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It has now been six years since the Gender Equahiywithin ETC has been up and
running, and equally six years since the first GenHquality Action Plan was
published by the Corporation.

These past six years have represented a learninvg ¢or the Corporation in this

field, as it has reviewed and fine-tuned its inities and developed other more
innovative ones. Recognizing that true gender déguatross the lifespan and the
whole labour market will ultimately require a culili shift in mentality, the

Corporation has nevertheless committed itself tatrdoute to bringing this shift

about. We are doing this both through a meticulexamination of the services
offered by the Corporation as well as working wither stakeholders to raise
awareness, to challenge preconceptions and tocehtaizons.

In the coming year, ETC efforts will be focused iomproving the quality of its
services from a gendered perspective, and to dtrengour understanding of the
obstacles to labour market participation and whet Ean do about them, within our
remit. ETC will also reach out to employers throutpe launch of a number of
initiatives designed to demystify family friendlyeasures at the workplace and to
assist with their design where necessary. Waekblalance is becoming increasingly
important to both women and men, as the importarficaore flexible approaches to
both breadwinning and family caring becomes apparen

In conclusion, | would like to stress the pointttti@e Corporation’s activities will by
no means be confined to those enlisted activitiethé Action Plan. Rather, ETC will
continue to learn along the way, adapting to theadyics of changing labour market
environments and shifting demands. | trust that EWm{ll make a significant
contribution in encouraging greater participatiorfention and advancement of
persons within the Maltese labour market, espgciaimen. We are convinced that
this plan will be enriched by the contribution afrckey stakeholders and we look
forward to continued collaboration in this importéield of gender equality.



The scope of this Action Plan is to provide a dethioutline of ETC'’s strategic
gender equality objectives. This document therefmts out ETC’s revised gender
equality scheme for 2009-2010 and also includegpatate of progress made over the
past years since 2005.

Although significant efforts have been made at amti level to introduce new
policies aimed at improving the employability of mven in Malta and increasing their
labour market participation, large disparities Etrdetween male and female
employment and unemployment levels. Female empdoy still stood at 38.6
percent in the third quarter of 2008. Althoughsthate has been steadily increasing
over the years in spite of the fact that Malta cargs to lag behind the European
average of 62.5 percent.

ETC believes that the female labour reserve holidsng potential for the
development of the Maltese economy, and will cargito endeavour to support this
potential. The themes discussed in this fourth @eildjuality Action Plan all derive
from extensive internal and external consultationlnternally, the Gender Unit
consulted with the Employment Services Divisiore Tiraining Services Division, the
Supported Employment Unit, the IT Department, theakce Department, the
Marketing Department and the Labour Market InfolioratSection. These Divisions
were invited to comment upon how their respectixgstbns can assist in boosting
thetake-up of ETC services by women with a view tsireg the female participation
rate. The Corporation renewed its commitment tensify its efforts to close the gap
in service outcomes between women and men evdresetgaps do reflect labour
market realities.

Sessions have also been held with ETC staff on th@wperformance indicators in
respect of service levels by gender can be improvhadse sessions yielded positive
outcomes as a number of potential initiatives amwl$ areas were established, and
staff awareness of the responsibility of each eggdao uphold and actively promote
the equality agenda was reinforced.

The draft version of the ETC Gender Equality ActRlian 2009-2010 was distributed
to the Corporation’s various stakeholders as wselioamembers of the general public
for their feedback and suggestions regarding th@orement of the ETC’s proposed
services, initiatives, and overall approach todhieject matter. This Consultation was
part of the Corporation’s commitment to forge cloleks with its stakeholders in a

bid to provide an optimum service for its clients.

The outcomes of the consultation process were maglyrded and closely considered
prior to the final publication of this Plan. The i@er Unit would like to thank all
individuals and organizations involved in the cdtation process for their invaluable
contributions in shaping the final version of thEBEGender Equality Action Plan
2009-2010.



This section opens with an overview of women and men in Europe. 1t goeson to
provide an overview of thetrendsin male and female employment in the Maltese
labour market over the past few years. Statistics for Europe are derived from
Eurostat while those for Malta are derived from the Labour Force Surveys.

2.1 A Glance at Women and Men in Europe

Wide-ranging positive developments have been redart the progression of females
in some of the pivotal areas of the Lisbon Strateggr the past years. Eurostat data
illustrates that gains of over seven percentagetpdiave been made over the past ten
years, as women’s employment rate in Europe camtata at 59.1 percent in 2008 —
just short of the 60 percent target for 2010. Eueopean forecasts for 2020 expect
female employment to rise to 63.4 percent. Theallgap between male and female
employment has narrowed since 2000 and stood atdetcent in 2007. The gap
between male and female unemployment has alsowedrownith a drop in women'’s
unemployment from 9.7 percent in 2002 to 13.7 perae 2008. There have been
further gains in the proportion of women attainatdeast upper secondary education,
standing at 81.4 percent among young women in fifiipared to 75.7 percent
among young men.

Alongside these positive developments, one may rad¢e that although women have
taken up more than 7.5 out of the 12 million nebsjereated in the EU since 2000,
inequalities persist (2008 Commission Report ondlityubetween Women and Men).
Women continue to predominate in lower value-addsegtors, with a persistent
gender pay gap averaging 17.4 percent in 2007|amdepresentation in managerial
positions. Female entrepreneurship is estimategpoesent only 30 percent of all
entrepreneurial ventures in the EU. Occupatiomal sectoral segregation is still
evident in the EU. There remains a marked gaménnumber of hours worked by
men and women, who have been found to work 41.7 3&h8 hours per week

respectively, although there tend to be markedrejmncies between countries
(European Foundation, 2009). The prevalence of-tpag employment among

women — which tends to be four times as great asngnmen - is an important

explanatory factor in this regard.

It is broadly agreed that efforts will continue be necessary for the Lisbon
employment rate targets to be met, particularly ¢i&d0 percent for persons aged 55
and over, as employment rates tend to be signtfickswer among older women. To
this end, gender equality is, at European levgbpetted through a number of key
legislative instruments and policy initiatives. €eTlEuropean Commission actively
monitors Directives in the area of gender equalitgd equal treatment. Negotiations
at EU level with the social partners occur on aul@gbasis on matters relating to
gender and work-life balance. Policy instrumenitshsas the European Employment
Strategy seek to raise employment rates througmstiaaming gender equality
across the strategy. The European Council’'s Eamodeact for Gender Equality
encourages further action at both EU level andnatilevel to minimize gender gaps
and stereotypes. The European Commission’s Roafion&muality between Women



and Men 2006-2010 was developed to push forwaredlelity agenda, bolstering its
partnerships with member states and other stakersldVork-life reconciliation

measures; childcare; decreasing the gender pay ga@; increasing women’s
representation in economic and political decisiaakimg are all considered to be
crucial components in further achievements reggrdender equality.

2.2 Employment Trends in Malta

2.2.1 Employment

According to statistics published by the NationgdltiStics Office for the period April
to June 2009 employment rates for males and femedesinue to differ quite
markedly. That for men stood at 71.5 percent wthigt for women stood at 37.6
percent. Nonetheless, it must be noted that thgsees represent a slow but steady
improvement over previous years. This improvenigrtue to a great extent to the
rise in female educational achievements, to letiWgachanges introduced in recent
years (see Annex 2) and to a firm policy commitnmenpromote gender equality in
Maltese society.

Figure 2.1 Employment rate by sex: Decembers 2001-2008
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Differences are most marked among older age groBpsween April and June 2009,
the gap between male and female youths was arodngdefcent. However, when it
came to older age groups, this gap grew to 4.3¢epér(aged 25 to 54) and 32.3
percent(those aged 55 to 64). Employment rategbygroup are as follows:



Table 2.1Employment rates by age groups

15-24 454 41.0
25 —-54 89.3 45.6
55 - 64 44.7 12.4
Total 71.5 37.6

Source: Labour Force Survey, April to June 2009

The data suggests a persistent difficulty in redrgcthe responsibilities of work and

family life, and the possible scarcity of familyieindly measures and affordable
childcare. In the fourth quarter of 2007, the LabBarce Survey found that 47.3% of
working age women cited ‘personal or family resphbitises’ as the reason for their

labour market inactivity, compared to 1.4% of men.

Table 2.2Inactive population by reason for inactivity

Awaiting recall to work (persons on lay-off) 0.2 0.1 0.1
Own illness or disability 11.7 |3 5.9
Personal or family responsibility 14 47.3 32.3
Education or training 21.4 10 13.7
Retirement 57.5 14.4 28.5
Belief that no work is available 0.6 0.5 0.5
Other reasons 6.5 23.6 18

Has already found a job which will start

later 0.7 11 1

Source: Labour Force Survey, October to Decemb@r 2

Research commissioned by ETC in 2008 entitled “Waf& Balance Measures- An
Employer’s Perspective”, suggests that the topetimajor stumbling blocks identified
by employers in implementing family friendly meassirhave been the lack of
knowledge or capability of management to implentbese measures (27.3 percent),
the perceived costs of implementing such meas@@2 percent), and finally the lack
of adequate knowledge and information about theefitsnof such measures (19.4
percent).

