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MOTION FOR A EUROPEAN PARLIAMENT RESOLUTION 

on women’s economic empowerment in the private and public sectors in the EU 

(2017/2008(INI)) 

The European Parliament, 

– having regard to Articles 2 and 3(3) of the Treaty on European Union, 

– having regard to Articles 8, 10, 153(1), 153(2) and 157 of the Treaty on the Functioning 

of the European Union, 

– having regard to Articles 23 and 33 of the Charter of Fundamental Rights of the 

European Union, 

– having regard to Directive 2006/54/EC of the European Parliament and of the Council 

of 5 July 2006 on the implementation of the principle of equal opportunities and equal 

treatment of men and women in matters of employment and occupation (recast)1, 

– having regard to Directive 2010/41/EU of the European Parliament and of the Council 

of 7 July 2010 on the application of the principle of equal treatment between men and 

women engaged in an activity in a self-employed capacity and repealing Council 

Directive 86/613/EEC2, 

– having regard to Council Directive 92/85/EEC of 19 October 1992 on the introduction 

of measures to encourage improvements in the safety and health at work of pregnant 

workers and workers who have recently given birth or are breastfeeding (Maternity 

Leave Directive)3,  

– having regard to the Commission proposal of 2 July 2008 for a Council directive on 

implementing the principle of equal treatment between persons irrespective of religion 

or belief, disability, age or sexual orientation (COM(2008)0426), 

– having regard to its legislative resolution of 2 April 2009 on the proposal for a Council 

directive on implementing the principle of equal treatment between persons irrespective 

of religion or belief, disability, age or sexual orientation4, 

– having regard to the Commission proposal of 3 October 2008 for a directive of the 

European Parliament and of the Council amending the Maternity Leave Directive 

(COM(2008)0637), 

– having regard to its position adopted at first reading on 20 October 2010 with a view to 

the adoption of Directive 2011/.../EU of the European Parliament and of the Council 

amending Council Directive 92/85/EEC on the introduction of measures to encourage 

improvements in the safety and health at work of pregnant workers and workers who 

have recently given birth or are breastfeeding and on the introduction of measures to 

                                                 
1 OJ L 204, 26.7.2006, p. 23. 
2 OJ L 180, 15.7.2010, p. 1. 
3 OJ L 348, 28.11.1992, p. 1. 
4 OJ C 137 E, 27.5.2010, p. 68. 

http://eur-lex.europa.eu/smartapi/cgi/sga_doc?smartapi!celexplus!prod!DocNumber&lg=EN&type_doc=COMfinal&an_doc=2008&nu_doc=0637
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support workers in balancing work and family life1, 

– having regard to Council Directive 2013/62/EU of 17 December 2013 amending 

Directive 2010/18/EU implementing the revised Framework Agreement on parental 

leave concluded by BUSINESSEUROPE, UEAPME, CEEP and ETUC, following the 

amendment of the status of Mayotte with regard to the European Union2, 

– having regard to the Commission proposal of 14 March 2012 for a directive of the 

European Parliament and of the Council on improving the gender balance among non-

executive directors of companies listed on stock exchanges and related measures 

(Women on boards directive) (COM(2012)0614), 

– having regard to its position adopted at first reading on 20 November 2013 with a view 

to the adoption of a directive of the European Parliament and of the Council on 

improving the gender balance among non-executive directors of companies listed on 

stock exchanges and related measures3, 

– having regard to its resolution of 12 March 2013 on eliminating gender stereotypes in 

the EU4, 

– having regard to its resolution of 12 September 2013 on the application of the principle 

of equal pay for male and female workers for equal work or work of equal value5, 

– having regard to its resolution of 20 May 2015 on maternity leave6, 

– having regard to its resolution of 28 April 2016 on women domestic workers and carers 

in the EU7, 

– having regard to its resolution of 12 May 2016 on the application of Council Directive 

2010/18/EU of 8 March 2010 implementing the revised Framework Agreement on 

parental leave concluded by BUSINESSEUROPE, UEAPME, CEEP and ETUC and 

repealing Directive 96/34/EC8, 

– having regard to its resolution of 26 May 2016 on ‘Poverty: a gender perspective’9, 

– having regard to its resolution of 13 September 2016 on creating labour market 

conditions favourable for work-life balance10, 

– having regard to its resolution of 15 September 2016 on application of Council 

Directive 2000/78/EC of 27 November 2000 establishing a general framework for equal 

                                                 
1 OJ C 70 E, 8.3.2012, p. 163. 
2 OJ L 353, 28.12.2013, p. 7. 
3 OJ C 436, 24.11.2016, p. 225. 
4 OJ C 36, 29.1.2016, p. 18. 
5 OJ C 93, 9.3.2016, p. 110. 
6 Texts adopted, P8_TA(2015)0207. 
7 Texts adopted, P8_TA(2016)0203. 
8 Texts adopted, P8_TA(2016)0226. 
9 Texts adopted, P8_TA(2016)0235. 
10 Texts adopted, P8_TA(2016)0338. 
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treatment in employment and occupation (‘Employment Equality Directive’)1, 

– having regard to its resolution of 8 October 2015 on the application of 

Directive 2006/54/EC of the European Parliament and of the Council of 5 July 2006 on 

the implementation of the principle of equal opportunities and equal treatment of men 

and women in matters of employment and occupation2, 

– having regard to its recommendation of 14 February 2017 to the Council on the EU 

priorities for the 61st session of the UN Commission on the Status of Women (CSW)3, 

– having regard to its resolution of 14 March 2017 on equality between women and men 

in the European Union in 2014-20154, 

– having regard to its resolution of 4 April 2017 on women and their roles in rural areas5, 

– having regard to the Council conclusions of 19 June 2015 on ‘Equal income 

opportunities for women and men: Closing the gender gap in pensions’, 

– having regard to the European Pact for gender equality for the period 2011-2020 

adopted in the Council conclusions of 7 March 20116, 

– having regard to the Commission recommendation of 7 March 2014 on strengthening 

the principle of equal pay between men and women through transparency 

(2014/124/EU)7, 

– having regard to the Commission’s initiative of December 2015, ‘Roadmap: A new start 

to address the challenges of work-life balance faced by working families’, as well as to 

the public and stakeholder consultations thereon, 

– having regard to the UN Guiding Principles on Business and Human Rights (UNGPs), 

the first global set of guidelines on business and human rights, which were 

unambiguously endorsed by all UN member states at the meeting of the UN Human 

Rights Council of 16 June 2011; having regard to the Commission communication of 25 

October 2011 on corporate social responsibility (COM(2011)0681), which encourages 

EU Member States to adapt the UNGPs to their national context, 

– having regard to the Commission communication of 26 April 2017 on ‘Establishing a 

European Pillar of Social Rights’ (COM(2017)0250), 

– having regard to the Commission communication of 26 April 2017 on ‘An Initiative to 

Support Work-Life Balance for Working Parents and Carers’ (COM(2017)0252), 

– having regard to the European Investment Bank Group Strategy on Gender Equality and 

                                                 
1 Texts adopted, P8_TA(2016)0360. 
2 Texts adopted, P8_TA(2015)0351. 
3 Texts adopted, P8_TA(2017)0029. 
4 Texts adopted, P8_TA(2017)0073. 
5 Texts adopted, P8_TA(2017)0099 
6 3073rd Employment, Social Policy, Health and Consumer Affairs Council meeting, Brussels, 7 March 2011. 
7 OJ L 69, 8.3.2014, p. 112. 
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Women’s Economic Empowerment, 

– having regard to the Commission staff working document of 3 December 2015 on ‘The 

Strategic engagement for gender equality 2016-2019’ (SWD(2015)0278), and in 

particular its Chapter 3.1, ‘Increasing female labour market participation and the equal 

economic independence of women and men’, 

– having regard to the Commission’s 2017 report on equality between women and men in 

the European Union, and in particular to its chapter 1 on increasing female labour 

market participation and equal economic independence and chapter 2 on reducing 

gender pay, earnings and pension gaps, 

 – having regard to the reports of the European Foundation for the Improvement of Living 

and Working Conditions (Eurofound) entitled ‘The gender employment gap: challenges 

and solutions’ (2016),’Work-life balance: creating solutions for everyone’ (2016), 

