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Today’s topics

« Why a campaign against pregnancy related
discrimination?
— The Norwegian paradox

* The Gender Equality Act

« Campaign
— Strategy

— Elements
— Survey

+ Recommendations for action
* Discussion



The Norwegian paradox

« Today everything is set for gender
equality regarding work-life balance

 Still we have great differences between
men and women regarding time use,
equal pay and sector segregation in the
labour marked.



A political will to facilitate the work-life balan

« High labor force participation among women

« Family politics in working life (part time, breaks for
breastfeeding, parental leave, leave due to sick children)

» High proportion of women in higher education

* Available day care

* From bread winning fathers to participating fathers
» Strengthening of The Gender Equality Act

» High proportion of women in higher education



* In spite of all this - the Ombud's office
receives many complaints about
pregnancy related discrimination in

working life




Some historic explanations of the paradox
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Modernity

» expansion of the welfare state

* need of labor force

* women entered the labor market
 education revolution

 soclal and geographic mobility



\—

Gender distribution in upper secondary education, vocational subjects

School year 2006-2007

Source: SSB

Design and handicrafts L 10% 90%
Health and social studies 12% 88%
Music, dance and drama S 33% 68%

Nature and agriculture studies e 52% 58%

General education e L% 56%

Restaurant and food technology 5% 55%

Media and communications _45%55%

Service og samferdsel _ug%/"c{o

Idrettsfag 43% 5700

Technology and industrial production

Electrical subjects

B GIRL
B BOYS



Housewives become part time workers




Yrkesaktivitet og arbeidstid blant kvinner og men
25-54 ar

Prosent Kvinner Prosent Menn

100 100

Utenfor arbeidsstyrken
Utenfor arbeidsstyrken

1996 1998 2000 2002 2004 2006 2008 2010 1996 1998 2000 2002 2004 2006 2008 2010

Kilde: Arbeidskraftundersgkelsene, Statistisk sentralbyra
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The helping father




Fathers share of parental leave days

r mMenn
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Time spent on paid work and house
work/care

Tabell 3.1 Tid bruke til inntektsgivende arbeid og fumiliearbeid blant giftelsam-
boende fedre og modre med barn 0-14 ir. Gjennomsnitt per dag, timer 0g minutter.

1970-2010.

€0re : Madre

(1970 1980 1990 2000 2010 1970 1980 1990 2000 2010
Inntektsqivende arbeid ﬁﬂ4 90538 S.Hi 18200 21 31 34

 Famiiearbeid totalt 231 S0 725 612 5% 512 518

500 39 28 207 10

~ Vanlig husarbeid
Vedlikeholdsarbeid

A00 oM 015 oM o1

. Omsorgfor barn L0 13 200 138 18
Annet familiearbeid - 053 054 100 103 1735
 Antall observasjoner 119? 05 1195 1028 826 909

 Kilde: Searisrisk sentralbyris tidsbruksundersokelser 19702010,

b i r ala i o




What Is the paradox

« Gender equality politics makes it possible for
women to combine work and family,

- BUT It also cement the gender stereotypes
because fathers use them less




How can we explain the paradox?

« Working mothers make most use of the
welfare benefits

t

"'his makes working mothers less attractive In
ne labor market

his is an important mechanism for
discrimination




What can we do whit the paradox?

« What is the prevalence of pregnancy related discrimination in
the Norway

Without having the possibility to combine paid work and caring
for children, there can be no equality between men and women

We need that men use family friendly arrangement in the same
that women do

We need employers to respect the act and se the benefits in
having a non discriminatory policy



N
A campaign against pregnancy related

discrimination
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The Gender Equality Act

Illustration: and LDO


http://www.neitileu.no/

Parental benefit period

* The leave period is 49/59 weeks (46/56 after birth)

* Mothers maternity leave: 3 weeks prior to the due
date.

« Mothers parental leave: 6 weeks after childbirth

« Maternal quota and paternal quota (paternity leave) —
10 weeks
» Shared period -26/36 weeks

 If the father is claiming all or part of the shared
period, the mother has to fulfil certain requirements
regarding activity.



The Gender Equality Act (2013) Section 5

Discrimination on the basis of gender shall be
prohibited. Discrimination on the basis of pregnancy
and leave in connection with childbirth or adoption shall
be deemed discrimination on the basis of gender. The
prohibition shall apply to discrimination on the basis of a
person’s actual, assumed, former or future pregnancy
or leave. The prohibition shall also apply to
discrimination on the basis of the gender of a person
with whom the person who is discriminated against has
a connection.