This reality may also explain different forms of nkoby women. Full-time
employment with reduced hours for instance, hastimoed to be availed of
predominantly by women, with 5.0 percent of femateasking use of this family
friendly measure compared to 0.4 percent of mal@4.6 percent of male employees
are engaged in full-time employment as opposedtd @ercent of female employees.
In fact, 18.3 per cent of working women work onatgime basis, compared to 5.0
percent of males. While full-time employment amavomen starts to decline at age
35, part-time employment rises markedly at this age



2.2. ii Unemployment

In late 2008, unemployment among women was 2.7epéage points higher than that
of men, standing at 8.1 percent and 5.4 percenwarking age women and men
respectively. This is almost a reverse of the tgosiin December 2000, when 5.4
percent of working age women, and 7 percent of imgrlege men, were unemployed,
a trend which was repeated once again in the seqaader of 2009 The rise in
unemployment in 2008 among women was likely to be w widespread changes in
the low value-added manufacturing sectors this gasade. As illustrated in the table
below, unemployed women are more likely to be i@ ylounger age brackets than
their male counterparts.

Table 2.3Unemployed persons classified by age groups

15-24 43.2 36.4
25-34 17.1 21.0
35-44 20.0 16.3
45-54 13.6 19.1
55-64 6.1 7.2

Total 100.0 100.0

Source: Labour Force Survey, April to June 2009.

Women'’s job search spells tend to be shorter thaset of men. 37.8 percent of all
unemployed women have been looking for work fos l#®n five months, compared
to 29.6 percent of unemployed men. On the othed haver half of unemployed men
may be deemed to be ‘long-term unemployed’ (i.eelht& months and over)

compared to 33.7 percent of women. It is not cleaether this is due to the fact that
women find work more easily; whether they are mmpen to considering different

forms and hours of work; or whether they becomealisaged and withdraw from the
labour market.

ETC was patrticularly concerned to note, in the Labi®orce Survey for October to
December 2007, that female jobseekers are conbigeless likely than their male
counterparts to seek assistance from ETC. Only p&icent of female jobseekers are
likely to contact ETC in their job search compate®7.8 percent of men. This issue
will be looked into much more closely in the montscome and will be further
addressed where possible.



Table 2.4Percentage of Male and Female jobseekers usingdemnices

Registering for employment at ETC and receiving 41.9 13.2
unemployment benefit or assistance

Registering for employment at ETC and not receiving 20.5 14.1
unemployment benefit or assistance

Not registering for employment at ETC and not 37.6 72.7
receiving unemployment benefit or assistance

Total 100 100

Source: Labour Force Survey, October to Decembery 2

In respect of job search methods, the same LabowweFSurvey illustrated that 84.1
percent of female jobseekers were most likely tb faends, relatives and trade
unions if they knew of jobs, while 87.8 percentnoén were likely to contact ETC,
though 79.2 percent of male jobseekers would akdréends and relatives. The next
most popular method for both women and men wagppdyaor work directly with
employers.

2.2. iii Occupational Segregation and the Gendgr®ap

Occupational segregation is evident in the lodabla market The sectors concerning
education, health and social work, community sesjisocial and personal services
activities continue to be predominantly female. @Gasely, the manufacturing,

construction, agriculture, hunting and forestrytges continue to be predominantly
male. The construction industry representing %fcgnt of male employment but
only 1.1 percent of female employment.

Table 2.5 also highlights the persistence of a gepady gap that is visible in most
sectors though lower than it tends to be in otheppean Member States. The largest
wage difference between males and females may kednm the financial
intermediation sector.



Table 2.5Average gross annual salary for employees by enanactivity

Economic Activity

WEIES

No.

Average
€

| Females

Average
€

Agriculture, hunting and forestry 1077 11261u 159u 11910u
Fishing 64u 22648u - -
Mining and quarrying 556u 12587u 67u 17710u
Manufacturing 17103 13683 5210 11479
Electricity, gas and water supply 3582 15838 151u 12680u
Construction 6429 13123 511u 10791u
Wholesale and retail trade, repairs 11639 13593 6810 11049
Hotels and restaurants 7767 12030 5018 9484
Transport, storage and communication 9686 16257 2866 13466
Financial intermediation 2404 18148 3281 15371
Real estate, renting and business activities 5786 17191 3798 12091
Public administration and defense; compulsory social

security 8869 15988 4667 13797
Education 4107 16468 8495 14048
Health and social work 4947 15433 7098 12934
Other community, social and personal service activities 4225 14786 2175 11849
Private households with employed persons 60u 6600 - -
Extra-territorial organizations and bodies 132u 14054 123u 14308u

Source: Labour Force Survey, April to June 2010.

In terms of vertical segregation, women still tetad lag behind in legislative,
managerial and senior official positions with odl percent of females occupying
such positions compared to 9.5 percent of men. cu@ations within these sectors

also exhibit a sizeable gender pay gap. (Table 2.6)

Table 2.6 Average gross annual salary for employees by wesapation

Occupation \ Males| \ Females \
Average
No. | Average € No. €
Armed Forces 1043u 12363u 92u 10270u
Legislators, senior official and managers 6886 24571 2362 18620
Professionals 9436 20328 9479 16855
Technicians and associate professionals 14584 16346 8723 14044
Clerks 7678 12999 11967 11283
Service workers and shop and sales
workers 11744 12449 9878 9541
Skilled agricultural and fishery workers 629u 10661u 155u 10429u
Craft and related trades workers 13719 12117 550u 11440u
Plant and machine operators and
assemblers 8416 12617 2563 10829
Elementary occupations 14298 11260 4660 8379

Source: Labour Force Survey, April to June 2009.




This chapter isdivided into two parts. In thefirst section, it provides an overview of
recent ETC initiatives in favour of gender equality, followed by forthcoming
initiatives in the subsequent section.

3.1 Recent Initiatives

3.1. i Profiling, Interviews and Jobsearch Assis&an

Over the years, ETC has undertaken a number ofuresaso improve the quality of
its services to all of its clients. Between 200% &©06, ETC initiated an exercise
aimed at prearranging the profiles of all its malel female registered long-term
unemployed persons in an effort to improve its fgadtching services. All long-term
unemployed persons, both male and female have lba#ded for compulsory
interviews during which such persons were obliged to applytéeo ETC training
courses in order to improve their skills and thereftheir chances of securing
employment. This endeavour was further complemenrtgdthe work of the
Corporation’s employment advisors who were involweda number of recruitment
exercises with employers with the ultimate aim déritifying the best suitable
candidates for vacant posts irrespective of gender.

As from 2006, all registrants were furnished witteit own CV based upon the
European template on their first day of registratibhis has provided all registrants
with an equal opportunity to find employment throuan official CV in the Europass
format. In that same year, ETC also launched asg@aych DVD entitledGhajnuna
Sabiex Issib ix-Xoghol” that has been given to all first time registraatsl Job Club
participants. The DVD provides assistance to aisteants on CV and application
letter writing, and overall preparation for inteewis. Additionally as from®LJanuary
2008, all new clients registering on Part 1 weliteonuced to thd?ersonal Action
Plan system within one month of registration wherebierids are called in on a
monthly basis for a span of six months. As froth January 2009 all registered
unemployed clients were also introduced to the Bpflem. In its first year, 2, 793
Personal Action Plans for males have been develapedl, 422 for females. The
discrepancy in figures is reflective of a sustaimele participation and a slow growth
of female activity within the labour market.

Following the Prime Minister's budget speech foD20ETC also launched ifart
Time Registerin February 2008. This part-time register is casg of two sections.
Part 3C1 is for clients seeking a part-time emplegtras their primary job while Part
3C2 is for clients seeking a part-time employmena aecondary job. The idea of this
register was put forward during an internal traingessions held by the Gender Unit
to employment advisors, after a thorough evaluadforesearch conducted by ETC on
women and their work aspirations had revealed aafemreference for part-time
employment as it provided a possibility for wortelreconciliation. This Register has



also enhanced ETC’s part-time vacancies matchistgesy and at the moment over
400 clients are registering on both Part 3C1 amtl3%2 of which 332 are males and
84 are females.

ETC acknowledges the fact that many of its regm;aboth male and female, may
find it difficult to come to Hal-Far to register euo family and caring responsibilities.
In light of this fact, ETC has now made it possifide its registrants to renew their
registration at their regional Job Centre rathanttravelling to and from Hal Far.

Both male and female registrants have benefiteth faonumber oflob Fairs and
Open Daysthat were organized over the years to increasetingber of employers
that make use of ETC services. During such semihe spectrum of ETC services
is explained for the benefit of both registrantsl @mployers. The job fairs have
provided an opportunity for employers to dissengnaformation and promote their
vacancies with both male and female attendeesgliienhancing their possibilities
of finding a suitable person for the job on theibas qualifications, skills and
experience; rather than on the basis of gender.

Employers are given the opportunity to make usehef Corporation’s facilities
including the possibility of having employment asiwis present during interviews,
which advisers are specifically trained on gendelated issues, to ensure that
discrimination on the basis of gender is eliminatadng the recruitment process.

