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Introduction

The United Nations Convention on the EliminationAdif Forms of Discrimination against
Women (CEDAW of 1979) came into force in the Fedé&apublic of Germany on 9
August 1985 (Federal Law Gazette 1985 Il p. 648rn@ny thereby committed itself to
adopting measures for the national implementatibrihe Convention on the basis of
Article 18. As a means of monitoring progress, ttoavention on women'’s rights foresees
Country Reports, which are to be submitted at magirtervals by the State Parties and
subject to a review process (Art. 21) conductethieyCommittee for the Elimination of All
Forms of Discrimination against Women (CEDAW Conta®).

The Sixth German Country Report was ratified byFeeeral Cabinet in June of 2007 and
submitted to the United Nations in September 200Was subsequently reviewed by the
CEDAW Committee (43rd Session, 19 January to 6 Ualyr 2009). In its Concluding
Observations of 10 February, the Committee desgghatain problem areas and
recommendations and called upon the Federal RepuaibliGermany to submit written
information within two years regarding the measutred were adopted to implement the
recommendations contained in the paragraphs 40u@®ed and Elimination of Pay and
Income Differences between Women and Men) and 62ld@ue with Non-governmental
Organisations for Intersexual and Transsexual R¢opl
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Part 1:

Information Provided by the Federal Government onMeasures to Implement the
Recommendations in Paragraph 40 of the Concluding Iservations of the CEDAW
Committee of 2009

I.  Sustainably Overcoming Pay Differences betwedden and Women in Germany

1. The Task at Hand

In its Concluding Observations of 10 February 2a6@, CEDAW Committee called upon
the Federal Republic of Germany to submit writtefoimation within two years regarding
the measures that were adopted to implement tlmemeendations contained in paragraph
40 (Reduction and Elimination of Pay and Incomeddénces between Women and Men).

Further tasks present themselves for the Federaé@ment in the wake of the coalition
agreement WACHSTUM. BILDUNG. ZUSAMMENHALT (Growth, Education,
Cohesion), for the 17th legislative period: "We developing a framework for the equal
participation of women and men in all phases oflifeecycle. The federal initiative for
equality between women and men in business andsindwill be included” and "We
want to implement the principle of ‘equal pay fajual work’ for women and men and
thereby overcome pay inequality. We will appedbtisiness and industry to implement the
consultation-supported pay testing procedure L@ilt is intended to determine pay
differences and their causes. The joint effortswercome pay inequality are to be assessed.
Public service must make use of all its potentiabécome more sensitive to the needs of
women and families.” (Chapter Ill. 4)

The report submitted by a panel of experts in Jgnat2011, in preparation for the First
Equality Report of the Federal Government, datedurte 2011, addresses the topic of pay
inequality and develops recommendations for aatibith are currently being examined by
the Federal Government.

The first part of this text assesses Germany’'sallvstrategy to overcome the differences in
earnings between women and men within the contettteoFederal Government’s strategy
for sustainable development in Germany.

Guiding principles of Germany’s National SustaitipiStrategy are “intergenerational
equity” and “quality of life”, “social cohesion” @h“international responsibility”. In this
conjunction, the Federal Ministry for Family AffajrSenior Citizens, Women and Youth
pursues a policy that also takes our responsibitityfuture generations into account by
increasing the level of economic productivity, @aitng natural resources, enhancing
social cohesion and ensuring that people who intest time by assuming responsibility
and providing unpaid care for others do not sufiem a loss of income in the long term.

Ensuring fair chances for everyone is a preconditior social cohesion. Equal

opportunities for women and men in the economy iandociety are a precondition for

sustainable development. The gap in earnings betweenen and men is therefore suited
as a key indicator in illustrating various aspeoctsthe continuing inequality between

women and men in working life. Hence, sustainabpiblicy and equality policy go hand in

hand. Ensuring fair income perspectives for wonmmhrmen during the course of their lives
is therefore one of the priorities of the Federab&nment’s equality policy in the current
legislative period.

2. Equal Pay as an Objective of the SustainabilitStrategy

The unadjusted gender pay gap, i.e. the differagletermined between the average gross
hourly wages of women and men when differences ualifications, professions or
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employment biographies are not taken into accasistjll 23 per cent in Germany. Among
university graduates and executives, the differénesen greater.

The goal of sustainability strategy is to illustrahe causes of the differences in pay
between women and men and to develop ways of takitign to effectively reduce this
pay gap in Germany. In this conjunction it musiiede clear, which options the individual
parties actively involved have and with whom coagien can be forged.

In keeping with the approach of the EU Commisstbr, Federal Government has adopted
a strategy tailored to the causes in order to @reecpay inequality. Various research
projects have provided evidence of the fact that gender pay gap can be attributed
essentially to three causes:

. Women are seldom found in certain professionsose@nd on the higher rungs of
the career ladder: horizontal and vertical segiegatontinues to be a reality in the labour
market.

. Women interrupt and reduce their employment forifiameasons more often and
for longer periods than men.

. Individual and collective pay negotiations have been able to make a sustainable
contribution toward ending the lower evaluatioritypical women’s jobs”.

Thus, (nearly) all facets of the problems encowtteby women in working life come
together in this pay gap — the relationship of ghess hourly wages between women and
men. The limited spectrum of career chosen by worntenobstacles in their career paths,
traditional role models in some social milieus, tigective and psychological difficulties
involved in striking a balance between family andrking life, and the accompanying
hurdles encountered in re-entering the working @vaifter a family-related interruption in
employment contribute to the pay gap, along with #valuation of typical women'’s
occupations.

At the same time, the pay gap itself can influewoenen’s employment behaviour. Poorer
income prospects lead to a lower inclination toagegin gainful employment, longer
interruptions in gainful employment lead to greatexquality in pay — a vicious circle. If —
and for as long as — women earn less than men,whlejeave the labour market more
often for family reasons and confirm employer pdéges according to which they are seen
as earners of “supplemental income”. Women whda@need to become breadwinners as a
result of a man’s unemployment, death or divorcestnthen provide for their families on a
smaller, woman’s income. The pay gap puts suchli@srat risk of poverty.

The Federal Government has devoted increasingtiatteto the topic of pay inequality in
recent years. Numerous initiatives encourage youmgien and men to keep a more open
mind with regard to their careers and, thus, torowme the classic divisions in the labour
market. The parental allowance, in conjunction yaiéintner months, contributes, along with
the expansion of childcare and the programme abmac¢¥ocational Re-integration as a
Perspective”, to reducing the period for which wonieterrupt their gainful employment
for family reasons. The General Act on Equal Treatin @Allgemeines
Gleichbehandlungsgesetz AGG) now makes it possible to have decisionsareigg
promotions or cases of undue preference reviewetidgourts.

The fact that gender-specific differences in incopeesist in Germany has provided the
Federal Government with an impetus to redoubleeffsrts in this ared.Hence, the

See coalition agreement 2009, chapter 111.4. Bypéidg Resolution 17/901 of 4 March 2010, the
Bundestag again addressed pay equality in no. & @érman Bundestag calls upon the Federal
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reduction in pay differences was chosen in 2002ramdicator of progress on the path to
equality between men and women, and, in 2008, dhealled gender pay gap (in keeping
with European policy) was adopted as an indicatothe differences in earnings and
equality in working life in the progress report ftFa Sustainable GermanyFijr ein
nachhaltiges DeutschlapdConsequently, pay differences are to be redtmdd per cent
by 2020.

Differences in Earnings in Germany

According to the most recent figures, the diffeesiin pay between men and women in
Germany averaged 23 per cent (gross hourly wa@®1®). In an EU comparison (using

figures from 2009), Germany ranges near the enthe@fmiddle segment, in fifth-to-last

place, just ahead of Austria (25.5 per cent) amdNktherlands (23.6 per cent). However,
this alone is still relatively insignificant, sinceountries with a lower rate of female

employment also often display a narrower gendergagy

Figure 1: Gender Pay Gap in the EU Member States i200F

In documenting pay differences, the Federal Govemtrorients itself on official statistics

provided by the Federal Statistical Office, whigk aepresented in the structural indicator
“Gender Pay Gap” (GPG). The calculation of the GBGlso the basis for the annual

determination of the structural indicator for ther&pean Commission by Eurostat and thus
European comparability. The basis of these calianatis always the so-called unadjusted
(average or simple) pay gap, i.e. the simple corsparof the gross wages of women and
men? The GPG represents the difference between thege@ross earnings of women and

Government ... to make an effort, despite the primasponsibility of collective bargaining partners
and the individual employer, to eliminate pay inalify between women and men; for this purpose a
strategy for overcoming pay inequality tailoredte causes must be developed, which, along with
the consultation-supported pay analysis methodhi-@gialso includes measures to encourage
women to play a stronger role in pay negotiatiams$ @ combat the underevaluation of female-
dominated occupations; special focus should alsudeed on rural areas, where there is an even
greater gender-specific pay gap.

