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Kristine Nergaard

Questionnaire for EIRO comparative study on gender equality plans at the workplace- the case of Norway
General aim

The objective of this study is to gather information on the content and process of gender equality plans at workplace level in the EU member states and Norway, Slovakia, Poland, Hungary and Slovenia.

Concepts and definitions

We broadly define equality plans as all types of attempts to create more equality between men and women at the workplace level. Hence, the focus is on gender equality, and not equality in terms of age, ethnicity, sexuality or other issues. 

The aim of such equality plans might be equal treatment of men and women - that is, to avoid any kind of discrimination. However, the plans can also aim to promote equal opportunities for men and women, by removing barriers so that women can enjoy the same possibilities within the firm as men (Promoting gender equality in the workplace, European Foundation for the Improvement of Living and Working Conditions, Dublin 2002, http://www.eurofound.eu.int/publications/files/EF0161EN.pdf). This might or might not include positive discrimination. Finally, the plans can aim at creating equality in fact (ie in terms of outcome). This can be said to be a long-term aim of some of the other initiative too, but some actions – for instance minimum quotas of female managers – might address this directly. 

The nature and content of equality plans can be expected to vary according to how developed they are. Some plans are pure equality statements, affirming the equal treatment of employees regardless of gender, religion, sexuality and ethnicity (for instance), not linked to any specific actions. Other more developed plans might include special actions targeted at defined areas or limited groups of employees. Plans embedded in the general human resources/personnel policy are likely to be even more developed. In such cases, the equality plans are applied to all employees and all sections of the companies concerned. In some such cases, equality between men and women forms part of the company culture and equality indicators might be communicated to external stakeholders. Plans of this kind might be seen as an implementation of the EU’s gender mainstreaming strategy at company level. Gender mainstreaming is defined by the Council of Europe (1998) as the (re)organisation, improvement, development and evaluation of policy processes, so that a gender equality perspective is incorporated in all policies, at all levels and at all stages, by the actors normally involved in policy-making. We are not, however, interested here only in equality plans that could be seen as a top-down implementation of EU and national policies regarding gender equality, but are also interested in initiatives taken at the company level, and the relative importance of this level in the process.

1.
Regulation of gender issues above company level (national, regional, sectoral)

1.1. Please provide information on the nature of the regulation of gender equality issues in your country at levels above workplace level. Are the provisions concerning gender issues mainly embedded in legislation, mainly in collective agreements, or both? Which national laws deal specifically, and only, with gender equality issues? Which national laws deal with gender equality issues together with other matters that could be subject to discrimination (religion, age, race etc). Give names/titles of the main laws and agreements, and provide very brief details.

Some remarks on the definition 

"Gender Equality Plans" is above defined as all types of attempts to create more equality between men and women at the workplace level. However, we understand this as to refer to more formal and planned activities (agreements, plans, projects). 

In Norway, gender equality is regulated through the Gender Equality Act (http://www.likestillingsombudet.no/english/act.html).  The Gender Equality Act states that Women and men shall be given equal opportunities in education, employment and cultural and professional advancement. It further states that employers have a duty to promote gender equality: Employers shall make active, targeted and systematic efforts to promote gender equality within their enterprise. Employee and employer organizations shall have a corresponding duty to make such efforts in their spheres of activity. In addition to these more general provisions, the Gender Equality Act regulates various aspects of gender equality connected to the employment (equal pay, discrimination related to employment, promotions, dismissals etc.