ETC has on several occasions intervened in situstmf collective redundancies,
liaising with the Department of Social Security anbid to provide all redundant
jobseekers witha Fast Track Registration Serviceand to offer all such persons a
number of services that are aimed at improving thefential of regaining alternative
employment elsewhere. Referrals to training prognash are intended to increase
these persons’ employability in line with labour rket requirements. In addition,

redundant employees are provided with a one-stogp sbervice that is: (1)

Registering for work (2) Issued with the ETC regigbn card and (3) A Check of
their entitlement for any unemployment benefits @wtial Security contributions

with officials from the Department of Social Setyri

In order to make its job brokerage more effectived aaccessible by all, the
Corporation has continued to send out daily auttarsaby email, free of charge to all
those jobseekers who have shown interest in regeinformation on ETC vacancies,
on vacancies appearing on local newspapers, arlJBRRES vacancies. Employers
are not permitted to make gender specificationadwuerts placed with ETC. All

available job opportunities are sent to male anchale employees alike. For
registrants who are not computer literate or whondo readily have access to a
computer, ETC continued to offer tdebseeker Directfree phone services (Tel: 800
765 00). This service gives job seekers the pdagilof phoning-in and asking for

vacancies related to their chosen occupationaéprate.

In 2005, theEURES service kicked off within the ETC providing infoation about
living and working conditions in other European cwies, assisting clients searching
for vacancies in these countries and encouragieg tto eventually take the leap. A
touch screedob Bank was donated to MCAST and to the University of Mati be
used by all their students, and a seminar to atlagice teachers on the subject was



also organized. EURES services have also beenieagl#o registered jobseekers on
several occasions since their inception in Maltapildt project was also launched
targeting form four and five male and female dragt students or those most
frequently absent from school in two area secondehyols, in an effort to try and re-
engage them in the learning process and give theewagperspective on Europe.

3.1.ii Outreach and Awareness Activities

TheWomen @ Work project was launched where twenty women from thtdDera
region participated in a “Coffee Morning B’Differea’” during which attendees were
exposed to information about the labour market, leympent opportunities, and tips
for job searching techniques. The project was at jmitiative of the Employment
Services Division and the Gender Equality Unit mitBTC, as well as the Cottonera
Community Team of Agenzija Appogg. It was intendedempower unemployed
women residing in the Cottonera region to take aipfgl employment by identifying
hindrances and providing crucial support in thigarel. Following the success of this
project in its first year, the project was relauedhbetween 2006 and 2007 with
entities providing their services at the Kumpleszdss in Birgu. Between 2007 and
2008 this project was also extended to incorporatmen from Valletta. Participants
who attended the seminars were encouraged to enralork exposure schemes,
attend training sessions on health and safety amdleg issues at work, and avalil
themselves of various other ETC services. Follovifregcompletion of these sessions,
a personal action plan was drawn up for each agerfeocus groups were also held to
discuss issues such as empowerment, social seandtyension rights, cooperatives,
ETC services and other work-related issues. A re#@e number of participants have
found full or part-time employment, with most peipants currently undertaking
courses or participating in job experience schemes.

The ETC was also involved in severakdia outreach activities aimed at raising
awareness on gender equality at the workplace ashdimg general public. A number
of ETC officials have been invited on several otwas to provide their input in
television talk shows and radio programmes andhagconsequently augmented the
Corporation’s profile in its commitments towardsnder equality in work related
issues. A shortadio campaign was also conducted by the Gender Equality Unit
between 2005-2006 aimed at raising awareness ochtdr@ges to the Income Tax Act
that effectively introduced a tax break for wometurnees and more advantageous
arrangements for the second earner in the household

As a result of the growing influence of the medmaonltural behaviour and attitudes,
in 2006, a project entitle@ender News Good Newsvas developeth collaboration
with the National Commission for the Promotion afuility (NCPE) as well as with
partners from Italy, Spain and France in an effoiinstigate a cultural shift in gender
stereotypes and gender roles in the local laboukenhavith particular reference to
parental leave. In view of this trend, mass megiarators were targeted through two
training seminars on gender stereotypes. Seminanssferred knowledge and
information on legislation, identified positive anégative practices in the portrayal
of gender stereotypes in the world of work on tmliew, and focused on the
reconciliation of work and family duties. Media oedch in 2008 continued through
the airing of a number of success stories of botihenand female individuals who
directly benefited from ETC initiatives in a bid &ncourage unemployed and/or

10



inactive men and women to resort to ETC serviceastst with their integration or
reintegration into the labour market.

Akin to preceding projects aimed at increasingréte of female participation in the
local labour market, the project ESF Rwreasing Female Participation through
Childcare Services at the Workplacewas developed in an effort to boost the rate of
female employmenthrough providing quality, affordable and accessibhildcare
services at the place of work. The project had@&dld objective. Firstly, it sought to
increase the pool of professional childcare workbrsugh offering a number of
tailor-made training programmes for mature indiadu Secondly, it provided an
attractive package of incentives to small and medgsized enterprises that were
aimed at instigating the introduction and efficiemtining of childcare services at the
workplace. The incentives offered sought to enafde¢hers to remain in or return to
the labour market knowing fully that their childrerere being adequately supervised
by qualified child carers. The project was als@aiticular relevance to single parents
who faced financial difficulties and a lack of chitaring assistance; providing them
with an opportunity to return and immerse themselwgo the world of work and
hence enabling them to improve their financial atitan. Noteworthy is the fact that
childcare centres at the work place can be eqfr@tyuented by children of both male
and female employees thereby ensuring a genderaheurtvironment amongst the
workforce. A total of eleven childcare courseseviemded through the project which
came to an end in September 2007 with a closingnoeny where both beneficiary
trainees and employers shared their experiencesrengived certification of their
participation.

This latter project was later consolidated throug8F 50National Campaign
Promoting the Benefits of Quality Childcare.This campaign centred on divulging
information and raising awareness amongst the Bmlpiblic about the benefits of
quality childcare services for children, parentsl @mployers alike. The campaign
was initially kicked off by conducting a thorougksearch on the subject of childcare,
which later acted as the groundwork for the subsegadvertising campaign. The
campaign made use of a number of different medimeha television, radio,
billboards, leaflets and a national conference #iatdealt with highlighting the
benefits of quality childcare services. A websttggether with a free phone service
was also launched as a means of enhancing theedebt¥ information on the subject
to the public. Over the course of 2006 and 200# emehundred telephone calls were
made to ETC requesting further information and atysampaign research revealed
successful results. Public awareness on the vaaspects of childcare had increased
to the point that many had considered making usthede services as a means of
assisting them in their work-life reconciliatiorfats.

A Campaign on Family-Friendly Measureswas also set into motion in an attempt
to effectively highlight the benefits that familyigndly measures such as teleworking
and job sharing can reap both employer and employke project provided an
opportunity for collaboration with the Communicaiso Course students at the
University of Malta and successfully presented fgalinstances of local businesses
that adopted work-life reconciliation measures atkw This collaboration was then
enhanced by further cooperation with the UniversitiMalta and the Foundation for
Human Resources Development to organize a workehape subject in May 2006
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that provided an opportunity for employers to desuhese measures with other
employers who already implemented family friendlgasures at their place of work.

Efforts have also been strengthened to reach oybung people. Although ETC’s
remit starts with jobseekers above school leavipg &TC has sought to collaborate
with the Education Division on gender equality. r istancetraining seminars for
students of Vincenzo Borg Brared Area Secondary Boys School Mada Goretti
Area Secondary Girls School were also organized ateo-day period in November
2007 and January 2008 respectively. The overalldithese training sessions was to
assert and empower students to challenge prevagénder stereotypes specifically in
the area of employment and non-remunerated workf@provide students with a set
of thinking tools that will help them make informéécisions as future workers and
potential parentslraining placed particular importance on the intéve element of
the activity; which meant that the session itselfisisted of a number of discussions,
workshops, games and the use of role models. Thisiri)g was organised and
delivered by experts in the field of gender anduded a number of psychologists and
youth workers.

3.1.iii ETC Schemes

The Active Youth Schemewas also established in order to target youths éatvihe
ages of 16 and 24 who have been registering ftmaat six months and were willing
to provide services to the community. Participamése given work experience and
learned new skills while engaging in projects wiitn-governmental organizations,
religious and cultural organizations. Males welightly underrepresented in this
scheme between October 2005 and September 20G&ctirout of a total of 113
participants, 48 were male and 65 were female. Wewehis trend had changed by
October 2006 to September 2007 to mark 61 maleicamts and 49 female
participants; a trend which continued to persistrein 2008 to stand at 50 male
attendees and 45 female attendees, denoting algghtireduction in this gap.

Within the framework of the aforesaid scheme, dlob Experience Schemewvas
developed to provide job experience to school lesawdho more often than not have
very limited or no work experience in their pretzirarea of occupation. Of particular
interest is the fact that over the period 2005-2006 percent of all youths that
participated in this scheme were actually women wieoe given the opportunity to
gain work experience in a number of different ergpient sectors. Although figures
denoting female participation have declined slighilver the years, while figures
denoting male participation has been on a steachgase, figures are nevertheless
relatively stable. As from 2008, both the Active llo Scheme and the Job
Experience Scheme received funding under ESF 72.

