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SECOND follow-up report on the Framework of Actions on Gender Equality

CEC / EUROCADRES REPORT
In the framework of actions, CEC/EUROCADRES have taken special responsibility for chapter two (women in decision-making).

EUROCADRES actions:

Within the help of 2 European Commission-funded project, EUROCADRES has taken various steps to promote chapter 2 of the framework of actions.

1. EUROCADRES's female managers' network FEMANET published a leaflet containing explanations about gender equality on the European level, FEMANET's recommendations and the text of chapter 2 of the framework. To date, the leaflet is available in English, French, German, Italian, Finnish, Dutch, Danish, and Polish.

2. We held events in different European countries in order to discuss the issues of the framework if actions and to start a discussion in member organisations and companies:

Colleagues in Sweden tackled the situation of women at universities and AKAVA in Finland invited researchers and a former prime minister to make the case for women in decision-making. In France, CFDT-Cadres tried to look at work/life balance in a different way by concentrating on choosing one's working time. UGICT-CGT analysed the gap in salaries between professional men and women. In Italy, researchers, university professors and representatives of trade unions and companies discussed how 'to succeed as a woman'. Finally, at the Austrian event representatives of the European Commission, the ETUC, the Austrian employers, the Austrian GPA and a large Austrian company discussed gender equality for Europe's professional women from the European to the company level. 
The Belgian colleagues organized a Dutch-language event and presented a theoretical explanation of gender differences, coaching, statistical information but also personal experiences and recommendations for trade union work. 

The Danish event looked at the glass ceiling from different perspectives (research & science, the economic sector, law sector) and the participants found that a quota system would an innovative way to continue the discussion of the glass ceiling. The national events were a great success - between 25 and 120 participants, among which were a considerable number of men, took part.
In addition, one company example is based on the FEMANET activities based on the framework:

	Country
	Sweden

	Organisation
	Svenska Handelsbanken AB

	Action taken

How to find participants?

Who does what?

Competence Development


	Aiming to increase number of women in managerial positions within the Bank, a programme has been developed for women who want to take part in decision making. These women are also considered as “high potential” by their line managers and their local HR.

There are no restrictions to age/ambition/ time limit.

The programme is based on each individual and this first programme started spring 2007 with 7 participants but will be run continuously – and there will be as many starts as there are women.

There are three aims for this programme:

· Succession planning for the future

· Bridge the gap between potential and performance

· Spotlight/Networking 

A PLUS review is a regular (at least once a year), planned and structured discussion between the manager and the employee within Handelsbanken. The discussion concerns the individual’s development and during this discussion both parties should agree on whether the female employee should join the programme or not. (e.g. ambitions, timing, potential etc) 
Here follows a short description of the process for each participant:

· An interview is held by the person responsible for Leadership Development in order to find out what area/ level etc this actual person could and would like to reach 

· Competence analysis is made by LMI Sweden and local HR in order to find the individual’s strength and potential 

· Goals for each individual are defined

An “Action Plan” is set for 1 year and will focus on:

Strategic Leadership – how to survive in a management group, how to deal with time, making strategic presentations etc. Coaching is undertaken on an individual basis and will focus on the strengths and personality of the individual to increase effectiveness. Coaching is 10 x 2 hours approx.

Mentorship – a mentor within the Bank will follow this person for one year. The goal for mentoring is based and set on the goals for the individual. The mentor should have experience of the target area. Local HR acts as facilitator of mentorship.

Communication Training – Communication is approx. 90 % of leadership skills so everyone will learn the basics about how to communicate in a successful way. (Different learning styles and aptitude etc – 2 day activity) 

Decision making – theme: Confidence to make decisions? This is included in the coaching and tailored to the individual.

Cultural Management – half day activity for everyone regarding the awareness of national and corporate culture. There are international participants in the programme so national cultural management focuses on the success factors when dealing with people from other nationalities.

Handelsbanken has got a strong corporate culture and even though participants have learnt this from their jobs from the very beginning, we make sure they know why and how to bring newcomers into the Bank and how to be a manager in Handelsbanken. 



