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INTRODUCTION 
 
The Advisory Committee on Equal Opportunities for Women and Men has 
contributed a number of opinions on the European Employment Strategy.  This 
reflects the potential of the European Employment Strategy to advance gender 
equality in the labour market just as it reflects the centrality of gender equality to 
achieving the goals of European Employment Strategy. 
 
The Advisory Committee welcomes this opportunity to provide this opinion on the 
communication from the commissions “Strengthening the Implementation of the 
European Employment Strategy”, the proposal for a council decision “On guidelines 
for the employment policies of member states and the recommendation for a council 
recommendation “on guidelines for the implementation of member states employment 
policies”.  As is usual, this opinion of the Advisory Committee does not necessarily 
reflect the positions of the Member States and does not bind the Member States 
 
The Advisory Committee is aware that the Commission Communication and the 
Council recommendations have already been approved at this stage. However, the 
urgency of the issues identified below and the need for ongoing actions to ensure 
gender mainstreaming within the European Employment Strategy ensure that this 
opinion is timely and necessary. 
 
It is hoped that this opinion will contribute to 
 

1. A gender analysis of the implementation of the Commission 
recommendations. 

 
2. The assessment of the first national Action Plans being submitted by all 

member states. 
 

3. The 2005 Joint Employment Report and the manner in which this will 
critically look at the implementation of the common recommendations made. 

 
 
CONCERN 
 
The Advisory Committee wishes to express its concern at the virtual absence of a 
gender perspective in the Communication form the Commission and in the common 
recommendations made. 
 
This reflects a failure to recognise that gender equality is necessary for economic 
growth and for the successful achievement of the strategic goals agreed at the Lisbon 
Council. It reflects a failure to implement the mission conferred on the Community 
under article 3(2) of the Treaty to mainstream equality between men and women in all 
its activities. Finally it reflects a failure to respond to the new context created by the 
Gender Equal Treatment Directive and its focus on gender mainstreaming and the 
importance of planned and systematic approached to gender equality in the 
workplace. 
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The Advisory Committee recommends that the Commission propose to the 
employment committee to renew a focus on gender mainstreaming and targeting of 
gender inequalities in the labour market. This could usefully take the form of a time-
limited working group to develop an approach for committee in this area. There could 
also be a direct engagement with the Advisory Committee in this regard. 
 
The Advisory Committee recommends that the ideas set out in this Opinion would 
inform future communications by the Commission on the Employment Strategy. 
 
 
COMMON RECOMMENDATIONS 
 
The Advisory Committee recommends that the gender dimension to the common 
recommendations should be assessed by the Commission in the implementation and 
impact of these recommendations. 
 
This would mean that: 

a) Increasing adaptability of workers and enterprises 
 
Would identify and monitor 
• The development of targets, indicators and data to support work 

towards equality in working life. Flexibility in work organisation and 
in the labour market should be designed to support gender equality 
such that enhanced gender equality supports raised productivity 

• Action to ensure gender segregation and gender inequality are avoided 
in both standard and non standard labour contracts and to eliminate 
risks in non-standard labour contract, specifically for women in terms 
of gender segregation 

 
b) Attracting more people to enter and remain in the labour market: making 

work a real option for all  
 

Would identify and monitor  
• Action to highlight the experience of discrimination by women in the 

workplace including support for an ambitious transposition of the 
Gender Equal Treatment Directive in to member state legislation and 
for an enhancement of the powers, functions and resources of gender 
equality bodies 

• The use of positive action to address current barriers to gender equality 
and current imbalances in the experience and situation of women and 
men in the labour market and to support participation in the labour 
market by a diversity of women and men (older women, minority 
ethnic women, lone parents, migrant women, lesbian women and 
women with disabilities, in particular) 

• Measures to improve gender neutral parental leave systems that are 
affordable and accessible, and to target both men and women in the 
reconciliation of work and family life alongside affordable, accessible 
and high quality care facilities  
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• Action to ensure that active ageing strategies address the particular 
needs, experiences, situation and aspirations of both older men and 
older women 

• Action to highlight and address the gender dimension to immigration 
and the specific situation and experience of women migrant workers 

 
c) Investing more and more effectively in human capital and lifelong learning 

 
Would identify and monitor 
• Initiatives to prevent the loss of human capital incurred by women who 

find they have to reduce their working hours and are less able to 
participate in training that enables them to maintain an develop their 
skills 

• Action to ensure an accessibility to lifelong learning for women and 
men with caring responsibilities and with differing patterns of 
participation in the labour market 

• Initiatives to ensure investment in human resources in enterprises 
includes the development of an awareness of equality issues, an 
understanding of the business case for equality and competencies to 
combat discrimination and promote equality at the level of the 
enterprise 

 
d) Ensuring effective implementation of reforms through better governance 

 
Would identify and monitor 
• Actions to secure a balanced representation of women and men in all 

governance structures with responsibility for national action plans 
including statutory sector, social partner and NGO participation 

• Initiative to enhance the participation of the social partners, relevant 
NGOs and gender equality bodies in devising, implementing and 
maintaining National Action Plans for Employment 

• Investment in training on gender equality for those involved in 
governance structures for the employment strategy at EU and member 
state level 

 
PERSISTENT INEQUALITIES 
 
The Advisory Committee has already acknowledged important progress on gender 
equality under the European Employment Strategy. This is evident in the increasing 
employment rate for women, the ongoing evolution of gender mainstreaming in 
practice and the introduction of a broad range of policies supporting gender equality 
at member state level. 
 
However gender inequality in the labour market has demonstrated an extraordinary 
persistence and resistance to change. Gender based discrimination in the labour 
market continues to be a significant problem. There is an urgency to further deepen 
and develop our response to these phenomena. 
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The Advisory Committee would in particular identify the issues of gender segregation 
in the labour market both in terms of occupations pursued and in terms of the 
workplace hierarchy, and of the gender pay gap. 
 
The Advisory Committee recommends that a fifth common recommendation be made 
to all member states.  This would recommend that all member states would give 
priority to securing progress on addressing gender inequality in labour market.  This 
would make particular reference to gender segregation and the gender pay gap.  It 
would recommend 
• The preparation of annual plans to progress gender equality in these areas 
• Support for positive action measures to achieve full equality in practice between 

men and women in the labour market 
• Practical initiatives to encourage and ensure planned and systematic approaches to 

gender equality at the level of the enterprise 
• Initiatives to secure an adequate gender mainstreaming in the implementation of 

all other common recommendations. 
 
 
CONCLUSION 
 
The Advisory Committee looks forward to a positive response to the concerns and 
recommendations set out in this opinion. The current period of change in the 
European Union suggests an urgency in maintaining a focus on gender equality, 
gender inequalities.  The European Employment Strategy has contributed significantly 
in these areas and it is important that there is no diminishing of this contribution in 
this current period of change.  
 
If the European Union is to meet its employment objectives established in the Lisbon 
agenda and to increase its competitiveness and its growth potential in the global 
economy, a major emphasis should be put on human capital, both women and men. 
The Advisory Committee would welcome any appropriate opportunity to contribute to 
gender dimension of the proposed “second Kok report”. 
 
The implementation of the recommendations directed by the Commission at Member 
States is not a direct focus for this opinion. However, the Advisory Committee looks 
forward to a positive response to the ideas set out in this opinion in the 
implementation of the recommendations directed to the Member States.  
 