It is not only with young people that efforts haween made to integrate both male
and female youth. In February 2008, the Commuiaicatand Marketing Unit within
the ETC was also involved in an Older Workers cagipghat made use of several
media tools such as radio, press releases andtaawetocal newspapers in order to
encourage the concept of life long learning amowdgegr workers. All these efforts
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are particularly relevant from a gendered perspecivhen viewed in light of the
discrepancies in male and female employment at aiges.

Female jobseekers have benefited from a numbempiayment schemes designed
and implemented in recent years. The ESHEiRing and Employment Exposure
Schemewas another programme designed specifically foisteged unemployed
persons over 40 years of age, most of whom wherg-term unemployed. The vast
majority of participants retained employment wikte temployer who provided them
with on-the-job exposure or have alternatively beaocessful in finding employment
by themselves. An aggregate total of 460 clients &etually started this scheme of
which 350 were males and 110 were females.

The Work Start Scheme was initially launched with the aim of providingovk
experience and empowering women who have nevereglodt who alternatively
have been absent from gainful employment for atléae years. The rates of female
participation in the scheme’s first years were ipalarly encouraging with 83.8
percent of all enrolled persons being women whoewprovided with work
experience in various sectors. There was howewvear&ed drop in the proportion of
women using this scheme which dropped to 40.6 peafethe aggregate total which
drop is currently being studied.

ESF 31-The Employment and Training Schemewvas another scheme that was
aimed at encouraging and assisting employers imiging fundamental training to
newly employed persons at the outset of their grobary period, with a view to
strengthening jobseekers’ employability. This pebjeought, among other aims, to
specifically strengthen the employment prospectgoning single mothers as well as
female returnees through the Lone Mothers Initeaawnd the Traineeship for Women
Returners. Young single mothers in receipt of aobenefits were encouraged to
enrol on training courses and work exposure placésne~emales seeking to return to
the labour market following a period of absenceewprovided with training and
employment in elderly care, retailing and pharmécals. Although enrolment was
low, completion rates were adequate, with 8 outl®f participants successfully
completing the lone parents’ programme and 8 odt2oparticipants completing the
traineeship programme.

Also falling under the ESF 31 scheme, a progranonadhool leavers entitled ‘basic
employment training’ offered these youth training Maltese, English, Literacy,
Numeracy, Technology Education, ICT and persondlsarial skills.

A major scheme in recent years was the projectclaesh under theEuropean
Globalisation Adjustment Fund (EGF) for workers made redundant by Bortex and
VF. An aggregate total of 672 redundant males and lemsmaere provided with a
profiling exercise by the Corporation’s employmemdvisors. This was further
supplemented by a number of occupational guidaapgces, training opportunities,
entrepreneurial start-up grants up to a maximunEOR 5, 823, a redeployment
scheme for employers who engaged former VF andeRoeimployees, and a job
search allowance of EUR 69.88 per week for employe#o were registered
unemployed. A total of 527 females and 145 maletggaated under this scheme as
at September 2008.
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3.1. iv_Training Services

Between 2005 and 2006, 6, 763 persons from bothltaMald Gozo were enrolled
onto ETC courses, 4, 724 of which were males a@8®were females. As part of its
efforts to reduce the gap in male and female a#tecel rates for ETC courses, the
Corporation has introduced its Childcare SubsidigeBte to reimburse trainees who
utilise such services while undergoing training.

Women'’s participation in ETC training programmemains low. Males outnumber
females in almost all training courses offered GYCEwith the greatest discrepancies
in trade courses such as Electricity-Basic, GardgniGeneral House Electrical
Installation, Handling of Power Tools in ElectriGaid Plumbing Installations, Metal
Machining, Plastering and Graffiato, Plumbing-BasiRefrigeration and Air
Conditioning, Rubble Wall Building, Shutter FormoiSteel Fixing, Welding, and
Woodwork. Conversely, there were no male paicip in training programmes
such as Office Skills course, and in the Food HagdCategory A course. Office
related courses are also more likely to attract emthan men, as do IT courses.

Between 2005 and 2006, the Training Services Dmisivithin ETC and in
collaboration with Dar Guzeppa Debono in Gozo, tgwed and organized an
Empowerment Coursespecifically targeting single mothers which wascassfully
attended by eleven females. A leaflet encouragorg Iparents to explore further
training and work options was developed and, ifabolration with the Department
for Social Security, was mailed to all lone paremtssocial assistance. The Valletta
Job Centre offered interested parties a more palised guidance service and a
number of single parents were directed to relecantses and job oriented training
services being offered by ETC.

Homeless women as well as female victims of domestilence seeking refuge at
Dar Merhba Bik and Dar Qalb ta’ Gesu’ were alsgééed through an Empowerment
Skills training programme that consisted of selfpemerment and job-readiness
skills. llliterate women participating in the coarsvere further encouraged to enrol
themselves in a literacy course offered by ETC in edfort to enhance their
employability prospects. Through this an EU fungeodiect entitled ESF18iteracy
Training for Those Seeking Employment ETC aimed at further improving the
employability of both male and female registereceraployed persons. Female
participation for this course stood at an unfathdr8® women in comparison to the
430 males that participated in furthering theieritcy skills under this project by the
end of September 2006.

ETC continues to manage the Apprenticeship schewlash have two streams: the
Extended Skill Training Scheme and theTechnician Apprenticeship Scheme
Possibly due to the trades and technical oriemtadiomost apprenticeships, female
enrolment in these schemes continues to be farltvaa that of males. At the end of
December 2008, a total of 728 persons were regist@pprentices with ETC; 97% of
these were young men, although a vigorous media@ach had been carried out.

The Training Services Division has also been imgletimg theTraining Subsidy
Scheme.This scheme has enabled self-employed individaadsall persons engaged
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in SME’s employing a maximum of twenty employeesless to apply for this
Training Grant Scheme that provided 75 percentldfaning costs. Eligible persons
also included part-time workers as well as workargployed on a definite contract
provided that certain criteria were met. This scadrmas provided a large number of
females with the opportunity to further their knedfie and experience within their
particular area. Between 2006 and 2007, a totalOopersons had applied for the
training, 35 persons of which (15 women and 20 nteag successfully completed
their respective training and were thus awardedthat.

The Entrepreneurship Scheme (INT-Ibda Negozju Tieghek)was aimed at
providing training and a support system for unempetb persons seeking to plunge
into their own entrepreneurial ventures. The progre consisted of two primary
components: the training and business planninggyleasl a start up grant of EUR 2,
300. Some of the businesses set up through ¢hisnge formed part of the beauty
therapy, retailing, handyman services, frame amthitumaking, travelling, ICT and
metal finishing sectors. Towards the end of 2@IBC also re-designed this scheme
to enable a number of redundant persons to pateiand a Business Planning
Programme was also co-ordinated which providednitigi services and career
guidance on establishing one’s own venture. Théfeet® were further consolidated
by providing a series of courses in business antagement under the ETC Business
and Management Development Programme. A number uginbss plans were
examined by independent assessors before beingt@lgealify for start-up grants
available through the European Globalization FuRtures acquired denoting
participation over the period 2005 and 2008 havesistently shown that the
entrepreneurial culture is generally more poputaolg unemployed men rather than
women. However, there appears to be similar istenre ETC’s small business
management programmes which tend to be equallydetteby both women and men.

Another European Social Fund project was implentetdaepromote entrepreneurship
among women (ESF 47). Training was given in busireesd mentoring skills and a
gender neutral training manual that included a D¥D new entrepreneurs was
developed and accompanied by a TV campaign anderafe library for trainees. An
aggregate total of 20 inactive or unemployed womere enrolled at the beginning of
this project, 15 of which successfully completed fill training programme.

ESF 52-Training programmes for Youths in Institutional Care was also
organized, in recognition of the difficulties facds/ these youth to establish
themselves in the adult world. A vigorous outreaets carried out, and a group of 24
young people attended a number of courses incluldig literacy in Maltese and
English, numeric skills and life skills. 17 makesd 7 females participated in 2007.

3.1. v Special Support

ETC’s Supported Employment Division provides splecspport to certain
disadvantaged groups including the very long-temenoployed, persons with a
disability, ex-convicts, ex-substance abusers acdbkcases.
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Disabled clients registering within this divisiorere invited to participate in the ESF
19-Supported Employment Schemebetween 2005 and 2006 during which clients’
abilities were assessed by an occupational theyapigork placement was found and
clients were assisted in their new job. 23 maled 11 females were placed on the
scheme.

Between 2007 and 2008, 84 persons were placed iplogment through the
Bridging the Gap Schemewhich involves an allowance of 80% of the minimum
wage to persons participating in this work exposatgeme. In 2008 63 participants
were male and 21 were female, although this gapbleas steadily closing since
2005.

