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1.  Introduction 

 
EPSU has a long tradition of working for the achievement of gender equality. Gender equality 
is a core objective of EPSU‟s Constitution and is anchored into EPSU‟s policy framework 
(Executive and Congress policies). As a result it underpins the work of the organisation and 
has been integrated in varying ways into it core work, campaigning and activities at the 
sectoral level.  
 
As well as engaging in targeted gender equality actions through the Women‟s and Gender 
Equality Committee, EPSU has also sought to mainstream gender equality into its work and 
representative structures. 
 
This report provides an overview of the findings of the EPSU Gender Mainstreaming Audit, 
carried out in 2010, which has had the following aims to: 
 
• Review existing EPSU activity on gender equality; 
• Highlight the location of gender equality work; 
• Identify the nature of gender equality work; 
• Review the emerging EU policy landscape; 
• Showcase good practices on gender equality; 
• Make recommendations for future gender equality work. 
 
The audit has been carried out through desk research, by reviewing existing EPSU policies 
and activities, and other relevant recent policies and activities that have had a bearing on 
gender equality. This has also included a review of the current European Union gender 
equality policy landscape in order to identify key areas of policy that are likely to be of 
relevance for EPSU‟s future activities. The audit also provides an overview of the opportunities 
and challenges facing EPSU, gaps in EPSU activity and potential areas for future EPSU work 
on gender equality. 
 
Appendix 1 lists the core activities carried out on gender mainstreaming and gender 
equality. 
 
2.  What is gender mainstreaming? 

 
Gender mainstreaming is a method and a process for integrating equality between women 
and men into all policies and activities, and has been a core objective EPSU in recent years. 
Gender mainstreaming aims to promote gender equality by integrating a gender perspective 
into each stage of the policy process: in the design, implementation, monitoring and 
evaluation of policy. This requires an assessment of how policies impact on women and men, 
which should be followed by a reassessment if it is found to have a detrimental effect on one 
gender. Gender mainstreaming has been promoted by the European Commission as having 
an essential role for the achievement of gender equality and is now a policy objective of the 
European Commission1.  

Although gender mainstreaming has at its core the integration into all policies and activities, it 
continues to need to be complemented by targeted actions „positive actions‟ that focus on the 
promotion of gender equality. This „dual‟ approach is widely regarded as being essential for 
the achievement of gender equality. 

                                                 
1
Gender mainstreaming was first adopted as a practice by the European Commission in 1996 and EU now policy 

requires Member States to implement gender mainstreaming in their employment policies, social inclusion policies 
and social protection policies. The legal basis for this exists in the Treaty (Articles 2 and 3). The European 
Commission has prepared a manual on gender mainstreaming to provide Member States with a methodology to 
enable them to enhance their efforts to integrate a gender perspective into their National Reform Programmes, see: 
 http://ec.europa.eu/employment_social/publications/booklets/equality/equality_2008_en.htm 

http://ec.europa.eu/employment_social/publications/booklets/equality/equality_2008_en.htm
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3.  Gender equality in the context of the economic and financial crisis 

 
Despite many years of EPSU and trade union activity on gender equality, the labour market 
across Europe continues to be typified by vertical and horizontal discrimination, gender 
stereotypes that impact negatively on women‟s potential and opportunity, the under-
representation of women in decision-making positions, the under-valuing of women‟s work and 
an unequal balancing of work and family life.  
 
The economic and financial crisis has had a major impact on the provision of public services 
across Europe and the risk of widening inequalities and discrimination. Pay cuts, wage 
restraint, non-renewal of contracts, limits on recruitment and cover for staff on sick leave or 
maternity leave, along with cuts in service provision are having a particularly negative impact 
on women‟s employment2, while the recession has been negative for all areas of women‟s 
lives3.  
 
The crisis is impacting on women and men differently owing to their different economic and 
social positions, their clustering in lower paid, female-dominated sectors, and in more 
vulnerable and temporary employment. For example, women workers are less likely to make 
complaints against employers because of job insecurity, lower paid workers often take the 
burden of pay cuts and pay restraint, women are more likely to work in part-time, temporary 
and less secure employment and therefore to be unfairly treated in redundancy programmes, 
while discrimination against pregnant women has become more common. 
 
As a result it is crucial that a „gender lens‟ be given to the impact of the economic and financial 
crisis on women working in the public services. Although EPSU has issued a number of policy 
statements and briefings on the issue4, these do not systematically address the gender 
dimension of the economic crisis. This is crucial as it is essential that the EU and the Member 
States show a clear commitment to gender equality.  
 
The recent crisis has shown that women have had a limited role in financial and economic 
decision-making and this suggests that there needs to be more gender sensitive responses to 
budgeting. As a result gender budgeting and gender impact analysis can play an important 
role in monitoring member state and EU policy measures to address the economic and 
financial crisis.   
 
Trade unions are fighting to ensure that that women are not discriminated against as public 
sector employers seek to save costs and restructure services; while also ensuring that 
women‟s talent and their contribution to public services is valued and that hard-won gender 
equality gains are not lost. In some cases this has led to new trade union strategies to ensure 
that the conditions for gender equality are maintained and that women have equal access to 
training, career development, measures that provide for the reconciliation of work and family 
life, and measures to ensure that there is a continued commitment to equal pay so that the 
gender pay gap does not widen further.  
  

                                                 
2 European Commission Advisory Committee on Equal Opportunities for women and Men (2009a) Opinion the 

Gender Perspective on the Response to the Economic and Financial Crisis. European Commission: Brussels 
3
 European Commission Advisory Committee on Equal Opportunities for Women and Men (2009b) Gender Equality 

and Recession, European Commission: Brussels 
4
 For example, EPSU Executive Committee (2009) Statement on the continuing economic and financial crisis, 

EPSU Executive Committee; and EPSU Executive Committee (2009) The Financial and Economic Crisis, 
Consequences for the public sector and economy at large, an EPSU response - EPSU actions 

 



 4 

4. Integration of gender equality into EPSU’s policy framework and core activities 

 
a)  EPSU Constitution 
 
The Preamble to EPSU‟s Constitution states that: “The promotion of equal rights and 
opportunities principles is central to EPSU work. These principles…will be an integral part of 
EPSU‟s policies and structures”.  
 