‘Social partners and gender equality in Europe’ (2014), and ‘Developments in working 

life in Europe: EurWORK annual review’ (2014 and 2015), and to the Sixth European 

Working Conditions Survey (EWCS) (2016), 

– having regard to the ILO Equal Remuneration Convention of 1951, the ILO Part-Time 

Work Convention of 1994, the ILO Home Work Convention of 1996, the ILO 

Maternity Protection Convention of 2000 and the ILO Domestic Workers Convention of 

2011, 

– having regard to the Agreed Conclusions of 24 March 2017 of the 61st session of the 

United Nations Commission on the Status of Women, entitled ‘Women’s economic 

empowerment in the changing world of work’, 

– having regard to the report of the UN Secretary-General’s High-Level Panel on 

Women’s Economic Empowerment of September 2016 entitled ‘Leave no one behind: 

A call to action for gender equality and women’s economic empowerment’, 

– having regard to the Beijing Platform for Action and the UN Convention on the 

Elimination of all forms of Discrimination against Women (CEDAW), 

– having regard to Rule 52 of its Rules of Procedure, 

– having regard to the report of the Committee on Women’s Rights and Gender Equality 

and the opinion of the Committee on Employment and Social Affairs (A8-0271/2017), 

A. whereas the EU is committed to promoting gender equality and ensuring gender 

mainstreaming in all of its actions; 

B. whereas women’s equal participation in the labour market and in economic decision-

making are both preconditions for women’s empowerment and consequences of it; 

C. whereas across the EU women remain considerably under-represented in the labour 

market and in management, with the overall employment rate of women still being 

almost 12 % lower than that of men; 

 D. whereas primary barriers to women’s economic empowerment include adverse social 
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norms, discriminatory laws or lack of legal protection, failure to equally share unpaid 

household work and care between men and women, and lack of access to financial, 

digital and property assets; whereas these barriers can be further exacerbated by 

intersecting discrimination1, such as on grounds of race and ethnicity, religion, 

disability, health, gender identity, sexual orientation and/or socio-economic conditions; 

E. whereas structural barriers to women’s economic empowerment are the result of 

multiple and intersecting forms of inequalities, stereotypes and discrimination in the 

private and public spheres;  

F. whereas economic empowerment of women is ‘right and smart’ at the same time, first 

of all as it is an essential dimension of gender equality and thus a matter of fundamental 

human rights and second as the higher participation of women in the labour market 

contributes to sustainable economic development at all levels of society; whereas 

companies that value women and enable them to participate fully in the labour market 

and in decision-making are more prosperous and help to boost productivity and 

economic growth; whereas evidence by the European Gender Equality Institute (EIGE) 

indicates that improvements to gender equality would generate up to 10.5 million 

additional jobs by 2050 in the EU, that the EU employment rate would reach almost 

80 % and that EU GDP per capita could increase by between 6.1 % and 9.6 % and boost 

growth by between 15 % and 45 % in the Member States by 2050; 

G. whereas the Europe 2020 strategy establishes among the EU’s targets achieving 75 % of 

men and women in employment by 2020 and, in particular, closing the gender gap in 

employment; whereas coordinated efforts will be required to facilitate women’s labour 

market participation; 

H. whereas in late 2015 the Commission released the Gender Action Plan 2016-2020, with 

women’s economic rights and empowerment as one of four ‘pivotal areas’ for action; 

I. whereas ‘reducing the gender pay, earnings and pension gaps and thus fighting poverty 

among women’ is one of the priorities defined by the Commission in its document 

‘Strategic engagement for gender equality 2016-2019’; 

J. whereas targets are set for women’s economic empowerment across the 17 Sustainable 

Development Goals (SDGs); 

K. whereas an effective work-life balance has a positive impact on progressing towards an 

‘equal earner/equal carer’ model between women and men, as well as on health aspects, 

and promotes an inclusive economic environment, growth, competitiveness, overall 

labour market participation, gender equality, a reduced risk of poverty, and 

intergenerational solidarity, and also helps address the challenges of an ageing society; 

L. whereas Eurostat findings reveal that in the EU 31.5 % of working women work part-

time compared with 8.2 % of working men, and whereas just over 50 % of women work 

full-time, compared with 71.2 % of men, representing a full-time employment rate gap 

of 25.5 %; whereas caring responsibilities are reasons for inactivity for almost 20 % of 

                                                 
1 UN High-Level Panel on Women’s Economic Empowerment: ‘Leave no one behind: A call to action for 

gender equality and economic women’s empowerment’ (September 2016) 
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economically inactive women, while this is only the case for less than 2 % of 

economically inactive men; whereas caring responsibilities and difficulties arising from 

combining work and private life mean that women are far more likely to work part-time 

or be economically inactive than men, which has a negative impact on their wages and 

pension-related income; 

M. whereas the majority of the recipients of care are usually the children, older family 

members or family members with disabilities of unpaid caregivers; 

N. whereas women carry out at least two and a half times more unpaid household and care 

work than men; 

O. whereas maternity should not be seen as an obstacle to women’s professional 

development and consequently to their emancipation; 

P. whereas women and men have equal rights and duties in relation to parenthood (with 

the exception of recovery after giving birth), bearing in mind that bringing up children 

should be shared and should therefore not be assigned exclusively to mothers; 

Q. whereas in 2015 the average employment rate for women with one child under the age 

of six was nearly 9 % lower than that for women without young children, and whereas 

in some Member States the difference exceeded 30 %; 

R. whereas maternity and parenthood are not acceptable grounds for discrimination against 

women in relation to accessing and remaining in the labour market; 

S. whereas a publicly accessible wage-mapping framework including data collection 

should be established with the aim of eliminating the gender pay gap by putting 

pressure on both the public and private sectors to assess their payment structures and 

redress any gender-based differences that are found, and has the potential to create a 

‘culture of awareness’ which makes it socially unacceptable to have a gender pay gap in 

a sector or company; 

T. whereas quotas have been found to improve the performance of private companies and 

boost wider economic growth, in addition to bringing about better use of the talent pool 

in the labour force;  

U. whereas gender equality and diversity in worker representation in companies at board 

level is a key democratic principle which has positive economic impacts, among them 

inclusive strategic decision-making and reducing the gender pay gap;  

V. whereas OECD studies have shown that companies with more women on their boards 

experience greater profitability compared to those with all-male boards; 

W. whereas typically female-dominated sectors or roles are generally characterised by 

lower wages than comparable sectors or roles which are male-dominated, constituting a 

component of the gender pay and pension gaps, which currently stand at 16 % and 40 % 

respectively; 

X. whereas the ILO has developed a framework in which jobs are assessed on the basis of 
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four factors: qualifications, effort, responsibility and working conditions, and are 

weighted according to their importance for the company or organisation in question; 

Y. whereas social partners have the potential to strengthen women’s economic 

empowerment through collective bargaining, by promoting equal pay between women 

and men, investing in work-life balance, encouraging women’s career development in 

companies, and offering information and education in the field of workers’ rights; 

Z. whereas evidence attests that wage inequalities are smaller where collective bargaining 

is strong1; 

Aa. whereas according to Eurostat 24.4 % of women in the EU are at risk of poverty or 

social exclusion, while single mothers, women over 55 and women with disabilities are 

at particular risk of unemployment and inactivity in the labour market; 

Ab. whereas implementation of the Council of Europe Convention on preventing and 

combating violence against women and domestic violence (Istanbul Convention) is a 

prerequisite for women’s empowerment and thus gender equality; whereas gender-

based violence is an unacceptable form of discrimination and a violation of fundamental 

rights, affecting not only women’s health and wellbeing, but also their access to 

employment and financial independence; whereas violence against women is one of the 

main impediments to gender equality, while education has the potential to reduce the 

risk of gender-based violence; whereas the subsequent social and economic 

empowerment can help women to escape situations of violence; whereas workplace 

violence and harassment, including sexism and sexual harassment, has serious negative 

consequences for all workers affected, their co-workers and their families, as well as the 

organisations they work in and society as a whole and may be partly responsible for 

women dropping out of the labour market; 