Following the successful initiation of a pilot peof by the Foundation for Social
Welfare Services (FSWS) to help selected clientotbgring them a social mentor
and a social worker, ETC collaborated with FSWStlar official launch oESF 20-
Integration of Social Excluded Clients project in May 2008. In all 256 clients
participated in this project of which 161 personerevmale and 95 persons were
female.

3.1. vi Research and Development

ETC’s Research and Development Unit has conductstl amounts of research of
paramount importance from a gender perspectiveesiscinception. As part of the
project Modern Men in an Enlarged Europe Developing Innovative Gender
Equality Strategies that was aimed at challenging gender stereotyp#d®e take up
of parental leave and the role of men in raisind earing for their children, the Unit
was involved in the preparation of a national ré@ord the compilation of a joint
transnational report on perceptions and attituddsth employers and employees on
parental leave. Paternity leave was used in arrtetfoestablish new and modern
images of men as equal care-givers in the familgleéd, the project encouraged the
eradication of male aggression and violent imagang the adaptation of male and
female roles in society. ETC also organised a sanon Men and Parental Leave to
mark the end of this project and to disperse figdiemanating from the research
conducted.

Between 2005 and 2006, the Gender Equality Uniettugy with the Research and
Development Unit also coordinated a research stewlytled Lone Mothers on
Benefitsin order to better understand the work aspiratafrsuch women and to shed
light on how this cohort of clients may be assisteate productively. At a research
forum in 2007 the findings of the research werespnéed in a published report and a
seminar organized for employment advisors in otdeexpose them to the findings
and thus improve the quality of ETC services bedffgred to lone mothers seeking
employment.

In November 2005 the Research and Development iDivipublished its study on
Women and Men in the IT Labour Market in line with ETC’s efforts to enhance
gender equality in formal employment. Statisticsvehgersistently revealed that
gender segregation in employment fields concernstgence, engineering and
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technology has remained a recurrent factor in thetire of the local labour market.
The aim of the brochure was to disseminate goodtipes pertaining to gender
equality in the field of IT and employment. Reséaresults obtained from the various
case studies in question have revealed that whike possible to have an effective
gender balance in IT occupations, neverthelesssmantinue to outnumber females
in IT managerial positions as well as in the numtfestaff employed within the IT
division of the firms under examination. The repalto highlights how IT can be
used as a tool that may facilitate flexible workiagangements such as reduced
hours, telework arrangements, career breaks, ipaet-tvork, childcare and special
leave.

In line with the notion of flexibility, the Unit waalso involved in a shofitelework
Researchstudy on Malta. A leaflet was published identifyittg benefits of telework
from both an employer and employee perspectiveticodarly by highlighting its
potential for improving an employee’s work-life Bate through performing a large
percentage of the work load from home, and the efisttiveness of this approach
from an Employers point of view. The study also luded a number of
recommendations for both employers and employedssareral international best
practice examples. A Telework seminar was alsororgd in collaboration with the
Ministry for Investment, Industry and IT during whi ETC disseminated and
discussed the findings emanating from its researckhe subject. A manual entitled
How to Make Work Better for Employers and Employeeswas also launched and
circulated during a seminar held for HR managerglvprovided employers with a
set of concrete measures which could potentiallyadepted in order to avail
themselves of full female potential at the workplaBest Practice employers were
also invited to share their experiences througkgmtations at the seminar.
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ETC will continue over the monthsto come, to analyze the reasons for lower uptake
of its services among female jobseekers and particularly the lower uptake of
training programmes. |nitiatives to address thisimbalance will be the subject of
detailed internal consultation and will result in appropriate remedies. In the
meanwhile, ETC will be implementing the following measuresin relation to
outreach, employability and research objectives.

3.2. 1 Outreach and Awareness

Over the months to come, ETC will continue to endedo broaden the range of
options open to both women and men. A major cagmpaill be theESF 59 “Nista’

- The Benefits of Sharing Life’s Responsibilities'Campaign. Thisis athree year
campaign that challenges cultural stereotypes ipertato male and female roles
within the family unit and at work through diffettemedia.

The target audience of the campaign will includemea, men and employers.
Specifically, inactive young women, inactive old&men, single parents and women
in the black economy will be targeted to highligine difficulties that may arise from
dependency on social security benefits, the depeyden one source of income, as
well as to raise awareness about the increasingnizastion of poverty and the
difficulties related to reliance on one pensiontthay also lead to unsuspected
poverty in retirement. The campaign will also hight the benefits of life long
learning, financial independence, improving theligpaf life for the family and the
social aspect of work. The measures recently inted by government that are
specifically aimed at instigating this shift fromaictivity to activity of women in the
labour market will also be promoted.

With regards to men, the campaign has sought tongi® the increase in male
participation in the family sphere and non-remuteztavork as a means of freeing
women from the full burden of family work and caesponsibilities. The campaign
will therefore highlight the benefits of reduced rwofor men, their increased
interaction with children and other family membel® avoidance of overdependence
on women for common household chores, the finar@akfits accruing from a dual
wage for the family and the improvement in its diad of living. This campaign will
once again underscore the importance of introduftéxgble working conditions that
will facilitate and enable this new, modern, wayife; a life which has reconciled the
work-life balance.

Finally, the campaign will also target employers gnyinting out the importance of
introducing flexible working conditions for theimployees and the benefits that are
bound to stem out from the introduction of such smees. Unfortunately, employers
are still rather weary and apprehensive about doicong family friendly measures
within their companies or organizations. As a resuhas become part of the duty of
this campaign to slowly eradicate any negative gqgrons that employers might have
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about this modern approach to working and instestef an inclusive work culture
and mentality that caters to the different needs d@mands of different women and
men. Through introducing measures such as reduoedshflexi time, childcare

services and teleworking, employers are given {hygodunity to retain trained and
efficient staff, improve their morale and thereltlgoamprove productivity rates.

In addition to the above, ETC will update tManual for employers which it
published in 2006, entitled ‘Making work better fanganisation and for employees’.
The revised version will include a special focus joh sharing and teleworking.
Family friendly measures will also be actively pated among small and medium
enterprises which are less likely to utilize them.

ETC will discuss, with employers’ representatives! ahe National Commission for
the Promotion of Equality, the feasibility of laimeg the ‘Family Friendly
Company’ Award based on a number of established indicators, aviddnan annual
ceremonyin this respect. The possibility of facilitating a network of familyiendly
employer-mentors will also be actively explored.

Outreach will also be carried out with women inl@raying circumstances. Further
guidance and empowerment training will be offeredvomen in shelters and young
single parents in particular, in order to broadeeirt aspirations and prevent them
from getting caught in a poverty trap.

ETC will be leading an initiative to promote theneéts of declared work. This
campaign is intended, in part, to raise women’'sraness of the implications of
undeclared work and to assist them through infaonadbn means to regularize their
position.

3.2. ii Employability and Employment Schemes

In respect of enhancing women’s employability, EWMll be operating ESF 2.65
Training Aid Framework. This training grant scheme is intended to encoueagke
empower employers to train their workforce, ther@ireasing competitiveness and
innovation in the company itself. The programmesisffa part-refund of training costs
to undertakings; the amount of which depends orsibe of the undertaking and the
nature of the training provided. This programmeojeen to all entities within the
private sector except for the agriculture and figsesector. As training grants are
also available to part-time workers and those dimitie contracts, this programme is
clearly able to contribute significantly to raisinbe employability also of those
women who may tend to be in more precarious labmarket positions.

ETC will also be implementing its ESF 2.4Employability Programme. This
consists of a wide and extended range of trainmognammes delivered by ETC to
enhance the employability of jobseekers and thetivex This programme could have
a very significant impact upon the number of fersaile employment within the
Maltese labour market as it provides the opporyuiioit women who have been absent
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from the formal economy for a relatively long periof time to develop or strengthen
their skills profile.

In addition to strengthening jobseekers’ employBhiETC is also operating a major
scheme that will support the reintegration into kvof persons in various groups,
among whom are woman returners. The ESF Biloyment Aid Programme
provides employers who recruit such persons witigeviacentives for a number of
weeks in a bid to ensure the integration and rieterdf certain groups in the labour
market. These persons include but are not limitedvomen returners and lone
parents.

The Work Trial Scheme will be introduced in 2009 and will consist of Wor
exposure placements intended to enhance the enhilipyaf target groups through
on-the-job training. This scheme will target iarficular those inactive women who
have been on an employment break of one year amdamongst others. ETC will
work to improve participants’ awareness of the cetapcies required on the
workplace, provide participants with practical woekperience that strengthens
participants’ CVs, helping to build confidence antprove self esteem and identify
the areas in which participant will require furttieining.

3.2. iii Research

TAJJEB VP/ 2007/015- Creating Innovative Working Arangements through the
Support of PES for a Better Work-Life Reconciliation is a joint research effort
between Public Employment Service organisationsMalta, Cyprus, Sweden,
Slovenia, and Iceland. The countries have beenifgjadly selected to reflect
different geographical and social realities andatibns across the EU. Sweden and
Iceland have been chosen categorically as bediggaountries in this regard.