The Constitution calls for the attainment of equal representation of women and men in 
decision-making bodies and there is an express commitment to achieve 50% women‟s 
representation in EPSU‟s decision-making structures. Although EPSU was the first Industry 
Federation to include equal gender representation in its Constitution, this has not, to date, 
been achieved in practice. 
 
Gender equality and attaining equal rights and opportunities are embedded EPSU‟s 
Constitution as a high priority, with the aim to “coordinate the activities of affiliated trade 
unions, work for the attainment of equal rights and opportunities and promote the 
representation of common interests in the fields of economic and social policy within the 
European institutions”. 
 
b)  2009 Congress Resolutions 
 
Gender equality has been integrated into all but two of the 2009 Congress Resolutions, for 
example, as core principle or goal (Quality Public Services – Quality of Life; European Social 
Model), as an objective linked to fighting all forms of discrimination and reconciliation of work 
and family life (Collective Bargaining and Social Dialogue), a gender perspective on migration 
(Migration) or regarding specific objectives related to the Sectoral Standing Committees. 
There are two specific Resolutions on equal pay.  
 
c) Executive Committee 
 
The Executive Committee plays a key role in ensuring that gender is mainstreamed into all 
activities and there is good evidence of gender being integrated into a range of Executive 
Committee documents and policy papers, although sometimes this is limited to a statement on 
gender equality as an underpinning principle. In the majority of documents reviewed for the 
audit there was some reference to gender equality either as an underpinning principle or in 
relation to specific actions identified to progress gender equality. Two specific examples are 
given below to show how gender has been integrated into core documents: 
 
• Public Procurement and the Lisbon Treaty: background note on integrating social criteria 

into public procurement: EPSU has integrated gender as a key social consideration for 
public procurement as part of its campaign to create a „social market economy‟ in Europe. 
In this document Gender equality is raised in the context of the gender pay gap. There is 
now learning from the UK Equalities Act which enables public bodies to use public 
procurement in order to achieve equality. 

• The Financial and Economic Crisis Consequences for the public sector and economy at 
large, an EPSU response - EPSU actions (2009). The document refers to the impact of the 
economic crisis on gender equality “As many women work in public services and many 
women rely on public services, reducing pay and cutting in social spending will affect 
women and possibly impact negatively on gender equality”. 

 
d)  EPSU Secretariat and Standing Committees  
 
EPSU‟s General Work Plan 2009-2014 integrates gender equality into three main areas: 
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• Gender balance in EPSU bodies and develop an action plan to improve women‟s 
representation / reach targets defined in EPSU Constitution in the Congress period;  

• Constitute European Women‟s and Gender Equality Committee;  
• Develop work programme (EU legislation, mainstreaming equality into EPSU policies and 

structures, gender pay gap). This is to be acted upon by the Executive Committee, 
Standing Committees, Women‟s & Gender Equality Committee 

 
EPSU‟s Standing Committees have integrated gender equality into their activities in a variety 
of ways, evident from the activities carried out between 2006 and 2010, and in the Work Plans 
for 2010.  
 
The work of the Standing Committees is clearly guided by the 2009 Congress Resolutions and 
the strategic activities agreed in the Work Plan of each Standing Committee (2009-2014). The 
Work Plans for National and European Administration, Local and Regional Government, and 
Health and Social Services all have specific reference to gender equality actions and specific 
priorities to follow up and implement the 2009 Congress Equal Pay Resolutions, while the 
Work Plan for Public Utilities makes no specific reference to gender equality, but refers to the 
implementation of Congress Resolutions. The Work Plan for National and European 
Administration is the broadest ranging and includes a commitment to achieve gender parity on 
the Standing Committee.   
 
e)  Sectoral Social Dialogue 
 
Gender equality has been a particularly important element of the Sectoral Social Dialogue, 
either as a specific targeted issue or mainstreamed into core activities.  
 
Example of specific targeted gender equality activities: 
 
• Electricity: Equal Opportunities and Diversity: Changing Employment Patterns in the 

Electricity Industry (Fairbrother et al 2005); Joint Declaration of Eurelectric and 
EPSU/EMCEF on Equality Opportunities / Diversity (2006); Toolkit Equality Opportunities 
and Diversity Toolkit – Best Practices Guide (Pillinger 2007), which was launched at a 
European Social Dialogue Conference in 2007.  

 
• Suez Social Dialogue Committee: EPSU has actively supported and participated in the 

development of an agreement with Suez on equality and diversity in the form of a Joint 
Declaration between the social partners in the electricity industry on equal opportunities 
and diversity;  followed up by an equality survey in six affiliated companies (2009-1010). 

 
• Local and regional government: Joint Declaration of the CEMR-EP and EPSU on Equal 

Opportunities (2004) and EPSU/CEMR Guidelines on Equality Plans (2007) 
 
• Health and Social Services: EPSU Study Pay and the Gender Wage Gap: Report of 

EPSU Study on pay in the care sector in relation to overall pay levels and the gender pay 
gap in different countries in the European Union (Pillinger 2010) 

 
• National and European Administration: Diversity through Equality in public 

administrations in Europe, handbook (EUPAN and TUNED, 2007); Joint statement of the 
EU Public Administration Directors General and trade union delegation on equality and 
diversity (2005) 

 
Since 2006, gender equality has been mainstreamed into a number of Sectoral Social 
Dialogue studies and reports. In many cases gender is referred to as an underpinning 
principle, while in others there are specific reference to gender equality actions such as 
reconciliation of work and family life: 
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• Gas (in relation to demographic change and age management, and the social aspects of 
the energy community); 

 
• Electricity (in relation to Corporate Social Responsibility, restructuring, and demographic 

change); 
 
• National and European Administration (in relation to equality as a fundamental 

principle, work-related stress, broad equality and diversity of the workforce, equality part of 
a multi-ground diversity agenda); 

 
• Local and Regional Government (in relation to reconciling work and family life, role of 

local services in contributing to gender equality, equality as part of the broader social 
dialogue, equality of citizens); 

 
• Health and Social Services (in relation to women‟s pay, women and cross-border health, 

equality of access as a principle, gender and informal care, gender and age, retention of 
staff, equality principles and legislation, gender balance). 

 
e)  Collective bargaining 
 
EPSU‟s collective bargaining activities include both specifically targeted gender equality 
actions and actions that mainstream gender equality into core collective bargaining work. A 
specific priority has been given to equal pay and this is an example of targeted gender 
equality work, for example with regard to: 
 
• Equal Pay Surveys 2004, 2007 and 2010; 
• Monitoring the progress on reducing the gender pay gap on three Standing Committees; 
• Development of the Equal Pay Network through EPSUcob@network 
• Equal pay is included as an agenda item at each of the regional collective bargaining 

conferences (2010) and the annual collective bargaining conferences; 
• Equal pay and gender equality are central elements of the EPSU checklist for the co-

ordination of information on pay bargaining and pay systems in the state sector and in 
local and regional government and the 

 
The objective of collective bargaining work on equal pay is to establish a method for 
monitoring progress in meeting the 5% reduction in the gender pay gap and to build 
awareness and capacity to reduce the gender pay gap.  
 