The Gender Equality Act section 18

An employer shall not collect information
about pregnancy, adoption or plans to
have children during the hiring process,
whether during interviews or otherwise.




The Gender Equality Act Section 20

Workers’ rights in connection with parental leave

A worker who is or has been on parental leave pursuant to section 12-5 of
the Working Environment Act shall be entitled to:

* Q) return to the same, or a corresponding, position,

* b) benefit from improvements in working conditions to which the worker
would otherwise have been entitled during the absence, and

* C) make pay claims and, in pay negotiations, be assessed in the same
way as the other workers in the undertaking.

The first paragraph shall not govern the setting of or changes to pay and
working conditions as a result of circumstances other than parental leave.

This section shall apply correspondingly in connection with other types of
leave linked to pregnancy and childbirth; see sections 12-2 to 12-8 of the
Working Environment Act.



Enforcement

« The Equality and Anti-Discrimination Ombud
gives statements as to whether a violation
has occurred of the Gender Equality Act (Act
No. 59/2013)

« The Equality and Anti-Discrimination Tribunal
hears appeals against the statements and
decisions made by the Ombud.



Enforcement

« The Ombud and The Tribunal shall be a real
alternative to examination by the Courts In
equality and discrimination cases.

* The Tribunal can order cessation, correction
and other measures that are necessary in
order to ensure that discrimination,
harassment, instruction or retribution ceases
and to prevent repetition.



Enforcement - compensation

« The Tribunal cannot set aside or change decisions
made by other administrative bodies or make
decisions in cases concerning decisions that have
been made by the King or Ministries. Instead, the
Tribunal shall make a statement in this type of case.

* The Tribunal cannot set an amount of damages or
compensation in the case of violation of the equality
and anti-discrimination legislation.



Summary

« Strong protection against discrimination
through The Gender Equality Act for
both men and women

* - but enforcement bodies cannot set an
amount of damages or compensation...



Number of complaints

» The single area the ombud receives
most Inquiries about

+ 1970s/1980s — very few complaints
» 1990s — about 10 complaints per year
» 2000s — about 30 complaints per year
» 2010s — 20-30 complaints per year
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Target groups

* Jobseekers and employees
— ExXpectant parents
— Parents on leave
—Young people

« Employers




The social partners

* In Norway the social partners hold an
Influential position

« There can be no change in the working
life without contribution from the social
partners

» Cooperation with the social partners



Campaign elements

Digital
Campaign
about
rights

Guide for Equality
employers training



Digital campaign about rights

« Campaign webpage
» Facebook page

* Ads

* Quiz

» Cartoons
 Infographics

KVALIFISERT
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Digital Campaign Elements

Infographics Cartoon

22%

av mannlige arbeids-
‘takere haropplevd
diskriminering knyttet
til foreldrepermisjon.

47%
™

av kvinnelige arbeidstakere har opplevd
diskriminering under permisjon og ved
tilbakekomst.

957%

av kvinnelige arbeids-
takere har opplevd

' diskriminering knyttet
til graviditet eller
foreldrepermisjon.

Tegnehanne
%A April 23 at 6:13pm - Edited - @

Her er en av tegneseriene jeg har laget for Likestilingsombudets
#hvalifisertdiskriminert kampanje. Folk som skal ha barn har nok med &
lage et nytt menneske (I1), de bar slippe & bekymre seg for om det pavirker
jobbmulighetene deres i tillegg.

Farta: AaN 2 KVINNER 06 1MV E
MENN HAR OPPLEND DISKRIMINENMNG
| FORBINDELIE MED GRAVIDITET

Ob FoRELDREPERMIS)ON.

it

1av4

1av 10

1av 10

har fatt negative reaksjoner fra sin leder
pa at de venter barn.

36%

av kvinnelige vmwaw
arbeidstakere

oppgir & ha opplevd

1o eller flere tilfeller

av diskriminering.

midlertidig ansatte kvinner oppgir at
de ikke fikk forlenget stilling fordi de

21%
| J®

av kvinnelige arbeidstakere har gart
glipp av lennsforhandlinger pa grunn av
foreldrepermisjon.

har fatt sparsmal om de planlegger 4 fa
barn pa jobbintervju.

