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INTRODUCTION
Over the last decade, labor ministries in the Hemisphere have acted to improve equity between men and women. Some have created women’s units inside labor ministries and others have developed partnerships with gender ministries, units, or focal points. Other ministries have worked with labor unions to set up women’s divisions to launch joint equity initiatives. In general, there is a greater recognition of the value of unpaid work and the need to expand recruitment and training of women to enter new occupations.

The upcoming Inter-American Conference of Ministers of Labor provides an excellent opportunity to further integrate the gender perspective into regional labor policies and practices. The XII Inter-American Conferences of Ministers of Labor (XII IACML) expressed a commitment to advancing gender issues through a crosscutting approach in the development and implementation of all labor policies.  In this connection, the Inter-American Commission of Women (CIM) was asked to provide an overview of best practices in key areas including adoption of institutional mechanisms, the passage of legal provisions, the implementation of programs, and the availability of technical, financial and human resources. It is the hope of CIM that the upcoming meeting of the Ministers of Labor will reach consensus on new strategies for action proposed in this document. 

CIM has worked to support the inclusion of gender in regional policies and programs. To this end, it coordinated a follow-up meeting to the XII IACML (SEPIA I- Gender and Labor), which analyzed the Declaration and Plan of Action of that Conference to suggest strategies for gender mainstreaming.  These strategies were based on the recommendations of a group of experts convoked by CIM who also took into account the guidance of the Declarations and Plans of Action of the Summit of the Americas, the Inter-American Conferences of Ministers of Labor (IACML); the ILO Declaration on Fundamental Rights at work, the Beijing Platform for Action CIM’s Strategic Plan of Action, the OAS Inter-American Program on the Promotion of Women’s Human Rights and Gender Equity and Equality (IAP) and the Regional Program of Action for the Women of Latin America and the Caribbean, of the United Nations Economic Commission for Latin America and the Caribbean (ECLAC). Attached are four ECLAC tables (Tables number 1, 4, 5 and 7)
 that highlight countries’ participation in national and sectoral equality plans, ratification of conventions and treaties and government programs and training.

Many countries have been highly successful in developing and executing initiatives that can now serve as best practices. However, overall progress on implementing the recommendations and plans of action has been limited as many countries still do not have the capacity, technical expertise, financial and human resources to fully execute plans. Intensive coalition efforts among, labor ministers, gender ministers, regional and international organizations, women’s groups and labor unions are imperative to achieving progress.

PROGRESS OF WOMEN WORKERS
A recent report on the status of women in the labor market issued by the World Bank
 states that although women have improved their quality of life at work and at home, they continue to face steep barriers to labor market participation. It recommends that labor policies aimed at expanding women’s participation must also address significant inequities -- increasing the number of daycare centers, providing family planning services, elimination of domestic violence, and a more equitable distribution of the workload at home.  

Birth rates and the size of households have dropped sharply and education levels have been on the rise. Women’s entry into the labor market has increased steadily over the last three decades, with El Salvador, Costa Rica and the United States recording the greatest increases. Women workers are still predominantly locked into low-paid and low-skilled jobs in agriculture, the service sector, and the informal economy.  UNIFEM reported that most countries experienced an increase in women’s share of the non-agricultural labor market, most notably Jamaican women who have close to 50% participation. Women are more susceptible to poverty and social and political exclusion because they are more likely to engage in part-time or informal employment without standard labor protections. 

Over the last two decades there has been progress on equal pay for equal work, but there is still a 30 to 40% gap in pay between men and women throughout the Region. The loss of that income has a huge economic impact, particularly on families with female heads of households. Wage gaps have recently decreased significantly in countries such as Honduras, Venezuela, Brazil, Colombia, Argentina and Mexico, and Costa Rica has achieved parity. Challenges to narrowing the wage gap still exist -- female over- representation in the low paying service sector, the concentration of women in part-time or flexible work and non-standard employment, family strategies that depend on women as the main caretaker, and higher rates of turnover in the labor force.

CHALLENGES

There remain a number of specific challenges facing governmental organizations that advocate for gender equality in labor. To successfully implement commitments, labor ministers and their allies need: 

· Sufficient funds and human resources to support institutionalization of programs;

· An effective system for monitoring and enforcement; 

· Better tools for defining and measuring outcome;

· Increased political support within respective governments;

· Stronger partnerships with NGO’s, women's organizations, and labor unions; and

· Streamlined and coordinated reporting mechanisms to international organizations.

To effectively mainstream gender into the labor market and workplace, strong collaborations must be built between governmental and non-governmental organizations. Together these entities must address more than economic inequities.  They must also address root social causes that hinder women’s full integration into the labor market. Some of these include the cost of violence against women, the loss of human capital from maternal mortality, and the dropout rate of pregnant girls and women.  

The CIM/OAS requires countries to submit national reports every two years. During the 2000-2002 biennium, twenty-three out of 34 countries submitted reports.  The Summit Implementation Review Group (SIRG) has also undertaken to evaluate progress on the Quebec City Summit Mandate on Gender Equality. To date only four of the countries have submitted reports. In summary, both the CIM and the SIRG have identified some of the major impediments to progress: the lack of information and connection to broader plans of action on gender equity and women’s rights, delay in reporting, and duplicative requests for information.

Additionally, the World Bank, the Inter-American Development Bank and other relevant international organizations have yet to report on their respective projects and programs in support of the Summit mandates on gender equity. These reporting failures are detrimental to accurately documenting progress and results in uncertainty as to what remains to be done.