Gender equality is also mainstreaming into core collective bargaining activities in the following 
ways: 
 
• Closing the pay gap is integrated into EPSU‟s Policy Document Collective Bargaining and 

Social Dialogue in the Public Services Tackling low pay (2007) 
• Gender equality is also referred to as an objective in the Collective Bargaining and Social 

Dialogue in the Public Services 4th EPSU Collective Bargaining Conference (December 
2005) and Co-ordinating Collective Bargaining An outline of current EPSU collective 
bargaining policy and proposals for future developments (2006).  

• Gender is integrated into the Surveys on working time and lifelong learning (EPSU Decent 
Work Study 2010), on the basis of the review of  EPSU Policy Paper: Lifelong Learning for 
All (2002) and EPSU Policy Statement: An Active Working Time Policy: For Employment, 
Time Sovereignty and Equal Opportunities (2000), both of which included a gender 
dimension. 

 
f)   Campaigns 
 
The following EPSU campaigns have integrated gender equality: 
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• Working time campaign, where gender equality is raised as a key issue in campaign 

activities, particularly in the area of work-life balance and the reconciliation of work and 
family life; 

• EPSU‟s campaign for a EU legal framework on public services: Quality Public Services – 
Quality of Life; various gender equality actions including a specific conference on Equality 
through quality public services: trade union demands (2007); 

• EPSU‟s Campaign to end low pay (2006) has focussed on women‟s low wages and the 
gender pay gap. 

 
5.  Specific gender equality actions 

 
EPSU has undertaken a number of specifically targeted actions on gender equality, in the 
following areas: 
 
• Gender representation in leadership and decision-making structures of EPSU and affiliated 

unions; 
• Gender pay gap; 
• Policy influencing work; 
• „Gender lens‟ as part of a multi-ground equality agenda. 
 
a) Gender representation in EPSU structures 
 
Despite the increasing membership of women in trade unions across Europe, women have 
still not reached equal or proportional representation in union leadership and decision-making 
positions at all levels of union representation. Because of this lack of progress in gender 
representation many trade unions have recently given a renewed emphasis to gender 
representation at the national and European levels.  
 
The 2007 ETUC Congress passed a Resolution requiring the ETUC to carry out an annual 
survey on the representation of women in ETUC affiliated unions and Industry Federations. 
Along with the annual survey, the ETUC has established a new project, “From Membership to 
Leadership: Advancing women in trade unions”, funded by the European Commission (2009-
2010), on the representation of women in leadership and decision-making positions. The 
project is examining structures and processes for enhancing women‟s leadership and 
decision-making positions and will make recommendations to the ETUC for this purpose.   
 
Women’s membership of trade unions  
The recent survey of gender representation in EPSU affiliates (SKTF 2009) found that 
women‟s membership in all EPSU constituencies was 68.5% in 2009 and has been growing in 
recent years. In pre-merger affiliates there has been an increase in women‟s membership 
from 56% in 2000 to 63.5% in 2009. However, many affiliates are unable to provide a gender 
breakdown of membership, while others report on a decline in women‟s membership in some 
sectors arising from privatisation and public service restructuring. 
 
EPSU structures 
There has been a trend towards an increase in female representation on EPSU decision-
making bodies at the level of Congress, Executive Committee, Standing Committee and 
EPSU constituencies. However, women‟s representation on EPSU‟s Executive Committee 
and Standing Committees remains below the objective of 50% representation; neither is this 
representation proportionate to women‟s membership of the sectors represented in the 
Standing Committees. Recommendations from the EPSU survey (SKTF 2009) include the 
need for gender equality to be established a fundamental trade union right; the need for 
support to affiliates to improve the collection of gender disaggregated statistics on gender 
representation; and the need to examine different processes and structures to improve 
women‟s representation. 
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b)  Gender pay gap 
 
Since 2004 EPSU has placed a high priority on measures to close the gender pay gap and 
continues to represent a key gender equality goal, currently being prioritised through EPSU‟s 
collective bargaining work. 
 
The two Congress Resolutions on Equal Pay have provided a strategic commitment to equal 
pay, which is being followed up in three Standing Committees. The first Resolution aims to 
strengthen the quantified target of reducing the pay gap by 5% by 2014, whilst eliminating the 
gender pay gap remains the ultimate objective. The second Resolution calls for measures to 
improve women‟s wages in female-dominated sectors and occupations. 
 
A research study was commissioned by the Standing Committee on Health and Social 
Services on Pay in the care sector in relation to overall pay levels and the gender pay gap in 
different countries in the European Union (Pillinger 2010). The report highlights the fact that 
the majority of workers in health and social care earn wages below average national earnings. 
Women are over-represented in this sector and the undervaluing of health and social care 
work, low pay and low status all contribute to a wide gender pay gap. In the current economic 
climate, pay restraint and cuts in pay have particularly affected workers in this sector, resulting 
in a widening gender pay gap. This is despite the fact that this is a sector where the demand 
for care workers is growing in the light of an ageing population. This is compounded by the 
fact that the sector has an ageing workforce; therefore, making jobs in this sector attractive to 
younger workers will be crucial for the future health and social care services. The 
recommendations in the report are directed to the EPSU, EPSU affiliates and EU decision-
makers.  
 
c)  Policy influencing work 
 
EPSU has engaged in a range of policy influencing activities, with a focus on influencing EU 
policy around core policy developments, including the development and monitoring of the 
Framework of Actions on Gender Equality (2005), EPSU‟s response to the Commission‟s 
Consultation on the new Roadmap on Gender Equality (2008), and EPSU response to the 1st 
and 2nd Stage consultations on reconciliation policies (2006 and 2007).  
 
