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1. Introduction . 
 
1.1. The overall aim of the trans-national partnership WINGS, Working 
Integration for Non Gender Segregation, is to develop an integrated approach 
to the multidimensional problems of gender segregation in the European 
labour market.  The partnership aims to explore specific issues around gender 
inequality in the labour market, methods of engagement and participation of 
women in non traditional employment sectors, support centres for women and 
to challenge negative stereotypes. 
 
1.2. Over the past four decades significant progress has been made 
concerning the status of women and their relations to men in main areas such 
as education, social and employment policies and balanced participation in 
the decision-making process (Spidla, February 2005). The European Union 
(EU) has contributed significantly by its policy-making, project initiatives and 
legislation to these developments.  However, many challenges still have to be 
met despite this substantial progress. The areas of gender pay gaps, 
reconciliation between work and private life and the position of migrant 
women are just three examples of major issues that remain to be tackled. 
 
As a springboard into exploring these areas, the following tables drawn from 
the EU statistical office (Eurostat) show a purposive sample representing the 
EU (25) and the 4 countries involved in the Wings project. Close observation 
of the data illustrates inequalities across the board, with some countries 
consistently behind others in more than one variable.   
 
A) Gender pay gap in unadjusted form:  Difference b etween men’s and 
women’s average gross hourly earnings as a percenta ge of men’s 
average gross hourly earnings.  The population consists of all paid 
employees aged 16-64 that are ‘at work 15+ hours per week’: 
 

a)  1994 1997 2001 2004 
EU (25) 17  16 16 15 
Spain 10 14 17 15 

Germany  21 21 21 23 
Italy 8 7 6 7 
UK 28 21 21 22 
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This table shows that the gender pay gaps in Spain and Germany have 
increased from the baseline year (1994): 5% for Spain and 2% for Germany. 
Although there has been a 6% decrease in the gender pay gap for the UK, 
this gap is still relatively high in comparison to the other Wings participant 
countries and the EU (25).  Italy’s gender pay gap is evidently lower than the 
rest, and has improved by 1% since 2001. 
 
B) i) Total unemployment rate and ii) Unemployment rate – females:  
These rates represent unemployed persons as a perce ntage of the 
labour force.   
 

b) ii 1994 1997 2001 2005 
EU (25) : : 9.8 9.8 
Spain 26.1 23.4 15.6 12.2 

Germany  11.4 11.6 8.9 10.3 
Italy 14.6 15.3 12.2 9.8 
UK 7.2 5.8 4.4 4.2 

 
From table b) i. it is clear that Spain, Italy and the UK have collectively 
improved their unemployment rates since 1994, for both men and women, in 
some cases this improvement is striking such as for Spain where the 
unemployment rate has reduced by more than 50% since 1994. With 
Germany, unemployment rates have increased from 1994 to 2004 by 1.2%, 
Table b) ii. shows an improvement in unemployment rates for females across 
all four participatory countries.  The most noteworthy improvement has been 
from Spain whose unemployment rates for women have reduced by more 
than 50% since 1994.  The UK has consistently had a reduction since 1994 
and has also maintained unemployment rates considerably lower than the EU 
(25) and the other countries included in the table. 
 
C) Employment Rate – Female (%): The female employment rate is 
calculated by dividing the number of women aged 15 to 64 in employment by 
the total female population of the same age group.  The indicator is based on 
the EU Labour Force Survey.   
 

c) 1994 1997 2001 2004 
EU (25) : 51.1 54.3 55.7 
Spain 30.7 34.6 43.1 48.3 

Germany  55.1 55.3 58.7 59.2 
Italy 35.4 36.4 41.1 45.2 
UK 61.2 63.1 65 65.6 

 
This table shows a continuous improvement in women’s participation in the 
labour market across all four WINGS countries from the baseline year of 
1994.  Real changes can be seen for Spain (17.6% improvement between 
1994-2004) and Italy (9.8% improvement between 1994-2004).  These 
represent very fast, historical changes for just one decade’s growth, especially 
in the case of Spain where women’s participation has been seen to double on 
the labour market.  The least percentage improvement was seen for Germany 

b) i 1994 1997 2001 2005 
EU (25) : : 8.4 8.7 
Spain 19.8 17.1 10.8 9.2 

Germany  8.3 9.1 7.4 9.5 
Italy 10.6 11.3 9.1 7.6 
UK 9.3 6.8 5 4.6 
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at 4.1%.  The UK has the highest employment rate for females, with an 
improvement of 4.4% between 1994-2004.  
 