Ac. whereas economic violence is a form of gender-based violence occurring in women’s 

everyday life, which hinders women from fulfilment of their right to freedom, 

reproduces gender inequality and neglects women’s role in society at large; 

Ad. whereas many studies have clearly shown that austerity policies and cutbacks in the 

public sector have had a huge negative impact on women, their economic empowerment 

and gender equality; 

Ae. whereas education, qualifications and the acquisition of skills are essential to the 

empowerment of women on the social, cultural and economic level, and educational 

opportunities are recognised as a core element for combating inequalities such as under-

representation in decision-making and managerial posts and in the fields of engineering 

and science, thus improving the economic empowerment of women and girls; 

Af. whereas digitalisation has positive effects in terms of shaping new job opportunities and 

inducing a constructive shift towards more flexible work patterns, particularly for 

women entering or re-entering the labour market, and also in terms of achieving a better 

                                                 
1 See: ‘The European Trade Union Confederation’, ‘Collective bargaining: our powerful tool to close the gender 

gap’ (2015). 
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balance between caring activity and professional life for both women and men; 

I. General considerations  

1. Considers that women’s economic participation and empowerment are key for 

strengthening their fundamental rights, enabling them to reach economic independence, 

to exert influence in society and to have control over their lives, while also breaking the 

glass ceilings preventing them from being treated equally to men in working life; 

encourages, therefore, the economic empowerment of women through political and 

financial means; 

2. Emphasises that the strengthening of women´s rights and economic empowerment 

means that it is necessary to address the deep-rooted unequal gender power-relations 

that give rise to discrimination and violence against women and girls, as well as against 

LGBTI persons, and that gender power structures interact with other forms of 

discrimination and inequality such as those related to race, disability, age and gender 

identity; 

3. Calls on the Commission and the Member States to ensure equality and non-

discrimination in the workplace for all; 

4. Calls on the Member States to fully implement both the Employment Equality Directive 

and Directive 2010/41/EU on the application of the principle of equal treatment 

between men and women engaged in an activity in a self-employed capacity; calls on 

the Commission to ensure better application of these directives; 

5. Points out that the low female employment rates and women’s exclusion from 

employment have a negative impact on women’s economic empowerment; highlights 

that the total yearly economic costs of the lower female employment rate, taking into 

account forgone earnings, missed welfare contributions and additional public finance 

costs, corresponded to 2.8 % of the EU’s GDP, or EUR 370 billion, in 2013 as 

estimated by Eurofound, while the cost of a woman’s exclusion from employment is 

estimated by the EIGE at between EUR 1.2 and 2 million, depending on her level of 

education; 

6. Stresses that women’s economic empowerment and equal opportunities in the labour 

market are first of all crucial for women individually, but are also instrumental for the 

EU’s economic growth, with a positive impact on GDP, inclusiveness and the 

competitiveness of businesses, while also helping to address challenges related to the 

ageing population in the EU; points out that, according to a 2009 study, the EU’s GDP 

could theoretically increase by almost 27 % assuming a labour market in full gender 

balance; 

II. Actions and tools for improving the economic empowerment of women 

Improved work-life balance 

7. Notes that, in response to Parliament’s call for work-life balance to be improved, the 

Commission has issued non-legislative proposals and a legislative proposal creating 

several types of leave in order to meet the challenges of the 21st century; stresses that 
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the proposals made by the Commission are a good first step towards meeting the 

expectations of European citizens, as they will allow women and men to share 

occupational, family and social responsibilities more evenly, especially where care of 

dependants and childcare are concerned; calls on all institutions to deliver on this 

package as soon as possible; 

8. Calls on the Member States to step up protection against discrimination and unlawful 

dismissal related to work-life balance and to ensure access to justice and legal action; 

calls on the Commission to step up the monitoring, transposition and implementation of 

EU anti-discrimination legislation, launch infringement procedures where necessary, 

and promote compliance by, among other means, information campaigns to increase 

awareness of legal rights to equal treatment; 

9. Stresses that remuneration and social security contributions should continue to be paid 

during leave; 

10. Calls on the Member States to guarantee rest leave to parents of children with 

disabilities, paying particular attention to single mothers and on the basis of an 

examination of best practices; 

11. Urges Member States to invest in informal after-school play-centred learning facilities 

that could provide support for children after school and crèche hours in particular, as a 

way of responding to the gap between school and business hours; 

12. Insists that achieving the Barcelona targets and the introduction of care targets for 

dependent and ageing members of society, including accessible, affordable and quality 

childcare and other care, facilities and services, as well as independent living policies 

for people with disabilities, is indispensable for Member States to be able to reach the 

Europe 2020 targets; recalls that investing in social infrastructure, such as childcare, not 

only has considerable employment effects, but also generates significant additional 

income for the public sector in employment taxes and savings in respect of 

unemployment insurance; emphasises, in that connection, the need for childcare 

facilities to be available throughout rural areas, and encourages Member States to 

promote investment in the provision of lifelong accessible and affordable quality care 

services, including care for children, dependents and the elderly; believes that adequate 

childcare should be available and affordable also to enable parents to access lifelong 

learning opportunities; 

13. Underlines the crucial role of high-quality public services, especially for women; 

underlines the importance of universal access to high-quality, affordable, conveniently 

located and demand-driven public services as a tool to ensure women’s economic 

empowerment; 

14. Notes the current incoherence between the achievements of the Member States and the 

goals set out within the Barcelona targets, and urges the Commission to closely monitor 

the measures taken by the Member States in order to ensure that they fulfil their 

obligations; 

15. Is convinced that the engagement of men in caring responsibilities is a precondition for 

changing the traditional stereotypes related to gender roles; further believes that both 
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genders and the whole of society will benefit from a fairer distribution of unpaid work 

and from more equal take-up of leave related to care; is convinced that an equal-earner-

equal-carer model is the most effective for achieving gender equality in all areas of life; 

16. Calls on the Member States to pursue specific and active employment and training 

policies in order to support the return to work of women who have put their careers on 

hold to look after dependants; 

17. Emphasises that a better work-life balance and greater equality between women and 

men are essential for achieving the goals of women’s empowerment; stresses that a 

better work-life balance would ensure a fairer distribution of paid and unpaid work 

within families, increase women’s participation in the labour market and, accordingly, 

reduce the gender pay and pension gap; 

18. Stresses the importance of good and secure working conditions allowing both women 

and men to reconcile work and private life, and calls on the Commission and the 

Member States to promote the strengthening of labour rights, collective bargaining and 

increased gender equality;  

19. Strongly encourages the promoting of the individualisation of the right to leave 

arrangements, the non-transferability between parents of their entitlements to parental 

leave, and the equal distribution of care-related tasks between both parents, with a view 

to achieving gender-balanced reconciliation of work and private life; 

20. Calls on the Commission to finance studies on the analysis of the amount and value of 

unpaid family care work performed by women and men and the average number of 

hours spent on paid and unpaid work, with particular reference to caring for the elderly, 

children and people with disabilities; 

21. Calls for the development of a framework for employee-oriented flexible employment 

models for women and men, accompanied by adequate social protection, in order to 

make it easier to maintain a balance between personal and professional responsibilities; 

believes, at the same time, that workers’ rights and the right to secure employment must 

come before any increase in flexibility in the labour market, so as to ensure that 

flexibility does not increase precarious, undesirable and insecure forms of work and 

employment and does not undermine employment standards which currently concern 

women more than men, understanding precarious employment as that which does not 

comply with international, national or EU standards and laws and/or does not provide 

sufficient resources for a decent life or adequate social protection, such as discontinuous 

employment, the majority of temporary contracts, zero-hours contracts or involuntary 

part-time work; also stresses the need to create conditions to guarantee the right to 

return from voluntary part-time work to full time employment; 