The "duty to promote gender equality" is new (the paragraph was introduced from 1 January 2003), and there is still little knowledge on how employers will fulfill this obligation. The Gender Equality Ombud (Liketillingsombudet) (who is responsible for enforcing the Gender Equality Act) has given some guidelines on how to implement the duty to promote equality, but states that this will have to be established over time. Relevant activities in this regard mentioned by the Gender Equality Ombudsman is mapping of the gender equality situation in order to single out problems or introducing measures to promote equality, or prevent discrimination. Companies have to report on their activities in their annual reports. There is no specific reference to "gender equality plans" in the Act. 
Gender equality is also referred to or regulated in many collective agreements – both in Basic Agreements as well as the ordinary collective agreements regulating wages and working conditions. Most Basic Agreements have paragraphs committing employers and trade unions to engage in activities promoting gender equality. The obligations laid down by such agreements vary, but are mainly of a rather general character. In addition collective agreements often state that women and men should be treated equally. For instance the engineering sector agreement state that working conditions should be arranged inn such a way that men and women are given equal opportunities to participate in the different types of work carried out in the engineering industry, that enterprises shall promote the equality principle in connection with appointing personnel, promotions, and in continuing and further education, and that the work performed should be measured according to the same principles (http://www.fellesforbundet.no/files/31308.998564793.pdf). In the state sector the Basic Agreement state that the employer is responsible for initiating and implementing measures in order to promote gender equality. The supplementary agreements (which are entered into in various state enterprises) should include issues such as how to ensure men and women the same competence development and how to ensure that the wage setting is gender neutral. In addition the agreements shall include regulations on affirmative action (gender quotas) with regards to hiring/recruitment.
1.2. Do gender equality plans appear in collective agreements at any levels? If so, at what level are they more developed – company, sectoral, national etc? Do national/sectoral agreements define rules that company agreements are obliged to follow? Please give brief details.

In 1985 LO and the private sector employer confederation (today NHO) agreed on an amendment to the Basic Agreement encouraging the social partners at local level (companies) to develop equality plan:

The local parties should discuss the establishment of an agreement concerning equality between the sexes which is adapted to the particular enterprise.

This agreement also had some recommendations with regards to what such company level agreements should regulate/include. In connection with the renegotiations of the Basic Agreement in 1994 and 1998 LO and NHO also agreed on "action plans" in order to increase activities in this area (gender equality). These action plans include activities such as projects on equality, development of information materiel etc.

In the 2002 renegotiation, this supplementary agreement was changed. The new formula is as follows: 
Equal opportunity is a matter of culture and tradition and cannot be considered isolated from the other activities of the enterprise.  Such conditions may only be changed through affirmative actions, integrated into the development work of the individual company. The social partners emphasise the importance of strategic and goal oriented efforts, established in strategy- and preparatory documents.  
In addition a few collective agreements in the LO-NHO agreement area state that companies must have such plans (while others only say that such plans ought to be introduced).

Even if the LO-NHO Basic Agreement has recommended gender equality agreements since the mid-eighties, the impression is that such agreements do not play any important role in the private sector. This is one of the reasons that LO and NHO intensified their activities during the late 1990s. 

1.3. Are special initiatives taken by the social partners and/or state in the form of tripartite or bipartite agreements concerning workplace equality plans? Has the question of regulation of workplace equality plans led to the creation of social partnerships? Please give brief details.

See 1.2 above.

1.4. Have the social partners expressed any specific opinions/policies regarding gender equality issues in general, and in particular workplace equality plans – eg on the content of such plans, the involvement of employee representatives in the making and monitoring of plans, why is it important or not to draw up specific equality plans at the workplace etc?  Please give brief details.

In the LO-NHO 2002 Supplementary Agreement on gender equality the following is stated:

The work on equal opportunities and equal value must be anchored at the top management level of the company, and followed up at the other management levels, measured by goal attainment. The company level social partners have a joint responsibility for its implementation. Documentation and analysis of the equal opportunity situation in the company, including wages specified for both women and men, must be carried out as a first step in this work, and provide the basis for the articulation of visions, goals, and action programs including labour market measures. 

In addition LO and NHO together have produced guidelines on how to develop equality agreements or equality plans.