D) Employment rate of older workers – females (%):  The female 
employment rate is calculated by dividing the number of women aged 55 to 64 
in employment by the total female population of the same age group.  The 
indicator is based on the EU Labour Force Survey. 
 
 

d) 1994 1997 2001 2004 
EU (25) : 25.5 27.8 31.7 
Spain 17.5 18 21.7 24.6 

Germany  25.2 28.7 29.4 33 
Italy 13.7 14.8 16.2 19.6 
UK 38.6 38.5 43 47 

 
This table notes the steady rise in all participatory countries over ten years.  
The highest rise being in the UK at 8.4%, closely followed by Germany at 
7.8%.  This ties in with Idea IV (page 8), which, once implemented could help 
consolidate this trend to help reach the EU target rate of 50% employment for 
older workers by 2010. 
 
2. Purpose of Report.  
 
2.1. The primary aim of this document is to link the early processes and 
thinking emerging from the first WINGS transnational workshop held in 
Birmingham – UK in October 2005 with present EU policy documents and 
legislation.  The overall purpose at this stage is to provide policy support to 
interesting ideas, practices and ways of working that are currently being 
planned or implemented by one or more of the participating Member States; 
Spain (Barcelona), Germany (Ruhr region), Italy (Cagliari) and the UK 
(Birmingham) in the Transnational Co-operation Agreement.  
 
2.2. The aim is to test these ideas and draw policy conclusions from this 
experience that could be applied more widely across the Single Market. In the 
light of these experiences, the project and INLOGOV as the policy 
intermediaries would seek to encourage similar activities/thinking elsewhere 
via dissemination of valid good practice, We would seek; firstly to ensure 
‘gender mainstreaming’ and the promotion of gender equality in becoming an 
integral part of all EU policies, practices and attitudes. Secondly, we would 
aim to increase participation of women within the labour market at grassroots 
level, especially in non-traditional areas of employment. 
 
3.  Policy and Legislative Context. 
 
3.1. Equality between women and men is a fundamental principle of the 
European Union’s policies and actions.  This principle has created a genuine 
European model of society, which has contributed to significant advances in 
all Member States. Yet the failure to transform completely the position of 
women, and by extension men, has led policy makers and those in the 
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equality field to question the impact of equal opportunity policies.  There has 
been a realisation that society’s structures and practices and the relationship 
between women and men need a radical rethink to root out the deep-seated 
and often hidden causes of inequality (Equal, 2004).  The need to balance 
careers with family commitments continues to pose a serious problem.  The 
domestic work burden is also unfairly shared, with men contributing far less to 
domestic work than women.  Gender mainstreaming recognises that specific 
initiatives are insufficient to bring major change on their own.  It focuses 
instead on the social differences between women and men, accepting that 
differences that are learned can change over time and vary within and 
between cultures.  It also makes gender equality an integral part of all policies 
and practices. 
 
3.2. The ageing population and its consequences for EU Social Security 
systems reinforces the need for gender equality policy to be at the heart of the 
debate.  In fact, greater participation by women in the labour market would not 
only improve the financial sustainability of pension schemes, but would also 
enable women to become economically independent and receive better 
pensions in their own right.  
 