For example, EPSU‟s submission to the consultations for the new gender equality roadmap 
placed a specific priority on the impact of the economic crisis on women. The submission calls 
for improved gendered data on pay, measures to address the under-valuation of women‟s 
work in female dominated sectors and the provision of an equality/social clause in public 
procurement. 
 
In some cases EPSU has had a role in providing information and updates on core policy 
developments to strengthen the role that national affiliates can play in influencing national 
governments. Much of this policy influencing work on gender equality is channelled through 
the structures of the ETUC.  
 
d)  Gender equality as part of a multi-ground equality agenda 
 
There is an increasing emphasis on developing equality outcomes across a number of 
equality grounds and to identifying the intersection between gender equality and other equality 
grounds. There are a number of examples of gender equality being broadened out into a 
wider equality framework, by identifying the intersection of gender equality with other equality 
grounds such as age, ethnicity and disability. For example, on gender and age: specific 
attention has been given to gender in relation to demographic ageing e.g. Sectoral Social 
Dialogue in Gas (2009); Sectoral Social Dialogue in Electricity (2008); Social Dialogue 
Committee for Local and Regional Government (covering issues of demographic change, and 
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eldercare (2010). A small number of projects or initiatives have taken a multi-ground equality 
agenda. 
 
As more member states move towards a multi-ground equality gender, for example, through 
multi-ground and integrated equality legislation and equality bodies, consideration will need to 
be given to how gender intersects with other equality grounds, such as disability, age, sexual 
orientation, race or ethnic origin. It is suggested that EPSU can effectively address a multi-
ground equality agenda in its work by using a „gender lens‟, for example, regarding older 
women, disabled women, migrant women workers, single parents etc.  
 
Conclusions 
 
This report has shown that gender equality has been mainstreamed into a significant amount 
of EPSU‟s activities. However, in many cases mainstreaming has been limited to statements 
about the role of gender equality as a core principle underpinning public services, with few 
examples of a systematic gender analysis taking place. There is significant scope to further 
develop and promote a more concerted approach to gender mainstreaming in these activities. 
This section has also shown that EPSU‟s specific actions on gender equality have included 
issues such as gender representation in trade unions, equal pay and the pay of social care 
workers, equality and diversity in several Sectoral Social Dialogue projects, in collective 
bargaining work, as well as specifically targeted policy influencing work, often in conjunction 
with the ETUC. There is also scope for developing this targeted gender equality work further 
and recommendations for this and for gender mainstreaming are made in the final section of 
the report. 
 
 
6.  Review of upcoming gender equality policy issues and priorities 

 
a) Key areas of European Commission policy 

 
This section provides an overview of current gender equality policy, notably Roadmap for 
Gender Equality, potential for a revision of the Equal Pay Directive and existing campaigns or 
activities on gender equality being progressed by the European Commission; areas identified 
by the Parliament, ETUC, affiliates and other industry federations, and other European or 
national policy issues that may be of relevance for EPSU will also be included. It goes on to 
identify key trends in gender equality policy and likely future gender equality policy issues 
from the Commission.  
 
Under the current Gender Equality Roadmap (2006-2010) the Commission has six priority 
areas of action: 
 
• Achieving economic independence for women and men 
• Enhancing reconciliation of work, private and family life 
• Promoting equal participation of women and men in decision-making 
• Eradicating gender-based violence and trafficking 
• Eliminating gender stereotypes in society 
• Promoting of gender equality outside the EU. . 
 
Examples of actions introduced under the Roadmap include: 
  
• Campaign to close the gender pay gap: an information campaign at European level (2009) 

and a campaign at member state level (2010); and a Communication on Closing the 
Gender Pay Gap (2006); 

• Exchange of Good Practice on Gender Equality, through European-level seminars of 
gender equality experts and government representatives. In 2009 and 2010 exchange of 
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good practice seminars were held on Parental Leave, Childcare, Gender Stereotypes and 
Gender Based Violence; 

• Women and decision making, including the formation of a European Network on Women 
in Decision-Making. 

 
There are two key challenges facing the EU‟s gender equality objectives that have 
implications for EPSU‟s continued work on gender equality: 
 
• The focus is increasingly on the exchange of good practice, networking, and information 

and awareness raising actions. While these are important objectives, alone they will not 
tackle the structural causes of gender inequalities. 

• The development of gender equality policy is often in conflict with Commission policy on 
liberalisation and support for economic restraint, pay cuts and wage moderation, which 
works against gender equality. 

 
 
 
New gender equality roadmap (2010) 
The new gender equality roadmap is currently being drafted, with a plan for a launch in the 
summer/autumn of 2010. It is not clear at this stage what will be the main areas for action. 
However, the Commission has indicated that many of the key areas under the current 
roadmap will be reinforced, and that specific actions will be put in place to reduce the gender 
pay gap and promoting gender equality in the workplace. There may also be a commitment to 
gender mainstreaming and gender budgeting, particularly in relation to a gender analysis of 
the economic crisis. In addition, the new roadmap is likely to focus on the new target of 75% 
employment rate of women and the new focus on skills and jobs as provided for in 
Europe2020 (see below).  
 
There is a commitment to discussing these issues with the social partners. In relation to the 
gender pay gap the Commission has highlighted the following key issues: 
 
• Improved data and reporting on equal pay, with more transparent pay systems at 

workplace level. 
• Action to ensure that job classification systems and pay scales are gender neutral. 
• Improved sanctions to enforce the right to equal pay.  
• Awareness raising about the gender pay gap and how to reduce it, including tools that can 

be used to reduce the pay gap. 
• Promotion of workplace equality through specific equality charters and awards. 
 
The European Commission‟s Gender Equality Charter, issued in March 2010, also provides 
an indication of Commission thinking. The Charter outlines four key policy priorities for future 
gender equality policy and commits the Commission to building a gender perspective into all 
of its policies in the next five years, including: 
 
• Equality in the labour market and independence for women under the Europe2020 

Strategy; 
• Equal pay and measures to reduce the gender pay gap at member state level; 
• Equality in decision-making; 
• A comprehensive framework on gender based violence. 

