can work imgice with good practice examples in the areas
covered in the policy.

[1 Set out clear procedures for implementing and reani the policy.
(1 Draw up your policy with full participation and ialwement of staff and unions. Not only does this

ensure that you get the right focus to your policwill also become easier to implement. This viip
with disseminating information about the policy eligland getting the buy-in from staff.

Review your current policies, procedures and peastto identify where changes may need to be made.

» Do your policies have an adverse impact, which b&ynintentional, on some groups of employees?
» Do your policies promote people’s dignity and retpe
» Do they accommodate the different needs of empk®/ee

An example of a diversity statement can be fouridvbérom Empower Training Services Ltd, a
provider for training to the energy sector in th€.O’he diversity statement is intended to show that
the company provides services that are welcominiggaocommodating of diversity.

Empower Training Services Ltd *“\R‘
Diversity Statement EMPONER

Main Aims

» Develop an organisational culture that welcomesmndotes equality and diversity.

» Develop expectations and attitudes amongst staftf Evels which reflect the values of a divereeiaty.

« Ensure that every activity will positively contriteuto, maintain and reflect the diversity of thgammisation.

» Ensure that equality and diversity is reflectedhia policies and strategy of all our partner orgatidons, both
at an operational and strategic level.

Promote inclusion and increase participation

« Communicate our high expectations to partners dneragencies, making it clear that poor performasg
not acceptable.

e Agree success factors and targets with partneretued agencies and agree ways of evidencing these.

» Develop and agree processes to review inclusivailgg widening participation and lifelong learnitigat
will allow unbiased judgements to be made.

» Develop links with other local agencies to identfyd reach under-represented groups and individuals

» Seek to develop clear procedures for recordingrasiglents of discrimination, harassment and bugjyin
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Dignity at work and valuing people

» Promote excellence and good practice for learnghslearning difficulties, differences and disatids.

« Encourage working environments in which all indisads, regardless of their background, feel comiibeta
and can carry out their training without unfair amthelpful interference.

* Promote a climate in which the views of people watidisability are valued and acted on as part ef| th
decision-making process.

e Carry out regular audits of the support availalde learners with learning differences, difficultiesd
disabilities.

Acknowledge, measure and celebrate success

« Develop and agree impact measures t0 assess [¥ Ogaee.

» Set up monitoring systems to see how well the neédsferent groups are met.
» Obtain local data in order to identify gaps in feag to assist planning.

» Publicise good practice, and individual and orgatiisal success stories.

Equality and diversity policies in the electricityindustry

There have been a number of different approachesgjuality and diversity policies in the sector.
The three main approaches cover the following:

» Integration of equality and diversity into humarsaarces policies, sometimes with a separate
section or chapter on equality and diversity.

» Standalone policies on equality and diversity, Wwhicay or may not be cross-referenced with
the main human resources policies.

» Mainstreaming approaches that decentralise redmbtysifor accommodating diversity to
business units.

The following examples from Endesa, Energie E2 t&rdall, Enel and ESB show the different
approaches. Key to all of them is the important&caed to the strategic development of equality in
the organisation.

ENERGI E2

Danish energy company E2 has developed a humaunroesopolicy that integrates equality and diverpiticy,
covering recruitment, promotion and career plannifitere is a specific chapter concerning senior begmof
staff and provisions for flexible working time asf§ approach retirement. This was recently ameridgurovide
flexible working opportunities for all staff.

The policy has been implemented through each ofbiness units in the company. Managers from ¢ach
business unit have received training and guidanckosv to implement the policy, which has been wetkeived
by managers. At a half-day meeting of all managemactical guidance and examples of how to implénties
policy were provided. To date, the company is gdasith the progress that has been made in thesimgattation
of the policy.

The policy outlines the company’s general attitudied values in relation to all areas concerningiitployees
The aim of the HR policy is “to be instrumental pnoviding the framework of an inspiring and attreet
workplace, which must be capable of attracting @tdining competent employees”. Equality and diterare
integrated into the policy, which was adopted a tloint Consultative Committee of trade unions and
management in 2001.

The President and CEO of the company states tlaiptticy “is based on the fundamental view that [the
individual employee should be treated as a whotadrubeing, and it should contribute to developingad life
both inside and outside E2. We see employment Bfttas a cooperation agreement between the empéoyte
E2 in which both parties show consideration for anether in constructive dialogue.
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The HR policy must ensure that all employees, idgas of age, sex, education, etc., enjoy the game
opportunities and conditions at work. The attituead values set out in the policy must be used vatie
and responsibility.”

The policy covers:

» Core values based on business and corporate culture

» How we would like our workplace to be

» Expectations for the manager

» Expectations of the employee

* Recruitment and hiring of new employees

* What E2 offers: terms and conditions of employm{eotering working hours, pay, non-discrimination,
in-house recruitment, pensions and insurance, fjamor to senior, maternity and paternity leaye,
termination of employment and redeployment)

» Development and training

» Social responsibility

*  Welfare

e Communication and cooperation

The policy was developed jointly between the comgpand the Works Council, which represents blue-
collar, white-collar and professional trade uniamgshe company. The unions were happy with the ggs
and the outcome of the policy. This policy framekvizrimportant because the main collective agreéfoer
the company, which covers issues such as pay amlingohours, does not have a specific clausg on
equality.

(9]

Vattenfall
Diversity has increasingly been seen as part obtiginess objectives and the competence developofient
the company. A few years ago, Vattenfall won aamei award for being the company with the best Egyua
policies in Sweden. A number of guidelines andruwdtons on diversity have been drawn up by [the
company concerning recruitment, work-life balaned aompetency development.

The company’s human resources strategy sets ouththenge for Vattenfall to be a company of first
choice, achieved through an attractive work envirent, by attracting external competence and deireop
internal competence. Diversity is envisaged to d@ething that is part of the daily business lifetlod
company based on a vision that employees shoukttehe societies in which the group operategegands
gender, age, ethnic or cultural background. Th&pdbcuses on culture and organisation: “For \té,
diversity and equal opportunities mean that all leyges should have the same possibilities and sight
regardless of gender, age, ethnic or racial oridisability, religion or belief, sexual orientatiar other
circumstance. No form of insulting behaviour ordsmment is accepted; everyone is treated with ce$pe

ESB
Sixteen years ago ESB launched a major initiativegender equality that resulted in a range of egyual
policies and the appointment of an Equal OpporiemiManager and a number of support staff. Theeffi
initially focussed on gender issues, but in moEne years this has embraced the wider diversignda.
Today ESB has a wide range of policies on equaldsoss the nine equality grounds covered by Irish
Equality Legislation. These policies are integiatgo the HR strategy for the company and aregnaieto

the company’s progressive attitude to people manage These policies include &gual Opportunitie

and Diversity Policywhich focuses on customers and staff acrossitteegrounds and covers respect and

dignity in the workplace, recruitment and selectioareer development, working arrangements, andlequ

pay. New employees are given a copy of the policy @ DVD/video has been produced for the purpose of
training on equality issues.

Other policies include Rolicy on Cultural Diversitywhich has a focus on inter-culturalism in the wiace
in order to overcome racism; @ode of Practice for People with Disabilitiea; policy onRespect an
Dignity for the Individual in ESBwvhich deals with the prevention of bullying, hama&nt and sexual
harassment; &uide to maternity leave entitlemendsid a policy on work-life balancgtriking the balance
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The policy on harassment and sexual harassmentpgoged and implemented through a system of
designated contact people, management trainingwadespread publication and awareness raising. | All
policies are featured on the Equal Opportunitiediciged intranet site which is accessible to st&fEB is
developing a high-level equality strategy, whichl witegrate all polices and mainstream supporigdog

the nine equality grounds.

An equality checklist can be found in Appendix 3. his can be used to help identify the main prioritis
in the development of an equality policy or strateg.

Ana Brogi, Manager responsible for quality control in infrastructure, Enel, Italy
Ana joined the company in 1982 as a biologist awtdked for 10 years in the nuclear sector as anrexpe
working on environmental control in nuclear powéanps. Following the Italian referendum on nuclear
energy in 1988, she moved to the thermal electseator as an environmental specialist with respaditg
for the authorisation of thermal-electrical plaAster seven years in this post, she worked in a lmemof
positions in the area of health and safety and #sea manager responsible for authorising plant$|ater
in a position with responsibility for quality, séfeand the environment with a special proxy for rgye
efficiency. Today she manages 60 engineers. Shdohas that, in recent years, more women have been
entering engineering, although the numbers aré \@ity low. Ana says that women working in ngn-
traditional areas “must be more aware of themsehres must be as good as, if not better, than men in
technical areas; women have to be tough”. She & svomen engineers on her team who have young
children and she believes that, as a female manaferis more aware of the needs of her femal§ staf
particularly in helping them to gain a work-lifelaace. Ana believes that the company will benefinf
more women in non-traditional areas in the futbrg,a change in company culture to reflect womee'sds
and values is necessary.

b) Recruitment and selection

Equality and diversity employers are those thatit® best practice in recruitment. This not only
gives them access to a pool of the best employateal$o helps to enhance the public image of the
company.

Organisations that have examined how their recritmand selection procedures impact on
equality and diversity are, therefore, likely tondi the staff with the skills, expertise and
qualifications. The best people will be attracteddtganisations that have transparent, systematic
and fair recruitment and selection procedures.

It is worth considering drawing up a recruitmenmtitgy that sets out targets and objectives for
recruiting candidates from under-represented groilgmies to address are talent identification,
recruitment, development and training.

Vattenfall

Developing transparent and open recruitment regureuitable applicant specification so that stgpeog is
avoided. An open recruitment process has been\aghigarough the provision of equal opportunitiesring to
interview panels so that transparent equal oppiti¢snprinciples are incorporated into interviewopedures
Another strategy used is to ensure that there lsast one female candidate for all executive mosst By doing
this, it is possible to raise the profile of won@npotential executives for future positions.

British Telecomhas tried to attract more women engineers intoctimapany by removing the word ‘enginee
from the job-title for field service apprenticesdatihey are now referred to as ‘Customer Servicehiie@ns'.
References to the need to ‘work down holes and alesp have also been removed from recruitment
advertisements and greater emphasis is placedeotuiomer service aspects of the role. The rissthiat more
applications have been received from young woman th previous years. Managers conduct interviesisgua
template in order to structure and score the agptiis performance and provide a fair and objedtiterview.

=
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Checklist of issues to consider in recruitment andelection

Pre-recruitment

O

O

O

O

Review recruitment and selection criteria to enstmat they do not contain outdated, narrow or
irrelevant criteria that may exclude or discouragme groups.

Carry out equality and diversity training for masegyand others involved in recruitment to ensuag th
they are aware of the business case for diversityaae able to make decisions free from bias.

Consider how and where flexible working can be pryd and implemented within the organisation to
attract and retain talented workers of both sexes.

Be proactive in recruitment, for example, by adegositive action strategies to encourage applicst
from under-represented groups.

Consider campaigns to recruit more women into madiional areas, e.g. by advertising jobs in
women’s magazines and through women’s communityggo

Ensure that recruitment agencies and head-huntessmt female employees for interview.

Talent identification and development

O

O

O

O

Develop strategies for identifying and developiatemt within the organisation. Identifying potehtia
new positions from a wider pool of possible cantidaan save recruitment costs.

Develop specific training programmes for women ameh to progress through the organisation and
target potential female managers.

Widen the pool of female graduates into enginedtingugh the targeting of publicity and information

Highlight new sources of employees by taking a widew of potential employees.

Drawing up the job specification

O

o o o od

Prior to recruitment, ensure that you are cleamualite skills you are looking for. The best waydim
this is to be systematic and have a clear skillsperson specification (that sets out the main
responsibilities and skills required).

Ensure that the requirements of the job actualbtego the job that needs to be done.

Ensure that the job specification and job des@iptire gender neutral.

Think about the way in which the job is being drawmnand other ways that the job can be done.

How can the job be made attractive, for example,offgering flexible working hours, flexi-time,
opportunities to work from home, or to bank time?

Advertising positions

O

O

O

Put in place positive images of women working im4tiaditional and senior positions in your pubifcit

Avoid informal procedures and word of mouth. Adisgtwidely in magazines and newspapers that are
read by women.

Avoid using gendered language that associatesbimwjder with one or other gender.
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[1 Remove any unintended sex stereotyping in job gegms and advertisements.
Recruiting and interviewing candidates

[1 Equality proofs your recruitment and selection ps® Are there any elements of the process that
potentially disadvantage women candidates?

[l Improve gender balance on interview panels. Hapareel of trained women interviewers within each
organisation and external women HR consultantgda @n. This can help to ensure that the interview
panel does not automatically hire someone like Hetves.

L1 Ensure recruitment decisions are as objective asilple by putting in place explicit selection arige
and adopting a structured approach to interviewang recording the outcomes of interviews, for
example, using a scoring system and keeping néiscisions.

[ Provide recruitment training for interview panadsensure that proper and transparent procedurgaiare
in place and that any attitudinal barriers are esisid.

1 Avoid making assumptions about people’s ages, physittributes such as strength or height, length o
service, full-time working etc.

[ Ensure that the recruitment procedure addrességesband aptitudes. Avoid any use of stereotypes
judgements about an individual's capacity basetheir gender.

L1 Itis always important to give candidates an opyaty for feedback. This can help provide a suppert
environment for women candidates for senior or tradiional jobs.

Monitoring
1 Monitor your advertising, recruitment and appointtn@ethods.

1 Monitor the numbers of women coming forward foremiew or promotion. Identify any barriers that
may be in place.

Succession planning

] Integrate equality and diversity into successi@nping and workforce planning.

c) Dignity at work, sexual harassment, harassmentral bullying

Promoting dignity at work and combating sexual Ban@ent, harassment and bullying are integral
to equality and diversity. In some companies indhetricity sector this is the subject of separate
policies, whilst in others the issues are integtaéo general human resources policies.

Checklist of issues to consider in implementing digty at work

] Lead by example at all levels of the organisatigrcieating a culture that promotes dignity and whstaff and
customers are treated with respect.