	Partners
	This succession plan is made in co-operation with the organisation “Women in progress - Sweden” and “SAMA Leadership” (LMI Sweden)

	Success factors with programme  (so far)
	This is not a big programme with a large administration. The aim is to keep simple and effective.

Focus on individuals – not only women (men next to follow)

More popular then we thought to be a mentor – senior people love to support




Gina Ebner

EUROCADRES

gina.ebner@eurocadres.org 

CEC actions:

The CEC (European Confederation of Executives and Managerial Staff) has organized a conference in June 2007 in Stockholm entitled “Better Performance through Diversity – Equal Opportunities as an Asset for Tomorrow’s Management”. 
During this event gathering 200 participants, a panel discussion with the social partners representatives (Business Europe, ETUC, Eurocadres and CEC) reported on the negotiation and on the implementation of the Framework of Actions on Gender Equality. 

A workshop was also dedicated to the issue of women in management in which representatives of different countries exchanges good practices to tackle the obstacles (pay gap, stereotypes, work and family life balance, etc.). 

The outcomes of this conference will be published before the end of the year in a toolkit providing useful informations and practical advices for managers to be implemented in the companies.
CEC National Member Organisations actions:
In Greece, the ACEO’s code of ethics, which all ACEO members are required to subscribe to, clearly states that “Top managerial staff must provide equal opportunities for performance-based advancement to all their employees. They must respect their personality and ensure equal treatment to all”.

In Spain, the Confederación de Cuadros y Profesionales (CCP), has declared its adhesion to the national Collective Bargaining Agreement (ANC), signed by the two main unions and the employers national confederation that transposes the European agreement to the national scope. The ANC is a voluntary agreement that recommends the national unions and employers organisations to implement the measures contained in the European Framework of Actions on Gender Equality.
A new Law on equality has been published in Spain, that establishes a compulsory negotiating process in companies with more than 250 employees to adopt an Equality Plan.  The Framework will be a very useful and helpful tool in this regard.

CCP has elaborated recommendations for its Member Associations to be implemented in companies. 
In France, the CFE-CGC has taken actions in particular concerning:
· priority 2: by asking its delegates to insert systematically in the company agreements the notion of access of women into decision-making positions as well as a precise follow up with precise indicators.

· priority 3 (at national and company level):

· by negotiating to obtain a fully remunerated paternity leave for men (social security complement paid by the employer);
· by supporting parental leave;

· by taking particular attention on maternity (interview with hierarchy at the beginning of the pregnancy and before returning from leave);
· by asking for the recognition of part time in companies and by making sure that it is chosen;

· by avoiding late meetings;

· by supporting childcare facilities and home services;

· by avoiding stereotypes.

Good practices: CFE-CGC continues to animate the ‘réseau Equilibre’ (‘Balance Network’). This national network (sectoral and regional representatives) exchanges good practices on professional equality and work life balance, negotiates and follows the company agreements on gender equality, advises and help members regarding this topic, requires from the companies having more than 50 employees to produce every year a report on the comparative situation of women and men according to the Génisson law of 2001, seats in the gender equality commissions in companies over 250 employees.
At sectoral level, around 10 professional branches have signed an agreement on professional equality, as well as about 60 companies. About 20 have been labelled.
In Italy, the CIDA conducted the following actions:

· Priority 4: annual salary survey for managerial positions in 2004 and 2005. This has been a valuable source of information, given the lack of data and structured information on the gender gap and managerial issues (national level). 
· Priority 2: annual event “Women manager of the year” to prize a young female manager (national level).
Good practices: Federmanager, the federation of managers in the industry member of CIDA has undertaken several actions to support and facilitate re-employment of managers made redundant during the past difficult years (database of profiles and competencies; agreement with outplacement agencies; redundancy programs with large companies and agreements with the local public administration agencies such as the Chamber of Commerce and others). These actions are particularly oriented to managers and workers above 45 years old and women above 40 years old returning to work after long periods (regional level).
In Croatia, the Croatian Manager's and Entrepreneurs Association – CROMA is partner with the "Circle", an association of women managers who lobby for organizational culture of equal employment opportunities, overcoming the gender remuneration gap and introducing friendly environment for female workforce. On a national level the "Circle" successfully initiated the change of Labour Law introducing the 3 year maternity leave (fully subsidized for the 1st year). 
Company level: In supporting the work-life balance and within a CSR activity a local telecom company "VIP-net" Ltd. has invested in building a kindergarten within a company site and introduced a full medical care and systematic prevention (incl. specific female check-ups). They also allow flexible time shifts and encourage employees to invest in personal development on a company cost. On all managerial levels, including the board of directors there is an equal number of women holding posts.