Gender Pay Gap (gross hourly wage) between mémeamen in EU Member States 2009, source:
Eurostat (Structure of Earnings Survey 2010 anbnal sources (2009) for yearly SES-comparable
estimates. Exceptions to the reference year: 2@@¥fdr EE, 2008 data for BE and GR).

In addition to the Structure of Earnings Survgythie Federal Statistical Office, there are numsrou
other sources of data to describe the gender-spawbme situation, which each represent a segment
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1. Background Information on the Gender Pay Gap
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men in per cent. In this conjunction, all workingmen and working men in the economy
as a whole are taken into consideration, withouitd based on age or working hours since
2006 (however, without the public sector up untiw). The data is provided by the
uniform EU structure of earnings survey, which haen conducted every four years since
2006

A differentiation must be made between this “sifip@d unadjusted pay gap and the
adjusted pay gap: the adjusted pay gap is calculatecomparing the gross hourly wages
of women and men with the same individual charésties, i.e., women and men with the
same level of education, in the same professiodssagtors, and with the same type of
employment (full-time, part-time or marginal emphognt). Currently, the adjusted gender
pay gap in Germany is roughly 8 per cent, althofaghily-related interruptions in gainful
employment have not been taken into account hénee Svomen and men often differ in
terms of these characteristics, these differencas explain part of the previously
determined unadjusted pay gap and thus illustreesktent to which pay differences can
be reduced. The individual explanations are thygc#& indications of where to begin
combating the pay gap.

2. Additional Aspects

There is a considerable urban-rural differencenin Gender Pay Gap in (West) Germany.
Current studies show an increase in the averadg wages of both for men and women in

keeping with increasing population density. In th@énjunction, the earnings of men in

western regions in Germany are considerably higireraverage than the earnings of
women. Although the gender-specific pay gap forngpemployees has become markedly
narrower over the last thirty years in both urbad aural areas, the urban-rural difference
itself has remained nearly constant at roughly d3agent (2004: urban: 8.4 per cent, rural:
20.9 per cent). Possible explanations lie primanithe urban-rural differences in women’s
employment orientation, predominant role models anchtional training. There are also

urban-rural differences in terms of the economiacitire, the infrastructure, socio-

demographic characteristics and geographic mobilith regard to employment.

The average gender pay gap of 23 per cent is veggually distributed between the new
and the old Lander in Germany. In West Germanyerdgr pay gap of 25 per cent was
calculated for 2009, while in the new Lander a gapnly 6 per cent was determined. In

of our employment system and differ from officitdtistics with regard to the collection methods, th
chronological and sectoral boundaries and theadire(e.qg., the individual characteristics survgyed
as well as with regard to the data that is madédadla (such as gross and net earnings, hourly,
monthly or annual income). Thus, they also diffetdrms of the results. This includes, foremos, th
" IAB-Beschaftigtenstichprobe” (IAB), the “Soziodkomisches Panel” (SOEP), and online surveys
such as www.frauenlohnspiegel.de. There is no &mtimeasure of the pay gap in this conjunction.
Which indicator is suited depends upon the questpmsed, but also upon the available sources of
data. The gross hourly wage is a suitable indidatbe interest is in determining fair pay. Inghi
context a limitation to hourly wages makes senseaBge income differences that are only a result of
different working hours are then properly takemiobnsideration. Taking monthly or annual income
into consideration can indirectly make sense aadalitional measure, because all wage components
should be taken into consideration in calculatingrty wages. The hourly wages determined by
collective bargaining do not take special paymenth as Christmas allowances or other bonuses and
gratifications into consideration. Different riskbpoverty can be more clearly assessed when, in
addition to gross hourly wages, the net earningsampared.

National sources are used for estimates duriagdiars in between the surveys, in Germany this is
the Quarterly Survey of Earnings.

Unless otherwise noted, gender pay gap will refehe “unadjusted gender pay gap” in the
following.
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this context, both different framework conditionsthwregard to childcare and different
concepts with regard to role models have an inflteems do lower wages also of men in
comparison to West Germany. While nearly two thiséighe children who are in childcare
in the new Lander participate in all-day programr@eer seven hours of childcare daily),
this is only true of a third of the children in ltfdare in the western Lander, due to a lack of
available places. This is also true of all-day sthiyogrammes, which are more common
in the new Lander.

Up until now, it has not been possible to compheedifferences in earnings of women and
men in public service and in the private sectorhimitofficial statistics. Within the
framework of a project funded by the Federal Miyigor Family Affairs, Senior Citizens,
Women and Youth (Ger. abbr. = BMFSFJ), the Fedstfatistical office has now collated
data from various sources, thus making the analysisomparative data possible. The
central finding is that the gender-specific payfedénce in the private sector during the
period from 2007 to 2008 (22.6 per cent) was carsioly higher than in public service
(7.0 per cent); and within the public sector, ihigher among public employees who are
not civil servants (7.8 per cent) than among ceitvants (1.7 per cehtds well as among
employees of the highest federal authorities (1 qeet)! Differentiated according to the
type of employment, the indicator in public servfoe both types of employees ranges, in
contrast to the private sector, on a comparablel Igull-time: 7.2 per cent; part-time: 7.5
per cent). Whereby there are also no marked diftare between West and East Germany
in the public sector. Viewing individual economiectors separately underlines highly
pronounced pay differences in public service iraang@ith a comparably high percentage of
women. This includes the field of “childcare andueation” (14.7 per cent, proportion of
female employees: 65.8 per cent), which exhibitey Vieigh figures in comparison to
“public service, defence, social insurance” (8.4 pent, proportion of female employees:
44.6 per cent). Ultimately, there is also a gerspereific difference in earnings among
female and male employees in executive positionmbslic service, it is higher than in the
other pay groups (9.6 per cent).

Governance Strategy for Overcoming Pay Inequéty Tailored to the Causes

In order to adopt targeted measures towards ovengpthe problem of gender-specific
pay, the focus was placed on researching the candbs sixteenth legislative period. A
summary of the results was published in the dosBiay Inequality between Women and
Men in Germany”.

The study showed that especially in relation to figere of nearly 23 per cent for the
unadjusted gender pay gap published for 2006, thjested pay gap — without taking
family-related interruptions in employment into aaat — was roughly eight per cent. This
means that female employees still earn eight petrless even when they display the same
characteristics as the men studied within the fvaonk of the analysi8. The analysis

(2]

For the calculation of pay differences in pulsévice a deviation had to be made in the proven
practice of calculating the gender pay gap. Thaestited should therefore not be compared to
figures for the gender pay gap. They are by ndtocelow”, for the private sector by roughly 2.6rpe
cent. Further explanations regarding the methocheaiound under BMFSFJ (2009), The differences
in earnings between women and men in the publimseaad in the private sector — results of the
project ‘Verdienstunterschiede zwischen Mannern und Fra(Ray differences between men and
women) conducted by the Federal Ministry for Fanaiffairs, Senior Citizens, Women and Youth
and the Federal Statistical Office.

Zweiter Erfahrungsbericht der Bundesregierung zunteB&(The Federal Government's Second
Report on Experience with the Federal Gender EquAtit) (see p. 25)

8 According to research by the Cologne Institute§oonomic Studies, a gender pay gap of 4 per cent

~
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highlights problem areas in which practical actieds to be taken and where the pay gap
can be concretely reduced. The following illustratshows the main individual causes in
relation to the adjusted and non-adjusted gendegap.