[J Develop and implement a policy on dignity at wopkiblicise the policy and provide training for maeegand
union representatives on how to deal with formal exfiormal complaints.

[0 Set up a structure for confidential contact potoetprovide advice and information in all departnseatross the
organisation.

[J Introduce a “zero tolerance” approach to tackliagassment and bullying.
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d) Equal pay for work of equal value

On average there is a gender pay gap (i.e. thégapeen women’s and men’s pay) of 15%. This
exists because of a number of processes and behawiothe workplace as well as the way that the
actual pay rate for a particular job is determinedpractice, it is the undervaluing of women’s
work and skills that is one of the biggest barrterequality at work.

Ensuring that pay systems are free from discrinonaand do not under-value the work carried out
by women can have positive outcomes for compamieparticular, women'’s rising expectations
and demands for equality at work and fair treatmearinot be ignored if employment in the
electricity sector is to be the employment of fabice.

Both men and women will view employment attracyvel decisions about pay are made
objectively and fairly. Rewarding staff for thekiléss can be highly motivating; doing the opposite
can create a negative impact.

Employers who pay women wages that match theirevalin create a positive work environment.

This can help to increase productivity, reduce atesasm and sick leave, and create a positive
image with customers. Avoiding litigation is a nrajssue for employers and this works in favour

of the development of fair and transparent payesystand of ensuring that pay equity is taken
seriously in collective bargaining.

Checklist of issues to consider on women'’s pay

[1 Talk to women in the workplace and find out whatithconcerns are, how they rate their work, and
whether they experience pay discrimination.

[ Suggest ways in which pay systems can be made visilpée with accessible information and data about
pay and grading.

[1 Enhance the value placed on women’s jobs throughepaluation. This can address discriminatory
grading schemes and reveal hidden assumptions atemg the value of women’s and men’s skills and
jobs.

[1 Tackle occupational segregation where women arsteried into female-dominated and low-paid job
categories or grades.

[l Improve access to higher-paid jobs that are tylyiosdrried out by men through skills training and
career development for women.

[0 Promote equality in collective bargaining and eastimat negotiations between employers and unions
incorporate a gender perspective.

L1 Identify any elements of pay that discriminate agawwvomen e.g. bonuses, non-monetary payments, pay
increments, criteria for performance-related pay et

] Investigate whether particular groups of workers discriminated against in their pay, for example,
part-time or temporary/contract workers.

[l Ensure that there is an ongoing collection of stiaé and monitoring of the progress in reducing th
gender pay gap.
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A model equal pay policy, which can be used and apgted by companies, can be found in
Appendix 4.

Job evaluation free from gender bias

Job evaluation schemes compare jobs by lookin@peadtities and responsibilities that go with a
job. Job evaluation can be used to enhance theevplaced on women’s jobs, address
discriminatory grading schemes and reveal hiddsaraptions made about the value of women’s
and men’s skills. It is important that they canktacoccupational segregation where women are
clustered into female-dominated and low-paid jotegaries or grades. However, job evaluation, if
conducted in a gendered way, can reinforce exislisgyiminatory assumptions and stereotypes.

The best job evaluation systems provide for anydical method using four basic factors.

» Skill: the experience, training, education and abilityuresl to do the job. This includes the
mental and physical abilities required to perforhe job and considers variables such as
complexity, difficulty and speed.

» Effort: the physical or mental exertion needed to perfttrenjob. This includes the intellectual
and physical effort and variables such as frequethasation, exertion, strain etc.

» Responsibility: the extent to which employees are accountabléhiowork that they do and the
impact or importance to the organisation. Thisnete the importance of certain elements of a
job and its impact on the organisation. It inclutiesnan, technical and financial resources and
variables such as importance, size, value and atability.

» Working Conditions: the physical surroundings and hazards of theTbis refers to the work
environment in which employees are required togrerftheir jobs. It includes physical and
psychological conditions and variables such as elanmpredictability, negativity, duration and
frequency.

Many organisations have found that the value ofvileek done by women is often overlooked in
the setting of wages. Examples of skills typic&lbtd by women include manual dexterity skills or
the ability to cope with the stresses involved riovding front-line services and in dealing witketh
public. Good job evaluation schemes are thoseataitd gender bias and that question prevailing
stereotypes about the worth of women’s work.

e) Developing a strategic commitment to equalityral diversity

Developing an equality strategy with long-term afobrt-term goals and objectives can help to
sustain equality policies in the long term and k#&® momentum of equality going. This is an
effective way of ensuring that there is a wholeamigation approach to equality and diversity.

An equality strategy can also set goals and targetssxample, to improve the representation of
women in senior management positions, on the Bohtbe company, of women working in non-

traditional areas such as engineering or the nurmb@omen that are interviewed for positions in
the company.
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Endesa, Spain

Endesa’s HR department recognises that diversiy imtegral part of the culture of the company armbre
feature of corporate social responsibility. Theeghye is that the management of key areas suetnds
life balance become automatically operational isslibe stating point in developing a diversity t&igg has
been to collate data on workforce composition &edrépresentation of women, coordination and iategn
of activities that currently contribute to the acouoodation of diversity, the preparation of equabtyd
diversity training for managers and initiativesrtdse awareness about the business case for tjvarsi
understanding of the concepts.

According to Endesa’s Diversity Manager, ArantxdsBa Yarritu, all policies and practices have to
rooted in HR approaches to diversity. “| am pasaierabout diversity. It is the future. This is aout a
short-term business case - this is a long-terneisat needs to be developed through a processieéteto
keep focus and motivation”

Endesa is currently establishing the main prinsiplehich will be agreed in the corporate HR &
implemented through corporate, business and compargls and for progressing diversity through
different HR teams in Europe, Spain and Latin AeerDiversity is seen as both a leadership anthtegic
objective that will be proactive and integratedoimtay to day operations. With changing demograpk
tighter markets and a scarcity of labour Endesagmises that diversity will bring competitive advege by
reaching out to new markets by attracting, develgpgind retaining the best talent.

The first steps in defining the strategy have idelli understanding diversity in the organisationyelt of
clients, suppliers and partners that the orgamisatiorks with. This means also understanding tblesras
well as the opportunities that diversity can brifige strategic support from the leadership of thramany is
seen as integral to the success of the strategy.

Endesa’s policy on the management of diversityestéttat the company “respects and values diveasitly
the differences between people as a positive eleareha fountain of organisational wealth whichwant

to manage respect and encourage within the frankeofothe values and organisation culture”. The @pli

states that the management of diversity includesumber of elements including the personal
professional development of employees, opportunitie learning and a greater capacity for employeds
productive, innovative and creative. Other elemeuoiger Endesa’s relationship to its shareholdershé
diversity of customers and to broader society thhosocial responsibility to women and minority éth
groups in the community. The principles of the dsity policy state that diversity is a positive waland
source of wealth for the organisation and that Badecognises and respects the differences beesgte
and that managing them effectively allows for treximum of development of people and their involvam
in company objectives. The policy has a focus oedfstrategic areas: culture, gender and age. dliey
sets out the aims of two types of actions: thegwatgon of process for people management and
development of specific programmes or projects. pbkcy highlights the need of the engagement ef
senior leadership in the company in translatingpbkécy into specific action. Specific communicatiand
training plans will be in place to support thislghb effort.

In summary the development of the strategy includes

* An agreed set of principle on equality and divgréiat are shared by the whole organisation. Thiis
form the basis of the policy that will be cascattedugh the organisation.

» A toolkit to raise awareness about equality anceidity and why it is important to link diversity dr
equal opportunities.

» A strategy for the company that sets out a cleaimass case that will operate in a highly diverseket.
This proposes the formation of a team together fifferent business sections.
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» Adiversity observatory to help develop thinkinglashare good practices.
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f) Equality infrastructure: equality officers and equality committees

Many companies have put in place mechanisms fanpting equality and diversity at work. In
some companies, equality and diversity officersenbgen appointed in order to progress equality
and diversity issues throughout the company. lersthan equality committee has been established
for this purpose.

Having a dedicated equality officer and an equatimmittee can also help to promote a
mainstreaming approach (the development of thiscamb is discussed further in section 6). In
some companies, equality and diversity committea® lbeen replaced by mainstreaming, although
there is also likely to be some form of joint colin®etween unions and management) for
progressing equality issues. For example, in Véteim Sweden the equal opportunities committee
has been replaced by a decentralised approach glermenting equality in business units. The
organisation carries out equality action plans mm@anual basis and a partnership body made up of
unions and managers oversee the implementatiomandoring of the plans.

ESB Equality Office and Manager
In 1991, ESB created an Equality Office with appiaie resources and appointed a Manager who reporte
directly to the HR Director. The company has sden ddded value of the Equality Office and manager,
particularly in proactively pursuing a programmeocbfinge and innovation around equality initiatives.
was important that someone had overall responsilbdiensure compliance with the equality legisiatand
to promote the business case for equality in tlgamsation in the initial phase. The main role lod t
Equality Manager is to ensure that policies andcgdares are in place, particularly in ensuring that
organisation is not just compliant with the eqyaldgislation but also is proactive in looking atiesnd in
identifying models of best practice that can be lated in ESB. The role of the Equality Manager &mel
Office originally was to promote greater gender aify but today there is a much wider focus on rtiree
grounds of discrimination that are covered underltfsh anti-discrimination legislation, which emtés to
equality for both employees and customers. Aifgamt part of the Equality Manager role is asaaurce
to management and staff, to ensure that equaldydarersity issues are kept on the agenda asdgport
HR managers in being involved and inspired. Atiggi include equality proofing all collective agmeents,
drawing up new policies, raising awareness, workilugely with trade unions and with the Joint Edual
Council.

Freida Murray, who has been Equality Manager far kst eleven years says that she finds the| job
“immensely satisfying and but also it can be frathhg at times; there are times when | feel like|an
ombudsperson because staff have recourse to fice afid will often contact us if they feel thatome else
is listening to their complaints. The office is satered to be independent of the normal day tobdejness
and in this way; staff are more inclined to comeisowith their issues. If we can help to diffuse aolve a
situation before it becomes a case of discrimimatiobullying, then we are happy to do so and igigery
rewarding. Equality is a long-term initiative,Sta journey not a destination and for this reasddifficult to
assess progress. | think that sometimes we calogieby just focussing on diversity and it is edsd to
recognise that we have the gender issue first. itnaild be the basic starting point and afterweahave all
the other elements of diversity that impact on med women. It is important to keep that in mindeesally
in a male dominated work situation. Having a desigd equality figure head has been important to
ensuring that the business case for equality awerglty is driven, promoted and implemented in”fulh
particular, the focus on gender equality in thetdasy years “has helped to attract women into |the
organisation and has helped to soften the machgdrofiwhat was a very male dominated organisatitve.
now have an acceptance at all levels that memlsarask for time off to spend with their family”.

An equality and diversity network (EDN), has beeh p by public sector organisations in Irelandb{jau
service organisations, telecommunications, statepemies, banks, transport, health service etqyduide
an opportunity to share experiences and networtk otlier equality officers and human resources peredo
The presence of such a network has been very usefidtional level in promoting equality and divigrén

Ireland.
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Enel

Enel established an Equal Opportunities Committe&989. It was the first committee of its kind taly

that was established Italian legislation, whichuiegd companies to establish such committees.

Committee helped to improve the profile of the campand has sent an important message to potantiz
existing women employees that the company is seranout equal opportunities. Also, the backing ar
the legislation has given added weight and valwegteal opportunities in the company.

The Committee has the objective to bring togethpresentatives of the company and trade uniondvise
the company and keep up momentum in equality amerslty. There are two representatives from eac
the three company trade unions. The Committee nalagmsals to the company about equality policies
procedures and oversees the implementation of iggpalicies. A major objective of the Committeets
ensure that legislation is implemented in areashsas flexible working hours, work-life balanc
professional training, maternity leave and parelgaVe. For example, in 2006 the Committee overtbesn
implementation of the new legislation on parerdalvie and produced a booklet for staff outliningrthights
under the EU Parental Leave Directive. The commitias also carried out a staff survey on work-
balance and new policies have been introduced ablerwomen to reconcile work and family life ma
effectively.

Other initiatives have included plans for estaliighchildcare facilities for staff with childrerhe provision
of a ‘pink’ parking space for pregnant women sd thay can be guaranteed a place to park. The Ctie@n
has also initiated and overseen various projecéseas such as work-life balance and leadershigirigafor
women. It has been instrumental in ensuring thatakty is mainstreamed into collective agreeme
Initially, an equal opportunities statement waseadrby the Committee in the form of a protocol, clihhe
company was not required to implement. However, dblective agreements of 2001 and 2006 h
included a mandatory clause on equal opportunitiethe future, it is planned that there will ba@ninated
person with responsibilities for equal opportusitesxd an equal opportunities committee in eactoredi is
envisaged that this will enable the national corterito be more responsive to the regions.

Enel is part of a national Equal Opportunities adi network and has representation on regionaitGig
equal opportunities councils, which are coordindtgdhe Ministry of Labour. This has enabled Enckéep
up to date with legislative developments as welkasn from other sectors through the exchangeaitigal
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Section 3: Creating a supportive workplace equalityand diversity
culture

Introduction

The aim of this section of the Toolkit is to giveaptical suggestions, tips and guidelines about how
a workplace culture can be created to support éyuaid diversity. There is wide agreement that
women represent a valuable resource and pool ehttah the electricity sector. Recruiting and
retaining valued women workers means having goodl@ment practices that integrate equality
and diversity and establish an “employer of choiwgus to the organisations.

In this section we look at a number of key wayswhich electricity companies can create a
supportive workplace culture:

a) An equality and diversity work culture that supgaguality and diversity

b) Equality and diversity at work training

c) Senior management and senior champions who cantsdditional perceptions about gender
balance and champion changes in the organisation

d) Supporting women into leadership positions andtjprs where they are under-represented

e) Mentoring, buddy and other support systems

f) Support and visibility for women in senior positn

g) Attracting a diversity of employees

h) Integrating equality and diversity into your custmservice

i) Ensuring that gender equality issues are integraitedcollective bargaining and partnership
working between trade unions and employers

a) An equality and diversity work culture

Changing the culture of work is important to impkarting equality and diversity, to improving
gender balance and to opening up possibilitiesMmmen to work in non-traditional areas. Many
companies are identifying how the presence of woimennder-represented areas can help to
change the business and customer focus. One wssttofg about this is to ask women and men in
the company what would be conducive to creatingsative working environment.