The aim of the project is to discover through thawdng up of individual national
reports, the principle concerns and needs of mivsdctor employers and what
practical measures will help them make the worlglbetter equipped to facilitate
work-life reconciliation for both men and women.rtPaf this project consists of a
national dissemination activity in each partnerntop shedding light on the national
situation and the results achieved reflecting losakio-economic realities to
employers, policy makers and other relevant auilesti This activity will help to
disseminate results to a greater number of stalleh®in the partner countries.

The research aspect of this project is also pesdei@s a positive step towards
highlighting practical ways in which Public Emplognt Service organisations can
augment the quality of their services and idertdifiee key changes and practical
recommendations necessary to increase the retesftimomen in the labour market.
Simultaneously, the research also assists in dpwgjothe necessary tools for
understanding the needs and concerns of employers.

The research will enable the Public Employment 8ererganisations, through the

creation of a network of experts, to propose torédtevant authorities at both national
and European level, necessary policy changes deemisgensable for the effective
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implementation of measures in favour of work-lieszonciliation, particularly in the
private sector.

A tender will be issued in late 2009 for a fea#ipistudy onHousehold Services
schemegsimilar to those in operation in various EU MemBéaites and which operate
a type of voucher system for persons purchasirgnger of household services with
the double aim of promoting work-life balance amevyking parents as well as the
opportunity of organized and formal employment fmgrsons offering domestic
labour.

A review ofbest practices in other European Member Statgsn respect of gender

equality in the labour market, is underway and $&hoasult in the elaboration of
further initiatives over the months to come.

3.2.iv Consultation and Proposed Actions

ETC has embarked on a comprehengiternal consultation processduring which
senior managers, managers and senior executives foe various constituent
subdivisions of the Corporation including the Enymi@nt Services Division, the
Training Services Division, the Supported Employmmgnit, the IT Department, the
Finance Department, the Marketing Department aredLtibour Market Information
Section have been invited to provide their commgneand remarks on how their
respective divisions can assist in boosting téiee-up of ETC services by women
resulting in a higher female participation rate.

The Corporation has committed itself to signifidpmtensify its efforts to lure more
women to avail themselves of its services and tiieflate the rate of female
employment in Malta. These sessions yielded pa&sibtcomes not only because a
number of potential initiatives and focus areasemestablished and analysed, but
also because all the staff of the Corporation wasemaware of the fact that gender
equality was an individual responsibility that mbstactively pursued if it is to yield
constructive ramifications.

A draft format of the ETC Gender Equality ActioraR12009-2010 was distributed to
the Corporation’s various stakeholders as welbasi¢mbers of the general public in
anexternal consultationexercise for their feedback and assessment inovimy the
quality of the ETC'’s proposed services, initiativasd overall approach to the subject
matter. Moreover, this exercise also consolidabtedGorporation’s vision in forging
closer links with its stakeholders in a bid to pdevan optimum service for its clients.

A number of beneficial projects and actions targgthe various sectors of the local
population have emerged from the consultation m®chdeed, this was the overall
scope behind opening up the action plan in drafimé& to the various key
contributors as it was envisaged that severaliestitepresenting people from the
various walks of life can be assisted through angatilor-made services.

Results extracted from the consultation processe hbgen duly recorded and
suggestions for improvement discussed in termsheir tviability and adoptability
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with management personnel in the various componantise ETC set up. Accepted
proposals have been incorporated into the propaseds of activities and will be
implemented across the allocated time lapse foGimeder Equality PlaiThe Gender
Unit would like to thank all individuals and orgaations involved in the consultation
process for their valuable contributions in shapimg outcome of this fourth Gender
Equality Action Plan.

Initiate implementation of ESF 59-Nista’ The Benefis of Sharing Life’s
Responsibilities Campaign.Target audience includes women, men and emplpyers
with the aim of eradicating long established gendeles and encourage the

establishment of supporting structures. It alsosaiminform inactive women abqut
the benefits of formal employment; particularly highlighting the importance of
paying NI contributions as a safety net againsepiyvat pensionable age.

Conclusion oftransnational research project Tajjeb VP/2007/018hat is aimed at
identifying employers’ concerns vis-a-vis familyeindly measures and highlighting
ways in which Public Employment Services can imprtive quality of their services
in this regard.

In order to understand and tackle the problem hetch Division within ETC has
committed itself teexamine its gender segregated performancsatistics in order to
identify the niche of clients which presents theagest difficulty according to age
group; qualifications etc and consequently makatgreconcentrated efforts towards
this cohort of clients.

Additionally, ETC will be targeting; amongst othgnsactive women who have been
on an employment break of one year and over andiwgdlement a system of jab
rotation that centres on temporary employment thinats Work Trial Scheme. This
scheme is being formulated after the needs of psrswho are at a particular
disadvantage in the labour market were identifigkdaims to help these clients
overcome barriers faced in their transition to ewpient by providing work
experience and on-the-job training.

ETC is to make better use of its communication gdoy usingchit messages tp
promote the take up of courses amongst registeringb seekersthat traditionally
may be more appealing to male clients but can biéygaken up by women.

Submission ofipplication for Progress fundsunder the ‘restructuring, well-being| at
work and financial participation’.
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Training and re-training of ETC staff members in gender mainstreaming
improve the quality of the services offered to rige

Specialised labour market orientation and guidance@rogrammes:
« for women who underwent domestic violence
- for single mothers

In collaboration with Dar Qalb ta’ Gesu, GhabexnjttGhozza, and Dar Merhba Bik.

ETC to forge closetinks with the heads of schools and college prindigs of
various colleges around Malta and Gozo and to &szecollaboration witl
Employment Advisors and Guidance teachers. ETCsptanorganise a number
activities for school children.

ETC tosupport the student advisory services at the Univeity of Malta in respect
of gender equality and female labour market intgna Staff will provide assistang
to potential and current students with regardshelifecycle approach to work in
bid to encourage more females to remain in thedabwarket even after marriage.

ETC to embark on greater efforts to communicate steneotypicasuccess storiefo
its current and potential clients through its vasi@eports and the media.

ETC to conduct &asibility study to see whether it should increase the hourly g2
of EUR 1.30currently given to trainees who send their childtena registere
childcare centre for the duration of training ped by ETC.
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The inclusion of a section on gender equality atwhorkplace in thé®SD teacher’s
manual. This will encourage teachers to raise awarenssmgst their students i
non-stereotypical gender occupations.

As ETC recognizes the importance of highlighting tkignificance of Family:

Friendly measures, &ampaign on Family Friendly Measures (FFM)will be
launched and will include the following activities:

+ Updating of manual for employers

« Promotion of FFMs and their benefits in the form of

- an information campaign

- training targeted at employers

- dedicated website on FFMs

- evaluation study on FFMs (The Impact of the Priviaéetor)
- FFM Seminar and certification ceremony

>
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Promoting and facilitating entrepreneurship amongstwomen through targete
training in entrepreneurial skills as a means thating more females into the labo

market. Training in entrepreneurial skills will albe provided in order to ensure the

viability of clients’ potential ventures. The MalChamber of Commerce has a
offered to provide assistance in the mentoringesté#ghe activity.

Develop and continue offering tailor made trainingcourses including:

- The upgrading and continuation of the ‘EmpowernfeniVomen’ course.

- Development of training programmes that appeatactive clients.

- Development of a ‘Basic Skills’ Course for womereo¥0 years of age and wi
are not in possession of a valid school leavingfate.

Revision and lowering of requirements for enrolmentonto specific courses to

enable a greater number of women returnees todatten

ETC to startoffering soft skill courses at Local Council levelunder the ‘Back tg

Work’ programme. Information sessions on varioyseats of the labour market will

also be delivered.

ETC to develop a policy for Employment Advisorshelp them to asses whether

client should be enrolled onteaining courses in the morning or in the evening
This will provide greater flexibility for clientsegking to enhance their skills a
knowledge seeing as some existing and potentetsliare not able to attend traini
at fixed times.

Re-launching of the Women @ Work Projecinviting women from the Isla, Birgu,
Bormla and the Kalkara regions for a “Coffee MomBiDifferenza”. Attendees are
given the opportunity to discuss the problems tiey find in securing employment
and ETC,; in collaboration with Appogg, assists éh@®men through training and
support.

ur
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Feasibility study to assess the possibility of depeg a Home Help Service
Schemewhich will help families in their reconciliatiorfferts and act as a driver fg
empowerment for those offering the services. ET@ wffer specific training to
jobseekers opting to give these community services.

ETC to assist promoting and offering more guidance in thesetting up of
cooperativesto assist more males and females in finding enmpéat.

Dr
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Family friendly measures have been classified as prerequisites for the effective
reconciliation of work and family structures. A number of innovative measures
exist in Europe, a few examples of which are outlined below.

Public Sector Initiatives

Ireland

The Irish Government has introduced the ‘ProgranfioneProsperity and Fairness’
that seeks to increase the number of childcaracgsnin the public and the private
sector, increase the number of out-of-school childcservices provided by
community groups and school management, improvemstfiscal and social policy
measures to facilitate work-life reconciliation,dapromote family friendly measures
at enterprise level. In addition to these effortdational Framework Committee for
Family-Friendly Policies was also set up in Irelamtder partnerships agreements
with several other government departments and dtids trade unions and
confederations; with the aim of augmenting acceassfamily friendly working
arrangements as means of realizing the full benefiequality and competitiveness at
the workplace.