20%

av kvinner har latt
vaere a soke jobb

nér de venter bam,
i frykt for & bli
diskriminert eller

vaere en belastning
for arbeidsgiver.

Unlike - Comment - Share

] You, Markus Ekornes Myhre and 665 others like this.

&> 19 shares




Digital Campaign Elements

Advertisement Facebook

00 T Al m Likestillings- og diskrimineringsombudet

Sponsored - @

) www.klikk.no

foreldre

Les om dine rettigheter pa ldo.no/kvalifisert-diskriminert

KVALIFISERT

KVALIFISERT
DISKRIMINERT

DISKRIMINERT

Altfor mange blir diskriminert pa jobb
narde far barn. Ikke finn deg i det,
snakk heller med oss.

_—
Likestillings- og diskrimineringsombudet Kjenner du rett. ]etene dine?

Annenhver mamma opplever diskriminering nér de far bam. Kjenner du rettighetene
dine dersom det skulle skje deg?

i Gj Learn Maore
£ - LOO.NO/KVALIFISERT-DISKRIMINERT

Na har vi lansert Forum+, et abonnement som gir

deg ytterligere funksjonalitet, for eksempel lukkede Like - Comment - Share - g 1




Results from the digital campaign

Visits to Ads shown
LDO.no to

New likes

656 46 529 636 691



Guide for employers

l] Likestillings- og diskrimineringsombudet LanguageV?  #-aA  Hoykontrast  Q Sokw

Diskriminert? Unnga & diskriminere Nyheiter og fag

Unnoa & diskriminere > | arbeidslivet » Inspirasjon

- Norge har ikke rad til

a diskriminere gravide
eller kommende o
foreldre

B Erna Solberg, Statsminister

Se video her

Er du arbeidsgiver, tillitsvalgt eller jobber du med HR og rekruttering? Her finner du kunnskap,
inspirasjon og gode grep for ikke a diskriminere gravide og personer i foreldrepermisjon.




Guide for employers

Best practices

* Interview with employers
who don’t see pregnancy
and parental leave as a
problem

De gode lgsningene

Dette gjor de beste virksomhetene.



Guide for employers

Don’'t make these
mistakes

- N

¥
il

\

Ikke gjor disse feilene

Slik bryter norske virksomheter loven.

» The Gender Equality Act



Guide for employers

Test your business

» Check list: How does
your business score?

Test din virksomhet

Slik unngar du a diskriminere: Ta testen

og gjennomfer sjekklisten.




Checklist

Slik unngar du a diskriminere

Ta LDOs sjekkliste og finn ut om din virksomhet star i fare for
a diskriminere gravide eller medarbeidere i foreldepermisjon.
Kryss av i sjekkboksen hvis utsagnet stemmer for deg.

M Vi vet at diskriminering av gravide og folk i foreldrepermisjon er ulovlig. ’7

VED REKRUTTERING

2. Vi utelukker ikke kandidater fordi de er gravide eller skal ut i

1. Vi sper ikke om graviditet eller permisjon under jobbintervjuer. ’7
foreldrepermisjon. ’7

3. Dersom jobbsgkeren selv er apen om graviditet og permisjon spiller
ikke det negativt inn pa muligheten for a fa jobb hos oss. ‘

4. Vi er kjent med at NAV dekker mange utgifter forbundet med ‘
graviditet og foreldrepermisjon.



Survey on discrimination on the basis o
pregnancy and parental leave

Ugdersmkeise om diskriminering
pa grunnlag av graviditet og
foreldrepermisjon

g

Undersekelse om diskriminering l] Lnn

TS

5 THS 16, febwosr 2015 142013065 | dea




Survey facts

» 2000 respondents
— 56 % women
— 44 % men

« Women and men who had become
child/children during the period 2008-
2014



The guestions

» Questions on the basis of the provisions
In the Norwegian equality Act:

— Experiences in relation to applying for jobs,
at work when expecting a child, during and
after parental leave.

* Negative experiences, not necessarily
llegal



Examples from the questionnaire

« Have you ever been asked if you were planning to
have a child or if you were expecting a child/pregnant
In connection with interviews/processes of seeking
employment?

* Have you been denied an extension of a substitution
position or other temporary position because you
were on leave in connection with childbirth?