Equal pay for equal work of equal value and wage mapping 

22. Recalls that the principle of equal pay for male and female workers for equal work or 

work of equal value is enshrined and defined in Article 157 of the TFEU and needs to 

be applied effectively by the Member States; insists, in this context, that the 

Commission recommendation on strengthening the principle of equal pay between men 

and women through transparency should be used to closely monitor the situation in 
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Member States and draw up progress reports, also with the support of social partners, 

and encourages the Member States and the Commission to set out and implement the 

relevant policies in line with this recommendation with a view to eliminating the 

persistent gender pay gap; 

23. Calls on the Member States and companies to respect pay parity and introduce binding 

measures as regards pay transparency in order to create methods for companies to tackle 

the issue of the gender pay gap, including through pay audits and the inclusion of equal 

pay measures in collective bargaining; highlights the importance of providing adequate 

training on employment non-discrimination legislation and case law for employees of 

national, regional and local authorities and law enforcement bodies and labour 

inspectors; 

24. Underlines the need to recognise and re-evaluate typically female-dominated work, such 

as that in the health, social and teaching sectors, as compared to typically male-

dominated work; 

25. Expresses its conviction that achieving equal pay for male and female workers for equal 

work of equal value requires a clear framework of specific job evaluation tools with 

comparable indicators to assess ‘value’ in jobs or sectors; encourages the Commission, 

therefore, to consider delivering such a framework and to assist the Member States and 

social partners in implementing it; encourages all parties to adopt policies and laws to 

ensure equal pay for equal work or work of equal value; 

26. Recalls that in line with the jurisprudence of the European Court of Justice, the value of 

work should be assessed and compared on the basis of objective criteria, such as 

educational, professional and training requirements, skills, efforts and responsibility, 

work undertaken and the nature of the tasks involved; 

27.  Highlights the importance of the principle of gender neutrality in job evaluation and 

classification systems in both the public and private sectors; welcomes the efforts of 

Member States to promote policies that prevent discrimination in recruitment, and 

encourages them to promote gender-blind CVs to discourage companies and public 

administrations from operating gender bias during their recruitment processes; calls on 

the Commission to explore the possibility of developing an anonymised ‘Europass CV’; 

suggests that Member States draw up programmes to combat social and gender 

stereotypes, particularly among younger population groups, as a means of preventing an 

occupational categorisation of job scales that frequently restricts women’s access to the 

highest-paid positions and jobs; 

 Gender balance in public and private sectors 

28. Considers that quotas in the public sector may be necessary where public institutions do 

not fulfil their responsibility to ensure fair representation, and could thus improve the 

democratic legitimacy of decision-making institutions;  

29. Notes that the use of gender quotas and zipped lists in political decision-making have 

proven most effective tools in addressing discrimination and gender power imbalances 

and improving democratic representation in political decision-making bodies; 

30. Calls on the Commission to improve the collection, analysis and dissemination of 
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comprehensive, comparable and reliable and regularly updated data on women’s 

participation in decision-making; 

31. Calls on the EU institutions to encourage women’s participation in the European 

electoral process by including gender-balanced lists in the next revision of the European 

electoral law; 

32. Reiterates its call on the Council for swift adoption of the directive on gender balance 

among non-executive directors of listed companies, as an important first step towards 

equal representation in the public and private sectors, and notes that corporate boards 

with more women have been found to improve the performance of private companies; 

notes also that progress is most tangible (from 11.9 % in 2010 to 22.7 % in 2015) in 

Member States in which binding legislation on quotas for boards has been adopted1; 

urges the Commission to maintain pressure on the Member States to find an agreement; 

Gender equality plans 

33. Acknowledges that the Commission supports the adoption of gender equality plans by 

research-performing and research-funding organisations; 

34. Notes that gender equality plans on a company or sectorial level may contain multiple 

human resource measures addressing recruitment, pay, promotion, training and work-

life balance; that they often include concrete measures such as use of gender-neutral 

language, prevention of sexual harassment, appointment of the under-represented 

gender to top positions, part-time work and participation of fathers in childcare, and that 

a variety of approaches exist in Member States regarding the mandatory introduction of 

such measures; 

35. Recognises that the adoption of gender equality plans and gender audits in the private 

sector may foster a positive, work-life balance-friendly image of companies and help 

increase employee motivation and reduce staff turnover; invites the Commission, 

therefore, to encourage companies with more than 50 employees to negotiate gender 

equality plans with social partners with a view to enhancing gender equality and 

combating discrimination in the workplace; calls for these gender equality plans to 

include a strategy to address, prevent and eliminate sexual harassment in the workplace; 

Collective agreements and social partners 

36. Expresses its conviction that social partners and collective agreements have the 

potential to promote gender equality, to empower women through unity and to combat 

gender pay inequalities; emphasises that ensuring equal and appropriate representation 

of women and men in collective bargaining teams is essential for promoting women’s 

economic empowerment, and therefore considers that social partners should strengthen 

the position of women within their social partnership structure in leading decision-

making roles and negotiate gender equality plans at company and sectorial level; 

                                                 
1 See: European Commission Factsheet ‘Gender balance on corporate boards – Europe is cracking the glass 

ceiling’, October 2015; European Commission, DG JUST, ‘Women in economic decision-making in the EU: 

Progress report: A Europe 2020 initiative’, 2012; Aagoth Storvik and Mari Teigen, ‘Women on Board: The 

Norwegian Experience’, June 2010.  



 

RR\1134220EN.docx 15/33 PE601.154v04-00 

 EN 

37. Encourages the Commission to work with social partners and civil society in order to 

strengthen them in their key role of detecting discriminatory gender bias in the setting 

of wage scales and in providing job evaluations which are free of gender bias; 

 

III. Recommendations on enhancing economic empowerment of women 

38. Is of the view that economic models and practices, tax policies and spending priorities, 

especially during crises, should include a gender perspective, take women into account 

as economic actors and aim to close gender gaps to the benefit of citizens, businesses 

and society as a whole, and reiterates in this context that the economic crises have 

disadvantaged women in particular; 

39. Calls for reforms to increase gender equality both in family life and on the labour 

market; is convinced that individualised social security rights and a strong statutory 

right to full-time employment, with the possibility of part-time contracts, will contribute 

to women´s economic empowerment; 

40. Notes that women in general have careers without significant progression; calls on the 

Member States to encourage and support women so that they can have successful 

careers, including through positive actions such as networking and mentoring 

programmes, as well as by creating suitable conditions and ensuring equal opportunities 

with men at all ages for training, advancement, reskilling and retraining, as well as 

pension rights and unemployment benefits that are equal to those applicable to men; 

41. Encourages the Member States, on the basis of the provisions of Directive 2014/24/EU 

of the European Parliament and of the Council of 26 February 2014 on public 

procurement (the Public Procurement Directive)1, to promote the use of social clauses in 

public procurement as a tool for enhancing equality between women and men, where 

relevant national legislation exists and can be used as a basis for social clauses; 

42. Asks for a reconsideration of macroeconomic focuses in which public spending and 

pension priorities are reassessed to ensure that they are contributing to equality between 

women and men, social justice and poverty reduction and that both women and men 

benefit from high-quality, affordable public services and investment in social 

infrastructure, primarily in the health, care and social sectors; 

43. Stresses the need to combat all forms of gender-based violence, including domestic 

violence, such as rape, female genital mutilation (FGM), sexual abuse, sexual 

exploitation, sexual harassment and forced early/child marriage, as well as the 

phenomenon of economic violence; draws attention to the very worrying high levels of 

sexual harassment in the workplace2, and underlines that, in order for women’s 

empowerment to succeed, the workplace needs to be free from all forms of 

discrimination and violence; calls for the EU and the Member States to ratify the 

Istanbul Convention without reservations and organise public awareness and 

information campaigns on violence against women, and to encourage the exchange of 

good practices; notes that women’s economic independence plays a crucial role in their 

ability to escape situations of violence; calls on the Member States, therefore, to provide 