Figure 2: Gross Hourly Wages of Women and Men and #Aalysis of the Gender
Pay Gap According to the Main Causes, Earning<gtre Survey of October 2006 Euro
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By surveying and studying all relevant reasonstifer differences in earnings, it became
clear that the systematic causes are related toather in a complex manner and that these
can only be overcome when concrete political messare supported by the efforts of
strategic partners. The goal is to establish neweg@nce structures that promote and
ensure joint action to reduce the pay gap. In tllewing, the structural differences and
additional explanation models will be describedfimther detail by referring to three
complexes of origins.

Main Causes of Pay Inequality in Germany

a) Education and horizontal/vertical segregatior gender-specific divisions in the
labour market

The persistence of horizontal and vertical segiegah the labour market in Germany, as
well as in the rest of Europe, is an obvious f&ot: a long time, women’s lower average
level of education was a convincing explanationlédrour market segregation as well as
for the gender pay gap. Cost-intensive, long-temaestments in women’s education were
not considered worthwhile, because they were ergetct provide a lower level of return.

can still be ascertained for women with childrerovifiterrupted their gainful employment for up to a
year and a half, cf. “Gender Pay Gap Gesamtwirftldiee Evidenz und regionale Unterschiede,” in
IW Trends 4/2010.
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However, the situation has been clearly changingegent years: women have begun to
outperform men in terms of educational attainméntontrast to the situation for men, a

comparison of the number of women between the afy@® and 35 to women between the

ages of 60 and 65 shows an increase in the nunflygereons with an academic degree
(from 9.7per cent to 21.1 per cehtNow 52.2 per cent of all university graduates are
women. The general process of catching up, witaneg¢p the level of education, seems to
be reflected in the differences in the pay gap @aling to age cohorts. Hence, among
female employees between the ages of 25 and 29athgap was 8.5 per cent, while in the
age group between 55 and 59, it was roughly thmestas high, at 29.1 per cent. On the
one hand, these differences can, in fact, be at&ibto a change in educational behaviour
over time, meaning that younger women are bettecated than older women in relation to

the men in their own age groups. On the other hdneddifferences in the pay gap can also
be explained by the fact that female employees tide age of 30 have usually not yet

interrupted their careers for family reasons, wkileh breaks in employment have already
had a negative effect on the incomes of older women

Despite the positive tendency with regard to thecational level of women, a reduction in
the pay gap in the future is not expected for tieiason alone. In 2010 women with
vocational training or A-levels (Abitur) earned w1912 per cent of the income of men of the
same age and same level of training and/or edutafiocomparison of employees with
academic degrees shows that women attain only 8&e# of the income of men. The
higher rate of educational return that men redeermaadegree from a university or a
university of applied science may thereby be alrasfuthe area in which they chose to
specialise. It has been shown that men tend towarathematics/natural sciences and
technology in choosing a course of study, while wanoften focus on languages and
humanities. Neither the pay nor the demand forl#tier are not as high on the labour
market.

This leads automatically to the next manifestatiérsegregation. Women are simply not
found in certain sectors and occupations. Of thel tof 350 occupations for which
vocational training is available, only ten are @by over half of all young women. These
typical women’s occupations in the service secterrmt as well paid as occupations in the
field of technology and natural sciences, which rerd to choose. In addition, there are
great differences in the distribution of women amén in different economic sectors.
Hence, the proportion of female employees in tledd fiof “other services” is markedly
higher than the proportion of men. On the otherdhdhere is — relatively speaking — a
markedly lower number of women in heavy industrfichk is particularly noted for its
high average wages. The following table shows ifferdnces in pay that result from the
different structural characteristics.

Table 1: Gender Pay Gap according to Different Stratural Characteristics™

Age groups ir Up tc 50-
year: 24 25-29 30-34 35-3¢ 40-44 45-49 54 55-58 60+
GPGin % 2 8.5 14.2 21.1 256 264 271 29.1 295

10

In contrast to women, a comparison of men betweerages of 30 and 35 to men between the ages
of 60 and 65 reveals a stagnation in the numbpeople with an academic degree (21.0 to 20.3%)
and an increase in the number of people withoutvaegtional training among younger age groups
(16.6 to 11.8%). In the group between 30 and 3% 88 qualified to study at a university and only
21% attain an academic degree.

Destatis.
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Age groups ir Up tc 50-
years 24 25-29 30-34 35-3¢ 40-44 45-49 54 55 -59 60+
Level of Secondary scho
education /intermediate leavir University University
certificate qualification UAS degree degree
GPG in % 17.6 245 31,3 23.1
Completed
education Incomplete Vocational training University degree
GPG in % 25 9.9 25.8
Pay group Unskillec Semiskilled Highly trainec
worker worker  Specialists specialists Executive
GPG in % 8 12.7 11.8 17.9 26.2
Sector Build-  Childcare Credit
Mining ing Education Sale: Heavy industry Insurance
GPG in % 52 1338 16.3 25 28.2 28.9

Despite numerous studies and assessments thataBagetained a slight increase in the
proportion of women in decision-making positions dampanies in recent years, it is
indisputable that women are still underrepreseimethese functions (see Table 2). On
their way up the career ladder, they seem to bélearta transcend a “glass ceiling” and
also earn less in management positions than meAldwmst three-quarters of all executive
positions are occupied by men: overall, the praporof women in executive positions is
lower, the larger the company is and the higheompooks in the company hierarchy. The
earnings of women employed full-time equated toyaf# per cent of the earnings of men
in 2008, hence the gender pay gap is thus 28 per St¢udies also show that executive
positions in female occupations (occupations witfiOaper cent or higher proportion of
females) pay less than in male professions. In 2@0@8nen in executive positions in
female occupations earned with a gross monthlynreof approximately 2,609 euros only
64 per cent of the income of women executives ident&cupations. Furthermore, the
income level of male executives in all professiankigher than that of female executives.
This is evidence of the effect of horizontal segtésm: when women move on traditional
paths, it usually results in considerable discrefanin earnings and career options. An
orientation towards non-traditional (male) professi increases a woman’s income
prospects, but women’s incomes never reach the daved as men’s! Consequently,
women are seldom found among the highest earnarticyarly since they are - more
often than men - employed by smaller companieschvhare less likely to provide bonuses
in periods of economic crisis than larger companidse multi-stage plan to increase the
number of women in executive positions that theefaldGovernment intends to submit in
this legislative period is also of decisive impoda in overcoming one of the fundamental
causes of the pay gap

1 DIW Fiihrungskrafte-Monitor 201. 48 ff.
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Table 2: Proportion of Women in Executive Positiongin per cent)?

200¢ 2007 2008 2009 2010
Executive board 1.2 1.8 25 25 3.2
Supervisory
board 7.8 8.6 9.3 9.8 10.6
2005 200¢ 2007 2008
Private sector 24 27 27 27
200€ 2007 200¢ 2009
Public service (Federal
Government) 26 27 28 29

b) Family-related interruptions and reductions ingainful employment

In Germany there are still considerable differerfoetsveen women and men with regard to
interruptions in employment due to the birth ofldhen. Some 25 per cent of young fathers
now take advantage of the parental allowance amenp leave? On average, women
interrupt their employment for 56 months for famigasons. The length of the interruption
in employment tends to increase with the numbehdfiren. Nevertheless, 50.6 per cent of
all women interrupted their employment for famigasons for a period of between one and
three years and 29.4 per cent for a maximum ofyeas’*

The effects of family-related interruptions in ewyghent on the gender pay gap are
obvious. The length of the interruption plays ampamant role in determining the degree of
wage loss. The longer the interruption in employiriasts, the greater the (assumed) loss
in the value of human capital due to forfeited pssional experience and failure to
participate in (company) training measures. Studlesw that a six-month interruption in
employment in the years between 1984 and 1994teelsin a 9 per cent reduction in wages
after re-entry into the labour market.

In addition, women who re-enter the labour markiéeraa family-related interruption
seldom engage in full-time employment. While royghb per cent of all women without
children are engaged in full-time employment, o8l per cent work full-time after the
birth of a child, and as opposed to 95 per cenheffathers. The rates of female part-time
and marginal employment increase correspondingbmes 35 per cent of all women
employed in positions subject to social insurarm@ributions are only employed part-time

12

13

14

Executives in the private sector encompass peraged 18 and over who indicated to the SOEP that
they were entrusted with extensive executive fumstias employees in the private sector (e.g.
directors, managing directors or as chairpersonieoboards of larger companies and associations);
other executive functions or highly qualified tag&sy. department manager, researchers, engineers).
Hence, the term “executives” encompasses both peomxecutive positions as well as employees in
high-qualified positions¥IW Fuhrungskrafte-Monitor 201(®. 16 f.). Members of executive and
supervisory boards of the 200 largest companiedyding the financial sector) fro@IW
Fuhrungskrafte-Monitor 201,(. 57. In public service executive positions@eéned as managerial
functions beginning at the level of the head ofsion.