NHO has also initiated several projects focusing on "Equality in Company" – where several member companies developed projects/plans for their company with assistance from NHO, while being part of a network. The results and experiences from these projects are made available through a handbook and on the Internet. http://www.nho.no/hovedweb/hovedweb.nsf/77097e08852e650c1256a57003bcdf4/a0be4b94b472fac7c1256bf0004a69f2/$FILE/likestilling.pdf

NHO has also developed guidelines on how to recruit more women to the companies' boards.

In addition both LO and NHO focuses on gender equality in their daily work. Both organizations attempt to include a gender equality focus broadly across their activities (gender mainstreaming). In NHO gender equality is seen as one of several aspects of a "multiple" approach (which includes gender discrimination, migrants, age-discrimination etc).

1.5. At which level of trade unions are policies on gender equality mainly expressed/drawn up -eg confederal/federal, national/sectoral, other etc?

The issue of gender equality compromise a wide range of issues – including bargaining strategies and political lobbying - and as such many levels would be involved. If one restrict this to "gender equality" as a policy area, we believe this mainly to be an issue at the central level. Confederations like LO (and NHO at the employer side) have been working in this area  for a long time. In LO several persons work with equality issues. Other employee confederations also engage in equality issues, but with less personal resources than LO.  Many trade union federations also regard this as a policy issue, and develop their own policies, whereas others have less activity on the issue. We know little of company level trade union activity. However, the impression is that activity here varies considerable and is linked to having someone with a special interest.

On the employer side, NHO has lately intensified their activities, among other things appointing a contact person for gender equality. One of the issues NHO especially focuses on is the ambition to increase the number of women in management positions and on the company boards.

2. Extent of workplace-level gender equality plans

Statistics on the extent of equality plans at workplace might be difficult to find. However, we will try to draw up a pattern through your responses to the following questions:

2.1. Do statistics on the extent of equality plans (eg the number of such plans or workplaces covered by such plans) exist in your country? If so, please explain their nature – eg who publishes the figures, how the data are collected, are companies obliged to report on gender issues (eg by producing gender-differentiated wage statistics), how are the figures categorised etc. Are there are any special research projects that produce quantitative data about workplace equality plans?

There is no statistical information on equality plans. 

We know that such plans exist both in the public and in the private sector. However, such plans are not very common – at least not in the private sector. .

2.2. Where statistics are available, please state the percentage of private sector companies with a formulated/articulated equality plan, and the proportion of private sector employees covered (where no reliable statistics are available, please provide any estimates that might be available). If possible, also provide the percentage of companies/employees covered by equality plans specifically drawn up at company level. Regulations at above-company level count as long as they in some way or other they have been drawn up or implemented in the companies. 

See above.

2.3. Where statistics are available, please state the proportion of public sector organisations/employees covered by a workplace equality plan (where no reliable statistics are available, please provide any estimates that might be available). Are such plans drawn up at the level of the whole sector, subsectors, occupations or individual workplaces?

See above.

2.4. Where possible, please provide information about the relative importance of equality plans in different sectors and sizes of company/organisation. 

See above.

3. Content of workplace equality plans

3.1. Which subjects do workplace gender equality plans deal with - eg pay, education and training, career development, working conditions, childcare facilities, maternity/paternity leave, recruitment etc?

There is no statistical information on this. We assume that such agreements often focus on career development (including more women in higher positions/management position), recruiting women into positions, or work areas often dominated by men (and vice versa). In addition we would expect that this kind of activity include looking though pay systems/collective agreements to ensure that there are no direct gender pay discrimination/ensure that the pay systems are gender neutral.

3.2. Is the content of the plans the result of special actions aimed at defined areas or limited groups of employees? or are plans integrated in a general company HR/personnel policy covering all groups and all areas? Please provide details of the extent of these two differing approaches.

No information on this.

3.3. Are equality plans specifically aimed at gender issues or are they part of a broader action plan on equal treatment (ethnicity, age, religion etc). Please provide details of the extent of these two differing approaches.