                                                 
1 OJ L 94, 28.3.2014, p. 65 
2 FRA survey on violence against women 
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social protection systems to support women in this situation; 

44. Reiterates that women’s individual, social and economic empowerment and 

independence is interlinked with the right to decide over their own bodies and sexuality; 

recalls that universal access to the full range of sexual and reproductive health and 

rights is a crucial driving force in enhancing equality for all; 

45. Welcomes the conclusions of the 61st session of the CSW on ‘Women’s economic 

empowerment in the changing world of work’, which, for the first time, make a direct 

and explicit link between women’s economic empowerment and their sexual and 

reproductive health and reproductive rights; regrets, however that comprehensive 

sexuality education was omitted entirely from the agreement; 

46. Notes that women constitute 52 % of the total European population, but only one third 

of self-employed workers or of all business starters in the EU; notes also that women 

face more difficulties than men in access to finance, training, networking and 

maintaining a work-life balance; encourages the Member States to promote measures 

and actions to assist and advise women who decide to become entrepreneurs, while 

stressing that financial independence is key to achieving equality; calls on the Member 

States to facilitate access to credit, cut red tape and remove other obstacles vis-à-vis 

women’s start-ups; calls on the Commission to intensify its work with the Member 

States to identify and remove barriers to women’s entrepreneurship and to encourage 

more women to start their own businesses, including through improving access to 

finance, market research, training and networks for business purposes, such as the 

WEgate Platform for women entrepreneurs and other European networks; 

47. Highlights that improving digital skills and IT literacy among women and girls and 

boosting their inclusion in the ICT sector could contribute to their economic 

empowerment and independence, resulting in a reduction in the total gender pay gap; 

calls on the Member States and the Commission to advance their efforts to put an end to 

the digital divide between men and women as mentioned in the Europe 2020 Digital 

Agenda, by increasing women’s access to the information society, with a particular 

focus on better female visibility in the digital sector; 

48. Points out that women account for almost 60 % of graduates in the EU but, on account 

of persistent hindering factors, remain under-represented in science, mathematics, IT, 

engineering and related careers; invites the Member States and the Commission to 

promote, through information and awareness-raising campaigns, the participation of 

women in sectors traditionally viewed as ‘male’, notably the sciences and new 

technologies, among others, by mainstreaming gender equality in the digital agenda for 

the forthcoming years, as well as promoting the participation of men in sectors 

traditionally viewed as ‘female’, notably care and education; stresses the importance of 

extending social protection and raising wages in sectors where women make up the 

majority of the workforce, as in the cases of personal care workers, cleaners and 

helpers, catering staff and health associate professionals, among others; highlights the 

importance of vocational education and training (VET) in diversifying career choices 

and introducing women and men to non-traditional career opportunities so as to 

overcome horizontal and vertical exclusion and to increase the numbers of women in 

decision-making bodies in political and business spheres; 
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49. Asks the Member States for legislative and non-legislative measures to guarantee the 

economic and social rights of workers in the so-called feminised sectors; highlights the 

importance of preventing the over-representation of women in precarious employment, 

and recalls the need to combat the precarious nature of these sectors, such as domestic 

work or caring; recognises that domestic work and the provision of household services, 

which are largely feminised, are often performed as undeclared work; calls on the 

Commission and the Member States to promote and further develop the formal sector of 

domestic services also through the European Platform Tackling Undeclared Work, and 

to recognise household services, family employment and home care as constituting a 

valuable economic sector with a job creation potential which needs to be better 

regulated within the Member States, with a view both to creating secure positions for 

domestic workers and to providing families with the capacity to assume their role as 

employers, as well as opportunities for reconciliation of private and professional life for 

working families; 

50. Stresses the importance of education in combating gender stereotypes; calls, therefore, 

on the Commission to promote initiatives developing training programmes on gender 

equality for education professionals, and preventing stereotypes from being passed on 

through curricula and pedagogical material; 

51. Stresses the importance of gender mainstreaming as a fundamental tool in the design of 

gender-sensitive policies and legislation, including in the field of employment and 

social affairs, and therefore for ensuring women’s economic empowerment; calls on the 

Commission to introduce systematic gender impact assessments; reaffirms its call on the 

Commission to enhance the status of its ‘Strategic engagement for gender equality 

2016-2019’ by adopting it as a communication; calls on the Commission to introduce 

gender-responsive budgeting in the next multiannual financial framework and to engage 

in increasingly rigorous scrutiny of EU budget-setting processes and expenditure, 

including taking steps to improve transparency and reporting around how funds are 

spent; further calls on the European Investment Bank to mainstream gender equality and 

women’s economic empowerment throughout its activities inside and outside the EU; 

52. Calls on the Member States to mainstream the gender perspective into their national 

skills and labour market policies and to include such measures in national action plans 

and as part of the European Semester, in line with the employment guidelines; 

53. Underlines the importance of offering lifelong learning to women in rural areas, 

including through, for example, inter-enterprise training courses; stresses the high 

proportion of self-employed workers in rural areas with a lack of appropriate social 

protection and the high proportion of ‘invisible’ work, which affects women in 

particular; calls on the Member States and regions with legislative powers, therefore, to 

ensure social security for both men and women working in rural areas; calls on the 

Member States also to facilitate equitable access to land, ensure ownership and 

inheritance rights, and facilitate access to credit for women; 

54. Points out that the rates of people at risk of poverty or social exclusion are higher 

among women than among men, and stresses, therefore, that measures to combat 

poverty and social exclusion have a particular impact on women’s economic 

empowerment; stresses that preventing and eliminating the gender pension gap and 
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reducing women’s poverty in old age depend first and foremost on conditions being 

created for women to make equal pension contributions through further inclusion in the 

labour market and safeguarding equal opportunities in terms of pay, career advancement 

and possibilities to work full-time; calls on the Commission and the Member States to 

ensure that the ESI funds and the European Fund for Strategic Investments contribute to 

reducing women’s poverty with a view to achieving the overall Europe 2020 poverty 

reduction target; calls on the Member States to make sure that the allocated 20 % of 

ESF funding for social inclusion measures is also used to increase support to small local 

projects aimed at empowering women experiencing poverty and social exclusion; 

55. Notes that poverty continues to be measured on accumulated household income, which 

assumes that all members of the household earn the same and distribute resources 

equally; calls for individualised rights and calculations based on individual incomes in 

order to reveal the true extent of women’s poverty; 

56. Notes that women have been the most affected by austerity measures and cuts in the 

public sector (less and more expensive childcare, reduced services for the elderly and 

people with disabilities, privatisation and closure of hospitals), in particular in areas 

such as education, health and social work, as they represent 70 % of the public-sector 

workforce;  

57. Stresses the importance of paying attention to the specific needs and multifaceted 

challenges of certain vulnerable groups which face particular barriers to entry to the 

labour market; calls on the Member States to ensure, for these individuals, early and 

easy access to quality training, including internships, in order to ensure their full 

integration into our societies and the labour market, taking into consideration refugees’ 

existing informal and formal skills and competences, talents and know-how; calls on the 

Member States to take up measures to prevent the intersectional discrimination that 

particularly affects women in vulnerable situations; emphasises how important it is that 

Directive 2000/78/EC on equal treatment in employment and occupation, as well as 

Directive 2000/43/EC of 29 June 2000 implementing the principle of equal treatment 

between persons irrespective of racial or ethnic origin,1 are implemented correctly; 

58. Calls on the Member States and the Commission to enforce and improve the practical 

application of the existing laws and workplace policies, and to improve those laws and 

policies where appropriate, in order to protect women from direct and indirect 

discrimination, particularly as regards the selection, hiring, retention, vocational training 

and promotion of women in employment in both the public and private sectors, and to 

offer women equal opportunities in terms of pay and career advancement; 

59. Strongly deplores the fact that the Council has still not adopted the 2008 proposal for a 

directive on implementing the principle of equal treatment between persons irrespective 

of religion or belief, disability, age or sexual orientation; welcomes the prioritisation of 

this directive by the Commission; reiterates its call on the Council to adopt the proposal 

as soon as possible; 