BEST PRACTICES


The XII IACML underscores the Member States commitment to “[integrating] a gender perspective into the development and implementation of all labor policies, promote work-life balance, to protect the rights of women workers, and take action to remove structural and legal barriers, as well as stereotypical attitudes to gender equality at work; address gender bias in recruitment, working conditions, occupational segregation and harassment, discrimination in social protection benefits, women’s occupational health and safety, unequal career opportunities and pay.”

This section focuses on the extent to which gender has been mainstreamed into labor policies and programs. In reviewing numerous documents and consulting gender and labor experts, best practices were identified in the following five categories: 1) adoption of institutional mechanisms 2) enactment of legislation, and government action 3) development of policies and programs, 4) sectoral and inter-sectoral collaborations, and 5) availability of technical and financial resources.  These examples serve as models for review, but are not exclusive of other best practices.

1.
Adoption of Institutional Mechanisms

National Equality Plans (See Table 1)

· Nearly all countries have drafted national equality plans. Argentina, Bolivia, Costa Rica, Mexico, Paraguay, and Peru also developed sectoral plans on equality at work. Chile, Costa Rica, and El Salvador have drafted a sectoral plan for equality in rural development. 

Gender Initiatives within an Economic Equality and Labor Context 

· Gender units within labor ministries exist in Argentina, Bolivia, Brazil, Canada, Chile, Colombia, Costa Rica, Guatemala, Mexico, Paraguay and the United States. 

· Costa Rica and Panama have established mechanisms to ensure gender awareness in governmental institutions working on professional training, labor market studies, and statistical collection. 
· The Dominican Republic and Mexico have established gender units in their respective national statistics institutes.

· In Paraguay, the Social Department of the Technical Secretariat for Economic and Social Policies includes a Women’s Area.

· In Costa Rica, Dominican Republic, El Salvador, Mexico and Uruguay, the Agriculture Ministries and Institutes have several national initiatives to promote the labor rights of rural women. 

· Bolivia, Chile, Colombia, Ecuador, Panama, Paraguay, Peru, St. Vincent and the Grenadines also have units within the Agriculture Ministry to address the economic and labor rights of rural women. 

· In the absence of gender units in labor ministries, Colombia, Costa Rica and Guatemala have established focal points or delegates to monitor gender-mainstreaming activities. 
· Jamaica’s Bureau of Women’s Affairs collaborates with NGO’s serving rural women and household workers and conducts seminars on gender policy issues for elected and other government officials.

· The United States ensures gender equality though a specific body, the Women’s Bureau, a part of the Department of Labor. In addition, the Small Business Administration manages the Interagency Committee on Women’s Business Enterprises.

2.
Enactment of Legislation and Government Action 

International and Regional Conventions Ratified  (See Tables 4 and 5)

Beginning in 1948, with the ratification of the Inter-American Conventions, Granting of Political Rights to Women and Granting of Civil Rights to Women, OAS member states have supported international treaties that continue to protect the rights of women workers: (Tables 4 and 5 and Table 7)

International Labor Organization (ILO) conventions: 


Maternity protection (No. 3 - 6 states ratified, No. 103 – 8 states ratified) 


Equal pay for equal work (No. 111 – 28 states ratified)


Discrimination in employment and occupation (No. 100 – 27 states ratified)


Reconciliation of work with family responsibilities (No. 156 – 8 states ratified)

International Convention on the Elimination of All Forms of Discrimination against Women (CEDAW) (33 states ratified).

New or Amended National Legislation, Litigation, and Government Action

· Argentina included a constitutional reform provision promoting equality in employment (Art. 75, No. 23).

· Ecuador’s new constitution bans all forms of labor discrimination against women (Art. 36) and recognizes unpaid domestic work as productive labor (Art. 36).

· El Salvador drafted the offense of “labor discrimination” into the criminal code with prison sentences ranging from six months to two years, and the offence of “acts against the right to equality” carrying a prison term of between one and three years. 

· Uruguay enacted a law requiring equality of opportunities and treatment in all labor activity (Law No. 16.045).

· Paraguay enacted a law providing for “the liberty of either spouse to carry on any legitimate profession or job and undertake work outside the home.” (Law No. 1).

· The United States Department of Labor Wage and Hour Division redesigned its enforcement, intervention and penalty assessment policies of child labor laws to eliminate the economic exploitation of young girls at work. 
· The United States signed the Family and Medical Leave Act requiring employers to provide up to 12 weeks of unpaid leave and continued health insurance coverage.
Equal Pay/
· Most of the countries have laws that protect the right to equal pay for equal work and Ecuador guarantees “equal pay for work of equal value” in its new constitution.

· Canada’s Labor Program has an Equal Pay Program that educates employers, monitors the workplace, and conducts an on-site inspection to ensure that gender-based discrimination does not exist.

· Uruguay prohibits gender discrimination in “pay criteria” and has a ban on discrimination in “performance appraisal.” (Law 16.045).

· The United States Equal Employment Opportunity Commission won an $81.5 million settlement against as national supermarket chain to address pay inequities for over 100,000 women.
Training

· Uruguay established The National Employment Office to implement labor and professional training programs. Law 16.736 provides assistance for women who have “difficulties entering the labor market or with employment limitations.”

Maternity protection

· Brazil, Ecuador, El Salvador and Peru enshrined the right to maternity protection within their national constitution. 

· Venezuela extended the prohibition of dismissal during pregnancy to one year after childbirth. 

· Brazil imposed severe penalties on employers demanding a pregnancy certificate, test or statement, or sterilization as a precondition for employment. Brazil classifies work absences due to maternity or miscarriage/abortion as justified so absences are not deducted from annual days off or holidays.