Statkraft

The company believes that this approach has resulta company with a work culture that is respdahd
accommodating of diversity, which in turn has cidnited to the creation of a positive image of the
company. An annual university graduate study invidgyr shows that Statkraft has become a preferred
employer (ranking 28 out of 120 companies in 200hpared to 81 out of 120 companies in 2001). A
gradual increase in the number of women employadsnazanagers in the last decade has contributed to a
positive culture and image.

A change in work culture can make your workplaceganwelcoming to women and other non-
traditional trainees and employees. In order tohiky some companies have implemented a culture
change programme to encourage the recruitmentedadtion of skilled women.
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The following are some examples of workplace astitinat can help to create a supportive
organisational culture:

» Equality and diversity are integrated into businpsactices. This includes having systems in
place to measure the achievement of goals, evajuatgress and assess implementation of
policies.

» Support systems are in place to enable all stafike up professional development and career
development.

» Structures exist to ensure that the potential loftaff can be maximised. This includes a focus
on the progression and development of women, imufudareer development and career advice
sessions for all staff.

e Systems are put in place for equality benchmarlkang the development of equality and
diversity in quality standards or accreditationtsyss.

» Employees have access to affordable childcare simviand/or support with childcare or other
care arrangements.

» Opportunities to work flexibly exist without losirsgniority and career progression.

* Measures are in place to support partnership ak wetween unions and managers in areas
such as positive forms of flexibility and innovaiapproaches to working time. For employers
of older workers, working flexibly can be a way retain staff and harness their skills and
experience.

» There is an emphasis on people skills and custsem@ice in non-traditional areas in order to
promote positive aspects of non-traditional jobd #me added benefit of women’s skills and
potential.

» Positive images exist of women inside and outdmedrganisation, for example, in roles such
as engineer, technical, senior executive and Boenahber.

Employers and unions have important roles to @ay much to gain, in assisting women and men
to access jobs in sectors where they are curremtjer-represented and to acquire skills and
qualifications in those sectors. In this respesducing occupational segregation in the workplace i
not just important for equality, but is also an omjant business and competitiveness issue.
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UK Skills Alliance: creating an organisational culure that is proactive in equality

In the UK, a Skills Alliance, set up by leading doyers and trade unions, training organisations améelll
business organisations, has examined the impamtanfpational segregation not just as an equaktyeidut
also as a business and productivity issue.

Suggestions include:

» Offering at least one non-traditional work expeceplacement.

e Train, recruit, retain and re-skill women in noasditional sectors.

» Attract a wider diversity of applicants for traigimnd employment through better links with scheold
colleges, information, role modelling, taster daysl placements.

» |dentify the business case for equality in contiitgito a competitive and productive workforce

* Awareness raising and debate to challenge and eltheghegative.

* Examine attitudes of some employers, especiallgeahia male-dominated sectors, towards womg
potential contribution and their ability to do @t jobs, such as those that involve lifting anggitel
work.

* Interview at least one female applicant who mdwetsselection criteria.

* In-house retraining programmes for employees whehwd switch to a non-traditional role within t
organisation.

» Use adult apprenticeships to help women retraimoimtraditional work.

» Establish best practice through flexible workingifo

* Model and disseminate best practice in diversiticigs, recruitment and training among employers.

» Unions can play an active part in improving workgaulture for non-traditional trainees and worke
including ensuring that union and learning repres@res provide practical and mentoring support.
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ESB

A recent equality audit recommended a mainstreampgroach for equality and diversity so that e
business line would include equality and divergitytheir business planning process. At presergrios
manager, usually the HR manager has specific radpbty for equality and diversity in their busiselines
and they produce annual action plans. These agi@mms and progress reports are presented to the
Director. There is considerable flexibility on whshould be included in the plans and this is &
discretion of the businesses. Guidance is provioedhe company’s Equality Office and from the H
corporate office. According to Freida Murray, th&HEs Equality Manager “This ownership at busin
level is a very important aspect of the whole ma@@ning process; and it means that equality aversity
is not just seen as a corporate level initiatiBecause it is now part of their business plannirgggss, it
forces the business line to look at what is happem their own areas and makes them then exanune
they can develop initiatives that will work for thé

There is currently a focus on providing a suppertwork culture for women by a formalised system
networking. These networking events bring womesestior level together to discuss a number of the
and issues, around their development and progneESB. Any matter that requires action will besedl if
necessary with the Director of HR. Staff is suppadrthrough an extensive programme of training
development, including 50 full time scholarships fiall-time release (with full salary and fees paidr a
third level qualification. A new initiative to taeg) the employment of people with disabilities haerp
introduced and in 2006 eleven people with disabgditvere employed on a traineeship programme fx
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b) Equality and diversity at work - training for staff and managers

Training can be an effective way to change orgaioisal culture, raise awareness and change
perceptions. Providing equality and diversity tnagnin the workplace is important if employers
and employees are to understand the role of psliaied practices that are designed to promote
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equality and accommodate diversity. This also meguian understanding of the barriers and
behaviours within the organisation to the promoteéord accommodation of diversity, and what
needs to be done to achieve an inclusive working@mment.

Many organisations provide training for staff thgbout the whole organisation and integrate
equality and diversity into induction training, toisier service training and other business
development training and development.

Checklist of issues to cover in equality and diveity training

[1 Address the barriers in the workplace that pretlemtichievement of equality and diversity.
1 Introduce concepts of equality and diversity, inlahg the business case for equality and diversity.

1 Discuss how behaviour is influenced by attitudesy megative stereotypes can reinforce discrimimatio
and how inappropriate stereotypes can have negatpacts for organisations.

L1 Show how putting in place smart working practicas enhance equality and diversity outcomes.

[ Identify what works and good practices for simitaganisations that can contribute to equality and
diversity.

[ Provide concrete information about the steps tlaat loe taken to introducing and implementing an
equality policy in the workplace, how staff can indormed and involved and how policies can be
monitored.

c) Senior management and senior champions on equgl

An important part of achieving gender balance b&lto ensure that there are senior champions and
a corporate culture on equality and diversity tigatdriven from the top. Encouraging senior
managers to become equality and diversity champianshelp to shift traditional perceptions about
gender roles, which in turn can help to champicanges in the organisation and culture of work.

For example, senior managers and executives can:

» Show visible commitment and support by endorsind &unching equality initiatives and
giving a visible commitment to a framework of aasoto improve gender balance and
accommodate diversity.

 Develop a strategy to ensure that women are rempexbein greater numbers at senior
management and board levels (this can be achieyedetiing a timeframe for achieving
improved gender balance in proportion to the nusiloéiwomen in the company or through a
guota).

* Improve data so that there is a clear picture efrdpresentation of women in all areas of the

organisation and where they are currently underessted, at least in proportion to their
overall numbers.
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ESB
A Management Diversity Advisory Group was set ujp tyears ago by the HR Director and includes {wo
members of ESB Executive team and other senior geeaThe group is an important resource to|the
director in terms of championing equality and dsigr and giving it a high profile. This has helptd
highlight the importance of having a better gerfaldance at senior level and has been active inostipg
initiatives to remove barriers to progression.

Networking events for senior women are organisadeiva year and actively supported by this Grouge [Th
company recognised the fact that women have feyporbunities to network with each other and caeroft
feel isolated in a male dominated work area. Exppeiakers are invited to address the group anéirge
event was addressed by the CEO. Issues which arithe networking event would be relayed back &|th
Executive if necessary. In time it is hoped th& thodel of networking for all women will cascadaash to
each of the business lines so that there is netagtkroughout the organisation.

Vattenfall
An international network for female managers froml&nd, Germany, Poland and Sweden meets twice a
year. The network seeks to identify women managetsincrease the visibility of women. The company
attaches significant importance to the network iamehs formally opened by the CEO. At least one

of the Executive Group attends the network meetifge network meetings take different themes with
invited speakers and experts in areas such as igequality, strategy development etc.

d) Support women into senior and leadership positns and positions where they are under-
represented

There are a number of ways by which women can peated into taking senior and leadership
positions and positions where they are under-reptesl.

Checklist of issues to consider in supporting womeimto senior and non-traditional positions

[0 Encourage women and other under-represented groupapply for promotion to improve their
representation among senior management.

[1 Career development and management training andagexent programmes for women and men who
have identified potential. Consider putting in gdargets to ensure that there is gender balanitese
programmes.

[1 Specific targeted programmes for women, includisgeativeness training and confidence building,
support in job application and interview skills.

1 A more systematic approach to mapping career attigprogression through annual career progression
interviews, training needs assessments and indil/jplans.

[0 Development of women’s networks to provide suppartand overcome isolation experienced by some
women managers.

Energie E2, Denmark
Women make up around 18% of the workforce of E2 &¥dof managers. There are two female senior

managers and 30 male managers, and there are nenvepresentatives on the company’s Board. One of
the difficulties that the company faces is thath@lgh there has been an increase of women entering
engineering, their numbers remain very small. Omg thhat the company has approached this defiti |s
give presentations to business and engineeringoiland to make contact with women’s organisations
order to encourage women engineers to apply fatipos in the company. This has begun to have @ipes
impact.
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Erika Appelgren, Vice-President for the Business Uit Nordic Distributions Network, Vattenfall,
Sweden

Erika is a Chemical Engineer in a senior positiorVattenfall. She says: “I enjoy being in a positio
which | am able to actually influence things. lcaknjoy interacting with a lot of people and driyichange
processes. | don't think | have any special diffies being a woman in my position. However, a®rel
woman you have to be aware that you are always w@siple - which mostly is a positive thing
but sometimes can be a disadvantage.”

She has worked for the company in two periods sir#&2. Her current position is Vice-President foe
Business Unit Nordic Distributions Network, Opeoats Sweden. She has worked in a number of pon-
traditional positions and when she became Viceitheas for Eldistribution AB in 2003, she got
responsibility for the operation of the Swedishtparthe Vattenfall electricity distribution systerwith
responsibility for 180 employees, in five citieheShas previously worked as a manager in a number o
business areas within the Vattenfall Group and avasember of the management board of Goteborgs Gatu
AB with responsibility for the consultancy divisiomorking with civil service planning and construti
Prior to that she worked as a safety engineer eselrch engineer, and in project management satdgitr
planning. In addition to her main work responstl@s, she has been a member of the Board of fived&h
energy companies that are fully or part owned bitérdall. Since 2004 she has been a member of dlaecE
in two Swedish energy companies. She has also heeimstructor in Vattenfall's seminars for the
development of young managers and a mentor forgosnagers in mentoring programmes within as yell
as outside the Vattenfall Group.

Erika believes that “it is important to support wamin management programmes because there are |many
women who have the potential but need the reasseirtivat it is feasible and possible to combine with

family life. The work-life balance problem is, oburse, true for most young persons but, in my e&pee,
the women tend to hesitate more and the role madelstill too few.” Erika says that, in her expage,
having a supportive culture in the organisatioimportant. “During most of my time | have had theod
fortune to work for managers who were actively sufipe and gave me chances to try new jobs/new
positions. Today Vattenfall also has a very gooshagament planning programme.” Erika says thathén t
future, the electricity sector will change as therkiorce changes. Currently there is an older rTaIe

workforce who will retire soon; this will open upaces for a lot of interesting jobs for women.

e) Mentoring, buddy and other support systems

Implementing a mentoring or buddy scheme to supjpaiees and employees can help to break
down isolation. Mentoring schemes can help femit mmembers to talk about any issues they are
facing. Where possible, allocate a mentor of thmesgender. If mentors are not available, for
example, for women in senior positions seek extareators.

Checklist of issues to consider in setting up suppicsystems

[0 Ensure managers have the interpersonal and coaskiltgythey need to identify and meet the support
needs of apprentices from non-traditional backgdsuiThis can be achieved by running equality and
diversity training for managers that challengeesigpes and attitudinal barriers, as well as hgitihg
the business case for equality and diversity.

[ Consider setting up a buddy system to help womepi@maes to work together on jobs where possible.

Establish a diversity network to ensure that womeanther non-traditional trainees have regular @cint
with colleagues in a similar position.

1 A women’s network, support team or group can beipyilace for women managers or trainees who
may experience isolation in male-dominated workggac
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Enel

Under Italian law all companies are required tcorepnnually on the representation of women. (Lawv
125 requires that companies collate data on compangonnel by gender and present a report every
years). The Enel Annual Sustainability Report higitits the progress made in achieving equal oppibietsr]
with a breakdown of female employees in execusugervisory, white-collar and blue-collar positiofibe
annual report also covers other initiatives thatehlaeen put in place to progress equality of oty in

areas such as work-life balance and human resopotieses.

Enel’s current staffing levels are approximatelyO80, the lowest level in the company’s historywdwoer,
women have become a larger share of the workfdrae in the past, with more women working in n
traditional and senior positions. In 1990 womenenaround 9% of the workforce, by 2005 this hadrige
15% (which is equivalent to the average Europeamcep¢age). The number of supervisors has gr
significantly from 3.5% in 1990 to 16.5% in 2005heveas the number of women executives has gf
from 3% in 1990 to 8% in 2005.

The company recruits around 100 new graduates yaahof whom around 70% are engineers; of th
there are only between six and 10 women who goantpneering each year. In order to redress thanba,
the company has put in place positive actions ¢oufemore women engineers. Larger numbers of wo
have taken positions in white-collar work in comger and marketing divisions, with smaller numbers
infrastructure and generation. For example, theeggion area has been a difficult area for womeloréak
through. The company recently appointed a young avoto the position of Executive Assistant. This V
seen as a breakthrough in the company and parficuterecognising the value of getting young, It
women into senior positions in the company.