60. Calls on the Commission to improve the collection of specific gender indicators and 

gender-disaggregated data in order to estimate the gender equality impact of Member 

                                                 
1 OJ L 180, 19.7.2000, p. 22. 
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States and EU policies; 

61. Stresses that women are disproportionately and often involuntarily concentrated in 

precarious work; urges the Member States to implement the ILO recommendations 

intended to reduce the scale of precarious work, such as restricting the circumstances in 

which precarious contracts can be used and limiting the length of time workers can be 

employed on such a contract; 

62. Regrets the lack of ambition of the Commission’s proposal to develop the European 

Pillar of Social Rights, and calls on the Commission to propose a directive on decent 

working conditions for all workers; 

63. Points out the role of tax revenue in financing welfare systems;  

64. Calls on the EIGE to continue its work of compiling gender-specific data and 

establishing scoreboards in all relevant policy areas; 

65. Instructs its President to forward this resolution to the Council and the Commission. 
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EXPLANATORY STATEMENT 

 

Europe is indisputably one of the world leaders when it comes to women’s rights and gender 

equality. However, a precondition for excelling in equality and women’s empowerment is 

women’s equal participation in the labour market and in economic decision-making.  

The latest statistics shows that the EU remains only halfway towards achieving gender 

equality. The EIGE Gender Equality Index from 2015 presented almost no progress for the 

EU with a non-significant increase.  

 

In many countries the primary barriers to the women’s economic empowerment are several 

social norms or discriminatory laws. Despite that women on average hold a higher education 

level than men the gender pay gap is still very prevalent at 16.1% and the pension gap as well, 

at an alarming 40.2% though the difference between member states is significant. A more 

even distribution of unpaid work in the household is also necessary for women to be able to 

be present on the labour market to the same extent as men. When the unpaid household work 

is simultaneously performed and it becomes an evenly shared burden, as well as when the 

goals set up by the Barcelona targets are achieved, there will be a better foundation for a well-

improved work-life balance that will allow women to compete on an equal playing field.  

 

To be able to compete on the same terms is not only a human right and should not face any 

resistance since everybody regardless of who they are or what their biological gender is, have 

the same rights and should not face discrimination. Besides it being a human right, there are 

benefits from a more equal labour market. Women work part-time jobs to a higher extent than 

men do, involuntarily and combined with the difference in wages that is a huge loss in tax-

income for the member states. According to Eurofound, the total yearly cost of the lower 

female employment rate corresponded to 2.8% of the EU’s GDP,1 while the cost of a 

woman’s exclusion from employment throughout her working life is estimated at between 

€1.2 million and €2 million, depending on her educational level.  

 

There are different tools that are useful in reaching the goal of women’s economic 

empowerment. The existence of the pay gap creates a fundamental problem of equal pay for 

equal work and work of value. In order to reach equal pay for equal work there needs to be a 

systematic mapping in order to make sure that both public and private sector lives up to the 

principle.  

 

In order to confront the insufficient level of women’s economic empowerment within the EU, 

it is a necessity that the traditional female jobs are valued equally as typical male jobs. This 

will demand that the sectors that are affected, that are female dominated, better remunerate 

their employees.  

 

As mentioned above, increasing women’s presence on the labour market will only lead to 

positive effects. When it comes to corporate boards and in the public sector where high level 

decision-making is done, the experience of including women have proven the positive 

outcomes. We call on the Council for a swift adoption of the directive on gender balance 

among non-executive directors of listed companies (women on boards’ directive). There has 

been progress in this area, but it is advancing too slow. The most progress has been present in 

                                                 
1 in 2013, The gender employment gap: Challenges and solutions 



 

RR\1134220EN.docx 21/33 PE601.154v04-00 

 EN 

countries that have adopted a binding legislation on quotas. An important factor is also to lead 

by example. The EU currently has very few women on high level/senior positions within its 

institutions and there needs to be a drastic change.  

 

Gender equality plans are a tool that tackles inequality in the workplace through many various 

ways, addressing recruitment, pay, promotion, training and work-life balance. Moreover, a 

gender equality plan can work towards the prevention of sexual harassments as well. 32 % of 

the sexual harassment cases in the EU were experienced by women at their workplace and due 

to experiencing such violence, a large number of women alters their behaviours by avoiding 

being alone with a colleague or a boss. We need to have zero tolerance against harassment 

and everybody including women needs to be able to feel safe in their work environment.  

 

We are only three years away from 2020, and we have very high goals which were set-up by 

ourselves, that we have to reach. We cannot accept a failure and have to keep working 

towards reaching these goals regarding women’s empowerment and presence in the labour 

market. We have to show leadership with a firm stance that we do not tolerate inequality and 

that we expect both the public and private sectors to take responsibility for the inequality that 

they are reproducing through the problems presented in this report. 
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OPINION OF THE COMMITTEE ON EMPLOYMENT AND SOCIAL AFFAIRS 

for the Committee on Women’s Rights and Gender Equality 

on Women’s Economic Empowerment in the Private and Public Sectors in the EU 

(2017/2008(INI)) 

Rapporteur: Tania González Peñas 

 

 

SUGGESTIONS 

The Committee on Employment and Social Affairs calls on the Committee on Women’s 

Rights and Gender Equality, as the committee responsible, to incorporate the following 

suggestions into its motion for a resolution: 

A. whereas structural barriers to women’s economic empowerment are the result of multiple 

and intersecting forms of inequalities, stereotypes and discrimination in the private and 

public spheres;  

B.  whereas greater economic empowerment of women and improving gender equality 

presents an economic opportunity which will have a strong positive impact on EU GDP 

and will lead by 2050 to an increase in EU GDP per capita by 6.1 % to 9.6 %1 and 

whereas eliminating gender gaps in employment will lead to an increase in growth by 

15 % to 45 % in the Member States2; whereas taking into account forgone earnings, 

missed welfare contributions and additional public finance costs, the total yearly cost of 

the lower female employment rate was EUR 370 billion in 2013 which corresponds to 

2.8 % of the EU’s GDP3, while improving gender equality would also lead to an 

additional 10.5 million jobs4; 

C. whereas women’s economic participation and empowerment are fundamental to enable 

women to have control over their lives and exert influence in society and to increase 

women’s access to economic resources and opportunities such as employment, financial 

services, property and other assets, and skills development; whereas it is essential to 

                                                 
1 European Institute for Gender Equality (EIGE); Economic benefits of gender equality in the EU (2017) page 3. 

http://eige.europa.eu/sites/default/files/documents/economic_benefits_of_gender_equality_briefing_paper.pdf 
2 http://europa.eu/rapid/press-release_IP-09-1527_en.htm?locale=en 
3 https://www.eurofound.europa.eu/publications/report/2016/labour-market/the-gender-employment-gap-

challenges-and-solutions 
4 European Institute for Gender Equality (EIGE); Economic benefits of gender equality in the EU (2017) page 3. 

http://eige.europa.eu/sites/default/files/documents/economic_benefits_of_gender_equality_briefing_paper.pdf 

http://eige.europa.eu/sites/default/files/documents/economic_benefits_of_gender_equality_briefing_paper.pdf
http://europa.eu/rapid/press-release_IP-09-1527_en.htm?locale=en
https://www.eurofound.europa.eu/publications/report/2016/labour-market/the-gender-employment-gap-challenges-and-solutions
https://www.eurofound.europa.eu/publications/report/2016/labour-market/the-gender-employment-gap-challenges-and-solutions
http://eige.europa.eu/sites/default/files/documents/economic_benefits_of_gender_equality_briefing_paper.pdf
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ensure that women and men have the same rights and opportunities to take part in 

economic life and in the labour market, which is not only crucial but instrumental for the 

EU’s economic growth leading to a positive impact on GDP, inclusiveness, 

competitiveness of businesses and challenges related to an ageing population; 