No information on this. To a certain extent focus lately has been on multiplicity, i.e. ethnicity, age, gender and integrating persons with reduced functionality. Among others, NHO recommends such an approach. However, we believe that gender equality mainly is treated separately, at least up till recently.

4. Processes at company level

4.1. To what extent are equality plans: the result of unilateral employers’ initiative; a joint employer-employee (or trade union) initiative; general rules; or other?

No information on this. We would expect employee representatives/local trade unions to be involved in many cases.

4.2. What is the level of involvement of employees’ representatives/trade unions in workplace equality plans – eg does this take the form of negotiation, consultation, information etc? Do issues concerning workplace equality plans form part of collective bargaining at company level?

No systematic information on this. However, we expect employee representatives to be involved in companies with trade unions/collective agreements. Such agreements might also be the result of negotiations (i.e. signed as an agreement). 

4.3. Are issues relating to equality plans dealt with in standing employee representative bodies, such as works councils, cooperation committees, European Works Councils etc? Is this required by law, agreement etc?

No information on this.

5. Good practice

5.1. Please give two examples regarded as constituting good practice in this area - state the content of the equality plans concerned, who took the initiative, how the plans are implemented and monitored etc.

Aker Brattvaag

Aker Brattvaag is a shipbuilding company located in Haram municipality in the western part of Norway. It has a group structure with approximately 3600 employees in 7 enterprises in 4 countries, 450 of them in Haram. In 1999 Aker Brattvaag participated in a development project called Likestilling i bedrift (Equal Opportunities at Company Level, LIB2) initiated by NHO. The objective of participation by the company was to increase its recruitment base and to attract more women. It also aimed at modernising its internal company culture. As such it was emphasised that the reputation of the company should be one of diversity and equal opportunities, as well as a general sense of well being among the work force. Aker Brattvaag's work includes both equal opportunity issues as well as increased diversity in the form of issues relating to ethnic multiplicity – and the company uses the term diversity to describe its overall activities.

In connection with the project a project group was set up, in which employee representatives, production management, personnel management, as well as Group management participated. Furthermore, viewpoints of the employees were gathered through questionnaire surveys and working groups. 

A joint action plan was developed taking in areas such as:

- Organisational- and management development

- Recruitment strategies

- Flexible working time schemes

- Wage policy on equality and diversity

- Agreement on equality and diversity

A steering committee was also set up responsible for the work carried out in relation to diversity. At the end of the project period the general opinion within the company was that equal opportunities had become entrenched in the Group management, and that a conscious awareness about diversity issues had become integrated into the company’s activities.

Aker Brattvaag has continued its work on equality/diversity also after the project was concluded. When the company is promoted externally its equality and diversity focus is emphasised. Also in its dealings with the school system – which is an important part of the company’s recruitment activity – the equal opportunity profile is emphasised. It has also initiated a management development programme, and carried out a pilot project on local management-personnel dialogues (the latter is now to be evaluated). Flexi-hours have been introduced in the company, and one is close to finalising the negotiation of paid paternity leave. Steps are also taken to measure the extent to which more women have been recruited and equal pay have been achieved. The company has lately received several awards for its work on equal opportunities and diversity.

2. The municipality of Stavanger

The municipality of Stavanger has a population of around 111 000 people and 7000 employees. In 2003 the municipality revitalised its equal opportunities efforts. In connection with this a task group was set up vested with the responsibility of developing an equal opportunities plan. A reference group has also been drawn into the work, with representation from trade unions and different municipal bodies and enterprises. The proposal for an equal opportunities plan will, in December 2003, be considered by the Administration committee, which has the overall responsibility for equal opportunities.

The following measures have been proposed to achieve increased equality between the sexes:

· Equal opportunities will be a prioritised area in 2004. To this end the municipality shall introduce measures in specially selected sectors.

· The recruitment of more women to management positions shall be given priority by the municipality. Among the measures proposed is to re-examine job advertisement texts, interview practices etc, in order to encourage more applications from women. Competence development and other stimulating measures for women in middle management positions are also proposed introduced. Moreover, one also envisions the introduction of mentor schemes for female middle management.