Austria

In 1998, the Austrian Ministry introduced a ‘Famédyd Work Audit’ initiative with
the overall aim of raising awareness of familyridéy policy initiatives and assisting
companies in creating family friendly environmefds their respective employees.
The Audit provides a sound analysis of family fdgnmeasures undertaken by the
companies under assessment. Over the years, tlieh@asdrevealed a number of
interesting findings including the fact that flebdbmeasures were made possible for
employees hailing from a wide range of employmewtas. Of specific relevance for
Malta are the findings that the audit has revedleat smaller companies (that
incidentally make up a large proportion of entespsi in Malta) provide flexible
working arrangements according to the individuahifg needs of their employees.
The audit has also identified an improvement in leyge motivation, commitment,
reduced stress levels and increased employee icgteates. Enterprises engaged in
the initiative and employing a maximum of twentypayees are offered a 90 percent
reimbursement of costs, while those employing dee hundred employees are
offered a 25 percent reimbursement of costs.

Sweden

The Swedish government has made it a top priosifgromote the ‘Quality at Work’

concept as a central objective for creating more laetter job opportunities for its
citizens. The concept centres on the idea of engagineself in sustainable
employment that encourages and enables both sexddr, develop their skills, and
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remain in the labour force and thus widening theeas to the labour market. As part
of its efforts towards strengthening social cohesand inclusion, the Swedish

government has also formulated a childcare systean is specifically aimed at

meeting the needs of working mothers. The centraégiment provides subsidies for
the use of childcare programmes within municipaditthat are supported by local
taxation and parent fee contributions. These carelcentres are exclusively open for
children of parents who both work and/or study dominimum of twenty hours per

week and for children of single parents. Paymentcfaldcare services follows the

‘maxtaxa’ scheme which refers to a payment ceibhgip to EUR 210.00 for each

family.

In addition to this Sweden also has a compreherf3arental Leave Programme that
is based upon the assumption that both parents &asteared responsibility in the
upbringing of their children and hence both paremts entitled to an obligatory
number of non-transferable parental leave. Thismial leave may be availed of by
parents who actively participate in the labour nedds well as by parents who do not
participate in the labour force. Parents, includitgp single parents; are entitled to a
total of four hundred fifty days compensated lepee child which may be availed of
in a flexible manner either on a full-time or ptine basis or alternatively saved and
used at any time within the entitlement period elAts are allowed to avail themselves
of this leave from sixty days before the expectethbof a child up to the child
reaches eight years of age. This leave may be clgréoth parents but each parent
is allocated thirty days of non-transferable leawdch will be lost if left unused.
Moreover each parent is entitled to a hundred gigays with a compensation level
that is relative to the income prior to the comneament of the leave period. Fathers
are granted an additional ten days of leave orbittle of a child and parents are also
allowed to take an extra period of ninety days withuarantee level of compensation
at a flat rate of EUR 6.70 per day.

Of additional interest is the “Speed-Premium” cqidhat the Swedish government
has granted to mothers who have another child mvah80 month time span from the
birth of a previous child. In this case, mothers guaranteed the same level of
compensation without returning to employment duttmg period.

This structure of parental leave has enabled eghgsloyed parents to remain home
with their children until they reach the age of oBenployers are in turn obliged to
allow employees who have children under the ageigiit to work for six hours per

day while simultaneously providing them with jolcgety. The Swedish government
is also providing career breaks for a maximum oé grear on a trial basis and
compensation is received on condition that the qreresmployed to replace the
employee on a sabbatical is a registered unemplpgesbn.

France

In 2002, the French Government launched a natioeéork entitled ‘Combining
Family and Work Life’ as part of the French EQUAtogramme. The projects were
particularly focused on developing child caring rilsdto conform to atypical hours
or locations, monitoring the supply side and denmfanahild care in rural areas of the
country, improving public transport services foymtal hours or locations, providing
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training to company managers on time managemeamsssnd expanding the number
of indicators on work-life balance for establishimgocial rank of companies.

The projects included a vast array of actors frasthlthe public and the private

sectors and simultaneously incorporated severddisfiof action. One of these

government incited projects instigated a shift iompany set up through the

introduction of a “Young Parents’ Positions’ inttige, by adapting working hours to

the needs of young parents; especially single parenparents facing problematic

situations. A flexible multi-task team that workrohg normal working hours, was set

up in order to be in a position to deal with lagshute replacements and respond to
unanticipated overloads. This set up has maddatively easier for employees with

caring responsibilities to address family commitisenvhile employers ensure that
output is kept at a constant level.

Czech Republic

In 2004 the Czech Ministry of Industry and Traddlaimrated with the ‘Gender
Studies’ non-profit organization to launch a contpmet to award the firm that best
applied the principle of equal opportunities witlancorporate context. Companies
eligible for the award were segregated accordingth® size of the enterprise.
Interestingly, the winner in the small and mediuzed enterprises category was a
publisher of a local weekly newspaper that gramteiive parents the facility not to
work on weekends and the possibility to avail thelwves of special leave over and
above their statutory leave. Both male and femaipleyees are granted the option to
work flexible working hours, part-time basis, oreiegage in telework.

Germany

As part of a governmental policy programme, the n@ar Federal Ministry for
Family Affairs, Senior Citizens, Women and Youngople gathers a number of
family friendly best practices. The Ministry engagiself in a number of public
outreach activities with the aim of promoting fayritiendly workplace
environments. Past initiatives have included a asdd web page on the ‘Success
Factor Family’ that provides information and patgeof best practices, a number of
brochures that encourage family-friendly workindtaxes and provides a checklist of
personnel management strategies for small and mesized enterprises; all of which
were prepared in collaboration with other relevpablic and private structures. A
study was also commissioned by the Ministry to iherthe cost benefits of family
friendly personnel management and measures thatated a 25 percent return on
investment for medium-sized undertakings.
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Private Sector Initiatives

Italy

ZF Padova, an Italian managed industrial plantgiaen its employees greater charge
of their working hours by introducing a new timeamhing scheme that enables
employees to allocate their personal working hoacsording to a multi-week
structure with a maximum of forty-five hours perekeEmployees plan their working
hours on a weekly basis and are given respongiliditdetermine when they require
time off for parental leave, supplementary trainimgcation leave etc. This structure
is expected to facilitate the recruitment of skilleemployees with family
responsibilities and improve work organization dahd availability of the services
offered.

Germany

The German Printing Company, Druckwerkstatt Koikek6MbH, Darmsatdt, has

opted to reduce the number of regular working hdarsits employees in a bid to

improve the balance between work and private IFerthermore, parents with

children in a creche are offered six hours addéiceduction from regular working

hours. Parents of kindergarten children are grafdedadditional reduced hours, and
two further hours are granted to parents of sclebdtiren. These special reductions
are offered with full pay, and working hours are dmaflexible to suit personal

requirements.

Spain

Coface Ibérica, the Spanish division within a Flremsurance company received the
national award for flexible work places by the SphrMinistry of Labour and Social
Affairs and the Spanish High Council of ChamberLCoimmerce. Of interest is the
fact that 70 percent of employees are female aactcdéimpany has recently achieved
annual sales growth rates of 40 percent.

The company provides its employees with a flexifolee window for starting and
finishing work provided that workers satisfy theg@t monthly working hours.
Employees are allowed to avail themselves of ehtemr working deficit that may be
written off in the following month. Alternatively xeess working hours up to a
maximum of ten hours may be exchanged for daysodf no work is performed on
Friday afternoons. Within this framework employaes given the opportunity to plan
their work schedule around their family respongib# and are also given the
opportunity to take maternity and paternity leaegdnd the legally established limit
upon request. Annual vacation leave for companpleyees is set at 31 working
days, with reduced working hours are offered indheamer months between 15 June
and 15 September. The company also provides itéogegs with complete flexibility
when family emergencies occur. Time taken off ii$ tiegard is not deducted from
employee’s vacation leave but compensated throbghntonthly target of working
hours. Employees are further provided with time sinéss management training.
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Denmark

After identifying stress amongst employees as aompjedicament, Novozymes; a
biotech-based company, introduced a number ofatives to facilitate the work-life
balance. The company introduced new maternity leagalations for its employees
that are longer than those imposed by Danish lad @so grants seniority to
employees for the use of childhood services invibimity of the premises. Further to
this, the company also offered a washing and gyosieopping scheme to employees,
however this was recently aborted due to a lackntdrest by employees. The
company also provides flexible working arrangemeatemployees who in turn are
able to plan their own working hours.
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ANNEX 2: LEGISLATIVE UPDATE

This Annex provides an overview of legisative changes recently introduced.

Part-Time Regulations Amended 2007-As of 1% July 2007, local employment
legislation pertaining to the conditions of empl@mh for part-timers has been
brought in line with EU Directives through L.N. 140 2007, L.N. 164 of 2007 and
later through L.N. 240 of 2008.

In a nutshell, these regulations state that peradmse principle employment is their
part-time work and pay social security contribugoim relation to this work are
entitled to pro rata benefits regardless of the lmemof hours worked.