 
A strengthened Equal Pay Directive? 
An internal legal Committee in the European Commission has prepared an outline of a 
strengthened Equal Pay Directive on the basis that achieving equal pay requires greater 
regulation and equality auditing in the workplace.  
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However, it appears that the appetite for a stronger Directive is fading. The 2009 Opinion of 
the European Commission‟s Advisory Committee on Equal Opportunities for Women and Men 
on the effectiveness of the current legal framework on equal pay for equal work or work of 
equal value in tackling the gender pay gap states that other measures need to be put in place 
at the current time. The Advisory Group noted that changes to the current legislation should 
not be “the priority approach at the current time and that attempts should be made to address 
the gender pay gap through other routes, in particular encouragement of best practices”. It 
does, however, make a number of recommendations of how the Equal Pay Directive could be 
strengthened if this was considered appropriate in the future. This includes more transparent 
pay data, wage composition and structures; consistency with other Directives; implementation 
of workplace Equality Plans; enforcement and inspection roles of Equality Bodies; equal pay 
as an indicator in EU macro-economic policies, amongst others.     
 

A decision has not yet been made about whether there is the political will to push for a 
strengthened Equal Pay Directive, although there is still a commitment in the Commission‟s 
Gender Equality Unit to prioritise this. ESPU will need to track this development, while also 
taking the opportunity with the ETUC to press for this as a core priority in closing the gender pay 
gap.  
 
Addressing the economic and financial crisis 
Addressing the economic and financial crisis is now a priority of the European Commission 
and member state governments. Gender equality is an action under Europe2020 – A Strategy 
for smart, sustainable and inclusive growth, the EU‟s economic, employment and social 
strategy for the next decade5. The three core areas of the Strategy are knowledge and 
innovation, a more sustainable economy, high employment and social inclusion. It states that 
“Policies to promote gender equality will be needed to increase labour force participation thus 
adding to growth and social cohesion” (page 16). The Strategy highlights gender equality at 
the member state level as being central to the Commission‟s new Agenda for Skills and Jobs. 
The March 2010 European Council conclusions stated that the aim of the Strategy will be to 
increase the employment rate of women up to 75%. Given that this document will be framing 
economic and employment developments for the next decade, EPSU will need to be 
focussing on the impact of women in the public services, particularly in the light of the 
economic and financial crisis.  
 
Working time and the reconciliation of work and family life 
Significant developments in working time have been taking place at the EU level, including the 
failure to revise the Working Time Directive and a specific focus on reconciliation policies. 
EPSU and the ETUC has also been involved in a number of campaigns on working time 
regarding on-call work and a further weakening of the Working Time Directive.  
 
The European social partners signed a revised Framework Agreement on parental leave in 
2009, increasing parental leave for all workers from three to four months per parent, with one 
month being non-transferrable between the parents, providing parents with the opportunity to 
request a change to their working hours, and giving greater protection against dismissal or 
unfavourable treatment as a result of taking parental leave. There is scope for ensuring that 
affiliates use the provisions of the Framework Agreement to push for the full implementation at 
the national level and to argue for stronger provisions, particularly regarding the provision of 
paid parental leave for women and men. 
 
The Commission has also issued a proposal for an amendment to the Directive covering 
women who have recently given birth or who are breastfeeding (Pregnant Workers Directive). 

                                                 
5
 Communication from the Commission (2010) EUROPE2020: A Strategy for smart, sustainable and 

inclusive growth, COM (2010) 2020.  Agreed at the European Council (March 2010) 
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The proposal aims to extend the rights for pregnant workers and workers who have recently 
given birth or are breastfeeding and increase the minimum length of maternity leave from 14 
to 18 weeks. The aim is that the measures proposed will contribute to the better reconciliation 
of professional, private and family life. However, this provision has the danger of reducing 
women‟s rights to maternity leave in favour of increase men‟s rights to parental leave, and has 
the unfortunate consequence of pitting women‟s rights against men‟s rights to paid leave. 
 
b)  Priority areas of the European Parliament 
(to add) 
 
c)  Priority areas for the ETUC 
 
The ETUC has carried out a wide range of activities on gender equality and recently called for a 
new emphasis to be given to gender mainstreaming in the policies and actions that are currently 
developed to tackle the economic crisis. The ETUC developed a gender mainstreaming strategy 
dating back to the Seville Congress in 2007, and has recently developed policy positions on the 
first and second stages of consultation on reconciliation policies (2007 and 2008), Parental 
Leave (2009), on the Pregnant Workers Directive (2009) and the new Gender Equality 
Roadmap (2009). The ETUC also has a Congress Resolution on closing the gender pay gap 
and a Resolution on women in decision-making positions. It was one of the social partners that 
signed the Framework of Actions on Gender Equality (2005), which addressed four key themes: 
addressing gender roles; promoting women in decision-making; supporting work-life balance; 
and tackling the gender pay gap. There is a provision in the Framework of Actions to monitor the 
impact and outcomes through annual reports. 
  
The ETUC has identified the following core areas of current activity on gender equality: 
 
• As part of the follow up to the 11th ETUC Congress in Seville (2007) the ETUC has been 

carrying out an annual 8th March survey on the representation of women in decision-
making positions in trade unions and collective bargaining structures "From membership to 
leadership: advancing women in trade unions". Through the project the ETUC aims to 
develop measures and policies to improve the representation of women in leadership and 
decision-making positions. 

 
• To address the reconciliation package agreed by the social partners and continue to lobby 

for changes in the Parental Leave Directive. The ETUC has highlighted the need to get 
affiliates to implement the package and to continue to lobby the parliament on maternity 
protection, including the position that fathers‟ rights should not be part of maternity protection 
policies. 

 
• To have renewed discussions about domestic workers at the level of the ILO and bring this 

to the European policy making agenda. 
 
• Integrate gender mainstreaming more effectively into ETUC policies including areas such as 

working time and collective bargaining. 
 
• To continue to press for improved gender equality policies in EU policy and follow up of the 

ETUC position on the gender equality roadmap.  
 
d)  Priority areas for affiliates 
 
e)  Priority areas of other Industry Federations 
 
 



 13 

A.  Recommendations to develop and strengthen gender mainstreaming 

 
Recommendation 1: EPSU Gender Mainstreaming Strategy 
 
Awareness of and the development of procedures for gender mainstreaming should be a 
priority so that gender mainstreaming becomes a routine and purposeful activity in all core 
work in EPSU and with affiliates. This has become all the more urgent as some of the old 
forms of discrimination against women, that trade union action had managed to eradicate, 
return to the workplace.  
 