· Colombia issued a decree restricting the rights of employers to demand pregnancy tests from job seekers. 

· Argentina passed a law provides for an additional 6 months of unpaid maternity.

Childcare

· Paraguay and Venezuela require firms to provide childcare or pre-school services if the firm hires more than a certain number of workers of either gender.
Hiring Quotas

· Ecuador’s Employment Protection Act refers to the hiring of “a minimum percentage of female workers, to be established by Ministry of Labor Sectoral Commissions.”

3.
Integration of Gender Perspective in Public Policies and Programs 

Incorporation of Gender Equity in Economic Labor Commitments 

· Argentina adopted The Plan for Equal Opportunities between Men and Women in Employment (Decree No. 254).

· Canada created indicators to measure progress towards gender equality over time. Indicators compare earnings, income from all sources, paid and unpaid work, and education and training. In 2001 the Economic Gender Equality Indicators 2000 were published in Canadian Social Trends, a Statistics Canada periodical.

· Mexico’s Ministry of Social Development adopted the “Social Development Covenant” requiring 50% of resources and actions to address the specific needs of women.

· Peru’s sectoral ministries are in the process of creating a budget for implementing the National Equal Opportunities Plan into their annual plans. 

· Bolivia, Ecuador, Mexico and Peru includes gender equity commitments in their national economic and social development plans. 

· El Salvador launched Proyecto Maquila aimed at improving the working conditions in the maquila industry.


· The United States Departments of Commerce, Agriculture, Labor, and Education generate and disseminate gender disaggregated data and information for planning and evaluation.
4. 
Intersectoral and sectoral cooperation on equality polices in economic policies and employment

· Chile created a Women and Work desk at the Social Dialog Council, as well as an intersectoral coordination commission for activities carried out in the Labour Empowerment Programme for Low-Income Women. Chile has also entered into a cooperative agreement with the National Board for Nursery Schools (JUNJI) that is responsible for day-care centers for the children of female workers.

· Argentina, Brazil Chile, Ecuador, El Salvador, Honduras, Mexico, Panama, Paraguay, Suriname and Uruguay have intersectoral coordination mechanisms on equal opportunities in employment.

· Argentina, Brazil, Chile, Paraguay and Uruguay has tripartite commissions for the equality of opportunities and treatment between women and men in employment.

· Argentina, Bolivia, Brazil, Chile, Costa Rica, Dominican Republic, Ecuador, Guatemala, Paraguay and Peru have cooperation agreements between the national mechanism for the advancement of women and the Ministries of Labour.

· Mexico linked three organizations advocating for working women into a single initiatives for promoting more and better jobs for women.

5.
Availability of Technical and Financial Resources

Training and Education on the Rights of Working Women (See Table 7)

· Canada’s WITT NN (National Network Women in Trades, Technology, Operations, and Blue Collar Work) provides education on recruitment, training and retention of women in trades, technology, operations and blue-collar work. WITT NN’s initiative includes the Women Information Technology Initiative (WITI) that assists girls and women to explore careers in information technology. 

· El Salvador provides training on occupational safety for the private sector and disseminates information on the rights of working women.

· Guatemala conducted a public information campaign to promote the rights of working women.

· Mexico’s Office of the Federal Prosecutor for the Defence of Labour (PROFEDET) collaborates with the National Women’s Programme to provide advice, conciliation and legal representation for working women.

· Panama’s Institute of Labour Studies and the Women’s Office of the National Institute of Professional Training (INAFORP) provide training on labor rights and women in non-traditional trades.

· Suriname conducted a public information and training program on working women's rights.

· Brazil established the “Plano Nacional de Qualificacao do Trabalhador (PLANFOR)” which develops public policy on gender sensitive professional training.

· Chile’s SERNAM conducts a labor-market empowerment program for low-income women. 

· Argentina, Ecuador, Peru, and Uruguay offer professional training program for poor women.

· The United States Women’s Bureau operates an Internet web page that provides up-to-date information on working women’s rights –fair pay, sexual harassment, domestic and workplace violence, pension rights, family and medical leave, and pregnancy discrimination.

SUMMARY OF CRITICAL RECOMMENDATIONS

A number of significant international agreements have been reached which provide critical recommendations for making progress on gender equity in employment. The Beijing Platform for Action, the Declaration and Plan of Action of the Third Summit of the Americas, and the Declaration and Plan of Action of Ottawa recommended lines of action regarding the integration of a gender perspective into the work of the labor ministries. 

  In September 1995, 189 governments, including 34 OAS Member States, participated in the United Nations Fourth World Conference on Women in Beijing. There, the Platform for Action was adopted, the most comprehensive statement on women’s rights ever agreed upon by the world’s governments. It identified “12 Critical Areas of Concern” in the hope that individual countries would take this global document and develop a strategy for implementation.  One critical area of concern was Women and the Economy, which outlined 6 strategic objectives:

1. Promote women’s economic rights and independence, including access to employment; appropriate working conditions and control over economic resources.

2. Facilitate women’s equal access to resources, employment, markets and trade.

3. Provide business services, training and access to markets, information and technology, particularly to low-income women.

4. Strengthen women’s economic capacity and commercial networks.

5. Eliminate occupational segregation and all forms of employment discrimination.

6. Promote harmonization of work and family responsibilities for women and men.

The Plan of Action of the Third Summit of the Americas, held in Quebec, Canada in April 2001, recognized the need to promote and protect the rights of all workers, in particular those of working women, and take action to remove structural and legal barriers as well as stereotypical attitudes to gender equality at work, addressing, inter alia, gender bias in recruitment; working conditions; occupational discrimination and harassment; discrimination in social protection benefits; women’s occupational health and safety; and unequal career opportunities and pay.  The Plan of Action also recommended the following actions:

1. Reinforce the role of the CIM as the technical advisor to the Summit Implementation Review Group (SIRG) on all aspects of gender equity and recognize the importance of the CIM in follow-up to relevant Summit recommendations (in this case women in the labor market).