Bundesamt fur Statistik: Pressemitteilung Nr. 44&1012.2010fathers of children born in the first
half of 2009.

Sinus Sociovision/ BMFSFRerspektive Wiedereinstieg. Ziele, Motive und Etfagen vor,
wahrend und nach dem beruflichen Wiedereinsteglin 2010, p. 18.
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(as opposed to 6 per cent of men). Two out of thmeeginally employed workers are

women. The East-West difference is notable: befaterrupting employment (and the

subsequent birth of a child) a total of 79 per anthe women in West Germany worked
full-time, but only 19 per cent after interruptititgeir employment. In the East, on the other
hand, over 60 per cent of all women work full-timfter an interruption in employment.

Taking the fact into consideration that women ained to pursue part-time employment
between the ages of 35 and 44, precisely when itfteehrungs on the career ladder are
typically achieved, while men tend, if at all, tark part-time either at the beginning or at
the end of their careers, the consequences are eleaen are subject to a one-sided
disadvantage in terms of income, which provide®ssible explanation for a large part of
the gender-specific pay gap. The gross hourly wéigethe private sector) surveyed by the
Federal Statistical Office confirm these developtedn relation to the gender pay gap.
Women who work full-time thus earn an average o625uros, while men earn 19.66
euros. Women who work part-time earn an average3d¥6 euros, while men who work

part-time, on the other hand, earn 14.51 euros.

Statistically, the effects of the described diffezes in family-related interruptions in

employment in Germany are significantly manifestethe divergent development of gross
hourly wages among women and men over the coudefworking lives. While men are

able to achieve considerable increases in earriogs the age of 30 onwards (+ 23 per
cent), the hourly wage of women over 30 stagnates.

Figure 3: Development of Earnings
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C) Wage determination and pay structures

Research studies, practical experience and coaisides provide evidence of the fact that
methods of determining wages and the way they@pbeal can undervalue women'’s work.
This underevaluation is often the result of prejedi and gender-related stereotypes
regarding the lower value of “female occupationsidais not necessarily related to
discrimination in the legal sense. The unequalwatan of work of equal value can occur
on different levels, it is basically a result ofced concepts of value being reflected in
structures like collective bargaining agreementwels as in individual wage negotiations.
In this context, the bargaining position of women @he trade unions that represent them,
job evaluation methods, and wage negotiations inngl hidden wage elements such as
bonuses and special allowances all play an importde.

11
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Certain criteria are generally used in evaluatioigsj these include skills and abilities as
well as responsibility and physical strain. As &erut is the position that is evaluated.

Without job evaluation, the value of different opations cannot be assessed and
compared.

Summary methods of job evaluation are seen ascpkatly conducive to indirect
discrimination. In summary evaluations, the weighindividual evaluation criteria within
the overall system does not become apparent, be¢hey are evaluated across-the-board
or given a “total” assessment. By contrast, anedytmethods of work evaluation analyse
and assess the individual criteria separatelyhabthe relative importance of criteria such
as qualification requirements or responsibility dm@es transparent. In nearly all sectors,
including public administration, the existence ofert differences in evaluation cannot be
ruled out. Thus, female-dominated occupations sgcbhild care, caring for the elderly or
library services are often given a lower classtfma than occupations in the technical
sector.

More extensive studies by the Federal Statistidit©have shown that binding collective
bargaining agreements and/or the existence of &swoouncil has a positive effect on
reducing the pay gap in the individual company. WMinding collective bargaining
agreements a pay gap of 15.9 per cent has beenmitetel, while the average pay gap in
companies without binding collective bargainingesgnents is 29.6 per cent.

Underevaluation is not only a result of companyutations or the terms of a collective
bargaining agreement. The different bargaininglslkihd strategies employed by women
and men also influence the amount of pay they vecand thus have an impact on the pay
gap among employees not covered by collective aggats. Surveys show that nearly one
third of all women interviewed had not received age increase during the previous five-
year period; this was the case with only one fifththe men. In summary, the studies
explain that the influence of negotiations on tleeyvdifferent development of women’s
and men’s careers in executive positions can ke gonsiderable.

The sensor surveys conducted by Sinus Sociovisiithinvthe framework of strategic
consultancy for the Federal Ministry for Family Afifs show similar results: In wage
negotiations, women with families do not displag tame “determination” as their own
partners (from whom they in turn well expect it), as other men in the company and
women without families. Women associate a highelarga with “unconditional”
commitment to the company, both emotionally andualty. Such dedication, however,
would mean that they risk losing the balance theyehachieved — both for themselves and
their families.

2. Strategic Cooperation with Relevant Parties

In order to reduce differences in earnings, andethe further enhance efforts for a
sustainable Germany, the Federal Government intémd&ork more intensively with
relevant parties. Because the objectives of themability strategy regarding unequal pay
can often only be achieved in cooperation with IC8dciety (Social Partners, women’s
associations and associations of trade and industid with all other levels of government
— Lander and municipal. Hence, the Federal Goventimgoal is to bring the different
actively involved parties together so that they atinake an active role in effecting change
wherever they are able to do so.

a) Business/Employers’ Associations

In 2001, an agreement on the promotion of equalftppportunity between women and
men in the private sector was reached between ¢ldergl Government and the leading
confederations of German business and industry. agreement addresses four areas of
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action: it calls upon companies to improve, by dithgpappropriate measures, vocational
training perspectives, career opportunities andelenciliation of family and working life
for women and girls, to increase the proportiomvofnen in executive positions and future-
oriented professions and to contribute to the rédndn the income differences between
women and men. According to this agreement, recagaessments of the implementation
of these measures, the progress made and thdiveisigplanned for the future are to be
undertaken. The “Third Assessment of Equality op@punity”, presented in 2008, shows
that progress has been uneven across the diffareas covered by the agreement. In the
two latter areas of action — women in executiveitims and income differences —
development continues to stagnate. Positive chahges been documented in relation to
education in general as well as vocational trainingelation to the reconciliation of family
and working life, tremendous success has been nmadecent years in terms of public
policy and cooperation with the business sector.

In the “Fourth Assessment of Equality of Opportyhitwhich is now available, obvious
progress in effecting or improving equality of opjomity between women and men in
working life is in evidence in the central areastsas education and training, participation
in the workforce, reconciliation of family and wanlg life as well as in establishing
businesses. Women have also been making progreseeautive positions in the private
sector — although slow, it has been steady. Neslesh, gender-specific patterns persist in
relation to choices of profession, employment bépinies and career opportunities in light
of the different value attached to female and matdessions.

The business sector has come to recognise thehaicpromoting equal opportunity for
women in working life is in their own best intere$tor several years, successful co-
operation has been taking place within the contéxhe company programme “Success
Factor Family”, which essentially aims at facilitef the reconciliation of family and
working life. Roughly 3,400 employers, organisedhivi the corresponding network of
companies under the auspices of the AssociatioGeinan Chambers of Industry and
Commerce (Deutscher Industrie- und HandelskammertBdHK), have already declared
their support for more family-conscious personneligies. In the autumn of 2010, the
“Family-Conscious Working Hours” (Familienbewussfrbeitszeiten) initiative was
launched within the framework of these activiti#ge goal of this initiative is to create
more flexible working hours, which allow mothersttbe career opportunities and fathers
more time for their families. Nearly full-time mddeof 30 — 35 working hours per week
play an important role, since they correspond wulith wishes of many parents and also
facilitate the reconciliation of family and workirge for many qualified specialists and
managers.