CROMA strongly advocates the gender equality standards in all aspects also through the activities of CROMA Female Section.

In Poland, the Kadra has launched to following actions:

- priority 2 it offers women many trainings to raise their qualifications (sectoral level)

- priority  3, it organises integrational events for employees (company level)

- priority 4, it negotiates corporate agreements providing equal wages on certain positions no matter gender of employee (national/company level)

Good practice: At the company level our organisation took some actions linked with 4th priority. We managed to reduce gender pay gap and provide equal wages both for men and women
In Sweden, Ledarna has launched several actions:

· priority 1: Ledarna is involved in projects with different partners in order to tackle the stereotype gender roles. Some examples are:

- “Young female manager of the year”. An award to a prosperous young woman working as a manager. The object is to create a role-model for young women interested in becoming managers.

- “The leadership”. A program for young men and women in the building and construction business, a typically business dominated by men.

- A book (Leda jämt) and a series of seminars for our members with information on how to be a “equality manager”

· priority 2. “Women lead the way”: A one year course in leadership designed for women managers in the automotive industry. After the course the participants form a network.

The object of the program is to support women to stay on as managers in a segregated industry and also to tackle gender roles and serve as role models at their workplace.

· priority 3. 

- Within the collective bargaining at a local level Ledarna supports its members to sign individual agreements with their employers that will make it possible to combine family life and work.

- “Long time managers”: A project that will help Ledarna identify the crucial factors for the individual to be able to work as a manager and build a family, coping with stress and having a full life at the same time.

· priority 4:
- the organisation encourages and supports its members to negotiate their own salary. This tends to benefit women, since they will not be judged as a group but for their individual resources and competences. Ledarna also organizes seminars on the subject “how to increase your salary”.

In Norway, Lederne conducts seminars concerning particular female managers’ challenges (priority 2).
In Slovenia, MAS has set up a special section of women managers in its organization. The goal of the Section of women managers is to promote women in decision-making positions but by doing so MAS gets in touch with all four above listed priorities. 
Good practice at national and company level: Every year the Section organizes a special conference that deals with female-managers issues (conference ‘Excellence of women in management’).
MAS also awards a price to the ‘Businesswomen Friendly Company of the Year’ which aims at stimulating Slovene companies in promoting women to take top-managerial positions. Part of the screening process is a questionnaire that includes information on gender equality, work-life balance and gender pay gap.

Since 2005 an award Artemida is presented to all women managers that take CEO position in a company with more then 50 employees. With this awards the Section and the organization as a whole created attention of the public and helps in cultivating female managers role-models as well as promotes networking between women.

In England, MPA helps its member to claim for equal pay in the National Health Service through the Employment Tribunal system in the UK (priority 4).

In Portugal, SNQTP constituted a « task force » aiming at analysing and discussing the issue of gender equality. 

The organisation has launched actions in terms of training, proposals during the renegotiation of the collective agreements signed, organisation of conferences. 

Good practices at company level:

- priority 3 : the Bruno Janz SA company has created an association were both the company and the employees participate with a childcare, a kindergarten and a primary school.   

- priority 1 : the same company created a special group which has the task to inform and discuss with employees on equal opportunity issues. 

In Germany, the ULA launched this year a project called ‘images in leadership’ in order to analyse how leadership is pictured in companies nowadays. Furthermore the ULA takes part in conferences on this subject and cooperates with EWMD  (European Women’s Management Developments) and the EAF (European Academy for Women). National level
The VAA, the Confederation of salaried academic staff in the chemistry (VAA), member of ULA published last year a study about gender equalities. Sectoral level.
In Austria, WdF is active through the organization of meetings and events and the publication of articles in its regular “Leadership” magazine and advocates for the establishment of more and better childcare facilities.
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