3.3. Equality between women and men is more than ever before a key 
element in the strategy that aims to put the European Union back on the path 
of growth and job creation.  It is of paramount importance for a more equal 
and democratic Europe to pursue policies to eliminate differences in pay and 
training, promote the development of childcare facilities, and ensure a better 
balance between careers and family commitments (Spidla, February 2005).  
We live in a world of international competition, technological advances and 
changing population patterns. It is against this backdrop that the European 
Commission launched its revised Lisbon Strategy at the meeting of the full 
European Council in March 2005, which places increased emphasis on 
economic growth and jobs.  By modernising EU labour markets, people can 
seize the opportunities that a more global economy offers. The revised Lisbon 
strategy incorporates broad economic policy guidelines (BEPGs) which reflect 
the new start for the Lisbon strategy and concentrate on the contribution of 
economic policies to higher growth and more jobs.  Part I of these guidelines 
deals with the contribution that macro-economic policies can make in this 
respect. Part II focuses on the measures and policies that the Member States 
should carry out in order to boost knowledge and innovation for growth and to 
make Europe a more attractive place to invest and work.  These 24 guidelines 
(appendix A) are applicable to all Member States and to the Community.  
They should foster coherence of reform measures included in the national 
reform programmes established by Member States and will be complemented 
by the Lisbon Community programme 2005-08 covering all action to be 
undertaken at Community level in the interest of growth and employment.  
Finally, it is stated within the revised Lisbon Strategy that the implementation 
of all relevant aspects of these guidelines should take into account gender 
mainstreaming.  Many of the points within the Integrated Guidelines for 
Growth and Jobs (2005-08) relate to the types of initiatives being 
attempted/suggested by the Wings project members.  Therefore all related 
guidelines will be listed after each proposed idea. 



 

INLOGOV 
03/07/2007 

5 

3.4.  The new Social Agenda (March, 2005) goes hand in hand with the 
revised Lisbon Strategy – and focuses on ensuring that the benefits of the 
EU’s growth and jobs drive reach everybody in society.  It aims to equip 
people to adapt to social changes while protecting the most vulnerable 
members of society.  The new agenda calls for partnerships between public 
authorities at local, regional and national level, employer and worker 
representatives and NGOs. 
 
With regards to the Social Agenda and women’s increased participation in the 
EU labour market, three areas are key: a) achieving full employment, b) a 
more cohesive society: equal opportunities for all by essentially combating 
poverty and promoting social inclusion and c) promoting diversity and non-
discrimination.  The Commission has put forward a Communication in 2005 
(Non-discrimination and Equal Opportunities for all – A Framework Strategy) 
setting out its planned policy approach and defining the policy framework for 
new measures, including the feasibility and relevance of any initiatives to 
supplement the EU’s existing legal framework.  The Commission also propose 
the establishment of a new European Institute for Gender Equality to support 
the EU institutions and the Member States in promoting equality between 
women and men and combating sex discrimination.  It also plans to come 
forward in 2006 with proposals for the follow-up to the current Gender Equality 
Framework Strategy (2001-2005).  That Communication will constitute the 
roadmap for future activities in the field of gender equality.  The 2005 
Communication suggests that in line with the principle of gender 
mainstreaming, the EU should take into account the different ways in which 
women and men experience discrimination on grounds of racial or ethnic 
origin, religion or belief, disability, age and sexual orientation.  It also suggests 
that in some areas, it may be appropriate to consider the development of an 
integrated approach to the promotion of non-discrimination and gender 
equality.  This integrated approach should take into account the fact that 
some people may experience multiple discrimination on several grounds. 
 
4 Legislative Framework 
 
This policy thinking is underpinned by a set of legislative agreements that are 
found in a range of the EU Treaties. Thus, Article 2 of the EC Treaty provides 
that promotion of equality between men and women is a task of the European 
Community; Article 3(2) provides that it should aim to eliminate inequalities, 
and promote equality, between men and women in all its activities (gender 
mainstreaming).  There are three legal bases in the EC Treaty for EU 
legislation on the equal treatment of men and women: Article 141(3) in 
matters of employment and occupation; Article 13(1) outside of the 
employment field; and Article 137 in the promotion of employment, improved 
living and working condition.  But, INLOGOV would like to focus on Article 
141(4) with regards to the ideas that emerged out of the transnational 
workshop: 
 

“With a view to ensuring full equality in practice between men and 
women in working life, the principle of equal treatment shall not prevent 
any Member State from maintaining or adapting measures providing for 
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specific advantages in order to make it easier for the under-
represented sex to pursue a vocational activity or to prevent or 
compensate for disadvantages in professional careers.” 

 
At the workshop for WINGS, four groups were formed – all to discuss key 
topics within the project.  Lots of ideas emerged from these discussions.  We 
believe there are five that have particular relevance to the policy agenda. 
These are ideas/practices that are being planned or implemented within one 
or more of the four participating countries.  Article 141(4) supports them all.  It 
should be noted that all ideas work towards gender mainstreaming and are 
largely interrelated, as are many of the policies they relate to. 
 