2. Provide for an appropriate level of resources to the CIM to carry out its role as the principal hemispheric policy-generating forum for the advancement of the rights of women.

3. Promote the support and participation of the IDB, the World Bank, and ECLAC in the implementation of and follow-up to the Summit’s Plan of Action.

The Declaration of Ottawa, signed at the October 2001 Twelfth Inter-American Conference of Labor Ministers clearly outlines the critical issues facing workingwomen. The Plan of Action establishes: “We are committed to integrate a gender perspective into the development and implementation of all labor policies, to promote work-life balance, to protect the rights of women workers, to take actions to remove structural and legal barriers, as well as stereotypical attitudes to gender equality at work, to address gender bias in recruitment, working conditions, occupational segregation and harassment, discrimination in social protection benefits, women’s occupational health and safety, and unequal career opportunities and pay.”

The SEPIA I - Gender and Labor Meeting held in December 2001 proposed the following lines of action be implemented under the leadership of the Labor Ministries in coordination with Gender Ministries, Units, and/or Advisors:

1. Institutionalization of a gender perspective. 

2. Conduct data collection disaggregated by sex and age.

3. Ensure equal pay for equal work and work of equal value.

4. Make maternity protection for women available at work.

5. Ensure safe and healthy working conditions.

6. Promote social dialogue for women workers.

7. Extend social protection to women working in the informal sector, self-employment, micro-enterprise, homework, domestic work, and women whose labor is unremunerated.

8. Secure the right to collective bargaining and labor unions.

9. Promote gender equality in human resources development.

10. Promote training for labor ministry professionals.

In addition, SEPIA I recommended:

1. Strengthening the coordination between the ministries of labor, CIM/OAS and the specialized gender units of international organization: ILO, ECLAC, IDB, the World Bank, PAHO, and other pertinent agencies, to work together to promote the adoption of crosscutting gender measures in the ministries.

2. Participating actively in international conferences and assemblies that include the issue of women and labor in their agenda.

3. Urging governments to comply with the ILO Declaration on Fundamental Principles and Rights at Work and its Follow-up, adopted in 1998, and consider the ratification of ILO conventions that promote gender equality in the workplace and in economic development, such as ILO conventions on maternity protection (No. 3, 103 and 183), equal remuneration (No. 100), discrimination (No. 111), and workers with family responsibilities (No.156).

PROPOSED STRATEGIES FOR ACTION

While there are countries that can boast best practices in many areas, there are still many countries that have not overcome obstacles to implementation.  Just as economic, social, and political conditions vary from country to country so do the obstacles to progress.  Some factors to consider in this context include: government support, institutional mechanisms, cultural attitudes and practices, partnerships between women’s organizations and labor unions, human and financial resources, and funding strategies.  All of these factors must be taken into account when suggesting national and region-wide actions. 

A very important issue to consider is continuity. Starting in 1968, there are examples of government units that promoted rural women’s economic and labor rights. Unfortunately, these units tended to disappear or change their name and functions when governments changed.  This is indicative of a dependence on the political situation and has a negative impact on maintaining institutional mechanism that promotes gender equity. 

The Inter-American Commission of Women (CIM/OAS) proposes the following strategies for action that will be carried out in collaboration with the labor ministers, gender ministers/units/focal points and appropriate international agencies:

1.
Joint Organizational Steps
Reporting and Evaluation

· Develop and institute a mechanism in each country for facilitating accurate and timely feedback and for regular reporting and communication on the following questions 

· What progress has been made on the specific and general recommendations? 

· What are the major obstacles to implementation? 

· What interventions and resources are essential for effective implementation? 

· What other reports are required that request duplicative information?
· Develop an evaluation tool that will be used to measure outcomes and identify key problems. 

Communication and Coordination

· Improve coordination of Member States and CIM with specialized units of the World Bank, ECLAC, UNIFEM, and ILO to assist labor ministers in overcoming obstacles and developing future strategies to increase productive participation of women in the workforce.

· In collaboration with the ILO, build and maintain a common web page to inform ministers and their partners of relevant assemblies, meetings, and conferences as well as new initiatives and best practices across the region. 

· Establish an ongoing communication vehicle between labor ministries and institutions for the advancement of women.
· Identify one regional initiative that would encourage collaboration and a shared sense of progress, for example the elimination of the wage gap.
Capacity Building

· Create a clearinghouse that will identify technical expertise and resources available to countries and make appropriate matches.

· Encourage ongoing partnerships among labor ministries and women’s bureaus, and international organizations, the women’s movement and labor unions.  

· Ensure that every labor ministry has senior gender advisor/specialist that is empowered to influence public policy and follow-up on recommendations.

· Identify and develop new funding and human resource strategies.

· Act on the Quebec Summit recommendations to strengthen the role of the CIM.