Against the background of an expected lack of fjedlispecialists and managers in the
future, the realisation has become increasinglyegptead that it is no less important to
overcome gender-specific segregation on the labmanket, to increase the proportion of
women in executive positions and in male-dominaiedupations. Examples of existing
cooperative measures on these topics are the Gialg’project or the MINT (mathematics,
informatics, natural sciences and technology)atiite as well as the TOTAL-E-QUALITY
award and the “Generation CEOQO” initiative. In 2008e Confederation of German
Employers’ Associations (Bundesvereinigung der Belutn Arbeitgeberverbande — BDA)
presented a position paper on pay inequality. jirgt conference on “Tackling the Causes
of the Wage Gap” staged by the BDA and the BMFS#3® September 2008, 90 experts
from the fields of politics, business and reseagtiorsed the common goal of eliminating
the wage gap by addressing its major causes.

On 30 March 2011, the responsible Federal Minigigswith the Chief Human Resources
Officers of the 30 DAX companies in order to joyntlliscuss further sustainable and
practical ways of ensuring greater equality in viogklife. The DAX 30 companies

13
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submitted a joint declaration to the Federal Goramt on future strategy for more women
in executive positions. They agreed to set compapecific targets for the proportion of
women in the company workforce and in executiveitipos and to publish these during
the year 2011.

The initiative “Changing Corporate Cultures — Makommen in Leadership”, launched by
the Fraunhofer Gesellschaft on behalf of the Feddmistry for Family Affairs, Senior
Citizens, Women and Youth (2010 to 2012), will fean necessary changes in corporate
cultures in the interest of avoiding interruptioimsthe careers of women in executive
positions in the future. The initiative seeks teritify the causes of career interruption by
female high potentials by analysing the examplesooporate culture in nine participating
international concerns and to further develop @gsieasures to ensure that more women
will be able to pursue career advancement in thaduIn this conjunction, the companies’
measures to promote the reconciliation of caredrfamily life will be viewed as a given.

b) Unions

An additional important point is the cooperatiorthminions. In 2008, the German Trade
Union Federation (Ger. abbr. = DGB) inter alia lelued the initiative “I am worth more”
(Ich bin mehr wert), which was supported by the B3#H. Working with member unions
and additional women’s federations, the DGB thergigvided concrete support for
women in the workplace. In 2008, the initiative iegad on the triad of pay equality, career
opportunities and reconciliation of working life cafiamily. The claim, “I AM WORTH
MORE!", was directed at politicians, companies ahd general public through diverse
activities.

The BMFSFJ also supports the project “Family braaders” (Familienernahrerinnen)
within the framework of a partnership with the DAB.nearly a fifth of all multi-person
households in the Federal Republic of Germany, woezn the larger part of the income.
Half of these women are single parents, the ota#rHave a partner with a lower income,
or who is in need of care or unemployed. Familyadwinners are therefore often subject
to a double burden: they assume responsibilitgfermain source of income as well as for
the household and for raising children. This prbjeéntended to raise public awareness of
such women and increase political mobilisationtf@m.

C) Social Partners

In the federal initiative “Equality for Women inghBusiness World” (Gleichstellung von
Frauen in der Wirtschaft), launched in 2010, theédfal Ministry for Labour and Social
Affairs is working closely with the German EmplogerAssociation (BDA) and the
German Labour Federation (DGB) in choosing the gmtsi Within the context of this
federal initiative, subsidies are provided to préenprojects that ensure women financial
independence, equal advancement and career oppiedubetter participation in company
training programmes, a reduction in income diffees as well as a better work-life
balance. In this conjunction, possibilities foriantthat especially support companies and
Social Partners in sustainably improving the emplemt situation of women are to be
identified. In 2010, 29 applicants began work. They receiving a total of 15 million euros
in funding. Models of working hours for a bettecoaciliation of family and working life
are now being developed and tested (two proje&lisihg with company initiatives to attract
women to professions in the field of mathematia¥primatics, natural sciences and
technology (three projects), measures to encouaagepromote women'’s inclination to
seek advancement in company and social contexts p{@@ects), to improve the
qualifications of female employees during the fanphase in order to facilitate a rapid re-
entry (two projects) as well as concepts to inae#tse proportion of older female
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employees (two projects). Further initiatives amvneither in planning or awaiting a
decision on funding.
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d) Alliances

On 15 April 2008, the association of Business arafeBsional Women (BPW) organised
the first Equal Pay Day (EPD) in Germany. Its aimsvio disseminate information on the
gender pay gap and to encourage women to takenttiative and address the issue of
unequal pay in a more proactive way. The seconchElay Day — on 20 March 2009 —
was organised by a National Action Alliance for Heguality, which was established for
this purpose and received funding from the Fedpftialistry for Family Affairs, Senior
Citizens, Women and Youth. The main aim of theaallie is to sensitize and mobilise all of
the parties actively involved. It includes the datl Working Group of Local Government
Officers for Equal Opportunities (Bundesarbeitsgesehaft  Kommunaler
Gleichstellungsbeauftragter - BAG), the BPW workiras the co-ordinator, the
Confederation of German Employers’ Associationg, ational Council of Women and
the Association of Female Entrepreneurs in Germaflyerband deutscher
Unternehmerinnen - VdU). The Confederation of Gereade Unions (DGB) is affiliated
with the Alliance via the National Council of Womem order to enable and secure the
coordination of the national action alliance, thigamisation of Equal Pay Day based on a
broad alliance, and the continuation of these nreasuhe Federal Ministry for Family
Affairs, Senior Citizens, Women and Youth is supingrthe Equal Pay Day initiative until
2011 and seeks to ensure its continuation. Inahigunction, an expansion of the network
that organises EPD is being intensively pursuedgdtad efforts to highlight selected
annual themes are being made by seeking coopenaitiomppropriate alliance partners.

This year, the Equal Pay Day was held on 25 Ma@d12with many events throughout the
country and with great media attention. At a passference, Federal Minister Dr. Kristina
Schrdder together with the presidents of the GerRaral Women’s Association and the
BPW looked at the urban-rural differences in wagguality and presented new projects to
fight these differences. The project plans weragiesl on the basis of the approaches of
explanation and action concerning the urban-ruiféérénce which were developed in the
context of a symposium on 8 December 2010.

e) The Federal Anti-Discrimination Agency

When the General Act on Equal Treatment (AllgemeiBéeichbehandlungsgesetz - AGG)
came into force in August 2006, the Federal Antidisination Agency began its work. It

is an independent clearing house for people who tlest they have been subject to
discrimination for one of the reasons cited in A4@G. Through the counselling it provides
and its cooperation in the agency’s advisory cdurtbie Federal Antidiscrimination

Agency receives important information on discrintioa in Germany, including in the

field of unequal pay

The goal of the General Act on Equal Treatment iprevent or stop discrimination on the
grounds of race or ethnic origin, gender, religion belief, disability, age or sexual
orientation, particularly in employment and profesal life. The AGG prohibits paying

employees differently depending on their gendeoyigied that both employees perform
equal work or work of equal value.

f) The Lander

The Lander augment the Federal Government’s iniiatto combat unequal pay through
very different measures of their owhwhile at the same time regularly calling upon the
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Bavaria, for example, produced a public serviogegtsement shown at movie theatres entitled
Schluss mit dem Unsi{&Enough of this Silliness), in which the pay gamighlighted in a very
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Federal Government in the annual Conference of$¢ns and Senators of the Lander for
Equal Opportunities and Women (GFMK) to adopt teedemeasures to reduce the
differences in pay that have also been documemtetia field of public service. At the
same time, the Lander also support projects suétaal Pay Day and Logib-8.

Ongoing Cause-specific Measures by the Feder@overnment to Overcome Pay
Inequality

1. Changing Role Stereotypes and Increasing thedportion of Women in
Executive Positions

Traditional role models in some social milieus/strare an important reason for the limited
spectrum of professions chosen by women and theaadbs they encounter in their career
paths. Hence, within the context of its equalityipg the Federal Government aims to

expand the spectrum of occupational choices for @oand men in considerable measure
and to improve their working and career opportesittn the whole.