D. whereas the EU 2020 strategy establishes the EU’s target of 75 % of men and women in 

employment by 2020 and, in particular, of closing the gender gap in employment; whereas 

coordinated efforts will be required to facilitate women’s labour-market participation; 

E. whereas maternity should not be seen as an obstacle to women’s professional 

development and consequently to their emancipation; 

F. whereas women and men have equal rights and duties in relation to parenthood (with the 

exception of recovery after giving birth), given that the burden of bringing up children 

should be shared and should therefore not be assigned exclusively to mothers; 

G. whereas in households where the youngest child is aged under seven years of age men 

spend 41 hours per week in paid work and 15 hours in unpaid work, while women spend 

32 hours per week in paid work, but 39 hours in unpaid work; 

H. whereas balancing work and family life is essential in order to boost women’s 

professional careers, and this requires public and private childcare structures; 

I. whereas although women account for almost 60 % of graduates in the EU, they remain 

under-represented in science, mathematics, IT, engineering and related careers owing to 

persisting hindering factors; highlights, as a result, the fact that inequality in occupations 

is taking on new forms and, despite the investment in education, young women are still 

twice as likely as young men to be economically inactive; whereas it is estimated that jobs 

in the area of ICT and the computer sciences will play a significant role in the short term, 

in terms of both vacancies and earnings, and it is of utmost importance to attract more 

women to study these subjects; 

J. whereas, according to the predictions, if women’s productivity levels were to rise to match 

men’s, the EU’s GDP could grow by 27 %; 

K. whereas according to OECD studies companies with more women on their boards 

experience greater profitability compared to those with all-male boards, even though in 

2014 women accounted for just 20.2% of board members of the largest publicly listed 

companies registered in EU countries; 

1. Considers that women’s economic empowerment is crucial in order to reduce poverty and 

promote economic development; insists, however, that the accomplishment of economic 

independence is only a first step for women’s economic empowerment while equality in 

the political, social and cultural arena are also needed to empower women in the private 

and public sectors; considers that the implementation of the principle of equal pay for 

male and female workers for equal work or work of equal value applied by the Member 

States are necessary steps for women’s economic empowerment and the consolidation of 

their fundamental rights; calls on the Commission and the Member States to guarantee this 

principle as defined in Article 157 of the TFEU and to combat direct and indirect 

discrimination in the labour market in order to achieve women’s economic empowerment; 
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2. Calls on the Member States to fully implement the Employment Equality Directive and 

Directive 2010/41/EU on the application of the principle of equal treatment between 

men and women engaged in an activity in a self-employed capacity; calls on the 

Commission to ensure better application of these directives and to promote the 

implementation of plans on gender equality among companies; 

3. Calls on the Member States to protect women’s rights and promote gender equality and 

social well-being, by combating pay and pension gaps, by addressing and eliminating 

breaches of anti-discrimination legislation in employment, and by combating precarious, 

undesirable and insecure forms of work and employment, understanding precarious 

employment as that which does not comply with international, national and Union 

standards and laws, and/or which does not provide sufficient resources for a decent life or 

adequate social protection, such as discontinuous employment, the majority of temporary 

contracts, zero-hours contracts or involuntary part-time work, as well as by creating 

conditions to guarantee the right to return from voluntary part-time work to full time 

employment; 

4. Deplores the persistence of the gender pay gap, which constitutes an infringement of the 

fundamental principle of equal pay for equal work for female and male workers enshrined 

in Article 157 of the TFEU and which in particular affects women having and raising 

children; calls on the EU and the Member States, in cooperation with the social partners 

and gender equality organisations, to set out and implement policies to close the gender 

pay gap; calls on the Member States to carry out wage-mapping on a regular basis as a 

complement to these efforts; 

5. Stresses that preventing and eliminating the gender pension gap and reducing women’s 

poverty in old age first and foremost depends on creating conditions in which women can 

make equal pension contributions through their increased inclusion in the labour market 

and safeguarding equal opportunities in terms of pay, career advancement and possibilities 

to work full-time; 

6. Highlights that the causes and consequences of the gender pension gap need to be 

addressed, as this is an obstacle to the economic independence of women in old age, when 

they face a higher risk of poverty than men; stresses the importance of tax and benefit 

systems in Member States that are free from disincentives for second earners to work or 

work more, because women often are second earners; invites the Member States to replace 

household unit models with the individualisation of taxation and social security rights in 

order to ensure that women have individual rights and to counter dependency status 

through their partners or through the state; 

7. Stresses that flexible forms of work make it easier for women to balance their work and 

family lives and may positively contribute towards the inclusion of disadvantaged groups 

of women in working life; 

8. Calls on Member States to improve general work conditions, including the family-friendly 

organisation of working time in consultation with workers; 

9. Urges Member States to ensure adequate paternity leave and pay in order to ensure the 

same opportunities for women and men in career advancement; 
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10. Stresses the need to eliminate the horizontal and vertical gender segregation of the labour 

market by tackling the direct and indirect causes, addressing discriminatory social 

behaviours and stereotypes, diversifying the career choices of women and men, and 

promoting the equal participation of women and men in the labour market, quality 

education, formal and non-formal training and life-long learning and training as well as 

co-responsibility in caring; calls on the Commission and the Member States to implement 

measures to reduce gender stereotypes and segregation in the labour market, education, 

training and as well as in domestic work and caring responsibilities in order to improve 

the future earnings and socioeconomic conditions of women; 

11. Recalls that sustainable public and private funding for education are the basis for an 

inclusive, socially just and democratic society – this priority must be reflected in budgets; 

highlights the particular role that education for girls and young women plays for their 

future employment prospects and economic empowerment; calls, in this regard, on the 

Member States to strengthen policies and increase investment in quality education and 

training and to promote sectors and positions where women are under-represented, such as 

science, technology, engineering and mathematics (STEM), as well as to increase female 

employment in these quality jobs; highlights the importance of vocational education and 

training (VET) in diversifying career choices, introducing women and men to non-

traditional career opportunities; recalls the importance of emphasising in the education 

systems the principle of equality between men and women and that of the equal right to 

take part in economic life;  

12. Points out that the rapid spread of digital technology is having a profound impact on the 

labour market by changing value chains, conditions and the nature of work; notes that 

opportunities brought about by digitalisation may serve as an effective tool for further 

inclusion of women into the labour market as well as better reconciliation of professional 

and domestic duties for both women and men; further points out that digitalisation results 

in a growing demand for skills to address the existing digital gap between men and 

women; highlights that the demand for new skills, particularly in the ICT field, needs to 

be tackled through training as well as through further education and lifelong learning, in 

the interests of promoting digital literacy and tackling the existing gender gap in order to 

enlarge the pool of highly qualified candidates; calls therefore on the Member States and 

the Commission to advance their efforts to boost inclusion in the context of ICT and 

promote digital skills and e-literacy among women and girls, who remain under-

represented in this sector, which may contribute to their economic empowerment and 

independence, and result in the reduction of the total gender wage gap; 

13. Calls on the Commission, together with the Member States, to promote and support 

female entrepreneurship initiatives as it can provide women with the knowledge they need 

to found or co-found their own businesses based on their innovative ideas; it is crucial in 

this regard to provide information on access to training, to support women entrepreneurs 

in accessing alternative sources of funding, business networking opportunities as well as 

advising on the start-up, management and growth of their businesses in the early phases; 

14. Calls on the Member States to pursue specific, active employment and training policies in 

order to support the return to work of women who have put their careers on hold to look 

after dependants; 
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15. Stresses the need to ensure that the structural and investment funds are used to improve 

education and training with a view to improving labour market access and combating 

unemployment, poverty and social exclusion of women; highlights that the 20 % share of 

the ESF allocated to social inclusion measures and social innovation projects could be 

used more actively to support initiatives such as small local projects aimed at empowering 

women experiencing poverty and social exclusion; 