Ratification and Compliance

· Develop a plan to urge member countries to ratify and comply with conventions and treaties relevant to women in the labor market. 
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Table 1

national and sectoral equality plans

in the economic and labour market domains (1990s)

	
	National plan
	Sectoral plan

	
	Equal opportunities and treatment between women and men
	Equality at work
	Equality in rural development

	Antigua and Barbuda
	(
	…
	…

	Argentina 
	(
	(
	…

	Bahamas
	(
	…
	…

	Barbados
	(
	…
	…

	Belize
	(
	…
	…

	Bolivia
	(
	(
	…

	Brazil
	(
	…
	…

	Chile
	(
	…
	(

	Colombia
	(
	…
	…

	Costa Rica
	(
	(
	(

	Cuba
	(
	(
	(

	Dominica
	(
	…
	…

	Ecuador
	(
	…
	…

	El Salvador 
	(
	…
	(

	Grenada
	…
	…
	…

	Guatemala
	(
	…
	…

	Guyana
	(
	…
	…

	Haiti
	(
	…
	…

	Honduras
	(
	…
	…

	Jamaica
	(
	…
	…

	Mexico
	(
	(
	…

	Nicaragua
	(
	…
	…

	Panama
	(
	…
	…

	Paraguay
	(
	(
	…

	Peru
	(
	(
	…

	Dominican Republic
	(
	…
	…

	Saint Kitts and Nevis
	(
	…
	…

	Saint Vincent and the Grenadines
	(
	…
	…

	Saint Lucia
	(
	…
	…

	Suriname
	(
	…
	…

	Trinidad and Tobago
	(
	…
	…

	Uruguay
	(
	(
	(

	Venezuela
	(
	…
	…


Sources: ECLAC, on the basis of published information and that provided by governments in the 1999 and 2000 survey; The Challenge of Gender Equity and Human Rights on the Threshold of the Twenty-first Century, Mujer y desarrollo series, No. 27 (LC/L.1295/Rev.1-P), Santiago, Chile, May 2000. United Nations publication, Sales No. E.00.II.G.48, pp.17-19.
… Data unavailable

 ( No plan in existence

Table 4

ratification of the most important conventions FOR
 gender equality IN EMPLOYMENT (as at August 2000)

	
	Convention 3a
	Convention 103
	Convention 110
	Convention 111
	Convention 156

	1. Antigua and Barbuda
	
	
	
	1983
	

	2. Argentina
	1933
	
	1956
	1968
	1988

	3. Bahamas
	
	
	
	
	

	4. Barbados
	
	
	1974
	1974
	

	5. Belize
	
	2000
	1999
	1999
	1999

	6. Bolivia
	
	1973
	1973
	1977
	1998

	7. Brazil
	
	1965
	1957
	1965
	

	8. Chile
	
	1994
	1971
	1971
	1994

	9. Colombia
	1933
	
	1963
	1969
	

	10. Costa Rica
	
	
	1960
	1962
	

	11. Cuba
	1928
	1954
	1954
	1965
	

	12. Dominica
	
	
	1983
	1983
	

	13. Ecuador
	
	1962
	1957
	1962
	

	14. El Salvador
	
	
	2000
	1995
	2000

	15. Granada
	
	
	1994
	
	

	16. Guatemala
	
	1989
	1961
	1960
	1994

	17. Guyana
	
	
	1975
	1975
	

	18. Haiti
	
	
	1958
	1976
	

	19. Honduras
	
	
	1956
	1966
	

	20. Jamaica
	
	
	1975
	1975
	

	21. Mexico
	
	
	1952
	1961
	

	22. Nicaragua
	1934
	
	1967
	1967
	

	23. Panama
	1958
	
	1958
	1966
	

	24. Paraguay
	
	
	1964
	1967
	

	25. Peru
	
	
	1960
	1970
	1986

	26. Dominican Republic
	
	
	1953
	1964
	

	27. St. Kitts and Nevis
	
	
	
	
	

	28. St. Lucia
	
	
	1983
	1983
	

	29. St. Vincent and the Grenadines
	
	
	
	
	

	30. Suriname
	
	
	
	
	

	31. Trinidad and Tobago
	
	
	1997
	1970
	

	32. Uruguay
	
	1954
	1989
	1989
	1989

	33. Venezuela
	1944
	
	1982
	1971
	1984

	Total number of States to have ratified
	6
	8
	27
	28
	8


 Source: International Labour Organization (ILO), “Ratifications of the Last Twelve Months, May 2001 (http://webfusion.ilo.org/public/db/standards/normes/appl/index.cfm?lang=EN).
a Description of Conventions investigated:

Convention 3 (1919): Maternity protection; ratified by 33 countries worldwide

Convention 103 (1952): Maternity protection (revised); ratified by 39 countries worldwide

Convention 110 (1951): Equal pay; ratified by 147 countries worldwide

Convention 111 (1958): Discrimination in employment and occupation; ratified by 143 countries worldwide

Convention 156 (1981): Workers with family responsibilities; ratified by 31 countries worldwide

Table 5

ratification of human rights treaties of major importance 
for gender equality (as at June 2000)

	
	International Covenant on Civil and Political Rights (1966)
	International Covenant on Economic, Social and Cultural Rights (1966)
	Convention on the Elimination of All Forms of Discrimination against Women (CEDAW) (1979)
	CEDAW Optional Protocol (1999)