Enel has introduced a leadership training prograniorewomen. A mentoring programme has bg
established for the exchange of experiences of woamel men that takes place at different levels
regions, and between different companies. A trgirprogramme has also enabled men and women
more aware of different managerial models and feaceon experiences and future plans. A partic
emphasis has been placed on recognising the skitlsabilities of women and for the company to sh
sensitivity towards women employees. These fadiax®e been important in giving women an incentive
progress through the company and put themselvesfdrfor promotions.

Vattenfall

Leadership development is a key element of the gemant planning process, including the identifaati

of female candidates and young potential executivbe provision of management developm
programmes, trainee programmes and other measiwrless coaching and mentoring. Other objectives
been to implement a more transparent and equalierd recruitment process through the monitoring
newly recruited employees and the recruitment @®es regards diversity through advertisementsynets
and selection criteria.

Vattenfall offers female managers at the beginnifigtheir professional careers is the possibility
participating in mentoring programmes. This coutdds part of ordinary management programmes, s
the Vattenfall advanced management programme (VAMP)N mentoring programmes. The programr]
are for women and men. The company’s experientleaisthis is the best way to develop and expand
consciousness of female and male mentees and raeitoboth programmes, discussion takes place
diversity related issues and company culture. Timgaict on company culture has resulted from a facu
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work-related rather than operational issues, paeity in areas such as work-life balance.
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f) Develop support and visibility for women in seror positions

Women managers may need to feel that they are dalod supported, whilst giving visibility for
women in senior positions is important to estalrlighiemale role models.

The following checklist gives some examples of wtet be done to give support and visibility to
women in senior positions:

Checklist: measures to support the visibility of wanen in senior positions

[1 Present positive images of women in senior postifor example, in company reports and publicity.
[0 Show senior level commitment to women at senioelkev

] Identify and support women who have potential é&adership positions.

O

Provide professional coaching for women with pagrio enable them to realise their goals and to
support them through the process of applying far@epositions.

[l Consult with women managers to identify what basriexist and develop policies and procedures to
address these problems.

[l Develop women managers’ networks to enable womesht&se experiences, identify goals and gain
experience.

Examples of measure to improve the representatiorf @omen in senior levels

Statkraft
In 2005 women represented around 21% of employe&tatkraft. The number of women managers has been
growing in recent years; with women currently reyerging 19.8% of managers (this figure is lowethie whole
of the Corporate Statkraft, including daughter camigs, where women are 16% of managers. At senior
management level women have made recent inroadsotivof the seven members of the Statkraft gr@uios
management team are women (29%) and four out afitteecompany Board members are women (44%). There
are three trade union representatives on the Baadat least one of these has to be a woman.

One of the company’s broad objectives is to inezébe number of female employees and women managess

objective is shared by unions, the management efcimpany and the Board. The company’'s objectivie

recruit women managers at least in proportion éoaverall representation of women in the workfa@arently

21%) in order to have a ‘diversity of competenc@&sis fits with the company’s business principlase of which

is competence building. Statkraft has a commitmemaluing and building all of its employees. Indébn, the

company wants to improve the gender balance obdheds of subsidiaries in companies in which Sédithras a

substantial shareholding. It has done this by:

- Developing policies that promote equal treatmeneiruitment, hiring and personnel policies by preigg
positive images of women in their publicity, adigng and company brochures and newsletters, amd th
introduction of measures to provide an encouragimgronment for women to progress through intepshi
traineeships and management training.

- An internship system has been put in place witlolgjective of recruiting 50/50 women and men. Thas h
the effect of enabling the company to work with ggupeople on the basis that it helps to bring neergy
and talents into the company.

- A Statkraft traineeship is targeted to attract atbd0 new graduates each year. The objective of the
programme is that it will recruit 50/50 women.

- A one-year management training programme — NEXTas hpecifically encouraged potential women
managers through a process of identifying futueslées. There has been no problem with women coming
forward for the programme and, in 2005, 18 emplsyeempleted the programme, of whom 44% were
women. The programme has had a positive impactantifying and encouraging new women managers|and
provides training and understanding around spegifinagement, person and social development.

n
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Vattenfall

In Vattenfall there is a strategic objective tortéicmore women into senior positions. The compamyts
to have female managers appointed in the same pimpas female employees. All business units
required to implement this policy on equal oppoitias. They are required to report annually andicloute
to annual planning and developmenhe number of female employees and managers hasdvadually
growing. In 1986, 20% of employees and 5% of marsagere women. By 2005, this had risen to 259
staff and 18% of managers. There is one woman 8nchdn in the Executive Management Group (1
women, 90% men), and two women and 12 men siteBdard of the company (11% women, 89% men

A young graduate schenteas been running for two years and aims to prot@eporary employmen
‘traineeships’ to young graduates. This not onlyegi them a foot in the labour market but also g
Vattenfall access to new knowledge and ideas. Ancibment has been made to ensure that there is §
representation of women and men. In 2005, 23 wopaeticipated in the project out of a total of 4®ple,
37 of whom gained continued employment with Vat@inf
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g) Attracting a diversity of employees

Many companies are having to find new ways of etitng a wider diversity of employees.
Checklist of issues to consider in attracting a dersity of employees

[l Provide information and raise awareness about wgrii the electricity industry, with a particularcus
on giving information to girls and women.

[ Present a diversity of individuals in marketing emal, advertising and publicity. For example, use

women engineers as positive role models in marggetind publicity materials.

Find ways of enhancing the interest among undeesgmted groups in schools and colleges, for
example, by giving presentations in schools antkges and at careers fairs.

Work with employment agencies, universities, sch@wld careers offices in informing young people of
career opportunities, whilst emphasising that th@gany welcomes applications from a wide diversity
of people.

Hold recruitment days and outreach activities. Tbis be carried out in partnership with local
communities organisations and women'’s organisations

Offer taster sessions or work experience for yopagple. This can include practical and hands-on

activities for under-represented groups, which lealp to build confidence for trying out new skidiad
can also change attitudes to non-traditional emmét.

[0 Ask existing trainees and apprentices what thegktldan be done to attract a wider diversity
employees.

of

Statkraft

Statkraft is increasingly opening its doors to aleviand more diverse pool of potential employeas.

particular, its international expansion and a gowent requirement to encourage recruitment

integration of minority ethnic groups, which includ®, 2"* and & generation migrants, has resulted i
number of diversity initiatives, including inclugivadvertising and measures to support minority iet
groups working in the company. The company is meglito report to the government on its progres
integrating immigrants into the workforce.

Empower Training Limited
Empower is a vocational training organisation basethe UK that provides training to the energyteedt
has developed a number of initiatives and traimmoglules on equality and diversity, and has playeleain

I
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helping to encourage more girls and women into tnaditional roles. Activities include the hostinfgirls-
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only career days and tasters that aim to show tjidglifferent types of careers available at alklg, from
apprenticeships to graduates. Empower also rurcheols engagement programme aimed at 12-14 year
olds. This is a six-week programme that aims these young people about engineering and the aliggty
sector. It is run with a local professional footlmhlib and has proved very popular with girls aong$

British Gas Engineering
British Gas Engineering Academy has identified sthioparents and other opinion formers as key tange
for awareness raising through its Equality and B¢ Strategy. A four-person education team hanbe
appointed (three women and one man) to spearheadidink. Their specific target is pupils at arounear
9, i.e. when subject options and careers issuedeairgy discussed. This is longer-term investment to
encourage young people to consider engineeringusslyi (and, within that, the gas industry). BritiGlas
also raises equality and diversity issues with iees to ensure that schools sessions encouragetair
participate.

h) Integrate equality and diversity into your cusbmer service

Employing women or other under-represented groanpgant line services can help to improve
customer relations for the company, particularigenlpeople and single women. This is good for
corporate image.

Vattenfall

The company believes that the workforce should beemepresentative of its customer base. In Vaitesfi
customer service centre in Berlin, Germany, staff been recruited with knowledge of the languagels a
cultures required to give customers from a divemsitbackgrounds a good service.

Checklist of issues to consider in mainstreaming eglity and diversity into customer service

[ Assess customer services, including the servicedqed to women, disabled, ethnic minority or older
customers.

[1 Check if services that you provide meet the neédsdiverse customer base.

(1 Ensure that front-line staff is supported so thaytcan accommodate equality and diversity.

i) Engendering social partnership

Unions can play a more proactive role in helpingitomote equality and gender balance. Finding
joint solutions can result in a win-win for the coamy and for staff.

Checklist of issues to consider when developing acal partnership approach
L1 Inform unions and raise awareness in unions ofruaguality policies and those of their confederatio

[l Ensure that women are represented on the uniosideenaking bodies, particularly where there are
discussions about major change programmes, chamghgt patterns and the organisation of work.

1 Unions and management could examine the EU’s 20@®naunity Framework Strategy on Gender
Equality, agreed by the European social partngyecific actions could be developed under four broad
headings: addressing gender roles; promoting wameecision-making; supporting work-life balance;
and tackling the gender pay gap.

[0 Provide equality training for union officials inder to highlight how existing structures, policias
workplace union representation can be further adpesl to support women.
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A more detailed section on the role of social pargrship can be found in Section 5.

Astri Botten Larsen, Engineer and employee represéative on Statkraft Board, Norway

Astri is an employee representative on the Statkbaiard in Norway. She is one of three elegted

representatives on the Board. She is a Senior Eegibased in Statkraft Energie, where she

has

responsibility for the management of power plaftsis is an area of traditional male employment and

women represent 18% of those working in this pathe company. Astri has two children and she el

able to successfully combine work and family li&though she recognises that being out of the labou

market for maternity leave can disadvantage camemgression, at least in the short term. She is@wfthe

competitive environment in the energy sector amrdirtipact that this is having on the intensity anespures
of work.

Astri was nominated by her trade union Tekna, @wirganising engineers, to represent staff orBtiaard.
This is one of three trade unions (the others dr&IEE and NITO) that work closely together in a moi

council. The unions meet at least twice a year withSenior Management Team of the company and |they
are responsible for agreeing company level agretsrmnkey areas such as pay and working conditions.

Astri believes that women play an important rolaia®n representatives, particularly because maunyns

are male dominated and women can bring a diffgrergpective. She says that women in the compamaytod

take it for granted that there will be equal oppnities.
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Section 4: Work-life balance and flexible workinghours

Introduction

Achieving a balance between work and other familp&rsonal commitments is often at the top of

employees’ priorities. It can be the key factorra@taining staff, achieving company goals and

having a productive, motivated and satisfied staléxible working arrangements are important to

enhancing women’s access to employment at all defretluding senior management) whilst also

providing more opportunities and a work culturet tresponds to men’s aspirations to spend more
time with their families.

Companies that have a flexible approach to workiogrs often have fewer staff taking sick leave
and a more skilled and committed workforce, andrete improve their productivity and
competitivenessThere is substantial evidence from companies angla®e surveys across
Europe to show that work-life balance, and in pai&r balancing family and work responsibilities,
are key objectives of a significant number of empls. Creating a culture of work-life balance
requires that organisations take a positive approaéexible working.

a) What are the benefits to employers and employs®

For employers, flexible working helps to make better use of reses and of the existing
workforce:

» Introducing change through flexible working can &éaa positive impact on your service
delivery and competitiveness.

» If employees feel valued they will be more motivhtnd there will be a less stressful work
environment, with lower rates of absenteeism ackhsiss, and increases in productivity.

» Attracting a wider pool of candidates for new posss be achieved by offering a range of
flexible hours options, such as part-time, job-slgrterm-time working etc. This can help to
create a reputation as employer of first choice.

» Providing better flexible working provisions thanw competitors can result in a competitive
advantage because you can recruit and retain tke dieff — particularly valued female
employees.

* Flexible working provisions can save you time amdources in recruiting and training new
staff, particularly women who remain with the compafter maternity leave.

« Companies can use flexible working hours to exténeit times of operation and thereby make
best use of their equipment and extend openingstimeustomers.

» Absences can be managed more effectively whichhe#m to reduce absenteeism, especially
when parents have to take time off to care for staldren.

 Where staff work part-time or in job-sharing pasiis the company can benefit from the
experience and skills of two people, whilst alsoviting for better cover during holiday or
peak times of operation.

For employees,flexible working can improve choice and control wbrking time and working
lives. Working together to agree flexible workinguns arrangements can result in better relations
between management and staff, improved self-estdeajth and confidence, loyalty and
commitment, job satisfaction and a better workimyi@nment. Employees who gain work-life
balance have reduced stress and work pressure.
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Chris McElhinney, Manager, ESB, Ireland

Chris McElhinney works for ESB in Ireland. When liear children started school she found it incneglsi
difficult to combine her finance role and familjeli As a result she requested reduced hours, wpEitlays
a week day until 2 p.m. This enabled her to mareggevork commitments as she was in each day and| als
allowed her to spend time with her children.

She accepts that some managers can find the toansit reduced hours by members of their senior
management team difficult but stresses that shebbes lucky with support from the executive in E$B.
Each role she has taken on since moving to redhoads had previously been carried out on a fallet
basis and she accepts that this has proven diffatutimes, particularly in terms of time availalite
networking etc. She considers the organisationmsthe necessity to retain staff with key skilsticularly
at times when, from a personal point of view, the@y be significant demands on their time. Shecheb
that ESB is making this shift and, as more senianagers avail of flexible working (especially meinég
organisation will see the benefits. Work life balaris no longer an issue for women alone, nor iddee
individuals with children and ESB is trying to déye policy and practice to facilitate various greup

In addition, companies that are supportive towahndschildcare needs of their employees are good
at retaining their staff. Providing a workplacedaré can be costly, but a valuable thing to do in
attracting women. However, consider providing ddtdare coordinator in your workplace who can
assist in finding childcare places and in develgalutions in the local community.