So how can the ideas that have been developed so far by the WINGS 
partnership fit into this policy and legislative framework? We believe that the 
following five ideas have the potential to throw new light on the challenges 
facing the EU as it strives to achieve greater labour market opportunities for 
women.  
 
Idea I  
 
The Development of a Course/Module for Women on 
Assertiveness/Coping Skills in Beginning/Returning to work.    
 
It is imperative that the esteem of women be raised in order to lift self-belief 
and aspirations.  Only when these key factors come into play will women who 
do not access public services and education/training to their maximum 
potential be confident enough to do so.  Raising self-belief and confidence 
may lead women to venture into non-traditional fields of employment such as 
Transport and Agriculture and manual trades such as construction and 
plumbing.  Within the Integrated Guidelines for Growth and Jobs (2005-08), 
Guideline No 17 supports this idea.  Furthermore, Member States should 
contribute to achieving an average employment rate of at least 60% for 
women by 2010 (currently standing at 55.1% for the EU-25).  Therefore, it 
may be advantageous to think laterally by implementing confidence-building 
training as a stepping stone for women into accessing further opportunities 
with the objective to enter the labour market.  Guideline 17 also encourages 
Member States to increase investment in human capital through better 
education and skills.  This idea is also supported by Guideline 18, which 
promotes a life-cycle approach to work.  It encourages that action should be 
taken to attain the right conditions to facilitate progress in employment, 
whether it is first-time entry, a move-back to employment after a break or the 
wish to prolong working lives.  If this initiative is successful we believe it could 
be publicised as one element of tackling the issues raised in these Guidelines. 
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Idea II 
 
Case Studies tracking 3-4 Women in each Country – D VD pack for wider 
dissemination. 
 
This links into the first idea as it is essentially a means of how to get women to 
access training/education.  It includes the dissemination of information of 
exemplary role models to women within their own community, in terms of age, 
race, ethnicity, religion and sexual orientation.  The case studies will be 
interactive and map the women’s journey from the start to their current 
position of employment and also include reflection on their work-life balance 
and how they cope.  This can be related to the new framework for equality 
and non-discrimination and also Guideline 18 from the Integrated Guidelines 
for Growth and Jobs (2005-08) i.e. facilitating access to employment for job-
seekers, preventing unemployment and ensuring that those who become 
unemployed remain closely attached to the labour market and increase their 
employability are essential to increase participation and combat social 
exclusion.  This requires breaking down barriers to the labour market by 
assisting with effective job searching, facilitating access to training and 
ultimately reshaping perceptions of the labour market and the advantages of 
working within a certain field – traditional or non-traditional as is supported by 
Guideline 19 which supports enhancing work attractiveness.  Guideline 7 is 
worthy of a mention here as it indicates possible fields in which there is a 
demand for more personnel – it may be beneficial to focus some case 
studies within these areas.   
 
Idea III 
 
Creating a Management Development Programme for Sma ll to Medium 
Sized Enterprises (SME’s).   
 
This idea relates largely to the issue of corporate social responsibility.  Small 
businesses do not have extensive human resource structures therefore it may 
be more difficult to implement. Consequently, approaches to diversity drawing 
on corporate social responsibility tend to be less attractive and less relevant to 
them and more difficult for them to implement.  The group suggested this idea 
essentially to re-educate managers and/or their teams and encourage by 
whichever means feasible (European Social Fund for instance) towards the 
employment of women from all ages and backgrounds within a structure of 
working that reconciles the individual’s work-life duties.  This ties in with EU 
policy orientations on equality between women and men (2005), which state: 
 

·  Member States need to address the large gap in employment rates 
between older women and older men by adequate measures with a 
view to reaching the target of 50% employment rate for older workers 
by 2010 (see Table D, Page 3. Currently, it is 31.7% for EU (25))   

·  Member States and social partners should address the persistence of 
the high level of the gender pay gap and of gender segregation in the 
labour market. 
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·  Member States should ensure equal opportunities on the labour market 
for women and men with care responsibilities, by providing the right 
combination of instruments which would allow them to work full-time if 
they wish (for example, extended schools in the UK) and also to return 
to full-time jobs after a period of part-time. 

·  Member States should pursue their efforts to modernise social 
protection systems presented in their 2002 national reports on pension 
schemes.  Pension schemes and other social benefits should be 
adapted to a context where women are employed to the same extent 
as men and aspire to the same career opportunities as men. 