	1. Antigua and Barbuda
	
	
	1989
	

	2. Argentina
	1986
	1986
	1985
	2000

	3. Bahamas
	
	
	1993
	

	4. Barbados
	1973
	1973
	1980
	

	5. Belize
	1996
	
	1990
	

	6. Bolivia
	1982
	1982
	1990
	1999

	7. Brazil
	1992
	1992
	1984
	

	8. Chile
	1972
	1972
	1989
	1999

	9. Colombia
	1969
	1969
	1982
	1999

	10. Costa Rica
	1968
	1968
	1986
	1999

	11. Cuba
	
	
	1980
	2000

	12. Dominica
	1993
	1993
	1980
	

	13. Ecuador
	1969
	1969
	1981
	1999

	14. El Salvador
	1979
	1979
	1981
	

	15. Grenada
	1991
	1991
	1990
	

	16. Guatemala
	1992
	1988
	1982
	

	17. Guyana
	1977
	1977
	1980
	

	18. Haiti
	1991
	
	1981
	

	19. Honduras
	1997
	1981
	1983
	

	20. Jamaica
	1975
	1975
	1984
	

	21. Mexico
	1981
	1981
	1981
	1999

	22. Nicaragua
	1980
	1980
	1981
	

	23. Panama
	1977
	1977
	1981
	2000

	24. Paraguay
	1992
	1992
	1987
	1999

	25. Peru
	1978
	1978
	1982
	

	26. Dominican Republic
	1978
	1978
	1982
	2000

	27. St. Kitts and Nevis
	
	
	1985
	

	28. St. Lucia
	
	
	1982
	

	29. St. Vincent and the Grenadines
	1981
	1981
	1981
	

	30. Suriname
	1976
	1976
	1993
	

	31. Trinidad and Tobago
	1978
	1978
	1990
	

	32. Uruguay
	1970
	1970
	1981
	2000

	33. Venezuela
	1978
	1978
	1983
	2000

	Total number of States to have ratified
	28
	26
	33
	0

	Total number of States that have only signed so far
	/
	/
	/
	13

	States that have neither ratified nor signed
	5
	7
	0
	20


Source : United Nations, “Convention on the Elimination of All Forms of Discrimination against Women”, Division for the Advancement of Women (http://www.un.org/womenwatch/daw/cedaw); Multilateral Treaties Deposited with the Secretary-General: Status as at 30 April 1999, New York, 1999, pp. 116-117 and 128-129.
Dates in italics: Signature prior to ratification.

Table 7

government programmes and projects related to gender equity in labour training and participation, according to IMPLEMENTING institution (second half of 1990s)

	Ministry of Labour

	Argentina 
	· Programa FORMUJER: strengthening of technical and professional training for low-income women (2000-2003)

· Programa Servicios Comunitarios I, II, III: temporary employment for unemployed male or female workers in community service (1996-1999)

· Community development subprogramme of the Emergency Employment Programme (2000)

	Dominica
	· Adult education skills training (1995-1997): geared at empowerment for women towards personal development and self-employment 

	Ecuador 
	· Employment project for female heads of low-income households, in the programme “ Defence and promotion of employment and human resource development”a

	El Salvador
	· Proyecto Maquila: improving female employment conditions in the maquila industry a
· Support for labour- market participation by disabled women

· Private enterprise recreational project aimed at female workers and their children in the departments of San Salvador, La Libertad and Santa Anaa

	Mexico
	· Programme: “More and better jobs for women in Mexico (1998 - 2001)”

	Paraguay
	· Labour training and skilling program a
· Proyecto Las Jóvenes y el Trabajo Creativo: craftwork and artistic training aimed at labour market re-entry for women prisoners a

	Peru 
	· Female employment consolidation program (PROFECE): aimed at low-income women (since 1999)

· Sistema Nacional de Colocaciones PROEMPLEO: employment programme for women in non-traditional occupations (since 1998)

· Programa de Capacitación Laboral Juvenil – ProJoven: a policy to promote female labour-market participation (since 1999) 

	Uruguay
	· Job retraining programme: 53% of the beneficiaries are women (1993-1999)

· Job training and labour market entry programme for young people; specially addressing the needs of women and heads of family a
· Training projects aimed mainly at rural women and youth (PROCAPRO)a
· Programme to promote equal opportunities for women in employment and job training (execution approved, but subject to financing difficulties) of the Labour Retraining Fund run by the National Employment Board.

	National mechanism for the advancement of women

	Chile
	· Labour market empowerment programme for low-income women, especially heads of household (enrollments up to 2001) 

· Seasonal women workers programme a

	Cuba
	· Creation of specialized classes in languages and computing, in order to expand training for employment for women a
· Course in bicycle repair, skills training for female employment a

	Honduras
	· Programme to support adolescent girls, run in coordination with the National Professional training Institute a

	Other executing agencies

	Brazil 
	· Plano Nacional de Qualificação do Trabalhador – PLANFOR (1995 - ongoing)

· Programa Comunidades Solidárias: includes increasing the supply of professional training for female workers (1995) 

· Programa de Renda Mínima: includes programmes to update professional training

	El Salvador
	· Salvadoran Professional Training Institute (INSAFORP): project on centres accredited by INSAFORP; major incorporation of gender perspective (since 1998) 

	Nicaragua 
	· National Technological Institute: training programme in equal opportunities for non-traditional jobsa

	Panama
	· National Professional Training Institute: training for liaison units, radio and television programmes, awareness-raising campaigns and courses in non-traditional trades a

	Paraguay
	· Municipal Development Institute: programme to support training in community work for women a

	Peru 
	· National Literacy Programa
· Programa Wawa Wasi: day-care services for children of working mothers a


Sources: ECLAC, on the basis of published information and that provided by governments in the 1999 and 2000 survey; Directory of national organizations dealing with programmes and policies on women in Latin America and the Caribbean (LC/L.1065/Rev. 1), Santiago, Chile, 1998
a No data available on period of implementation or operation.

ANNEX I

Comments by Canada’s Delegate

- Under Best Practices:

1. Adoption of Institutional Mechanisms 

National Equality Plans: 

· In 2000, the Government of Canada, building on the work of the Federal Plan for Gender Equality (1995-2000), approved the Agenda for Gender Equality (AGE) as a government-wide initiative to advance women's equality.  The Agenda for Gender Equality is led by Status of Women Canada, in cooperation with three other federal departments: Justice, Human Resources Development and Health.