It is proposed that an EPSU Gender Mainstreaming Strategy be drawn up to inform and 
provide tools for the Secretariat to integrate gender into all areas of its work. This essentially 
means that all policies, procedures and activities should be assessed for their gender impact, 
and where there is a gender impact to ensure that a gender analysis is built into all policies, 
procedures and activities.  
 
• The Executive should be tasked with drawing up and endorsing the proposed Strategy; 
 
• A practical tool could be developed for Officers for this purpose, setting out a process for 

assessing gender impact and for documenting the impact of the gender analysis;  
 
• As a starting point all policy papers, position papers and documents should including a 

gender impact statement; 
 
• EPSU should continue to monitor gender representation on all decision-making bodies 

with a view to actively addressing and rectifying gender imbalances.  
 
 
Recommendation 2: Monitoring the impact of EPSU work on gender mainstreaming 
 
Monitoring activities through the Women’s and Gender Equality Committee 
 
• Monitoring the impact of EPSU work on gender equality will need to be more systematic in 

the future if gender mainstreaming is to be realised in practice.  
 
• With this in mind EPSU should consider implementing a monitoring function through the 

Women‟s and Gender Equality Committee.  
 
• In addition to strengthening the role that unions play in providing gender based data, 

EPSU should consider carrying out an annual, bi-annual or tri-annual survey on gender 
equality, with reporting on gender equality actions, gender mainstreaming outcomes, for 
example, in collective bargaining and the representation of women in union membership 
and decision-making positions. The tri-annual equality surveys carried out by Education 
International in this regard could be a useful model and way forward. 

 
• EPSU will also continue to participate in the ETUC‟s annual survey on gender 

representation and through the ETUC‟s project. The outcomes of the annual survey and 
the project should be widely disseminated to affiliates in order to raise awareness and 
engagement with the issue.  

 
Following up on EPSU actions on gender equality and gender mainstreaming 
 
This report has shown a rich resource of gender equality work undertaken by EPSU, through 
targeted gender equality work and the mainstreaming of gender into core activities. In many 
cases specifically targeted work has been project based, for instance, through European 
Commission funding for social dialogue actions. However, there is a real need to implement 
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mechanisms to follow up on and demonstrate the impact of these projects. This raises a 
number of questions. How were project activities mainstreamed into union policies and 
procedures? How did unions act on these initiatives and how were they built into workplace 
strategies? Did the actions developed have relevance to union work?  
 
• A good example is the way in which the Standing Committee on Health and Social 

Services is now following up on the recommendations of the report on the pay of health 
and social care workers.  

 
• This could be applied to other project-based activities in other areas of the social dialogue, 

for example, follow-up to and monitoring of the impact of the actions taken in the Electricity 
Social Dialogue Committee on gender equality (Joint Declaration; Equal Opportunities 
Toolkit). 

 
Recommendation 3: Building the engagement with affiliates on gender mainstreaming 
 
If gender mainstreaming is to be an effective mechanism for achieving EPSU‟s objectives of 
gender equality, affiliates will need to be better informed and to become more aware of the 
central importance of gender mainstreaming to their work.  
 
• This applies to union policies and procedures, gender representation in union decision-

making structures and the integration of gender into all areas of collective bargaining policy 
and workplace negotiations.  

 
• While specifically targeted work on gender equality will continue to be relevant and 

necessary, the mainstreaming of gender is crucially important to negotiations on pay, 
terms and conditions of employment, public service restructuring and how unions engage 
with and influence the positions of employers and national government policy. 

 
• Many affiliates are actively involved in gender equality work and have achieved improved 

levels of representation of women, while there are many that fall far behind in addressing 
gender equality issues. Trade union struggles for recognition and representation on gender 
are being undermined in the current climate, and for this reason there is a need for trade 
unions to be alert to the impact of the economic crisis on hard won gender equality gains, 
the return of old forms of gender discrimination, such as maternity based discrimination, 
emerging in this climate. 

 
If EPSU is to progress work on gender mainstreaming in effective ways it will need to find new 
ways of engaging with affiliates. The creation of the Equal Pay Network is a positive step in 
this regard and provides an opportunity to communicate with a core group of equal pay 
advocates across EPSU affiliates. The following are some suggestions of how EPSU could 
engage more effectively with affiliates on gender mainstreaming and gender equality: 
 
• EPSU will need to make relevant the work of affiliates by encouraging and supporting 

networking and the sharing of learning and good practices. This can be built into union 
education and training programmes, using the EPSU web site, newsletter and other 
communication channels etc. 

 
• EPSU should give priority, through the development of the proposed EPSU Gender 

Mainstreaming Strategy, to draw up practical guidelines for affiliates‟ policies and 
procedures for gender mainstreaming, including gender disaggregated statistics and a 
gender mainstreaming template.  

 
• Under the proposed EPSU Gender Mainstreaming Strategy, create a network of gender 

mainstreaming contact points in affiliates, with regular information and tools to enable them 
to implement the EPSU gender mainstreaming strategy.  
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• Develop training for affiliates on gender mainstreaming, in partnership with ETUI-REHS. 
 
• Provide resources and fact sheets on the EPSU web site on different aspects of gender 

equality, to raise awareness and to improve union capacity on gender mainstreaming.  
 
B.  Recommendations to reinforce existing work and address gaps in gender equality 

 
There are a number of gaps in EPSU work that have been identified in the audit, although it is 
inevitable that EPSU will have to prioritise core areas of work, given the relatively small size of 
the Secretariat and the huge demands facing the organisation post-merger and at a time of 
economic crisis across Europe.  
 
Recommendation 4: A renewed focus on improving the representation of women in 
leadership and decision-making positions 
 
Improving the representation of women in leadership and decision-making positions will need 
to be a priority for EPSU in the future. Because the representation of women on EPSU 
decision-making bodies is dependent on the representation of women in affiliates, the 
following recommendations for EPSU include: 
  
• Lead by example and providing a culture of change to value and implement procedures for 

improving the representation of women. This could be achieved through a renewed 
commitment from the EPSU Executive and Standing Committees setting out objectives to 
improve gender representation. 

