


International Women'’s Day — 8 March 2013

A question to Juana Lahousse-Juarez, Director-General of
Communication, Janet Pitt, Director-General of Translation, and
Olga Cosmidou, Director-General of Interpretation and Conferences

With four women Directors-General, including the
Deputy Secretary-General, one-third of senior posts
in the European Parliament are now occupied by
women, exceeding the Bureau'’s 20% objective. The
Women in the Furopean Parliament editing team
asked to meet them in order to obtain their views
on the importance and impact of gender equality
within the Secretariat.

Within your Directorate-General, what measures
do you take to implement gender equality policy in
Farliament? Does your position as a woman in the post
of Director-General give you a different perspective?

Juana Lahousse-Judrez,
Director-General of Communication

The Staff Regulations are extremely

helpful in this respect. The more

progressive they are —and they are

indeed progressive —the easierthey
make it to administer an organisation effectively while
fulfilling the aspirations of each. While | would by no
means rule out individual gender equality initiatives,
in general | prefer to adopt an integrated approach,
three examples being: measures to encourage
women to apply for management posts, putting
women in charge of horizontal working groups
and introducing part-time arrangements to enable
women to achieve a work-life balance. My approach
to gender equality is undoubtedly influenced not
only by the Staff Regulations but by my own career
within the institution and the fact that | am a woman.
Concern for gender equality implies the existence of
inequality, something which, I am sure you will agree,
is reflected by our male-dominated Secretariat. This
was what prompted me to set up women's networks
and become something of a Resistance-style frontier
operative (passeur).

Janet Pitt, Director-General of
Translation

| believe in encouraging ambition
in both men and women and |
am delighted that some of the
women | encouraged and sup-

ported during their specific training programmes
have since been appointed to management posts.
More generally, gender equality requires an open
and inclusive working environment making a work-
life balance possible. Around one-third of the women
employed in DG TRAD took advantage of such
initiatives in 2012 and men are increasingly beginning
to follow suit. Gender equality can never be achieved
until @ man choosing to work part-time or take
parental leave ceases to be a source of astonishment.
In my opinion, it is necessary to accept and indeed
emphasise the differences between men and women
and see how they can complement each other
rather than cause friction. The whole point of gender
balance is that both sexes have their strong (as well
as their weak) points and possibly diverging points
of view, which could, in judicious combination, be
conducive to a much happier working environment.

Olga Cosmidou, Director-General
of Interpretation and Conferences

In DG INTE the principle of gender

equality is respected in full, to

the extent that there is even a

predominance of women in
administrative posts and among the interpreters.
Almost half the management posts are filled by
women with one Director and six Heads of Unit.
We also have seven female linguistic Heads of Unit.
The only remaining male bastion is the Conference
Technicians Unit. In fact, it would, in certain cases, be
fair to speak of a reverse gender equality issue within
our DG, a situation which has arisen naturally from the
fact that we have always employed a large number
of female interpreters, something which has affected
the working environment accordingly. Since there is
a serious shortage of interpreters in general, they are
recruited by competition independently of gender. In
conclusion, I should like to point out that in 2011 our
DG received the best practices award in the field of
equality for an interpreter exchange scheme with the
Commission, making it possible for young parents to
avoid travelling to Strasbourg without the need to take
annual leave or work part time.
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Women in management posts: statistical data
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Senior management appointments — Directors-General and Directors
(01/01/2012t0 31/12/2012)

2012 63,6% 36,6%
2011 56,3% 43,8%
2010 87,5% 12,5% 1

2009 &) 60% 40% 4

2008 {9 66,7% 33,3% 3
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‘ Heads of Unit by gender and DG (15/01/2013)

DG PRES 76,7% 23,3%

DG IPOL 72,4% 27,6%
DG EXPO 66,7% 33,3%
DG COMM 80,5% 19,5%
DG PERS 82,4% 17,6%
DGINLO 92,3% 7,7%
DG TRAD 59,4% 40,6%
DGINTE 54,8% 45,2%
DG FINS 100% 0%
DGITEC 81,8% 18,2%

Legal Service 55,6% 44,4%

Total 72,7% 27,3%
20% 40% 60% 80% 100%
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‘ Selection of Heads of Unit-2012

Applicants interviewed  yZSpi 23,8%
Shortlisted applicants  [ESIPLZ 31,8%
Appointed  IEGWAZ 33,3%
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EP Secretariat, political groups’ secretariats
and accredited parliamentary assistants:
statistical data

EP Secretariat staff
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Average age
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Work-life balance: statistical data

(November 2011-October 2012)

| Staff working part-time
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41,4%

For example, 57,3% of the options made by men (compared to
41,4% of women) part-timers were to work 50%. If a person
working part-time changed his/her time option during 2012, he or
she is counted in all the categories apted for.
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Staff on half-time family leave

AD S} 68,8% 1

|

31,3%

AST 100% 24

(split by function group)

In total, 25% of staff worked part-time in 2012
(including those on part-time parental leave), 10,8%
took parental leave, 1,3% took family leave and 2,1%
took leave on personal grounds.



ADMINISTRATIVE POSTS

Gender equality structures

The EP administration has a number of gender equality bodies and structures, some of which have been redefined
and consolidated in recent years. Although they fulfil different tasks, close collaboration between them is essential to
achieve progress and concrete results in terms of equality.