· Wage statistics is to be broken down by gender. The monitoring and recording of wage developments among women and men on an annual basis is also proposed. 

· It is also proposed to establish network groups providing support for female management and middle management within the selected sectors. The focus here will among other things be placed on company culture.

In the proposal one also advise on the types of responsibilities to be vested in the various units (personnel units and management in the different enterprises). It is emphasised that equality targets must be incorporated into the personnel handbook etc. Training of participants on the various equal opportunities projects will also be carried out. Finally, one also proposes to strengthen the equality perspective in relation to the user of municipal services; to what extent are women and men, boys and girls treated equally as users of municipal services. 
6. Monitoring equality plans

If gender equality plans are to be part of a learning process, they must be monitored (European Foundation, 2002). 

6.1. Are workplace gender equality plans monitored and evaluated by any external party? If so, is this by a state agency, a tripartite body, trade unions, an observatory set up by the social partners or other. Please give brief details.

No such arrangement

6.2. Are workplace gender equality plans monitored and evaluated internally within the companies concerned. If so, who does this? Please give brief details.

No information on this. 

6.3. Do you have special research institutions, governmental bodies or observatories in your country focusing on gender equality. Please give brief details.

The Norwegian Centre for Gender Equality was established in 1997 as a national centre on gender equality issues. The tasks of the Centre are among other things to monitor social development and revealing conditions that conflict with gender equality, and to propose measures to promote equality. The centre shall also act as a knowledge base for gender equality and be a resource for those working with equality issues. The Centre is an independent institution with its own Board, but is financed by the Ministry of Children and Family Affairs (http://www.likestilling.no/om.shtml).

In addition the Gender Equality Ombud is responsible for the enforcement of the Gender Equality Act. As such make recommendations in cases of alleged violations of the regulations and may also raise issues on her own initiative (http://www.likestillingsombudet.no/english/).  

6.4. Does your country have a tradition of research in this area?  Please give brief details.

Gender equality and gender issues in the labour market have been the subject of a substantial amount of research in Norway. Among others research on pay differences, labour market participation/part time work, gender differences in career development and research on female dominated work/workplaces. However, not much research is done with regards to equality plans.

6.5. Are gender equality issues a matter which receives special attention in your country? Are other equality issues – eg racism or discrimination against older workers - currently more dominant in the debate? Please give brief details.

We would say yes to this question of attention, although many would argue that the matter is not given enough attention.  Several issues related to gender equality have been on the agenda lately. The under-representation of women in management positions and on company boards have received considerable attention, especially as the legal framework will be changed if companies fail to recruit more women to their boards. The same applies to the gender pay-gap, especially related to female dominated occupations within the health care sector. Lately, there has also been a debate on the issue of involuntary part-time. It is difficult to say whether other equality issues (other types of discrimination) are more prominent, this will vary from time to time. However, racism/discrimination based on ethnicity is also dominant in the debate

Length, format, timing

National responses should be up to 2,000 words in length. 

Important: Please use this EIRO template questionnaire to respond, filling in the answer to each question underneath that question, and then submit it in the normal way.

If you have any queries on administrative issues (deadlines, submission etc), please contact Shivaun Lindberg in the first instance. If you have any queries on the content of the information requested, please contact the Danish National Centre (Carsten Jørgensen at FAOS), which is coordinating the study.

The deadline for the submission of responses to the normal EIRO submission e-mail address by national centres is 17 October 2003. 

The procedure after that date is as follows:

1) EIRO technical editor passes on national responses to coordinating national centre – Denmark.

2) Coordinating national centre produces comparative text. Coordinating national centre returns comparative text to EIRO editing unit for final edit by 28 November 2003.

3) Editor makes queries to national centres and coordinating national centre, as necessary.

4) Comparative text formatted and loaded onto database by 9 January 2004.