 
• Build the capacity of affiliates to provide dissaggregated statistics on gender 

representation and to implement measures and structures to improve the representation of 
women in trade unions.  

 
• Develop processes and procedures to achieve gender balance on all EPSU decision-

making structures.  
 
• Provide resources for European-level training on methods to improve data collection and 

methods for improving gender representation, and to work in partnership with ETUI-REHS 
for this purpose.  

 
• Develop practical tools and resources to raise awareness and assist affiliates in their 

efforts to improve the representation of women.   

Recommendation 5: Further develop EPSU’s activities to close the gender pay gap 

Addressing the gender pay gap will need to continue to be a core area of EPSU policy and 
campaigning. There is now a solid basis for this work in EPSU, endorsed by two Congress 
Resolutions agreed in 2009 and an approach to mainstreaming the issue through Collective 
Bargaining and Standing Committee activities. 

Embedding and further developing measures to reduce the gender pay gap, including 
consideration of lobbying for a revised Equal Pay Directive and locating gender pay gap in 
broader context of gender equality, and can be progressed in four areas: 
 
• Consideration of whether to carry out lobbying / a union campaign for a strengthened 

Equal Pay Directive, and to do this with the ETUC and other Industry Federations, and to 
provide lobby for a follow-up to and more concrete measures as part of the European 
Commission‟s campaign to close the gender pay gap. 
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• Awareness raising and training on how to address the gender pay gap, by providing 

affiliates with tools and methods to close the gender pay gap, for example, on how to 
negotiate for and integrate equal pay for work of equal value into national, sectoral and/or 
workplace collective bargaining; how to carry out equal pay audits; and how to carry out 
job evaluation free from gender bias. Discussion should take place with ETUC-REHS 
about how training and could be developed for this purpose. 

 
• Continue to mainstream equal pay through the work of all four Standing Committees, for 

example, by building specific actions plans to close the gender pay gap. 
 
• Continue to prioritise the closing of the gender pay gap in the work of EPSU‟s Collective 

Bargaining work, for example, through the Equal Pay Network, the widespread 
dissemination and awareness of the Equal Pay Checklist and bi-annual equal pay surveys. 
The outcomes of the 2010 Equal Pay survey will need to be analysed with a view to 
identifying ways in which equal pay work can be further developed. 

 
Recommendation 6: Put in place a gender dimension to the economic and financial 
crisis  
 
EPSU should consider how it can systematically address the impact of the economic and 
financial crisis on women. There is a role to be played by the Executive Committee in 
providing a strategic position on this, while each of the Standing Committees should be in a 
position to begin monitoring the impact to the crisis on women at sectoral level. 
 
It is suggested that this be looked at in three ways:  
 
• First, the differential impact on women and men of restructuring of employment on pay and 

conditions of employment in public services, covering areas such as women‟s vulnerability 
in the labour market, the impact of public service pay cuts and pay restraint on women, 
reductions in front line services etc 

 
• Second, the impact of the crisis on policies to promote or impact on gender equality, and 

related to this public expenditure that impacts on gender equality policies and practices in 
areas such as childcare, parental leave, maternity rights etc.. 

 
• Consideration should also be given to examining how gender budgeting and gender 

impact analysis can be promoted as methods to monitor EU and member state policy 
responses to the crisis. 

 
Recommendation 7: Renewed focus on working time and work-life balance 
 
The issue of working time and reconciliation policies will continue to be high on EPSU‟s 
agenda given the recent policy developments in this area.  EPSU‟s Working Time Policy ’An 
Active Working Time Policy: For Employment, Time Sovereignity and Equal Opportunities’ 
(2000) set out the centrality of collective barganining and to achieving decent working time 
and gender equality, and in the light of recent developments needs to updated and revised. 
 
It is therefore recommended that EPSU give: 
 
• A renewed emphasis to working time and to mainstream gender into all aspects of this 

work, for example, through a new Policy Statement from the Executive and actions at the 
level of each Standing Committee. 

 
• This will be important in developing a joint campaign between ETUC, other Industry 

Federations and affiliates to ensure that the Working Time Directive is not further 
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weakened and that women‟s rights to maternity protection are not reduced in favour of 
men‟s rights to parental leave. It will be crucial for men‟s rights to paid parental leave to be 
part of the Parental Leave Directive  

 
Recommendation 8: New areas of EPSU activity on gender equality 
 
• Gender equality plans in the workplace: by building on the work carried out in the 

Social Dialogue in Local and Regional Government (CEMR-EPSU). This is likely also to 
be an area promoted through the new Gender Equality Roadmap (2010) and is a key area 
for the achievement of gender equality. This could be progressed as a policy position of 
EPSU, with guidelines and tools for affiliates in carrying out workplace gender equality 
plans. There are good experiences of gender equality plans in the Nordic countries and of 
equal pay auditing in the UK that could be used as a basis for good practice. 

  
• Methods for gender responsive budgeting/ gender dimension to economic policy: 

this is an area that has been promoted by the European Parliament and to which the 
European Commission has recently expressed an interest in developing (possibly under 
the new Roadmap for Gender Equality). There are some good experiences in a number of 
European countries on gender budgeting and in promoting a gender dimension to 
economic policy. EPSU would need to consider how best to progress with this as an area 
of development, and it is suggested that initially a checklist of good practice guidelines 
could be developed for this purpose, with a view to building a policy position on gender 
budgeting. In addition, EPSU could consider carrying out an internal gender budgeting 
exercise, by using and adapting existing templates and methods developed for this 
purpose. 

 
• Gender based violence, trafficking for sexual exploitation; sexual harassment: 

EPSU should consider developing a policy position on gender based violence and use the 
evidence collated from the European Commission’s Exchange of Good Practice on 
Gender Based Violence and positions developed by affiliates, which specifically focussed 
on violence against women and harassment. In particular, there has been an expression 
of interest from affiliates to carry out new work on trafficking for sexual exploitation and to 
develop a specific trade union position on this issue and particularly around exploration of 
how the Swedish policy on controlling „demand‟ for prostitution (now adopted in Norway, 
Iceland and the UK) has impacted on trafficking. Countering trafficking on sexual 
exploitation is embedded in an international human rights framework and this is now a 
growing area of EU policy activity; for this reason it would be worthwhile exploring the 
parameters of how EPSU could respond.  