Benefits include the minimum entitlement of all palholidays and annual vacation
leave, sick leave, birth leave, bereavement leaegriage leave, injury leave and any
other leave as was established under the Act. d&ere through these Regulations,
part-timers are now also entitled to statutory ts@suand other income supplements
as full-time employees employed with the same egy®sl@nd carrying out similar
duties as part-timers.

Protection of Maternity (Employment) (Amendment) Regulations, 2007-L.N.
431 of 2007 has amended the Employment and Indu&alations Act to enable all
employees on maternity leave on or aftérJanuary 2008 to enjoy full wages during
this period. This also applied to employees who rmo@mced maternity leave prior to
1% January 2008.

Special Paid Leave Regulations 200As of 1st January 2008, where employees are

not covered by a Wage Council Wage Regulation QrteM. 432 of 2007 has

introduced the following minimum of entitlements fall-timers:

- Sick leave(the equivalent in hours of two workiwgeks sick leave per year, less
any sickness benefits)

- Birth leave (one working day)

- Bereavement leave (one working day)

- Marriage leave (two working days)

- Injury leave (a maximum of one year)

- Leave for jury service (indefinite)

Bereavement leave, marriage leave and birth leaayg lbe availed of on the next

working day form the occurrence of the event unlegeerwise requested by the

employee. Employees may postpone their leave emights in connection with these

occurrences for up to two weeks, in which caseetmployer will be compelled to

grant its postponement.

European Union Act, Equal Treatment of Persons Orde 2007 The Order
transposes Directive 2000/43/EC and establishesilkbgality of discrimination
against persons in relation to social protectiongluding social security and
healthcare, social advantages, education, accemsdisupply of goods and services
which are available to the public, as well as hogisind access to any other service as
may be designated by law. It also states that persmill be found guilty of
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discrimination if it is proved that they neglectédeir obligation to suppress
harassment.

Banks, financial institutions, and insurance cong&nare prohibited from
discriminating against persons in the grantingaailities in respect of establishments,
equipment or in the launching or extension of aogifess. This is also the case for
self employment, the insurance of that business] &or the person in self
employment except where there are justifiable famrisks. The order also has the
effect of criminalizing and penalizing accordingtile subjection of persons to
harassment and any discriminatory behavior emampdtiom the refusal of such
persons to submit to harassment.

The Order also establishes the illegality of puiig or displaying discriminatory

advertisements and also calls for penalties torpgosed in this regard. It also
imposes an obligation on persons causing harassimgirbvide the complainant or

the Equality Commission a report pertaining to¢beplaint and/or the steps taken to
verify or investigate the complaint within ten worg days of such request. The
Commissioner is empowered through the Order taateitinvestigations and assist
complainants in formulating their complaint.

If a complaint is brought against a partnershipnpany, association or other body of
person, all persons who at the time had reasompaiVer and responsibility to prevent

such offences shall also be deemed to be guiltgssnlt can be proven that the

offence was carried out without their knowledge #mat due diligence was exercised
to prevent such offences. Victims are grantedtriglaction before a competent court
in order to halt such unlawful acts and receive gensations for real damages
incurred and any other compensation that may bedmdaand considered reasonable
by the court.

Equal Treatment in Employment (Amendment) Regulatims, 2008 The
amendments introduced state that the Regulatiamspgose Directives 76/207/EEC,
2000/78/EC, 2000/43/EC, 2002/73/EC and 2006/54/E@ @clude all persons
working in both the public and private sectors.sThiso includes services with the
Government in accordance to the ‘Extension of Agailility to Service with
Government (Equal Treatment in Employment Reguiati@007)’.

Teleworking Regulations 2008 Teleworking has been regulated through L.N. 4f12 o
2008 with the aim of introducing more family fridpdneasures at the workplace,

fulfilling the objectives of the Lisbon Agenda forore equality and employment, and

increasing the use of ICT facilities across pubhd private sectors.

Teleworking contracts must be in line with the terlaid down in the Legal Notice.
Hence such contracts must be in writing and contgormation as required by the
Information to Employees Regulations, 2002. Writteformation pertaining to the
teleworking contract must include the location véhezleworking has been proposed
to occur, the provisions relating to the equipmesed for telework, the number of
hours to be spent at the place of telework andmbkplace, the schedule which the
employee must follow while performing telework, andescription of the work to be
carried out. The contract must also list the depant, superior or person to whom the
teleworker is answerable to, the reporting arrareggs) provisions akin to
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monitoring, a notice of termination of the telewioik agreement, and finally; where
no reference is made to teleworking in the emplaynoentract, a reference to the
right of reversibility of both parties.

Where teleworking is not referred to in the empleyincontract, employees are free
to accept or refuse an offer by the employer féewerking without any adverse
effect on the former’s employment security or céiods. The employer is in turn also
given the opportunity to accept or refuse a reqfmedelework made by an employee.
Where an employee has embarked on a process wbtéiag, this will not have any
effect on the employee’s employment status inclgdights laid down in the Act,
Regulations, individual or collective agreements@sparable employees working at
the employer’s premises, the right of an emplogeparticipate in training and career
development programmes and to be subjected to iapprpolicies, the right to
participate in and contest elections to bodiesasgmting employees, the right to
revert to a previous position or to a similar pastd the right of both parties to
terminate a telework agreement. Termination inftfet two months must be given
three days notice in writing, while terminationlfating the aforementioned period
must be given two weeks notice in writing unledseolvise stated in the agreement
itself.

The right of the employee performing telework mhstrespected by the employer
and monitoring systems put in place only if theseconsent by both parties in the
written agreement on telework. This monitoring mum proportionate to the
objective and introduced in line with Council Ditiee 90/270.

The employer shall be deemed responsible for progidnstalling and maintaining

equipment and providing the teleworker with a duéatechnical support facility

unless otherwise stated in the written agreememg. Qivil Code shall be invoked to

deem whether costs for loss, damage, or misusquipment and data shall be borne
by the teleworker or the employer. Employers mushpensate or cover all costs
incurred by telworkers in performing their dutieshile teleworkers shall be

responsible for managing their working time and faking good care of any

equipment and data provided and are obliged najatber or disseminate illegal

content via the internet.

The workload and performance standards of telegrsrknust correlate to those
established for comparable employees working at @hmloyer’'s premises. The
employer must also do everything in his power tevpnt the isolation of the
teleworker from the rest of the workforce by givitige employee the opportunity to
meet colleagues and granting access to work relateanation. The employer is also
obliged to make clear to the employee the provsiohthe Data Protection Act and
shall take appropriate measures to ensure thegtiaeof data used and processed by
the teleworker while carrying out work related d@sti The teleworker in turn is also
obliged to abide by the provisions of the Data &tbn Act and by the measures
enlisted in the Legal Notice.

Gender Equality in the Supply of Goods and Service2008 The equal access to
and supply of goods and services has now beenategluby L.N. 181 of 2008 with
effect from ' August 2008. This has effectively transposed Divec2004/113/EC

into Maltese legislation and also widened the reshiNCPE functions to providing

32



assistance to victims of discrimination, conductimgdependent surveys on
discrimination, publishing independent reports amaviding recommendations
incidental to discrimination.

The Regulations cover all public providers of goaisl services irrespective of
whether the person is providing such goods or sesvio the public or private sectors,
including public bodies, outside private or familiye, and will also cover all
transactions carried out in relation to this cohtekhe primary aim of these
Regulations is to provide a framework for combatibgth direct and indirect
discrimination on the basis of gender, includingcdiminatory treatment related to
pregnancy or maternity, and protecting the prirecipl equal treatment between men
and women.

This Legal Notice has given a holistic protectiorgender equality in employment. It
has established sexual harassment as a crimirelaaffand holds liable any persons
who neglect their obligation to prevent any form hafrassment including sexual
harassment within their organization or who issugtructions of direct or indirect
discrimination on the grounds of sex. Discriminatis also deemed to occur if a
person is victimized following disclosure to autiies or a designated public
regulating body including the Commissioner, or upbe initiation of legal redress
procedures. Persons subjected to discriminatoryatrtrent are entitled to
compensation payments from the defendant for danmagered.

The Regulations have also prohibited the use ofsex precondition in the prognosis
of premiums and benefits in relation to insuranod &nancial services except in
specific circumstances outlined in the Regulations.

Tax Credit (Women Returning to Employment) (Amendmet) Rules, 2009-
Women who return to formal employment, includingoathose on a self-employed
basis are entitled to one full year’'s tax exemptoa maximum of EUR 1,631 in tax
credit.

Eligible women include women returning to work pdahuary 2008 following a five

years absence or more from the labour market. Tlwesgen are exempt from paying
tax on income for an entire year in respect of yw#ild under the age of sixteen. It
also includes women returning to work following @msence from the labour market
of less than five years. These women are exempt fraying tax on income for an

entire year in respect of every child born on astg® January 2007.

The tax credit that was launched in 2005 shall reragailable to women who return

to formal employment or self-employment followindiee year or more absence and
do not have any children under the age of sixteen.
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