Facts about flexible working

* A Europe-wide survey of working conditions publidhim 2000 found a significant increase in the
intensity of work over the past 10 years. More thati of workers stated that they were working igh
speed and to tight deadlines during one-quartdresf working time. (European Foundation, 2000)

* 94% of employers believe that people work best wthely can balance work with the rest of their lives
(DTI, 2003). 71% of employers who operate flexiblerking report that its provision has had a positiv
impact on management-employee relations, employ&e/ation and commitment and labour turnover.
(DTI, 2003)

b) What can be done to implement work-life balance

Creating a culture of work-life balance requiregamisations to be proactive, creative and
innovative in balancing the needs and preferentesmployees with those of the organisation. It is
very important that managers, particularly seni@nagers, believe in the benefits of good work-
life balance. If they do, they will encourage amgbiement it.

Some suggestions about how to go about this are:

* Lead by example and make sure that there are cbaspt the senior level who give a visible
message of support, including tackling long workigirs by working smartly.

* Provide training and support to managers so tlet dan effectively manage flexible working
hours and come up with solutions to work-life bakan

» Carry out a survey of staff to find out what theirking time preferences are. You can follow
this up with focus groups and meetings with staféxamine what are the best arrangements to
meet the needs of staff and the needs of the compan
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For managers who are managing flexible working sour

Be open-minded and explore all possibilities. Imsccases, flexible working hours may mean
reduced hours, whilst in others it may be that wagkime can be rearranged to meet the needs
of the employee.

Think about how the job can be carried out rathantthe number of hours that are worked.
Include measures that are performance-based, lmasedsults and outcomes rather than on
hours worked or presence in the workplace alone.

If you are unsure about how the arrangement wiltkwry it out for a short period of time
before committing to a permanent arrangement.

Examine and discuss the impact of flexible workwigh your team and, through discussion,
find the best arrangements.

By offering flexible working hours to everyone, yoan help to make everyone feel valued and
let people that are working full-time know thatghs an option for them in the future if their
circumstances change. This can also help to changee by sending the message that flexible
working is positively encouraged.

Include staff working flexibly in training, professal development and team meetings. Do not
assume that if someone works flexibly or part-tithat they are any less committed to their
work.

c) The role of the social partners

Partnership working between management and unianshelp organisations to implement and
develop a culture and practice of equality and ditye and work-life balance. Partnership working
requires there to be a shared commitment to thectipgs, goals and success of the organisations.
A key outcome of partnership working is the achrmeeat of joint solutions through joint
discussions, projects and initiatives. One way akKirig these issues forward is to establish a
partnership group made up of union representatstaff,and managers.

Promote partnership and explore how working in rpaghip between unions, staff and
managers can promote shared solutions. This cgm tbetreate an organisational style of
discussion rather than negotiation.

Taking time to consult with managers, employeestaade unions can achieve commitment to
changing patterns of work and the smooth introdmctif changes.

What are the working time options available to empdyees?

There are a large number of different working tiogtions available to staff. The most commonly used

flexible working time arrangements are describddve

Working hours/ the number of hours workédill-time, part-time, job-share, term-time workirftgxible
retirement and overtime.

Working hours/ when people worlElexi-time, compressed hours, annualised hourdissland shift
swapping, self-rostering, extra hours and time bank
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Working hours/ where people wordn employers’ premises, tele-working, working frobome.

Leave arrangementshort and long leave (paid and unpaid), careerkbrdaoliday leave, maternity and
parental leave, family and carers leave.

Other work-life balance arrangementshild and elder care, health, fitness and spoutgitfas, lifelong
learning, personal development and training.

d) Developing a Work-Life Balance Policy

A work-life balance policy can be useful in estabing clear rules and entitlements, whilst also
showing that the organisation has a visible commaitivio work-life balance that can help with the
recruitment of staff. It is important to agree gaicy with unions and staff as this is an ared tha
has a direct impact on the working lives of staff.

Suggestions of what to include in a work-life bakupolicy:

» Identify the scope of flexible working. For exampikall employees have the right to work
flexibly, is the organisation able to put this imgoactice. In most cases, policies on work-life
balance state that requests for flexible working @ accommodated as long as they do not
adversely affect the needs of services. (In sommtces, notably the UK, Germany and the
Netherlands there is a right to request changesrking hours).

» Set out the flexible working options that are aafalié to staff and provide brief information
about entitlements, for example, how much time lvarcarried over in flexi-time systems, how
much time can be banked in a time bank at any one, tor how many daily hours can be
worked in a compressed working week. It will be ortpant to set these entitlements within the
framework of legislation on working time.

* Make reference to equal opportunities in the polillyis can include specific points regarding
flexible working time, for example, for older worlse disabled workers, parents and carers.

» Consult widely with staff teams and unions and emsloey are fully involved in the drawing up
of the policy.

» Ensure that the policy is widely disseminated tostdff. A staff handbook or booklet that sets
out the policy and options available to staff goad idea.

See a model flexible work-life balance policy in Apendix 5.

e) Consulting with staff

Consulting with staff can be a very effective wdyinding out how staff view the organisation and
what their needs and perspectives are. This cacabgéed out through a variety of methods
including:

» Staff surveys, with the analysis of results fedkdacunions, staff and managers

* Focus groups held with groups of staff to gain ght into attitudes, understandings and
perceptions that may not be possible through aesuov on a one-to-one basis. A group can
help to generate discussion and a variety of vemesperceptions

» Staff seminars or discussion groups, for examplend a lunch time with a visiting speaker to
stimulate discussion.
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Checklist of issues to consider in carrying out a wrk-life balance survey in your company
L1 What are current working hours (full-time, part-¢iratc.)?
[1 Do employees have opportunities to work flexiblg aifi so, in what way?

[l On average, what are normal working hours? Do eyag® regularly work over these hours?
meetings extend over normal working times, themalaking it difficult for parents?

Do

1 What work-life balance options would employees likeavail of (e.g. flexi-time, term-time working,

shorter working hours, longer working hours, wogkirom home etc)?

O] If employees change their working patterns, how ldidlie new work arrangement affect colleagues
service provision?

[0 What would be the main purpose of a change in wgrkiours (e.g. spend more time with fami
leisure, hobbies, personal developing and trainmgrove health and well-being, participate in pcéil
or community work etc.)?

[0 What is the employee’s satisfaction with currentksdde balance?

and

ly,

[0 What are the main causes of imbalance in work amdly life (e.g. long working hours, work pressyres

caring responsibilities, stress at home etc)?

[ What could employers do to improve employee wadid{balance?

Statkraft

Statkraft offers a system of flexi-time and a possibility dank hours for up to three months. A posit
approach to supporting working parents through mtatdeave and flexible work arrangements, suck
working from home, have been important factors Bngbwomen to combine work and family lif¢
Managers take a flexible approach based on truktesognition that there are times when the comgamy
support parents. In Norway there is a statutorytlemtent to 42 weeks parental leave on full pay an
further 10 weeks on 80% pay that can be sharedtiygmarents. In addition, a further 10 days a yaarbe
taken by each parent up to a child’s 10th birthday.

A concern about an ageing workforce and the neettin the best staff has prompted the compan
address age-related diversity. An innovative libense policy for employees aged 62 years and oae
been introduced with the objective of providingajes flexibility and the opportunity for older wais to
reduce working hours on a phased basis and gaiiticadd paid leave without a major impact on pay
works by enabling workers at the age of 62 to redheir working time by 10%, at the age of 63 b§e2@t
the age of 64 by 30% and at the age of 65 by 4096 @hables the company to retain older workers(iwh
the past used to leave the company at the age) eflt@ist giving older workers more choices of wargifor
a longer period of time on reduced hours.

Enel

A staff survey was disseminated through the compaemyspaper and online survey. There were

respondents, 57% of whom were women. A key outcfsora the survey was that new company strate
were put in place for managing working time. Thenpany has recognised that there is a businesS@a;
introducing flexible working hours. Enel has statbdt it does not want women to be disadvantage
working shorter hours. Although part-time work egulated under the law and collective agreemehés
major problem has been in ensuring that managersudly equipped to deal with requests for partei
work or reduced hours. A key issue has been ergsthiait part-time work is available for managers

professional staff. Across the company, 2.4% ofleyees are women working part-time, compared t&0,
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One example is of a woman supervisor who workstiole who wanted to reduce her working hours
working from 9.00 — 3.00. She agreed with her mandhat she would organise her work and meet
within those times and her colleagues have adjusigtiat meetings are only held in the mornings. ek
has not suffered and the company has benefited th@rarrangement by retaining the member of statf
providing her with improved work-life balance.

Enel has produced a handbook on family leave ttmtigies information about the opportunities that fdaw

by
ngs

and the Company make available to working pardntshe case of maternity provision, Enel employges

who are covered by the national collective laboomtact for workers in the electricity industry e

enhanced financial benefits (with maternity payl00% of salary compared to 80% of salary provided

under the law, and enhanced benefits for six mdiallmving statutory maternity leave).

Equality and diversity have been progressed thraugitogramme of People Care, which was create
2005. A survey of staff priorities and needs showett women staff particularly benefited from iaitves
to improve the balance between professional andigriife, the introduction of flexi-time, subsidiéor the
use of public transport, and measures to improy®pnities for mobility between the different coamy
locations. A second phase has resulted in focuspgraith staff in regional offices across the coyntvith

din

the objective of mapping staff needs. The maindssudentified were transport to and from work, and

childcare. The company is drawing up an operatiptaat to identify ways of resolving these issuasstaff
through a further extension of flexible working heufor example, by the introduction of a time bank

ESB

Flexible working arrangements are part of the camsaEqual Opportunities Policy on the basis that

flexibility in the workplace enables people to cangébtheir work with family life and other commitnisn
and thus assist them in reaching their full potdrdas valued employees. An external review of etyusd
ESB in 2002 found that the majority of employeetedaESB as one of the best companies to work fg
Ireland, particularly because of the opportuniteegain work-life balance.

As part of this policy, the company’s Joint Equal@ouncil (JEC) with representatives of both ESB@r
of Unions and Management meet to assist with thveldpment of such policies and advises on praci
within the company. The company has a wide varatywork life balance policies in place includir
flexitime, additional maternity leave provisions $tatutory entitlement, with five months unpaidviea
during which time there is a continuation of emges superannuation contribution for the periodhef
additional maternity leave, thus ensuring no biieadervice occurs. Other flexible working hoursystons
include job sharing, reduced working hours, carbeeaks, the provision of a workplace creg
accommodating over 65 children, education suppattlearning centres. A new work-life balance ititie
has been introduced callede Balance Timavhich is ESB’s answer to term-time working. Tlhivantage
is that it appeals to all staff and not just thedi children, and it allows a staff member, togakp to 20
weeks unpaid leave in a year, once certain comditevse met and appropriate notice given. The estipay
is spread out over the year in which the leavaksn.
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Section 5: Equality tools

Introduction

This section presents some practical equality tolmdg are designed to help accommodate and
manage equality and diversity at work

These are as follows:

a) Equality reviews and audits
b) Equality and diversity monitoring and data collenti
¢) Equality mainstreaming, including how to equalitp@f procedures, policies and activities

a) Equality reviews and action plans

In the electricity industry, as in other sectorslté economy, gender equality plans are becoming
more commonplace. In practice, these tend to Wedated in the electricity sector where there is

national legislation in place requiring workplacender equality plans, for example, in Sweden,

Finland, France and Belgium. In some countriesy #ire included as part of collective bargaining

at company level and union involvement is normallyequirement of plans being draw up and

monitored.

Equality plans that are embedded in an employestgeal human resources/personnel policy are
likely to be well developed and cover employeesllrsections of the organisations. Carrying out
equality action plans can help employers to commptit equality legislation and to make changes to
their policies and structures in order to take aot@f and accommodate diversity. Of importance
is that the action plans can be integrated intonkess planning, rather than be seen as a separate
activity.

Equality reviews and action plans have a numbdreokfits including: tapping into the potential of

a diverse workforce; enhancement of corporate ojpeiss improved image of the employer; being

able to harness the full range of capacities ofeatiployees; deficiencies in human resource
practices will be identified and addressed; andpseuptowards a workplace consensus on
employment equality issues is built.

Equality Action Plans
In some countries there is specific legislatioruregg equality plans (in the public and privatetees).

e Austria: the Act on Equal Treatment for Men and Veonin the Public Service provides for preferential
hiring, treatment, promotion and training of wonfgmwough quotas).

e Belgium: private sector employers may voluntarigaw up equality action plans, although in cases of
company restructuring this is obligatory. It isightory for all public sector employers to draw eguality
action plans.

« Denmark: legislation requires that the public sedtate institutions and state-owned companiesrjpurate
equal opportunities in the planning and adminigimtincluding a report on equality every two yeatsere
there are more than 50 employees.

» Finland: employers with more than 30 employeeshi@ public and private sectors are required under
legislation to draw up workplace equality plans amdroduce gender equality progress in annual
personnel/training plans.
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» France: legislation introduced in 1983 providesgal framework for voluntary equality plans, angiséation
passed in 2001 requires companies with 50 or moygayees to draw up an annual report on the pastfo
women and men; specific equality bargaining is iregliat company level.

e Germany: legislation passed in 2001 requires th#ipgector to draw up equality plans, which aliova
there to be preferential treatment of women in anwhere they are under-represented, including ge
mainstreaming measures.

e Hungary: legislation requires state-owned compamiéh over 50employees to draw up annual ger
equality plans.

» ltaly: companies can apply for funding for positi&etion plans, whilst in the public sector positaetion
plans are an obligation.

* Norway: there is a general duty on employers tante gender equality; companies have to repor
equality activities in their annual reports.

» Slovenia: public authorities have to produce plamg biannual reports on the implementation of thédwal
Programme for Equal Opportunities for Women and Men

e Sweden: legislation requires all employers withot @nore employees to draw up annual equal oppdigsni

plans.

nde
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Irish Equality Authority

Tackling gender equality and gender gaps has Heesubject of three cross-sectoral national agrets@ne
practical outcome was the establishment of theadati Framework Committee for Equal Opportunitieghet
Level of the Enterprise. One successful initiatiages been the development of workplace equalitytizwgdiwhich
is provided for under thBlational Development Plan 2000-200% programme of Equality Reviews and Acti
Plans has been developed by the Equality Authdtty focus of which is on all of the nine equalitpunds, in
order to reflect the diversity within the gendeownd. This is a voluntary system of equality re\deand a
template has been developed to provide a frameteattke reviews that identifies strategic issuesngres work
environment and organisational culture, as weblamining the contribution of policy, practice, pedures and
perceptions in the workplace to achieving equaliticomes.