 
Currently, reconciliation between work and family life remains a challenge for 
both women and men.  Women with small children continue to show 
employment rates 13.6 percentage points lower than women without children 
(How Europeans Spend Their Time, 2004).  Actively encouraging SME’s to 
incorporate the equal opportunity framework (2005) within their organisation 
may aid the transition of women from unemployment to employment. A valid 
option would be to link these SME’s to the European Employers Award 
Scheme (as in idea IV) in order to raise motivation.  Guideline 14 of the 
Integrated Guidelines for Growth and Jobs (2005-08) acknowledges and aims 
to support SME’s concerns. This is especially important for small and 
medium-sized enterprises (SMEs), which usually have only limited resources 
to deal with the administration imposed by both Community and national 
legislation.   
 
Idea IV – Redevelopment of the Criteria for the Eur opean Employers 
Award Scheme. 
 
Idea III closely links with the following suggestion made by the transnational 
workshop on working with employers.  The members of this group suggested 
that the European Employers Award Scheme criteria be amended/modified, in 
order to reward companies that have good gender work-life balance and 
diversity practices  - much of the emphasis was placed on this within 
discussions.  Currently, these criteria differ from country to country and it may 
be advantageous to take a collective approach in forming the criteria, and 
emphasising work-life balance. 
 
The final idea which emerged from the workshop is one that ties in with some 
of the broader policies discussed in this paper but specifically states financial 
incentives for women entering employment in non-traditional areas: 
 
Idea V 
 
Bonuses on National Insurance for Working in Certai n Occupations, for 
example, Agriculture. 
 
It is understood from discussions within the workshop that this incentive is 
currently offered in parts of Spain.  This action is supported by Article 141(4) 
of the EC treaty and has been identified as a successful way to get women to 
access training to enter non-traditional employment arenas.  This current 
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practice can only be considered as a legitimate possibility for other Member 
States in working towards the 2010 target of 60% female employment. 
 
Conclusion 
 
All five ideas provide ample food for thought for all four countries involved in 
this project and how they may foster them and why they should.  It is evident 
that ideas I and II are related somewhat with the emphasis being on training 
and educative opportunities and that many of the policies can be broadly 
applied to all four ideas; this is essentially the cross cutting nature of applying 
policy to practice.  Although INLOGOV have attempted to single out the most 
interesting/innovative ideas, these do not exist exclusively and work well in 
conjunction with other practices that may need to be considered such as 
extended schools, crèches at SME’s, ICT training and the removal of financial 
and non-financial disincentives to women’s participation in the labour market.  
 
We believe that there is real potential for the programme to develop and pilot 
these ideas over the next 15 months.  We hope the TMG agrees to do this.  
This will enable the Equal project to test several ideas with significant policy 
potential.  INLOGOV would use the results to draw wider policy conclusions 
and present these to relevant regional, national and EU policy makers. 



 

INLOGOV 
03/07/2007 

10 

Useful References 
 

�  Europa, Broad Guidelines For The Economic Policies of The Member 
States and The Community (2005-08). 
http://europa.eu.int/growthandjobs/pdf/integrated_g uidelines_en.p
df  

�  Europa, Guidelines For The Employment Policies of The Member 
States (2005-08). 
http://europa.eu.int/growthandjobs/pdf/integrated_g uidelines_en.p
df  

�  European Commission (2004). How Europeans Spend Their Time. 
Everyday Life of Women and Men.  

�  European Commission (2005). Non-Discrimination and Equal 
Opportunities for All – A Framework Strategy.  

�  European Commission, Employment in Europe 2005. Employment 
& Social Affairs 

�  European Commission, Equal – Free Movement of Good Ideas – 
Working against discrimination and inequality in Europe. Employment 
& Social Affairs 

�  European Commission, Report on Equality between Women and 
Men, 2005. Employment & Social Affairs. 

�  European Commission, The Social Agenda 2005-2010 – A Social 
Europe in the Global Economy Jobs and Opportunities for all. 
Employment & Social Affairs. 

 



 

INLOGOV 
03/07/2007 

11 

Appendix A 
 
Broad Guidelines for the Economic Policies of the M ember States and 
The Community (2005-08) 
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Broad Guidelines for the Employment Policies of the  Member States and 
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