Equality and Diversity Unit (EDU)
Alberto Rossetti, Head of Unit

The Equality and Diversity Unit reports to the Director-General of Personnel and is responsible for devising,
implementing and monitoring equality and diversity policies within Parliament's Secretariat. In particular, it

plays a key role in the following tasks:

Following up and implementing equality and
diversity policy as formulated by Parliament's
Bureau, notably the implementation of the action
plan for the promotion of gender equality and
diversity in the European Parliament Secretariat
(2009-2013).

Assuring that Parliament's human resources
policies reflect the principles of equal
opportunities and  respect for diversity;
encouraging gender mainstreaming in all aspects
of human resources policy.

Promoting, coordinating and evaluating the code
of good practices for persons with disabilities;
devising and coordinating projects encouraging
the full participation and inclusion of persons
with disabilities.

« Drawing up studies and reports; collecting
and analysing data from a gender perspective;
preventing and eliminating all discrimination
in accordance with Article 1(d) of the Staff

Regulations.
Fostering the creation of an open and
inclusive work environment; devising and

coordinating projects that facilitate work-life
balance; participating in the development and
implementation of policies designed to ensure
dignity at work, with a view to eliminating all
forms of harassment at the workplace.

- Organising awareness-raising events and
training activities; providing assistance to staff
regarding questions linked to equality and
diversity.

The Equality and Diversity Unit provides support and assistance to the Vice-President responsible for gender
equality and diversity, who chairs the High-Level Group. It also provides advice and assistance to the AIPN,
COPEC and other internal bodies on questions related to the advancement of equality and diversity in
the EP Secretariat. The unit is responsible for collaboration between the group of Equality and Diversity
Coordinators in the Directorates-General and encourages the exchanges of information and good practices

with its inter-institutional partners.

Equality and Diversity Coordinators

How is the principle of gender equality at work implemented specifically in your Directorate-General?
Chantal Wiazmitinoff, Equality and Diversity Coordinator in DG TRAD, replied as follows:

The Translation DG committed itself very early on to
gender equality as part of the gender mainstreaming
project, particularly by measures designed to raise
staff awareness at every level and ensuring that both
men and women sat on selection boards. It has also
helped to develop gender-neutral language. An

ever-increasing percentage of staff is able to take
advantage of arrangements designed to improve
work-life balance, that is to say 41% of AD staff (33%
of women and 8% of men) and 28% of AST (27% of
women and 1% of men). Translation was also the first
DG to authorise teleworking arrangements under
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certain conditions for 20% of its staff (translators). It
encourages career advancement for those women
who have the ability to become Heads of Unit by
means of special training programmes, including the
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Finally, the DG has achieved parity at the most senior
levels with a woman in the post of Director-General
and Director of Resources in addition to the two
Director posts filled by men.

key specialists pilot project. 13 Heads of Unit out of 34
are now women.

Committee on Equal Opportunities and Diversity (COPEC)

COPEC was set up in 1987 as a joint body made up of a Chair, four members appointed by the
AIPN and four members by the Staff Committee. Its general tasks are to recommend and monitor
gender equality initiatives within the EP Secretariat. It has observers on a number of committees
dealing with matters relating to human resources and on the advisory committee on the appointment
of senior officials. It is regularly consulted by the administration on staff policy rules and
implementing measures stemming from the Staff Regulations and delivers opinions on these
matters. Its principal objectives are set out in its 2011-2014 programme of action (http://www.europarl.
ep.ec/services/copec/programme_EN.htm).

COPEC, as a joint body, occupies a particular position within the administration: how is advantage taken of this to

achieve progress in respect of gender equality within Parliament's Secretariat?

Jutta Schulze-Hollmen, COPEC Chair, answered as follows:

COPEC's observer status makes it privy to
the relevant information. In the light of
this, for example, it drew attention to de
facto discrimination against part-time staff
regarding access to EP child-care services.
It also recommended the more effective
implementation of gender equality measures by

The Staff Committee

ensuring that the DG set itself realistic objectives.
Forexample, COPEC can provide informal advice
to members of staff who consider that they have
suffered discrimination under Article 1(d) of the
Staff Regulations and is an essential interface
for generating new ideas and assessing their
implementation.

The StaffCommittee representstheinterests of staffinits dealing with Parliament. It maintains ongoing contact
between Parliament and its staff and contributes to the smooth running of Parliament's administration.

How does the Staff Committee, which acts as the interface between the administration and its staff, take on board
gender equality issues, and is it seeking to raise awareness of them among staff?

Maria Paola Sabbatucci, Chair of the Staff Committee, answered as follows:

Staff Committee representation is an example of
genderequality. Itis composed of 14womenand 15
men, and is chaired by a woman. All appointments
to advisory committees and other bodies and to
competition selection boards reflect this level of
parity. It is particularly attentive to gender issues,
issuing recommendations regarding proposed
rules and assessing the impact thereof in terms
of gender equality. For example, it rejected the
proposed flexitime arrangements partly because
the compulsory time slot coincided with the end
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of the school day making things difficult for those
needing to pick up children. As to raising awareness,
the Committee has, for example, carried out a
survey into satisfaction with working conditions
with answers from 1800 staff members. Their
answers provided material for a systematic analysis
of gender-related issues and the conclusions
provided a basis for new initiatives. The Committee
was also behind the recommendation for the
creation of a post for an independent mediator in
Parliament.