Through Federal Government programmes in cooperatith various partners, such as
“Girls’Day” and “Komm, mach MINT” (Come and do MINT girls and young women are
now being encouraged to choose occupations in ficayly female” fields, which they
previously seldom took into consideration, therelspanding the spectrum of professions
from which they choose. Throughout the countrylsgin the fifth to tenth years of school
can participate in the “Girls’ Day” project, duringhich they can gain familiarity with the
workings of companies and institutions involved future-oriented areas of the career
spectrum, such as professions in the natural seseand technology. Under the motto
“Komm, mach MINT”, the Federal Ministry of Educatio and Research
(Bundesministerium fur Bildung und Forschung - BN)Bffas been seeking to attract
considerably more young women to pursue well-paypngfessions in the MINT field
through an initiative launched in 2008 in conjuantiwith partners from the sciences and
business. Parallel to this, the BMFSFJ has alsosed on the vocational choices and life
planning of boys and young men: in 2005, the BMFBEAched a national project called
“Neue Wege fiir Jungs” (New Paths for Boys) and20id 1, the first Boys’ Day was staged
simultaneously with Girls’ Day with great success

In order to promote women in executive positiohg tlevelopment of a multi-stage plan
was anchored in the coalition agreement. The mstdiie plan focuses on creating
transparency, voluntary commitment and coordinaiiorcombating the causes of pay
inequality and will be implemented step-by-step.

2. Improving Framework Conditions through Family Policy Measures and
Support for Re-entry into the Working World

For Germany, family-related interruptions in empt@nt and reductions in working hours
are important causes of pay inequality. The comspariwith other countries clearly shows
that countries with a higher rate of female emplegyimand good infrastructures for the
reconciliation of family and working life also extited a narrower gap between the average
wages of women in men. Better reconciliation of ifgnand working life facilitates
uninterrupted employment biographies for women aftidws them to pursue forms of
employment that ensure greater financial indepeceledence, it is decisive that suitable
framework conditions are created for mothers arithefs in this area. The Federal
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creative manner.
Rhineland-Palatinate petitioned the 20th GFMK ifniglary Conference to support Logib-D and to
consider whether its integration into the eg-chdekeloped by the Hans Béckler Stiftung is possible.
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Government has made a decisive contribution inmegears through its family and
equality policy. The further development of childea particularly for children under the
age of three, — increased options for deductintgichie costs, the parental allowance as a
substitute for wages, and the related partner nspratte measures that make it easier for
women and men to reconcile family and working ldad support a distribution of
childrearing duties in fair partnership between veonand men.

An important supplementary step is the action mogne “Perspektive Wiedereinstieg”
(Vocational Re-integration as a Perspective). ppsuts women who have withdrawn from
employment for a number of years for family reasand now seek to re-enter the labour
market. This broadly staged initiative, which isifgeexecuted in cooperation with the
Federal Employment Agency, supports local orgasisercreating networks to support
women re-entering the labour market and helpingnthe qualify for re-entry after a
family-related interruption in employment. Thiskising undertaken within the context of
an ESF programme (total volume roughly 30 milliamaes), which will support 17 model
locations. A navigation portal specifically for wem re-entering the labour market has
been helping to make concrete support measures anoessible since March of 2009. The
BMFSFJ also supports specific publicity measuresadacal level in the form of special
information days on the topic of “re-entry”.

3. Reform Pay Structures

The Federal Government has no direct interventiptions in the determination of pay
scales, with the exception of the public servicetae This is mainly the responsibility of
collective bargaining organisations, individual doyers and female employees as well as
works and personnel councils. In concrete ternis,isha question of the evaluation of jobs
in collective bargaining agreements, of reformingy pstructures as well as of wage
negotiations.

A valuable tool is now being offered to employershe form of the consultation-supported
introduction of Logib-D, which provides employerdttwimpulses to address the problem
of intra-company pay inequality. By making Logibaailable, the Federal Government is
providing companies with a proven instrument that be used to determine the dimension
of a company’s pay gap, its determining factors, éimgls, possible remedies. Logib-D is an
objective method for determining the differencesaoading to recognised standards of
economic research (human capital theory) and doerely on a legal definition. It was not
designed as an instrument for surveying discrinoinapay inequality and thus does not
provide an indication of pay inequality suited asdence in a court of law. On the
contrary, Logib-D serves to determine company-spesfructures that have a measurable
influence on the pay differences between men andewo

The registered brand name Logib-D is an acronym Lfohngleichheit im Betrieb —
Deutschland (Pay Equality in Companies in Germamg) consists of a number of modules
that build upon each other. Along with the basicd&xprogram for Logib-D, which is
available to analyse pay structures on the welysitev.logib-d.de, interested companies
can also use the web-based online version. Thiemialpossible to prepare data in a more
user-friendly manner and provides a standardispdrten the results in a PDF format for
printing only a few minutes after the data is ugled; this includes an extensive equality-
oriented analysis of pay structures. The diffesatl calculations on pay inequality in
companies can be undertaken both for a company@nvhole as well as for individual
company locations or departments. Ultimately, afidential, standardised consultation on
pay structures based on Logib-D will be provided 200 interested companies between
2010 and 2012 free of charge. Personnel manageithereby provided with an instrument
that makes it much easier for them to analyse pagtsires, gain access to counselling and
find company solutions (Analysis — Counselling 4uion). Using Logib-D, employers in
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companies — regardless of whether they are sutgemtllective bargaining agreements or
not — can identify factors that influence the genday gap and develop measures that
ensure gender-equality in the pay structure of tt@inpanies; in view of the demographic
transition and the lack of specialists, this ioadjinvestment in the future of the company.
Logib-D is being made available by the Federal Btiyi for Family Affairs, Senior
Citizens, Women and Youth and implemented in coaiper with well-known partners in
German business and industry.

Finally, the BMFSFJ supports Social Partners amhdthlers who play an active role in
determining wages by providing the brochure “Fai)ay — Entgeltgleichheit fiir Frauen
und Manner” (Fair P(l)ay — Pay Equality for WomemdaMen), which was published in
2007 as a guide to implementing the “principle qti@ pay for equal work and work of
equal value”. In this guide, it is especially recoended that more transparent and
discrimination-free (analytical) job evaluation inetls be used in collective bargaining
agreements in order to combat the perpetuation tefeatypical lower pay. The
Frauenlohnspiegel (Women’s Wages Survey), suppdstethe EU, provides important
orientation in negotiating individual pay agreensent

Planned Measures

At the turn of the year 2010/2011, the commisstat tvas established to draft the Federal
Government's first equality report submitted itpag. Its concept of equality policy is
oriented on a life cycle perspective: equalityipgl according the basic premise, must
focus on the differences in the life cycles of wonaed men and provide targeted support
during the phases in which a family is being essaleld or the labour force re-entered. Life
cycle policy brings equality policy and social pglitogether in a sustainable policy of
social cohesion, thus gender-related disadvantageseduced and shared responsibility
within a partnership is enhanced. It thereby hédpgrevent decisions in certain phases of
life that were reached jointly (by women and memnf entailing unequally distributed
subsequent risks and disadvantages— as is the vdase differences in earnings are
perpetuated.

1. Time for Re-entry (“Zeit fir Wiedereinstiet)

The coalition fractions called upon the Federal &oment in a motion introduced on the
occasion of International Women’s Day — Ensuringi&iy Nationally and Internationally
(Bundestagsdrucksache 17/ 901) — to continue thienaprogramme “Vocational Re-
integration as a Perspective”, while taking thaultssof the assessment into consideration
in further developing it as a prototype for moderuality policy oriented on a life cycle
perspective. One result of the assessment indichtda sustainable and nearly full-time
re-entry requires that women re-entering the laboarket be relieved of pressure due to a
lack of time. The action programme “Vocational Résgration as a Perspective” will
therefore be augmented by a module called “ZeiMfiedereinstieg” (Time for Re-entry).
This module encompasses support by the partneéneintegmporary reduction in working
hours as well as support in the form of househeldises for women re-entering the labour
market. A feasibility study will now determine theecessary organisational and legal
measures and regulations for the introduction, ém@ntation and ongoing execution of a
model for providing household support servicesviomen re-entering the labour market.
The model concept will then be able to serve aiatpf departure and blueprint for
further conceivable applications and additionaj¢argroups. The results are expected in
June of 2011.
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2. Rural Areas

Possible approaches to changing the situationral ameas are being sought in cooperation
with the Federal Employment Agency, the affiliatbtstitute for Labour Market and
Employment Research (Institut fir Arbeitsmarkt- uBdrufsforschung - 1AB) and the
Deutscher LandFrauenverband (German Rural Womessodation). In December of
2010, the Deutscher LandFrauenverband conductemhference funded by the BMFSFJ
with the goal of formulating possible explanati@msl approaches to combating urban-rural
differences in pay inequality. Research findingsl @xperience derived from everyday
practice were brought together in this context. aksessment of the results and additional
recommendations for action were presented at EBagl Day in 2011. Concrete plans
foresee the investigation of the need for addifioraearch as well as recommendations
and impulses for actual practice, e.g. in relationthe higher evaluation of domestic
professions and the vocational choices made by &oggirls in rural areas.