Gender Initiatives within an Economic Equality and Labor Context:

·  Canada established a Network mechanism to advance gender mainstreaming in its Department of Human Resources Development and Labour Program. Designated individuals receive gender analysis training and tools that enable them to support the application of gender analysis in their policy or program area.
· Status of Women Canada (SWC) has also created a Policy Research Fund to support independent, forward-thinking policy research on gender equality issues.  Some of the past research funded through PRF includes issues such as paid and unpaid work, women’s access to sustained employment with adequate benefits, gender equality indicators, women’s vulnerability to poverty, income security and labour policies for women, and employment equity.
2. Enactment of Legislation and Government Action


New and Amended National Legislation, Litigation and Government Action:

· Canada recently conducted a review of its Employment Equity Act.  The Act is designed to ensure equal access to jobs for four designated groups that have traditionally been disadvantaged in employment: women, aboriginals, persons with disabilities and visible minorities.  The Act applies to those portions of the public and private sectors that are federally regulated.  The Act requires employers to review its employment systems; accommodate the four designated groups through positive measures; prepare an employment equity plan that includes numerical goals to close gaps in representation; and report annually to the government.

Equal Pay/ Pay Equity:

· Canada has federal legislation that guarantees equal pay for work of equal value.  An independent Pay Equity task force is currently reviewing this legislation in order to recommend improvements to the legislative framework for dealing with pay equity matters. Furthermore, the Canadian Human Rights Commission is closely involved in ensuring the promotion of pay equity and adherence to pay equity provisions of the Canadian Human Rights Act.

Maternity Protection:

· Canada recently amended the Employment Insurance Act to increase the flexibility and duration of benefit payments to parents on maternity/parental leave for qualified workers.  A maximum of 50 weeks of combined maternity and parental and sickness benefits are now available to parents of newborns, up from 30 weeks prior to the changes.  Benefit levels are payable at 55% of recipients’ insurable earnings.  The larger benefit period has resulted in a significant increase in the number of fathers who are taking part of the benefit period to share in the care of their children.  

Childcare

· Canada recently announced new investments to provincial and territorial governments to substantially increase the number of child care and preschool spaces; reduce the cost of child care and preschool services for low- and modest-income families; and improve the quality od child care and preschool services.
Work-Life Balance

· Canada has created a work-life balance website to help employers, unions, managers and human resource professionals and practitioners find the most pertinent and recent information on work-life balance.  The website, http://labour.hrdc-drhc.gc.ca/worklife/welcome-en.cfm also includes research and data on work-life balance issues in Canada.

· Canada will also introduce a six-week compassionate care leave benefit under the Employment Insurance Act for individuals caring for a gravely ill or dying parent, child or spouse.  
4. Intersectoral and sectoral cooperation on equality polices in economic policies and employment

· In Canada, the Canadian Association of Administrators of Labour Legislation is a cross-jurisdictional committee of federal/provincial/territorial Departments of Labour representatives and heads of Occupational Safety and Health agencies.  It has a Women in Employment Committee, which is responsible for assessing and advising on the impact of labour-related policies and programs as they affect women in Canada.

5. Availability of Technical and Financial Resources

Training and Education on the Rights of Working Women (See Table 7)

· Furthermore, in November 2002, the Prime Minister of Canada established a Task Force on Women Entrepreneurs to examine the unique challenges faced by women business owners and review existing programs and services targeting women entrepreneurs.  In the spring of 2003 the Task Force will make recommendations on how the federal government can promote women’s entrepreneurship.

- Under Overview of Research

THE CANADA HEALTH AND SOCIAL TRANSFER AND ITS IMPACTS ON WOMEN

· Women and the CHST:  A Profile of Women Receiving Social Assistance in 1994

Katherine Scott, CCSD, Centre for International Statistics
· Benefiting Canada’s Children:  Perspectives on Gender and Social Responsibility

Christa Freiler and Judy Cerny


Child Poverty Action Group

· The Impact of Block Funding on Women with Disabilities


Shirley Masuda


DAWN Canada

· Women’s Support, Women’s Work:  Child Care in an Era of Deficit Reduction, Devolution, Downsizing and Deregulation

Gillian Doherty, Martha Friendly and Mab Oloman

· Women and the Equality Deficit:  The Impact of Restructuring Canada’s Social Programs 


Shelagh Day and Gwen Brodsky
· Who will be Responsible for Providing Care?  The impact of the Shift to Ambulatory Care and of Social Economy Policies on Quebec Women

Association féminine d’éducation et d’action sociale (AFÉAS), Denyse Côté, Éric Gagnon, Claude Gilbert, Nancy Guberman, Francine Saillant, Nicole Thivierge, Marielle Tremblay

WOMEN’S ACCESS TO JUSTICE

· A Complex Web:  Access to Justice for Abused Immigrant Women in New Brunswick


Baukje Miedema and Sandra Wachholz
· Access to Justice for Sexual Harassment Victims:  the Impact of Béliveau St-Jacques on Female Workers’ Rights to Damages

Katherine Lippel and Diane Demers

· Family Mediation in Canada:  Implications for Women’s Equality

Yvonne Peters, Sandra Goundry, Rosalind Currie, Equality Matters! Consulting

· Getting a Foot in the Door:  Women, Civil Legal Aid and Access to Justice 


Lisa Addario and the National Association of Women and the Law
CUSTODY AND ACCESS (URGENT ISSUE)
· Spousal Violence in Custody and Access Disputes:   Recommendations for Reform