« Have you been demoted, for example deprived of
responsibility or title, after returning from leave Iin
connection with childbirth (in the period 2008-2014)?



Main findings

» The survey shows that workers
experience discrimination:.
— Throughout the working life
— In both public and private sector
— In every branch
— In all parts of the employment relationship




NEW SURVEY

FROM TNS GALLUP:

S5 PERCENT OF FEMALE WORKERS REPORT HAVING
EXPERIENCED DISCRIMINATION ASSOCIATED WITH
PREGNANCY AND PARENTAL LEAVE

22 PERCENT OF MALE WORKERS REPORT HAV-
ING EXPERIENCED DISCRIMINATION ASSOCIATED
WITH PREGNANCY AND PARENTAL LEAVE




Subjective Experiences of Discrimination

Was questioned about plans to have children/pregnancy during a job
interview

Did not obtain employment due to expecting a child or taking leave
Did not receive necessary facilitation while pregnant

Deprived of work duties due to expecting a child

Substitute or other temporary position was not extended due to expecting
a child

Fewer shifts, work hours, or lower percentage of full-time equivalent than
requested due to expecting a child

Have been dismissed due to expecting a child

Did not receive employment due to taking leave

Substitute or other temporary position was not extended due to taking
leave

Did not receive sufficient information on key issues during taking leave
Was unable to request a pay raise/negotiate pay during/after taking leave
Did not receive a pay raise due to taking leave

Experienced undesirable changes in job duties due to taking leave

Demoted, for example deprived of responsibility or title, due to taking
leave
Fewer shifts, work hours, or a lower percentage of full-time equivalent
than requested due to taking leave

0% 5% 10% 15% 20% 25% 30% 35% 40%

m\Women mMen




Other negative experiences

20%
Failed to seek employment due to pregnancy

Questioned about plans for sharing child care

Negative reactions from managers while pregnant/expecting a
child

Negative reactions from colleagues while pregnant/expecting a
child

Resigned due to poor treatment

0% 5% 10% 15% 20% 25%

EWomen mEMen



Why did you redeem the exact pate
guota or less?

Because the other parent wanted to take the rest of the quota 47%

Because it is what was reserved for me as a father

Because | would have suffered economic losses if | had
taken more time off

Because | did not wish to take more time off

Because | did not have a right to a longer leave

Because | was afraid that a longer leave would have negative
consequences for me at my job

Because | was afraid that a longer leave would have negative
consequences for my workplace

Because | did not know | could take more time off
Because my employer asked me to

Other causes %

0% 5% 10% 15% 20% 25% 30% 35% 40% 45% 50%

® Men



Why did you take less leave than
desired?

Because | did not have a right to take longer leave

Because | would have suffered economic losses if | had
taken more time off

Because the other parent wanted to take a greater part of the
leave

Because | was afraid that a longer leave would have negative
consequences for me at my job

Because | was afraid that a longer leave would have negative
consequences for my workplace

Because | did not know | could take more time off
Because my employer asked me about it

Other reasons

1%
1%

| do not know

0% 10% 20% 30% 40% 50% 60% 70%

=Women mMen



Recommendations for action

Illustration: www.neitileu.no




Recommendations for action

1. Further strengthening of the legislation:

a) Sanctions
b) Individual accommodation
c) Positive duties/prevention of discrimination

d) Compulsory equality training
2. Binding cooperation between the social
partners

3. The offer of equality training must be
expanded and adapted to the workplace

4. Access to information about rights



1 a) Sanctions

 Violation of the equality- and anti-

discrimination legislation, must have
consequences

« The Equality and Anti-discrimination
Tribunal must have the competence to
Impose redress



1 b) Individual accommodation

» There must be a clear obligation to
provide individual accommodation to
pregnant workers

A specific provision must be
Introduced/imposed




1 c) Positive duties

 Legal prohibition is not sufficient to
avold discrimination

- Employers must have a legal obligation
to prevent discrimination in the
workplace




1 d) Compulsory equality training

» There must be a legal obligation
regarding equality training for employers
and company representatives

« Training In how to promote equality and
combat discrimination in the workplace

- Today the training is optional



2. Binding cooperation In the tripartite
cooperation

* No changes in the labor market without
Involving the social partners




3. The offer of equality training must be
expanded

* In every region
» Sector wise adaption




4. Access to information about rights

* Pregnant women and fathers to be must
be guaranteed information about their
rights
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