Companies can have funding for an external audimm the Equality Authority, which is funded by the

government under the National Development Plan.idRey are overseen by an Equality Steering Comm
representing managers, staff and unions.

ESB

In 2003, ESB commissioned an external audit, tisallt® of which contributed to the equality agendat tis
currently being pursued. It annually reviews pesgragainst action plans. Progress and outcoraguesented
to ESB Board in Quarter 4 each year. ESB has taethsure that equality and diversity is not justssue that ig
championed by the Human Resources team and desigmetnagers who have equality and diversity tamyeds
responsibilities in all areas of the organisation.

Vattenfall

In Sweden, equality legislation provides the baokgd to equality developments in the company. Asvedish
company, Vattenfall is required to publish in itsnaal report data on the position of women in thekforce.
Under the requirements of the Equal Opportunities Xattenfall is obliged to carry out an annuali@éy action
plan, in partnership with trade unions. The plas ttabe monitored and evidence provided of acttaken to
redress inequalities that have been identified. @rtke benefits of the provisions in the Equal Gppnities Act
is that it requires clear and measurable objectivd® put in place. There is a positive impadhat staff can se
the company implementing actions with positive ootes, for example, in the area of salaries. Easinbss|
unit has to draw up its own equality action plans.

Endesa

As part of the company’s diversity strategy an araction plan is proposed with a matrix of indaratand
measurements which will enable the company to megzwgress against objectives.  In order toydhis out
a monitoring team is proposed from all areas of agament, corporate and business units, and conspanit
headed by the Corporate HR Vice President. An Qbsaty will act as a tool for the establishment 3
monitoring of the policy; generate and share kndgéeand understanding. Through analysis of infaomdtom
other companies who are leaders in the field oémdity and mechanisms for sharing and transfenfofmation
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can help to identify methods for implementation awitiout and annual priorities.
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Developing an equality action plan can be usefulcfillecting data and evidence on how equality
and diversity are accommodated in an organisabaita collection is central to the plan, providing
the evidence needed for an organisation to deviedapvn action plan for addressing the problems
or inequalities that have been revealed. Ofterkggplans reveal discrimination or inequaliti@s i
pay levels, for example, if women are more likedybe appointed at lower points in the pay scale
than men or where women are paid less per hourrtteaneven when they are doing the same job;
it is often the jobs and grade titles that differ.

Steps to take in preparing an equality plan:

Step 1: What is the gender composition of your plade?
Identify the percentages of women and men in eaxlupgational group or grade. Which jobs are male
dominated (with over 70% men) and which are fendaleinated (with over 70% women). Highlight issues
such as the distribution of working time patterng. ef full-time, part-time, temporary and permangn

positions, pay levels, career development anditrgiopportunities for women and men.

Step 2: Identify where inequalities exist:

From your baseline data, it should be possiblelémtify specific areas of inequality, for examplaequal
pay because of bonuses paid to employees who woekt@n number of hours or in certain occupatians,
poor access to promotion, education and trainimge&nced by part-time workers or women’s occupetia

Step 3: Develop a set of actions to resolve thguakties identified:
These can take the form of an action plan whicthligbts policies that need to be developed, pi&sit
areas for action, a timeframe for implementing ati who is responsible and the resources required
implement the actions.

Step 4: Consult with staff:
Hold focus groups, carry out a survey or interviemith staff to capture attitudes to and perceptiohs
equality and diversity in the workplace, and angeaiences of discrimination or inequality in therkyace.

Step 5: Monitor progress:
Regularly review the progress in implementing aicand ensure that there is an annual reportistgrsy
for example, to the Senior Management Team anldéoBbard.

See Appendix 6 for a template for an equality actio plan.

b) Equality and diversity monitoring and data collection

Having appropriate and accessible data (quangtatimd qualitative) is essential to achieving
equality and diversity in practice. Data is an asiaé part of equality action plans and enables
baseline positions to be established, progrese tivacked and monitored, and trends and changes
to be marked. Data can also help to change stgre®tgnd incorrect assumptions about women’s
work, by making their contribution to economic diey@nent more visible.

Monitoring the implementation of equality and disiy programmes is important for
accountability and for measuring the impact andypss of policies and initiatives.
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Data checklist

[1 Develop data management systems for collecting tqative data on the position of women and men
across the organisation, including providing anlysis of this on an annual basis (this can be
incorporated in the equality action plans deta#bdve).

] Link equality and diversity objectives into perfante management and appraisal systems.

[1 Develop performance indicators on equality and itz and review these regularly.

L1 Ensure that data is comprehensive and coverspcasof women's employment, pay and working time
arrangements.

[ Provide comparable data so that workforce commusitan be monitored and compared over time.

Update your data on a regular basis and tracket tixne so that progress to achieving equality lman
monitored.

[1 Present data in an accessible and clear way sattbanh be understood by employees and their trade
unions.

[0 Disseminate the data widely so as to ensure tltanithe used as a tool to promote equality.

[l Consult with employees regularly through focus goand employee surveys to gain feedback on the
organisation and its policies. Qualitative dataptigh focus groups, interviews and case studiesalsa
help identify the experience of discrimination bgmen, particularly if it is indirect and hidden.

[0 Consult with trade unions on the design and imphaaten of data systems.

[ Putin place realistic timescales for data coltet@nd reporting.

Statkraft,along with other Norwegian companies, is requitedeport on the position of women in the
company, including issues such as pay and senidiitgre is a section in the company’s annual rejhartt
presents data and progress in equality and diyewitother important area of evaluation is an ahstetf
survey, completed by up to 94% of staff. The suresmines areas such as management, buginess
development, work organisation, competence, pagtmn of staff in department and company goald, an
broad range of issues, including harassment at .wbhlere have been high levels of staff satisfaction
reported in areas such as working environment angpetence development. Staff generally appearg to b
happy in their jobs and there is an environmentenarless free from harassment. For example, 8&% ar
strongly engaged in their work (compared to a berak of 70% across Norway) and female staff has
higher levels of satisfaction with the company thaae staff. Other than harassment at work, equafid
diversity issues are not specifically covered ia sarvey.

The Norwegian Gender Equality Act (amended in 208lares a general duty on employers to promote
gender equality. Guidelines on how to promote atyuate provided by the Gender Equality Ombudsman
and companies are required to report on equalttyites in their annual reports. Issues covereadude pay
and the gender wage gap, working conditions, reoarit, career development and seniority. In effeis,
has meant that companies have been required tctadlata on the position of women, set objectives|a
measure progress towards equality. Legislation redgaires that at least 40% of Board representasiaf
women (Statkraft currently exceeds this).
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¢) Mainstreaming equality and diversity

Mainstreaming equality and diversity means thatoant is taken of the impact of a policy or
activity on a particular group or groups and, imsocases, this may require additional or specific
actions that overcome the adverse impa@hts brings equality considerations into the cewofrall
decision-making and ensures that policy and pradticthe organisation makes a contribution to
equality and diversity outcomes, even if they aseaquality focused as their main objective. Most
importantly, a mainstreaming approach allows fovedsity to be accommodated, valued and
resourced.

A mainstreaming approach requires there to be:

» Clear equality objectives, with targets and timéssza

A method for assessing how a policy decision cahiexe the equality objectives and
accommodate diversity

» Participation of the groups affected by the deaisiothe assessment of impact.

* Monitoring of equality outcomes, including the ealtion and analysis of relevant data.

Both targeting of activities and mainstreaming stiowork together in a dual approach. It is
important to note that targeted initiatives canoailsform and shape mainstream initiatives by
addressing a situation created by past discringnati

An equality proofing template can be found in Appenlix 7.

How to implement gender mainstreaming
There are some simple steps that can be takerpleriment a gender mainstreaming approach.

* How many women and men are affected by this meamatehow many women and men participate in
it?

* How are resources allocated between the sexesi¢Bsaaccess to information and training, usenod ti
etc)?

» What are the relative benefits of specific meastoemen and women?

* What are the causes of existing gender patterrepoésentation and resource allocation?

» What are the possibilities for change and how tae iachieved?

Gender mainstreaming should also mean that we migtidentify what we want to take place, but that w
also monitor and evaluate the outcomes of actiongoing this, the following issues can be consder

Define the desired outcome of an action

Assess the gender relevance of a proposed agemda it
Develop options that help to address gender egualit

Make recommendations for changes to implement gezmieality
Implement actions that can result in gender equalit

Monitor and evaluate the impact of the action ondge equality
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Section 6: Equality and diversity in the workplace:the role of the
social partners

Introduction

The social partners have an important role to pigyromoting equality and diversity and there are
many good examples of how a social partnership aggbr brings new ideas and dynamism to
human resources.

In this section of the toolkit, practical suggestiand examples of social partnership approaches to
equality and diversity are presented. Some prddigdance is provided on drawing up agreements
and partnership approaches to promoting and accaiating equality and diversity in the
workplace.

Working in partnership to increase the representaton of women in science, engineering and
technology

In the UK, the report of the government's Women akdrk Commission (published in February 2006)

recommended a number of measures to improve theseptation of women in sectors and occupatjons
where they are under-represented. As a resuligdlkernment has agreed to fund a number of partipersh

projects to address the under-representation ofemonfProspect, the trade union organising stagtiance,
engineering and technology, is preparing a partignsroject application with the UK Science Engirieg
and Manufacturing Sector Skills Council to help elep career plans and boost opportunities for women
employed in the sector. A project is being devetbpe produce a lifetime career progression plan|for
training and development for women. The projectsaimencourage a culture change in companies toens
the skills of women are recognised and that theypaovided with opportunities for progression thgbout
their careers. The companies that will be involirethe project will act as ambassadors and chanspion
other companies in future years. They will be regplito disseminate key messages to their suppiynsha
and share best practice in terms of developing woamel enhancing their skills.

a) The role of the social partners in gender equiy

The role of the social partners in gender equality

The social partners at the national and Europezeidénave been instrumental in negotiating agre¢sram
gender equality, including Directives on part-timerk and parental leave, and on the Framework ¢ibAs
on Gender Equality (2005). The European FederatfdPublic Service Unions (EFPSU) and the Europgan
Trade Union Confederation (ETUC) both have Equalityion Plans that stress the importance of imprgyi
the representation of women in trade unions artdérworkplace.

Framework of Actions on Gender Equality

In 2005, a Framework of Actions on Gender Equalityreed between the social partners ETUC, CEEH and
UNICE, has specified actions in four areas:
* Addressing gender roles

* Promoting women in decision-making

* Supporting work-life balance

» Tackling the gender pay gap




This framework has helped to highlight the impoctwof actions that need to be taken by employsadet
unions and governments in achieving gender equality meeting the Lisbon Strategy (2000) objectiyes.
The Framework highlights the importance of the alopartners taking a responsibility to address gepd
gaps and inequalities, and to promote a more bathparticipation of women and men in decision-mgk|n
Member states will be required to produce an anredrt on the implementation of actions underfdue
broad headings.

Joint Declaration by the social partners in the eletricity industry

A Joint Declaration between the social parthénsthe electricity industry on equal opportunitiasd
diversity has reaffirmed that equal opportunitied diversity in working life is one of the main ¢®#n the
work of the sectoral social dialogue committee letgicity sector. The Social Partners recognisg the
industry shall not practice discrimination agaiastployees on the basis of age, health, nationathoric
origin, sex, sexual preference, language, religoginion, family ties, trade union activity, potiéil activity
or any other comparable circumstance. Issues cdvectude positive action for women and men inte-np
traditional roles, training and development, cormgasexual harassment, work-life balance, equalfpay
work of equal value.

There are a number of ways in which equality aneedity can be integrated into collective
bargaining and union/employer negotiations in tleekplace. These include:

* Mainstreaming: collective bargaining can be used to mainstreamalk opportunities into
industrial relations.

» Theflexibility of the bargaining process allows a more specifalored” approach to equal
opportunities issues. A tailored approach meansttiective agreement is more likely to be
acceptable to the bargaining parties.

» This wider agenda brings new relevance um@n activities and attracts new members.

 Women’s voice women can contribute expertise and particulareggpce of the variety of
women’s concerns and working conditions from “livexperience” which informs negotiations
and leads to more effective collective agreements.

» Modernisation of the collective bargaining system through aisasibn of the changing face
and increased feminisation of the European worlforc

» Economic benefits more effective use of the female workforce insemsacompetitiveness.

Many trade unions across Europe have introducadtctsmes for improving the representation of
women, for example, through active recruitmenttegi@s for part-time women workers, quotas and
proportional systems of representation for womeruiron decision-making bodies and collective
bargaining structures, targeted training courseswiomen trade union members, and structures to
represent women'’s interests through women’s corasstiand bodies. Increasingly, unions are using
gender mainstreaming as a method for integratingevos issues into union policy.

The 1976 Directive on equal treatment in employme&ntational training, promotion and working
conditions has put added pressure on the sociaigrarto introduce provisions on equality. The 2002
revision of the Directive provides a framework fdata-collecting, whereby the social partners are
encouraged to address inequalities. Equality aag@ésecommended as a way of implementing equality
in the workplace through a social partnership apgino They can result in equal opportunity and
diversity policies for the company, ensuring th&cdme part of the mission of the company. Other
areas of EU policy have been important in highiigdntcollective bargaining action on equality. For
example, the 1996 Communication on Sexual Haragsmiemvork required the social partners to
introduce measures to combat sexual harassmenigthtbe collective bargaining process.