3. Collective Bargaining Agreements

In view of the regulation of pay structures in ¢ixig collective bargaining agreements, the
possibilities of improving pay equality within theontext of collective bargaining
agreements should be explored. In this conjunctmogsible ways of making use of
knowledge gained through the Logib-D project inesrtb integrate them into the personnel
practice of companies should also be considerectollective bargaining processes to
determine wages, different pay structures are selsieen as an issue. With Logib-D, the
Social Partners will be able to determine quickiyd aeasily how a new collective
bargaining agreement affects the existing remuingratructure in relation to the women
and men employed. The method can there be usetrdaliice the issues into the agenda of
the wage bargaining processes and thus offersrecehdespite wage autonomy, to enhance
the sensitivity of Social Partners.

4, Public Service

Unlike its relationship to the private sector, #ederal Government has options for taking
concrete action against pay inequality in the pub#rvice sector, in which it is itself an
employer. The Federal Gender Equality Act (Bundasfbktellungsgesetz - BGleiG) aims
at ensuring the equality of women and men in tighdnt levels of federal administration,
particularly in executive positions, and at betegonciliation of family and working life.
At the end of 2010, a second report on experiente tive Federal Gender Equality Act
was submitted to the Bundestag. One of the foadsaof the report was the promotion of
women in executive positions, as well as the stofdgspects of pay equality. The pay gap
in federal public service is 1 per cent. It is thekatively narrow in comparison to the 7 per
cent in public service as a whole and the 22.6 @t in the private sector. This
comparatively positive situation is a result ofleolive bargaining and the regulations
found in the civil servants’ remuneration law aseyttapply to public service. A possible
approach to further reducing the pay differenca fisrther improvement in the participation
of women in executive positions in public servidédhe Federal Government will also
evaluate these aspects again in the next four-segaort on the implementation of the
Federal Gender Equality Act.

Part-time employment makes a fundamental contobuid improving the reconciliation of

family and working life. Currently, however, it@ option exercised almost exclusively by
women. On 6 December 2010, the Federal Governmegideld, within the context of a

programme of measures for sustainability, to sufepart-time employment in executive

positions in federal departments, taking 31 Decenifdl as a cut-off date; decisions
regarding subsequent measures are to be made badiseof the results.
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Assessment of Progress in Implementation

A rigorous, regular and transparent verificationsatcess is a decisive characteristic of
sustainable and efficient policy. The Federal Miyidor Family Affairs, Senior Citizens,
Women and Youth therefore regularly evaluates tlhieess of its measures. The individual
projects are reviewed in relation to interim gdalsrder to determine whether they make a
real contribution to the achievement of the goalaofl0 per cent reduction in pay
differences by 2020. Quantitative and qualitatimtelim goals have been determined in
order to review progress in the areas in which mmesshave been introduced.

A stabilising effect on the formulation of opinican be achieved by means of establishing
links and reciprocal support within Civil Societithin the framework of the Equal Pay
Day project, the foremost goal is to disseminafermnation regarding the “Gender Pay
Gap” and to create awareness and mobilise all @f¢fevant parties. Progress reviews in
this context are related to the number of participathe number of locations at which
Equal Pay Day events are staged, as well as theampessence and public awareness of the
topic. To this end, an annual Equal Pay Day evalnateport will be presented. The
interest in this day of action has been continupirstreasing: the 4th EPD on 25 March
2011 was marked nationally by 366 (2010: 259) evesgistered in 250 (2010: 173) cities
and towns. There is also great media interest: dmtwl March and 1 April 2011, roughly
2,000 reports were counted in printed media, aleitly 66 items carried by news agencies,
over 1,000 Internet reports and roughly 50 televisind 200 radio reports.

Long-term projects will be required in order to nba traditional role models — not only for
girls and young women, as in the case of “GirlsyDand “Komm, mach MINT”, but also
for boys. The programme “Neue Wege fir Jungs” (NRaths for Boys) will therefore be
expanded in 2011 to include a Boys’ Day.
The participation in these days of action and cagmsa which has been increasing for
years, as well as the increasing number of youngnevo studying MINT subjects or
pursuing vocational training in a trade or techhmafession serve as indicators that are
regularly, systematically presented, as in thetfoassessment of the agreement reached
with German business and industry. With over 126,06ptions throughout the country for
schoolgirls in their fifth to tenth years of schdol participate in nearly 10,000 different
events, the 11th Girls’ Day made an important dbation to combating the old-fashioned
differentiation between female and male occupatioBsice the beginning of the
programme, well over a million girls have partidigd, and 10 per cent of the participating
companies have already been able to employ a nuofbgoung women, due to their
participation in Girls’ Day. The accompanying stiBo assessment of Girls’ Day shows
that repeated participation in Girls' Day has aitpasinfluence on company culture and
leads to a greater awareness for equality. Evidéardbe need and the acceptance of Boys’
Day, which is coordinated byeue Wege fir Jungblew Paths for Boys), is the high level
of participation: already in the first year, rougtd5,000 places were offered for boys in
over 4,000 events throughout Germany (on 14 Ad1).

A number of interim goals can be cited for imprayithe reconciliation of family and

working life. Important objectives in this conjuimt are increases in the number of father
months that men apply for and the proportion of warmorking full-time after a (short)

interruption in employment. The family report arftk tfamily monitor document these

developments. The development of participation kathdrs has been increasing
continuously. In the third quarter of 2009, thetiggration of fathers had reached 23.9 per
cent in relation to the total number of applicatidor parental allowances. The allowance
was paid for an average of 3.5 months. In sombetL&nder the participation of fathers is
markedly higher: the figure is 30.4 per cent forlBe 30.2 per cent for Saxony, and 30 per
cent for Bavaria. By contrast, the participatiorfathers in 2008 averaged only 21 per cent;
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and only 3.5 per cent of all fathers applied fa tild-raising allowance, which has been
replaced by the parental allowance in 2007.

A greater number of mothers make use of the reatéspite granted families by the
parental allowance during the first year after tigh of a child. At the same time, a
markedly increased number of mothers return to l#mur market soon thereafter —
currently, one out of three mothers with childregtvieen the ages of one and two is
employed. They are also supported in pursuing eynpdmt by the expansion of the
childcare infrastructure.

The Federal Government’s activities for creatinfamily-friendly working world within
the context of a programme “Erfolgsfaktor Familig@amilies as a Factor for Success),
which was developed in cooperation with businegbiadustrial associations and unions,
have made an essential contribution to establisfangly-friendliness as a hard factor in
terms of company location and competition. The propn of companies that consider
family-friendliness an important factor has ince$rom 46 per cent in 2003 to nearly 80
per cent in 200%. Within the framework of the consultation-supportettoduction of
Logib-D, figures such as the number of company &ieguregarding Logib-D, the number
of applications for a consultation, the frequendéthwhich the website is accessed, and the
number of times the webtool was downloaded prowdeindication of the success of
interim objectives in these efforts to sustainaddynbat the pay gap. Reports produced by
the webtool have been accessed over 1000 times Sirdg of 2010 and printed out over
800 times. These 800 users have received a commeteneration analysis from an
equality-oriented perspective. Currently, the peojés in the third of seven project
segments. A total of 77 companies have applieccémsulting packages during the first,
second and third segments, and the applicatio® ebmpanies have been approved.