 
• Women migrant workers: EPSU has begun some work in this area, working with PSI 

through the migrant health workers project and through a recent survey from the Standing 
Committee on Local and Regional Government on migrant workers (LRD 2010). The 2009 
Resolution on Migration also highlights the need to address specific work in this area. It is 
recommended that EPSU carry out a scoping study, possibly initially through a review of 
literature and of affiliate‟s policies, as a basis for developing a policy paper on women 
migrant workers.  

 
• Women’s reproductive rights (discuss further with Nadja) 
 
• Gender stereotyping in the workplace/ men’s roles in the care sector: EPSU has not 

carried out specific work on gender stereotyping, particularly in the context of men‟s roles 
in the care sector. This is an area for further consideration and would complement the 
work carried out by the Standing Committee on Health and Social Services on the gender 
pay gap in health and social care. It could also be an issue of interest to follow-up on in 
relation to non-traditional roles of women in public utilities, for example, engineering.  

 



 18 

• Intersection of gender with other equality grounds: with the growing development 
towards an integrated approach to equality in a number of Member States and an 
underlying tension in the Commission on gender equality and other areas of equality, 
EPSU should consider how it can develop a multi-ground agenda to equality, without 
losing the specific focus on gender mainstreaming and gender equality. This should 
include a consideration of how the „gender lens‟ can be more effectively applied to other 
equality grounds by focussing on migrant women workers, disabled women, older women 
in the workplace etc) and discussion of how a „gender lens‟ can be developed as part of an 
integrated approach to equality. 
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Appendix 1: Gender mainstreaming audit: gender equality in recent EPSU policy and activity 
 
Area of activity 
 

Gender equality actions identified 

EPSU Constitution • Gender equality embedded into the Constitution and a commitment to achieve gender balance 
(50-50) on EPSU decision-making bodies. 

EPSU Secretariat  
 

• EPSU General Work Plan 2010-2014  
 
 
 
 
 
 
• EPSU 2008 Annual report 
 
 
 
 
 
 

• Integrates gender equality into the plan in three areas: gender balance in EPSU bodies and 
develop an action plan to improve women‟s representation / reach targets defined in EPSU 
Constitution in the Congress period; constitute European Women‟s and Gender Equality 
Committee; and develop work programme (EU legislation, mainstreaming equality into EPSU 
policies and structures, gender pay gap). This is to be acted upon by the Executive Committee. 
Standing Committees, Women‟s & Gender Equality Committee; specific actions on gender 
equality in work programmes of LRG, NEA and HSS. 

 
• 2008 Annual Report provides an overview of the activities of the Gender Equality Committee 

(renamed the Women‟s and Gender Equality Committee). Report of activities and of gender 
representation on EPSU Statutory Committees (Executive Committee: 39.67% female 
representatives; Standing Committee on Health and Social Services: 50% female 
representatives; Standing Committee on Local and Regional Government: 17.39% female 
representatives; Standing Committee on National and European Administration: 28.57% female 
representatives; Standing Committee on Public Utilities: 10.61% female representatives).  

 

Sectoral Work Programmes 2009-2014 
 
• National and European Administration: Work 

Programme 2009-2014  
 
 
 
 
 
 
 
• Health and Social Services: Work Programme 2009-

2014 
 
 
• Local and Regional Government: Work Programme 

 
 
• Gender equality is a key element of improving working conditions for civil servants. The Work 

Programme includes the commitment to: increase gender representation on the committee 
(achieve gender parity or at least proportionate representation i.e. 41.3% of women); provide a 
regular review of issues related to the gender pay gap and work-life balance; and integrate a 
range of gender equality issues in the sectoral social dialogue. Gender equality one of several 
issues planned for the Sectoral Social Dialogue Committee. Training course on equal pay e.g. 
gender-neutral job evaluation and equality plans. Through collective bargaining coordination 
develop the LRG/NEA „pay checklist‟, in conjunction with EPSU Equal Pay Resolutions 

 
• Reference to implementation of EPSU Resolution on gender equality and follow up on research 

on pay and gender wage gap in health and social care. 
 
• Specific reference to ensuring gender equality for all by implementing EPSU resolutions on 

equality and equal pay, and EPSU/CEMR guidelines on equality plans 
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Area of activity 
 

Gender equality actions identified 

2009-2014 
 
• Public Utilities: Work Programme 2009-2014  
 

 
• No specific reference to gender equality, although work programme is based on 2009 

Congress Resolutions, which includes resolution on equal pay. 
 

Executive Committee 
 

• The Financial and Economic Crisis Consequences for 
the public sector and economy at large, an EPSU 
response - EPSU actions (2009) 

 
• Criteria for financing projects and activities in Central 

and Eastern Europe (2009) 
 
• Public Procurement and the Lisbon Treaty: Background 

note on integrating social criteria into public 
procurement (2010) 

 
 
• EPSU Campaign Healthcare for all! Declaration of the 

Executive Committee of the EPSU on the draft directive 
on the application of patients’ rights in cross border 
healthcare (2009) 

 
• EPSU Comments on the European Commission (EC) 

Proposal for a Directive on the application of patients’ 
rights in cross-border healthcare (2008) 

 
• ESPU Action Plan on working and living conditions in 

prison services (2007) 
 

• Document refers to gender equality “As many women work in public services and many women 
rely on public services, reducing pay and cutting in social spending will affect women and 
possibly impact negatively on gender equality”. 

 
• Reference to capacity in a number of areas including “human and trade union rights, equality 

and non-discrimination policies within a union or at the work places”. 
 
• Gender is integrated as a key social consideration for public procurement as part of EPSU‟s 

campaign to create a „social market economy‟ in Europe. In this document Gender equality is 
raised in the context of the gender pay gap. There is now learning from the UK Equalities Act 
which enables public bodies to use public procurement in order to achieve equality. 

• EPSU call on the European Parliament to stand up for the principles the public nature of health 
care provision, equality of access for all patients, universality, proximity and sustainability of 
services of health care provision. 

 
 
• Reference to preamble 13 that the Directive, which does not allow discrimination between 

patients, and that patients should be treated equally. 
 
 
• EPSU calls for discrimination-free work place and gender balanced prison staff. 

 