2 The Union of the Electricity Industry-EURELECTRI&hd EPSU/EMCEF, representing the employers anc trad
unions respectively
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Siobhan Browne, Equality Officer, ESBOA, Ireland

Siobhan is the Equality Officer of her union, th8BDA, an elected position that she has held folake
two years. She is released from her position in ESBL.5 days a week in order to carry out her o
responsibilities, which can be very demanding. EBB€presents managerial, clerical, administratind
technical workers in the Irish electricity compamBSB. Siobhan sees the role of the Equality Offize
being important to drive the equality agenda fer BESBOA. The union has an Equality Committee apdet
is a high commitment to equality, which can be seethe three-year strategic plan agreed at theuah
Delegate Conference. Siobhan works with officerd arembers on equality and diversity issues anc
company level, she represents her union on the HSBt Equality Council. Siobhan also represe
ESBOA, through EPSU, on the Sectoral Social DiadoGommittee on electricity.

When she is not carrying out her union duties, Baobworks in the ESB in an administrative positioast
year she completed a BA in Human Resource Manadermah Industrial Relations. She is curren
working in a temporary position in Strategic HumRasources, which is a position that compliments
union work very well. She says that “human resoante union strategies bear many similarities, &liheit
the methodologies and approaches are differerabt#in also recognises the value of the partner
approach that has been developed between the ESB@Ather unions and the ESB. She believes that
joint approach to developing equality has benefiteth the company and union relations. It hasthtbe
status of equality and diversity issues and punthégh up on the agenda.” She also adds that “Waajpy
most about my work is the opportunity to meet otlile@-minded people at the highest level within E
and other organisations and working with them at tevel to achieve equality and diversity objeesivand
being in a position to influence policy at a numbglevels. It is a very challenging and rewardjoly.”
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A number of trade unions have developed policiesgender mainstreaming. The European

Federation of Public Service Unions (EPSU) hascpobn gender equality that stresses

the

importance of the equal representation of womenraed in decision-making structures, the equal
sharing of work and family life and the importarmiegender mainstreaming all policy processes

and actions.

Agreement in the French electricity industry

A national intersectoral agreement on gender eyuatid gender balance in workforce composition sigsed in April
2004 by France’s main employers’ organisations taade union confederations. It covers matters scharrowing
the gender pay gap, preventing maternity leave fadrersely affecting women'’s careers and addredabwur market
segregation. The accord aims to provide a framevarlower-level bargaining and does not lay downarete targets
or sanctions. A number of recent company and séetet agreements have dealt with similar issues.

At sector level, in early March 2004, two employerssociations - the French Electricity Industrys@siation (Union
francaise de I'électricité, UFE) and the NationassAciation of Gas Industry Employers (Union natiendes
employeurs de l'industrie du gaz, UNEMIG) - andrfamions - CFDT, CFTC, CGT and CGT-FO - in the tleity

and gas industries signed an agreement promotindegesquality in employment in terms of pay, ca®relopment
recruitment, working time and training.

Vattenfall

The company has a good relationship with trade nsiand has fostered an open dialogue between eegig
colleagues, stakeholders and customers. Therevararfain unions in the company. The national ctillecagreemen
provides for an equality and diversity framework émmpanies in the sector and the unions are &gtamgaged in
promoting equality and diversity through the cotetidns around the annual equality action plansefehiwo formal
meetings are held a year). According to Vattergaliversity Manager, the Equal Opportunities Acashbrought us
closer to the unions because there is a requirethahthe unions should participate in the procdssrawing up and
monitoring the equality action plans”. The uniotsoasee that there is a positive role in bringirdjfeerent perspective
and new ideas. In particular, unions can help &iefiochange and put pressure on the company t@inguit new
solutions.

In addition, the company no longer has an equalodppities committee on the basis that a procesgewfder

mainstreaming has been introduced to ensure thtegdssues are incorporated into all negotiateoms discussion$

with unions in each business unit (where a joimheuttee exists). Whilst this reflects the directioingender equality

D

D

policies and practices in Sweden, there are someetns amongst trade unions that gender issuestdalways get
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sufficient priority of focus, with gender often hegiat the bottom of the agenda. In this senseg tuaibns play a vita
role in ensuring that gender equality issues staghe agenda of meetings and negotiations.

The unions in the company also have their own dithat have helped to improve the awareness aderstanding
of gender inequalities. Gender equality is a mpjaority in all union policies and strategies ahére has been a moye
toward improving the representation of women inislea making through quotas, the integration ofdgrnequality
into all policies, and the drawing up of equalitsategies.

Statkraft
On the initiation of trade unions in the energytsecStatkraft along with three other companieslel&hed a project
with the trade unions to recruit more people frahmé& minorities into the blue-collar positions.eérproject appointed
five trainees in each company and provided therh wit initial six months’ training in a mainstreachsol (with a
curriculum covering Danish, accounting, skills degenent, driving and specific skills for working power plants),
The training was followed by a six-month placemienthe company. The effect of this training wast tthee trainees
were more skilled than the majority of people beiagruited into the companies and 65% have beerogeg by the
companies on a full-time basis. The project haéry positive response from trainees and the comaognsidering
extending the project to other under-representedpy.

Although there have been no specific equality agezes in the company, the role of equal opportesiegislation has
provided an important backdrop to the developmérmensonnel and other staff-related policies, tbeetbpment of
which always involves the participation and coreidn with unions. The company’s human resourcesgesly was
drawn up in consultation with unions. The unionkdwe that the company takes union representagoinussly and tha
the voice of elected representatives on the Boasl dieated a positive environment and a consemgmbach to
industrial relations. Women have also played anoirigmt role as union representatives and ofterablesto bring in @
perspective based on their experiences of unpaild,vespecially in the family.

Enel

Union involvement in Enel is high — this is partlgcause of the representation of the unions o&dual Opportunities
Committee and the mainstreaming of equality in® ¢tbllective agreements. There is broad supporedorality and
diversity issues and recognition that there is ednf®r more feminisation of the senior levels @ timion, particularly
in negotiating positions at the national level. e see themselves as playing important rolesifi problem-solving
with management and in finding common solutionseyTtwould like to see more training for equalitytive unions,
including integrating equality into Enel’s Europeatorks Council.

A social partner initiative, FISDE, has been essiigld in Enel to provide supplementary health tmsie. One
initiative has been developed to support disabksapfe in the company and in the community. In tlekplace, there
have been specific training programmes and workeptents for disabled people, with a particular emszhon
ensuring that disabled people have promotion oppdiés. One example of this is a training prograemior blind
employees working as telephonists who had the ¢ppity to retrain as computer operators, usingsaolBraille and
voice synthesisation. In the community, support sedvices are provided to children with learningadlilities whose
parents work in Enel. There are rehabilitation mexy, specialist holidays and the provision ofriireg programmes fo
young disabled adults.

ESB

The ESB Joint Equality Council was set up to prevalsocial partnership focus to the developmergqufality. It
meets bi-monthly and there is equal representationinated from the company’s five larger unions arahagers. Thi
Equality Manager also attends the meetings andhasred by an external independent Chairpersorhadt created
shared vision of equality and all members have lesprality champions in their own area. Accordingrtembers of
the Joint Equality Council this is a very good exéenof partnership and it has resulted in theradpai systematic an
planned approach to equality. It has enabled thensnand managers to work together in initiatingyeloping and
overseeing the company’s equality plans, policies grocedures, audits, work-life balance surveythedeby ensuring
the general mainstreaming of equality across tinepemy.

o

“We are trying to achieve best practices acrossattganisation and our Joint Equality Council widipresentatior
from unions and management is very important piitiie plan. We work hand in glove with the tradeans and it is
a very important forum for progressing equality aligersity issues. The staff is really importantd assential to the
success of ESB. The Trade Unions have been greampibns of the issue through the Council. Divergty very
wide-ranging issue; you get diverse views at ddferlevels of the organisation. It is important éosuring that
everyone feels valued and part of the organisadioth have an opportunity to have their views repriesB. John
Campion, Executive Director of Human Resources@oigporate Affairs, ESB
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b) Equality and European Works Councils

Women can provide an added value to European Wodiscils (EWCs). By being present

as

negotiators, women can help to humanise the infoomaconsultation and negotiating process and
represent women'’s interests on the EWC. Mainstnegraquality into the work and functioning of

EWCs means that gender equality can have an ingmaatl areas of negotiation, information a
consultation.

nd

The development of equality initiativesin EWCs. some examples

There are some examples of good practice in theldement of equality initiatives, particularly tleothat
represent female-dominated industries or sectomneSEWCs have made express commitments
improving the representation of women and to pregjrg equality and diversity issues.

* The Industry Federation UNI-Europa, has agreed afsguidelines for the finance sector to improle
participation of women representatives in the EVE@d in the steering committees and to giving h
priority to equal rights for women and men withiretcompany. Affiliates are asked to ensure that
composition of the EWC reflects the gender distidouof the workforce in the company in questi
(UNI-Europa FinanceGuidelines on European Works Councils. EWC Guidslir Achieving Bes
Practice) UNI also has a Women'’s Action PlaBstablishing Equality Between Women and Men
Eliminating All Forms of Racism and Discrimination.

* In an equal opportunities agreementDanone it was agreed that in every country/every comp
working groups, consisting of employer and employgeresentatives, should take stock of poss
disadvantaging of women, agree measures by meamsich the disadvantaging of women can
overcome, and regularly examine the success ohttesures at a national level and in the EWC.

» At Nestlé it has been agreed that all cases where theiplenaf equal salary for equal work is,
practice, infringed will be placed on the EWC’s ade.

* The Unilever EWC established a diversity working party to addresgaégpportunities, includin
embedding equality into the organisation, in teram&l condition of employment, human resour
management and culture. Unilever has launched @ thlat seeks to increase the representatio
women at senior levels in the organisation. Equdldas been on the agenda of the Unilever EW(
several occasions. Unilever believe that diversdg increase the potential of an organisation. Aen
diverse workforce is seen to be important to réifhecthe customer base, which is largely femalds
can be achieved by changing the culture of the misgdon and introducing career enhancen
schemes, flexible working hours and other polittesupport women’s progress into senior positions

» Ericsson has published a brochure that outlines the empdoyrsituation of women, their vocatic
training and qualifications, their professionaless, issues related to maternity and maternitieption
and measures concerning the work/family life baaimcEricsson subsidiaries in each country. Wor
delegates on the EWC have called for a number afsores to assess the position of women in
company and to introduce actions to improve gerderlity, the appointment of an expert on gen
equality issues on the committee, an annual budgeiquality activities and better networking begre
delegates.
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Suez European Works Council: equality and diversity

The Suez EWC is a good example of the integratioeqmality and diversity into the activities of t
company, including the development of a policy feavork on equality and diversity. This is importast
there are great variations in the same companydagtveountries, with some having developed equ
plans in cooperation with trade unions, includingnstompliance sanctions, while others have not.
developing a coherent and consistent approach tmligg and diversity through its EWC, Suez ¢
potentially be a leading example for other compareth in terms of process and content.

Suez’s policy on Social Responsibility has been Hasis for the development of policy on eq
opportunities and diversity. There are three uniderpg principles: commitment, performance 3
responsibility. Equality has been included as agipie in the International Social Charter (1998% Ethics
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Charter (1998), and the commitment to the Rightifelong Learning Education and Training (2004) 3
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the Diversity Charter (2004). A number of discassi have been taking place within Suez about ttikeu
development of equality through an equality chaged/or equality policy that will cover all equgli
grounds and will refer to the way in which the c@ny can promote diversity and equal opportunifiés
unions represented in the EWC are pressing forredtm@and binding measures such as an equalityapld
an agreement on equality and diversity.

In order to progress equality issues through theCE®uez has established three committees, one ichy
was a social partner committee on equality andrglitye The other two committees have been for mars
in the company, with one focussing on diversitpésand the other of women managers from France
Belgium. The Equality and Diversity Committee hashbmale and female representatives from the cogn
and from trade unions represented on the EWC frarm@ny, the Netherlands, Spain, Norway, Belg
and France. A gender equality expert from EPSUsesshe committee. The committee has focusse
establishing baseline data to identify if theredsiality of treatment between women and men.

An Action plan on gender equality, 2005-20@@reed by the Equality and Diversity Committees seit
measures to promote and achieve gender equalijyoap level. It includes the establishment of acdde
common principles on gender equality, the collecbbgender-based data, dissemination of informatice
creation of a Suez equality network and a propaspdhlity conference. It is proposed that the comp
carry out an annual equality audit and a qualigasiurvey on gender equality in the company.

A checklist on data collectiohas been drawn up by the social partners as patteofction plan. Th
objective is that this will lead to more genderatgggated data in the company. Data collectiorés |1s &
necessary step to the development of equality \aarkis a key instrument for identifying any gengeps.
The checklist covers issues such as employmentesmditment, employment contracts, access to priomd
and training, working time, leave and work orgatisaissues and remuneration.

Proposed policy commitment to promoting equality diversity within the company
A draft policy framework for equality and diversibas been proposed by the management, based ¢
outcomes of the three committees. The policy valtdto be further discussed and agreed with trams
in the EWC. The proposed policy will cover all elityagrounds and will set out the company’s comngtrh
to progressing equal opportunities and diversityaieas such as recruitment, promotion and acce
training, and mechanisms for monitoring the polisyough a diversity network and an annual reparde€
union representatives are to be involved in moimigpthe implementation of the policy.
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As Nadja Salson, equality expert on the staff siflehe EWC, says: “The Suez bipartite equality and

diversity committee is the right structure to adv@the equality agenda in Suez. Trade union iroént
from the outset of the discussion is crucial toueashat the interests of all employees are takenaccount
not only those of management. Developing the nighicy is just a first step. Trade unions at Edtional
and workplace levels will have then a key role taypfor disseminating, implementing, and if need

be

improving the agreed measures.”

Mainstreaming gender equality into the activitidgsEWCs means applying a gender lens to
issues that come onto the agenda, even thoughllyithey may not necessarily appear to

all
be

gender issues. Here are some examples of issueethdarly come up on the agendas of EWCs

and how they can be examined for their impact ardge

» Training. Who benefits from the training? Do women benefitaly to men? If not, how ca

n

the company rectify this? Are part-time workersluged in training? Is training held at times

that are convenient to women?

* RestructuringWhat groups of workers will be affected? What rieirey measures are planne
Are they adapted to women'’s situations?

d?