16. Asks the Member States for legislative and non-legislative measures to guarantee the 

economic and social rights of workers in the so-called feminised sectors; highlights the 

importance of preventing the over-representation of women in precarious employment and 

recalls the need to combat the precarious nature of these sectors, such as domestic work or 

caring; recognises that domestic work and the provision of household services, which are 

largely feminised, are often performed as undeclared work; calls on the Commission and 

the Member States to promote and further develop the formal sector of domestic services 

also through the European Platform Tackling Undeclared Work, to recognise household 

services, family employment and home-care as a valuable economic sector with a job 

creation potential which needs to be better regulated within the Member States with a 

view to creating both secure positions for domestic workers and providing families with a 

capacity to assume their role as employers and opportunities for reconciliation of private 

and professional life for the working families; 

17. Points to the relevance of the caring and domestic work sector and its job creation 

potential, and stresses the need to create quality employment leading to decent jobs in the 

care economy in the public and private sectors; stresses the importance of extending social 

protection and raising wages in these sectors where women make up the majority of the 

workforce, such as personal care workers, cleaners and helpers, catering staff and health 

associate professionals among other things; 

18. Stresses the importance of paying attention to the specific needs and multifaceted 

challenges of some of the vulnerable groups facing particular barriers to entry to the 

labour market such as young women, women in rural areas, women with disabilities, as 

well as women refugees and migrants; calls on the Member States to ensure their early 

and easy access to quality training, including internships, in order to ensure full 

integration into our societies and the labour market, taking into consideration the refugees’ 

existing informal and formal skills and competences, talents and know-how; calls on the 

Member States to take up measures to prevent the intersectional discrimination that 

particularly affects women in vulnerable situations; emphasises how important it is that 

Directive 2000/78/EC on equal treatment in employment and occupation, and Directive 

2000/43/EC on equal treatment irrespective of racial or ethnic origin, are implemented 

correctly; 

19. Calls on the Member States and the Commission to enforce and improve the practical 

application of the already existing laws and workplace policies and improve those laws 

and policies where appropriate to protect women from direct and indirect discrimination, 

particularly in the selection, hiring, retention, vocational training and promotion of women 

in employment in both the public and private sectors and to offer women equal 

opportunities in terms of pay and career advancement; 

20. Highlights the importance of the principle of gender-neutrality in job evaluation and 
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classification systems in both the public and private sectors; welcomes the efforts of 

Member States to promote policies that prevent discrimination in recruitment and 

encourages them to promote non-gender identification résumés to discourage companies 

and public administration of gender bias during the recruitment process; calls on the 

Commission to explore the possibility of developing an anonymised Europass CV; 

suggests that Member States draw up programmes to combat social and gender 

stereotypes, particularly among the youngest groups, as a way of preventing a professional 

categorisation of job scales that frequently restricts women’s access to the highest-paid 

positions and jobs; 

21. Calls on the Member States to put in place proactive policies and appropriate investment 

aimed and designed to support women and men entering, returning to, staying and 

advancing in the labour market, after periods of family and care-related types of leave, 

with sustainable and quality employment, in line with Article 27 of the European Social 

Charter; stresses in particular the need to guarantee reinstatement to the same post or to an 

equivalent or similar post, protection against dismissal and less favourable treatment as a 

result of pregnancy, applying for or taking family leave, and a protection period after their 

return so that they can readjust to their job; 

22. Urges Member States to implement, where applicable, parental protection schemes 

comprising mandatory exclusive maternity and paternity leave for each parent, as well as 

parental leave that can be used in accordance with a joint decision by the parents, as a way 

of recognising the rights of both parents and countering any presumption on the part of 

employers that parenting responsibilities fall exclusively on mothers; 

23. Stresses that remuneration and social security contributions should continue to be paid 

during leave; 

24. Highlights the importance of equal representation of women and men in decision-making 

positions in both the public and private sectors; recalls the importance of the ‘Women on 

Boards Directive’ which aims at balancing the share of the under-represented sex in non-

executive board-member positions in publicly listed companies, with the exception of 

small and medium-sized enterprises; calls furthermore on the Member States to bring the 

work in the Council to a conclusion so that negotiations with Parliament can begin to 

work towards achieving the objective that by 2020 at least 40% of non-executive directors 

on listed company boards are women; calls on the Member States and the companies to 

improve the gender balance in management positions in the labour market, in economic 

and political decision-making structures and institutions, as well as in enterprises and on 

corporate boards through, e.g. gender quotas; 

25. Emphasises that access to credit, financial services and advice is key to empowering 

women facing social exclusion in entrepreneurship and increasing their representation in 

the private sector; recommends therefore that the European Fund for Strategic Investments 

(EFSI) and the European Social Fund (ESF) should be examined for their more flexible 

and less bureaucratic use in order to support women entrepreneurs in the start-up phase; 

26. Encourages women’s leadership in trade unions and workers’ organisations and urges all 

trade union leaders to guarantee equal representation and to effectively represent the 

interests of women workers; 
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27. Stresses the importance of social partners and collective bargaining in the economic 

empowerment of women workers and encourages a revision of working categories when 

gender bias on employment categories can result in different job positions performing 

equal tasks; 

28. Calls on the Member States to strengthen and enforce the full exercise of the right of 

collective bargaining in the private and public sectors; calls in particular on the social 

partners to use collective bargaining to advance equal opportunities for women and men, 

to ensure that the existing equal treatment legislation is applied in practice and to address 

and combat the gender pay gap; stresses, in this regard, that social partners have a high 

potential to support gender equality on the labour market by actively raising the issue of 

equal and decent pay for women and men during collective bargaining; considers it to be 

good practice to appoint equality representatives to raise awareness, inform and liaise 

regarding gender equality at work; 

29. Calls on the Member States to implement and enforce public social care policies as well as 

ensuring the availability of and access to high-quality, affordable and universally 

accessible care services for children, older persons and other dependants by an upward 

revision of the Barcelona objectives on childcare facilities; calls furthermore for Member 

States to define similar targets concerning long-term care services, and to promote the 

equal sharing of unpaid domestic work and co-responsibility in care; emphasises that the 

availability of childcare is a vital precondition for women’s ability to fulfil their potential 

in the workplace and for the reconciliation of private and professional life for working 

families as well as increasing women’s participation in the labour market; recalls the 

important role of the public service for reaching gender equality; notes that expenditures 

in these fields should be viewed as investments that will bring economic returns; 

30. Stresses the need to eliminate gender inequalities in paid and unpaid work and to promote 

equal sharing of responsibilities, costs and care for children and for dependants between 

women and men, and also within society as a whole, in order to ensure their position as 

equal earners and equal carers; points in this respect to the need for specific proposals 

making for better work-life balance; 

31. Calls for co-legislators to put forward new effective measures to improve work-life 

balance, including legislative proposals as regards maternity, paternity, parental and 

carer’s leave, in order to promote gender equality by improving women’s access to the 

labour market and the equal sharing of domestic and care tasks between women and men; 

32. Urges Member States to incorporate mechanisms into their labour legislation aimed at 

offering an incentive for the creation of flexible working patterns and distance working 

models that will make it easier for parents to look after their children after school hours 

and help strike a balance between work-related and family responsibilities; stresses at the 

same time that employees and employers have a shared responsibility to design and agree 

on the most appropriate arrangements; 

33. Calls on the Member States to guarantee rest leave to parents of children with disabilities, 

paying particular attention to single mothers, based on an examination of best practices; 

34. Urges Member States to invest in informal after-school play-centred learning facilities that 

could provide support for children after school and crèche hours in particular, as a way of 
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responding to the gap between school and business hours; 

35. Encourages the Member States based on the provisions of the Public Procurement 

Directive (2014/24/EU) to promote the use of social clauses in public procurement as a 

tool for enhancing equality between women and men where relevant national legislations 

exists and can act as grounds for social clauses; 

36. Stresses the importance of national initiatives that make financing for female 

entrepreneurs more accessible and emphasises, in this respect, the potential of micro-

loans; 

37. Calls on the Member States to mainstream the gender perspective into their national skills 

and labour market policies and to include such measures in national action plans and/or as 

part of the European Semester, in line with the employment guidelines.  
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