It should be kept in mind that the individual inbergoals (applications for parental
allowance, father participation, use of Logib-Drtfmdpation rates in Girls’ Day and Equal
Pay Day etc.) should not be viewed in isolatiort,dnly provide an overview of the pattern
of development all together. Progress in the imtligi areas (such as in education and
training) will hardly be able to contribute to aluetion in pay differences by itself. Even if
women have begun to surpass men in terms of acadahievement, they often encounter
a glass ceiling.
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Appendix:

National and International Commitments

a) Art. 3 para. 2 sentence 2 of the Basic Law

The equality of women and men is legally anchorediticle 3 (2) of the Basic Law in
Germany. According to this article the state sipaimote the actual implementation of
equal rights for women and men and take stepsnorelte disadvantages that now exist.

b) Art. 157 Treaty of Lisbon

The principle of equal pay for women and men fanaqgvork or work of equal value has
been a component of the EU Treaty since 1957 (At formerly 119). On 1 December
2009 the Treaty of Lisbon came into force (Treatytbe Functioning of the European
Union - TEFU). Art. 157 of the TEFU re-affirms theinciple of equal pay for women and
men.

C) The General Act on Equal Treatment (Allgemeing Gleichbehandlungsgesetz -
AGG)

Since 2006, the General Act on Equal Treatmenbkas in force. The goal of the law is to
prevent or eliminate discrimination on the grounfisace or ethnic origin, gender, religion
or belief, disability, age or sexual orientatiorheT protection against discrimination in
employment and professional life is the focus ef AGG.

d) The Federal Gender Equality Act (Bundesgleichsllungsgesetz fiir die
Bundesverwaltung und die Gerichte des Bundes — BG(®)

The Federal Gender Equality Act establishes noramste obligations of the highest
federal authorities as a employer in public servared for the responsibilities of
commissioners of equality in order to implementgbeals of equal opportunity

e) CEDAW

The State Parties are obliged to adopt measurethéonational implementation of the
Convention and to submit Country Reports at regl@rvals on the grounds of Article 18
of the Convention on the Elimination of All Form$ Discrimination against Women —
CEDAW of 1979.

The CEDAW Committee called upon the Federal RepulifiiGermany as a State Party to
adopt concrete, proactive measures to reduce amchate differences in pay and income
differences between women and men as one of ismeendations in 2009.

f) EU Objectives

In the Member States of the European Union the gierelated income difference is 18 per
cent on average. “Equal pay for equal work and vedrgqual value” is therefore one of the
focal points of the new European Commission Stgafeg Equality between Women and

Men 2010-2015, adopted on 21 September 2010. $nsthiategy programme the European
Commission announced a number of key actions. Gmefng these were:

. “With the European social partners, and respecthrgy autonomy of the social
dialogue, explore possible ways to improve thesppanency of pay as well as the impact on
equal pay of arrangements such as part-time watkiged- term contracts.
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. Support equal pay initiatives at the workplacehsas equality labels, 'charters’, and
awards, as well as the development of tools forleyeps to correct unjustified gender pay

gaps.

. Institute a European Equal Pay Day to be held gach to increase awareness on
how much longer women need to work than men to #eisame.”

The German pay transparency programme Logib-D anechlEPay Day, which has been
staged in Germany since 2008 with the support @fRederal Government, served, along
with other programmes, as models for the last ®f@bmmission’s key actions cited above

Within the context of regular progress reviews, chhivere conducted within the European
Union in conjunction with the implementation of tiBeijing Platform for Action, the
indicators that were introduced for this purpos@@®1 to measure the gender-specific pay
gap were streamlined and methodically improved ly Employment, Social Policy,
Health and Consumer Affairs Council on 6 Decemigs2

On 5 March 2010 the European Commission launchedséitond year of its campaign
against the gender-specific pay gap.



CEDAWY/C/DEU/CO/6/Add.1

Part 2:

Information Provided by the Federal Government onMeasures to Implement the
Recommendations in Paragraph 62 of the Concluding Iservations of the CEDAW
Committee of 2009

Measures to Initiate a Dialogue with Non-governnmatal Organisations for Intersexual
and Transsexual People

At the presentation of the sixth Country Reportthe CEDAW (Convention on the
Elimination of All Forms of Discrimination againdtVomen) in February 2009, the
CEDAW Committee requested Germany as a State Ragybmit a written report within
two years on the measures taken to implement ttwmmendations made in paragraph 62
of the concluding observations. This paragraphuihes the request to enter into dialogue
with non-governmental organisations of intersexamatl transsexual people in order to
better understand their claims and to take effedistion to protect their human rights.

As stated in the coalition agreement for the 1'#pidlative period, “WACHSTUM.
BILDUNG. ZUSAMMENHALT” (Growth, Education, Cohesign"The Transsexual Law
currently in force is now nearly thirty years oltino longer corresponds with the state of
current medical/scientific knowledge. We will thine revise the Transsexual Law by
taking the decision handed down by the Federal t@atisnal Court into account in order
to ensuring that it is on a new, up-to-date fouimathat enables people affected to lead
free and self-determined lives.” (Chapter IV. 4)

In June 2010, the German National Ethics Councildooted a dialogue with persons
affected and their self-help organisations in tleemf of a discussion forum entitled
"Intersexuality — life between the sexes”. At thasent, not only the affected people
themselves, but also the points of view of the medditherapeutic, sociological and legal
disciplines were heard and taken into account.

The German National Ethics Council is an indepenhfedy appointed by the President of
the German Bundestag and working on the basiseoEthics Council Act (2007). One half

of the 26 members of the Ethics Council is propdsgthe German Bundestag, while the
other half is proposed by the Federal GovernmemieyTrepresent natural scientific,

medical, theological, philosophical, ethical, sbceconomic and legal perspectives. The
aim is to illustrate different ethical approachad a pluralist spectrum of opinion.

Under the Ethics Council Act, the Ethics Councih darward opinions based on its own
determination as charged by the German Bundestégedrederal Government. Due to its
already existing dialogue with persons affected #radr organisations, the Council was
commissioned by the Federal Government pursua8etdion 2 paragraph 3 of the Ethics
Council Act on 17 December 2010 to prepare an opion the situation and the challenges
for people affected by intersex conditions.

The commissioning makes explicit reference to tlmmctuding observations of the

Committee on the Elimination of Discrimination agsti Women and the report on the
dialogue with non-governmental organisations regmésg intersexual and transsexual
people which is to be submitted in 2011. Againg& background, the Federal Government
requests the German National Ethics Council toinartthe dialogue with those affected
and their self-help organisations and to comprekehsexamine the situation and the
challenges for people with intersex conditions, levlseparating these issues clearly from
those of transsexuality. The Federal Government teagiested that the opinion be
submitted, if possible, by the end of 2011.
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It is the German National Ethics Council’s concerradvance the dialogue on basic ethical
guestions between the Federal Government, the GeBuadestag and the civil society.
The Council seeks to remove the taboos from theakdiscourse on intersexuality and to
challenge prevailing stereotypes. In this way, dbgious and sometimes severe problems
for people with Disorders of Sex Development (D% addressed in the socio-political
sphere.

Since analysing the various problems for the aboeetioned group of people involves
medical questions as well as questions about stigtlis and other issues, several Ministries
within the Federal Government are concerned.

Independent from and in addition to the commissignof the German National Ethics
Council, the Federal Anti-Discrimination Agency (BA), which was established with the
entry into force of the General Equal Treatment ActAllgemeines
GleichbehandlungsgesetzAGG) in 2006, ordered an academic study entitled
“Discrimination against Trans*People, ParticularyWorking Life” which it submitted in
December 2010. The Federal Anti-Discrimination Agegives independent assistance to
persons threatened or affected by discriminatioasserting their rights (Sec. 27 AGG).
One of the Agency's tasks is the cooperation with-governmental organisations. In this
context, Section 29 of the AGG provides: “The Fetlémti-Discrimination Office shall
involve in an appropriate manner non-governmentgaisations.[.]” The FADA is also

in contact with non-governmental organisations catbech to the concerns of trans*people.
With the academic study mentioned above, the Federa-Discrimination Agency has
addressed the group of people specified by the GEDZommittee, because trans*people
is a broad term for a multitude of identities, difides and concepts of people who do not or
not only identify with the gender that they wersigeed at birth.

Since its establishment in autumn 2006, the FedArdi-Discrimination Agency has
recorded approx. 100 cases of counselling for taple, as at beginning of May 2011.
In most of the cases these were transsexual pergomgurned to the agency because of
discrimination. Due to the low number of cases, éav, a percentage is of little relevance.
The findings of the study indicate a further needresearch. The FADA intends to take
this into account in a fundamental manner and rsectly examining the possibility of
commissioning another research report.