» Health and safetyWWhat are the issues that impact on women and ren8pecific health and

safety issues raised concerning pregnant or besaify women?
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Changes in work organisation or working methotléhat is the impact of this on women’s
participation in the workforce? Will this encouragediscourage women’s participation? How
are women involved in discussions about work orggtion?

Closure or cut backsWhat is the anticipated impact on women? Who bélmost affected?
Are there special measures that can be put in ptasepport the vocation training of women
who are affected?

Timing and location of meeting§vhat are the main issues reflecting women’s corssedre
issues such as childcare, times that meetingseddegeared to suit women? Have women been
trained to participate in the EWC?

Checklist of practical suggestions for progressingquality in EWCs

O

O

Organise a gender equality training programme éemtial future women EWC members.

Put in place a system for monitoring the numbersaien and men on EWCs and Special Negotiating
Body.

[ Organise a meeting on equality before the EWC meets

O

Create special seats for women on the EWC or sg¢tiato achieve the representation of women by a
certain date; this should be proportional to th@esentation of women and men in the industry ctose
of the EWC.

Introduce a gender mainstreaming approach so thatgaality dimension can be integrated into
collective bargaining and so that priorities foti@e concerning gender equality can be establistmet
discussed.

Develop methods for evaluating and following uptba implementation of decisions regarding gender
equality.

Trade unions:

O

O

Establish an equality committee at the level of Bugopean Industry Federation to ensure that gender
equality issues are raised.

Ensure that where there is a male representatsvaltérnate is a woman; this can be particularéfuls
in providing women with experience to participatetbe EWC.

Appoint an equality advisor onto the EWC.

Introduce operating rules for select committees anslre that there is time for preparatory meetings
and the appointment of trade union experts.
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Appendix 1: EU policy on equality and anti-discrimnation

The prohibition of discrimination on the groundssax and the promotion of gender equality is
covered under Articles 21 and 23 of the CharteFwfidamental Rights of the European Union.
Article 3(2) of the Treaty sets out the objectifeetiminating inequality between women and men.
Specific gender equality initiatives include diiges, gender mainstreaming and a framework of
actions on gender equaliproviding for anintegrated approach and action programme agre&cebrtthe
social partners (ETUC, CEEP and UNICE), action pmognes to raise awareness and build capacity.
Particular attention is given to cooperation witte tsocial partners in order to avoid gender
segregation in the labour market and to reducegdmder pay gap; to address childcare, the
reconciling of work and family life, pension systerm the future; to increase women’s labour
market participation; to promote employment for ilgrant women; and to promote measures to
combat violence against women (CEC 2005).

Directives

a) Equal treatment between women and men

75/117/EEC approximation of the laws of the memdiates relating to the application of the principfe
equal pay for men and women

76/207/EEC implementation of the principle of egtrelatment for men and women as regards access to
employment, vocational training and promotion, amitking conditions

79/7/EEC progressive implementation of the prireipf equal treatment for men and women in mattérs o
social security

86/378/EEC implementation of the principle of egtrabtment for men and women in occupational social
security schemes

86/613/EEC application of the principle of equalaiment between men and women engaged in an gctivit
including agriculture, in a self-employed capaciynd on the protection of self-employed women durin
pregnancy and motherhood

92/85/EEC introduction of measures to encourageargmnents in the safety and health at work of pregn
workers and workers who have recently given birthre breastfeeding

96/34/EC framework agreement on parental leave

96/97/EC implementation of the principle of equaatment for men and women in occupational social
security schemes (amendment Dir 86/378)

Directive 96/34/EC on the framework agreement oremial leave concluded by UNICE, CEEP and the
ETUC

97/80/EC burden of proof in cases of discriminatiased on sex

2002/73/EC implementation of the principle of eqtreatment for men and women as regards access to
employment, vocational training and promotion, amitking conditions

b) Race

2000/43/EC implementing the principle of equal tmeent between persons irrespective of racial onieth
origin

c) Religion or belief, disability, age or sexualrentation

2000/78/EC establishing a general framework foraétreatment in employment and occupation (religion
belief, disability, age or sexual orientation).
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Appendix 2: Sources of further information

a) Contact information for company case studies etained in the Toolkit

ESB, Ireland: Freida Murray, Equality Officer, ESBreida.Murray@esb.ie

Enel, Italy: Cristina Cofacci, Industrial RelatioN&nagercristina.cofacci@enel;itPaola Raffaella
Giannone, Diversity Manag@aolaraffaella.giannone@enel.it

Endesa Spain: Arantxa Balson Yarritu, Diversity ger,arantxabalson@endessa.es

Vattenfall, Sweden: Lena Ohlsson, Diversity Officéattenfall.lena.ohlsson@vattenfall.com

Statkraft Norway: Erik Norberg, Human Resourcesbtior.erik.norberg@statkraft.com

Energie E2 Denmark: Lars P Breusch, Human ResolMeasger,|pb@e2.dk

Empower Training Ltd UK: Elaine Clarke, Direct@laine.clark@empower-training.com

EON Hungary: Gazdag lldiké, Managédiko.gazdag@eon-hungaria.com

DEMASZ Hungary: Téth Jozsef, Director of Human Reses tothj@demasz.hu

b) Organisations

EURELECTRIChttp://www.eurelectric.org/

EPSUwww.epsu.org

EMCEFwww.emcef.org

European Women'’s Lobby (English and Frertit)://www.womenlobby.org

European Union (all EU official languagesgjp://europa.eu.int/

European Commission — equal opportunities (all Eigial languages)
http://europa.eu.int/pol/equopp/index en.htm

European Observatory on Industrial Relatibtip://www.eiro.eurofound.eu.int/

European Trade Union Confederation (in English Rrahch)http://www.etuc.org

European Foundation for the Improvement of Livimgl &/orking Conditions
http://www.eurofound.i€English and French)

Women into Science and Engineering - WISk/w.wisecampaign.org.uk

The GERI (Gender Equality and Race Inclusion) mroj@vw.geriproject.org
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c) Publications

Joint Declaration of EURELECTRIC and EPSU/EMCEFExgual Opportunities and Diversitjpownload
from www.eurelectric.org

Equal Opportunities and Diversity: Changing EmpleyrnPatterns in the Electricity Industr005. By P.
Fairbrother, Cardiff University. Published by EURECTRIC. Download fronwww.eurelectric.org

For Diversity Against Discrimination.European Commission information and resources ati- a
discrimination: (available in all EU official langges, published by the European Commission.
http://www.stop-discrimination.info

Business Case for Diversity: Good Practices in Yerkplace.Available in all EU official languages,
published by the European Commission. Download fintmt//www.stop-discrimination.info/4586.0.html

Managing Diversity: what's in it from businesavailable in all EU official languages, publishég the
European Commission. Download frdrtip://www.stop-discrimination.info/4586.0.html

What can Employers do to tackle discrimination gmomote diversity?Available in all EU official
languages, published by the European Commissiownad from
http://www.stop-discrimination.info/4586.0.html

Good Practices in the Workpladpublished by the European Commission, Octobet52@hglish only.
Download fromhttp://www.stop-discrimination.info/2851.0.html# 3%

Promoting gender equality in the workpla@®02. Published by European Foundation for the dvgment
of Living and Working Conditions. English only. Dalwad from
http://www.eurofound.europa.eu/publications/htrefilef0161.hth

Quality of Women's Work and Employment - ToolsBoploymentby the European Foundation. 2002.
Published by Office for the Official Publicationstbe European Communities: Luxembourg)

Time for Equality at Work2002. Published by International Labour OrgaiosatGeneva. Download from
http://www.ilo.org/dyn/declariss DECLARATIONWEB.GLOBLREPORTDETAILS?var_language=EN&v
ar_PublicationsID=116&var_ReportType=Report)

Working to our Advantage: A National Workplace 8gy. Report of the Forum of the Workplace of the
Future 2005. Published by NCPP: Dublin.

Promoting Gender Equality in the Workplalg Olgiati, E. and Shapiro, G. 2002. Publisheddsfice for
Official Publications of the European Communitiegsxembourg

The Female FTSE Index 20®y Singh V and Vinnicombe S. 2005. Published bpn@leld School of
Management: London

Women in Leadership Positions: Practitioners RefyriCSR Europe, B2B Working Group, CSR Europe:
Brussels

Managing Equality and Diversity in the Workplacen Employer's Guide to Resourcgajblished by the
TRED Equal Project Dublinvww.tred.ie

Women at Work: improving the representation of womneworkplaces where they are under-represented,
by Jane Pillinger. 2006. Published by Dublin Bus,Post and larnrod Eireann, Dublin

Challenging Times: Innovative ways of organisingkig time: the role of trade union2006. Published
by ETUC, Brussels
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Appendix 3: Equality Checklist

Creating an equality organisation

oo oOooo oo o o oo

Do you have an equality statement committing thgaoisation to promoting equality and
accommodating diversity in its structures, poli@esl services?

Do you have an equality and diversity policy comgrthe grounds of gender and other equality
grounds such as race, disability and age?

Is there senior management commitment to champjoeiuality and diversity within the
organisation?

Is equality and diversity a corporate objective?

Are equality and diversity initiatives costed i@ budgeting processes of the organisation?
Are there effective processes for managing equaliy diversity within the structures of the
organisation?

Do you have a policy on equality and diversity ustomer service?

Does staff know about the policies on equality diversity?

Are the mechanisms in place to ensure that eqldiligrsity issues are communicated clearly
to staff?

Has staff been trained in equality and diversisyes?

Are unions and staff involved in developing eqyadihd diversity actions in the organisation?
Have you considered conducting an equality auditemiew of your internal employment
structure and of your services?

Mainstreaming Equality into Service Provision

oo oo o

How does the organisation evaluate how best teesi&\customers, including women, parents,
disabled people, older people and people from etimmorities?

Is equality built into the vision, planning and pesses of services?

Has equality and diversity been incorporated inbmtline services provision and into customer
services?

Are services provided to meet the needs of a divelisntele?

Are frontline service providers aware of situatievisere discrimination occurs?

Are service staff resourced and supported to acamhate equality and diversity?

Data

O

OJ
OJ
OJ

Is recruitment and existing positions in the comyparonitored by gender, age, disability and
ethnicity?

Does data collection take place in a sensitivecamgensual manner with staff?

Is data on performance fed back to staff?

Is data used to assess equality policies and o@s®m

Sustaining Equality

O

O

O

Are there short- and long-term targets establiskedpromote a rolling programme of
improvement?

Are there sufficient financial and human resourt@sensure the sustainability of equality
programme?

Is there a pool of expertise in equality forminghe organisation?
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Appendix 4: Model equal pay policy

(adapted from the UK Equal Opportunities Commission Code of Practice on Equal Pay)
Equal Pay Statement

This organisation supports the principle of equadartunities in employment and believes as part
of that principle that male and female staff shaelceive equal pay for the same or broadly similar
work, for work rated as equivalent and for workegjfual value. It is in the company’s interest and
good business practice that pay is awarded fairty equitably. The company recognises that, in
order to achieve equal pay for employees doinglegae, we should operate a pay system that is
transparent, based on objective criteria.

Action to Implement Equal Pay
In order to put our commitment to equal pay intagtice we will:

 Examine our existing and future pay practices fbroar employees including those in non-
standard employment and those who are absent gnarey and maternity leave

» Carry out regular monitoring of the impact of ouagtices

* Inform employees of how these practices work and theeir own pay is arrived at

» Provide training and guidance for managers andrsigmey staff involved in decisions about
pay and benefits

» Discuss and agree the equal pay policy with emgey&ade unions or staff representatives
where appropriate.

We intend, through the above action, to avoid und@écrimination, to reward fairly the skills,

experience and potential of all staff and thereby iticrease efficiency, productivity and
competitiveness and enhance the organisation’satpu and image.
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Appendix 5: Model flexible work-life balance policy

1. Policy statement

The organisation is committed to providing the wgideange of flexible working options for
employees in order to maintain a valued, committed skilled workforce. The organisation
recognises the value that work-life balance carehfav staff, enabling them to balance
family and care responsibilities, to carry out peed and leisure interests, to participate in
their local communities, and to ensure that there@dcess to personal development and
lifelong learning for all. The organisation alseognises that work-life balance is important
for good health and well-being. The organisatiatdurages the practice of long hours.

2. Principles

The policy allows all employees the right to woldxible hours and change their contracted
hours of work. Each request will be consideredyfathd any refusal will be given a full and
detailed explanation for the refusal in writing.

The policy incorporates equal opportunities onhihsis that it will not discriminate, directly
or indirectly, on the grounds of gender, race, iefbynor national origin, sexual orientation,
marital status, religion or religious belief, agedsability.

All employees have the right to be accompanied hy trade union representative or
colleague during each stage of this procedure.

The policy will be reviewed periodically in the ligof legislative change.
3. Examples of flexible working

In addition to existing arrangements for holidayaternity, parental and carers leave and
support, employees can avail of any of the follaylexible working options:

* Part-time working

Job sharing

Term-time working

Flexible working, including varying starting andi8hing times

Leave for training and learning

* Unpaid leave and career breaks

* Annualised hours

e Compressed hours

4. Procedure

A request for flexible working must be made by ¢émeployee in writing setting out:

* The change in hours, time or place of work and psep start date

» |dentify the anticipated effect on the organisataomd how it can be dealt with in the
team.
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Appendix 6: Equality proofing template

Activity or aspect of the
organisation selected for
equality proofing

Objective

Are there
differences
between the
target group(s)
and the general
population?

How does the
proposed
action impact
on equality?

Have
representatives
of staff from
the target
group(s) been
consulted?

Proposed
action to
resolve any
identified
inequalities?

What
resources
are
needed?

Outcomes
in terms of
an equality
objective

How
these
actions
monitored?

are
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Appendix 7: Equality Action Plan template

Equality and diversity action plan

Priority Area of | Actions Timeframe Responsibility | Resources Monitoring/review
activity

1.

2.

Summary of areas requiring action Summary of planned actions

g win e
QIENTMITNIT
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