Nicholas M. C. Bala, Lorne D. Bertrand, Joanne J. Paetsch, 


Bartha Maria Knoppers, Joseph P. Hornick, Jean-François Noel, 


Lorraine Boudreau, Susan W. Miklas


The Canadian Research Institute for Law and the Family

· Relocation of Custodial Parents

Martha Bailey, Michelle Giroux

THE RELATIONSHIP BETWEEN THE CHANGING ROLE OF THE STATE, WOMEN’S PAID AND UNPAID WORK, AND WOMEN’S VULNERABILITY TO POVERTY
· Unpaid Work and Macroeconomics: New Discussions, New Tools for Action

Isabella Bakker

· Policy Options to Improve Standards for Women Garment Workers in Canada and Internationally
Maquila Solidarity Network (Canada)

Lynda Yanz, Bob Jeffcott, Deena Ladd, Joan Atlin

· Gender on the Line: Technology, Restructuring and the Reorganzation of Work in the Call Centre Industry

Ruth M. Buchanan and Sarah Koch-Schulte

· Disability-related Support Arrangements, Policy Options and Implications for Women’s Equality


The Roeher Institute
· Social and Community Indicators for Evaluating Women’s Work in Communities
Louise Toupin and Nadine Goudreault

Relais-Femmes

· Women and Homework: The Canadian Legislative Framework

Stephanie Bernstein, Katherine Lippel and  Lucie Lamarche

· Aboriginal Women and Jobs:  Challenges and Issues for Employability Programs in Quebec

Le Partenariat Mikimon, Association des Femmes Autochtones du Québec / INRS-Culture et Société

Carole Lévesque, Nadine Trudeau, Joséphine Bacon, Christiane Montpetit Marie-Anne Cheezo, Manon Lamontagne, Christine Sioui Wawanoloath

THE INTEGRATION OF DIVERSITY INTO POLICY RESEARCH, DEVELOPMENT AND ANALYSIS

· Employment Equity Policy in Canada:  An Interprovincial Comparison

Abigail B. Bakan, Audrey Kobayashi

· Substance Use and Pregnancy:  Conceiving Women in the Policy Making Process

Deborah Rutman, Marilyn Callahan, Audrey Lundquist, Suzanne Jackson, and Barbara Field

· Sponsorship…For Better or For Worse:  The Impact of Sponsorhip on the Equality Rights of Immigrant Women

Andrée Côté, Michèle Kérisit, Marie-Louise Côte

Table féministe francophone de concertation provinciale de l’Ontario

· Women’s Movements and State Feminism: Integrating Diversity into Public Policy

Jill Vickers, L. Pauline Rankin, with the research assistance of Ann-Marie Field

· North American Indian, Metis and Inuit Women Speak About Culture, Education and Work

Carolyn Kenny

REDUCING WOMEN’S POVERTY:  POLICY OPTIONS, DIRECTIONS AND FRAMEWORKS

· The Changing Nature of Home Care and its Impact on Women’s Vulnerability to Poverty

Marika Morris, Jane Robinson, Janet Simpson 

for the Canadian Research Institute for the Advancement of Women

· The Dynamics of Women’s Poverty in Canada
Canadian Council on Social Development (CCSD) Katherine Scott, Clarence Lochhead

· Reducing Poverty Among Older Women:  The Potential of Retirement Incomes Policies



Monica Townson

· Building Capacity: Enhancing Women’s Economic Participation Through Housing

Laura C. Johnson and  Allison Ruddock for the Canadian Housing and Renewal Association

· Social Policy, Gender Inequality and Poverty

Lorraine Davies, Julie Ann McMullin and William R. Avison with Gale L. Cassidy

· Economic Impact of Health, Income Security and Labour Policies on Informal Caregivers of Frail Seniors


Janet Fast, Jacquie Eales and Norah Keating

· The Insertion Model or the Workfare Model?  The Transformation of Social Assistance within Quebec and Canada


Sylvie Morel

FACTORING DIVERSITY INTO POLICY ANALYSIS AND DEVELOPMENT:  NEW TOOLS, FRAMEWORKS, METHODS, AND APPLICATIONS
· Enabling Income:  CPP Disability Benefits and Women with Disabilities



Tanis Doe and Sally Kimpson

· If Gender Mattered: A Case Study of  Inuit Women, Land Claims and the Voisey’s Bay Nickel Project


Linda Archibald and Mary Crnkovich

· Housing Policy Options for Women Living in Urban Poverty:  An Action Research Project in Three Canadian Cities 


Marge Reitsma-Street, Josie Schofield,  Brishkai Lund and Colleen Kasting


Community Social Planning Council of Greater Victoria

· Taking Risks:  Incorporating Gender and Culture into the Classification and Assessment of Federally Sentenced Women in Canada


Kelly Hannah-Moffat and Margaret Shaw

WOMEN AND THE CANADIAN TAX SYSTEM
· Women, Tax and Social Programs:  The Gendered Impact of Funding Social Programs Through the Tax System


Claire F.L. Young

· Mothers as Earners, Mothers as Carers:  Responsibility for Children, Social Policy and the Tax System


Christa Freiler, Felicite Stairs, Brigitte Kitchen with Judy Cerny

THE INTERSECTION OF GENDER AND SEXUAL ORIENTATION: THE IMPLICATIONS OF POLICY CHANGES FOR WOMEN IN LESBIAN RELATIONSHIPS

· The Impact of Relationship Recognition on Lesbian Women in Canada:  Still Separate and Only Somewhat Equivalent


Kathleen A. Lahey

· Recognition of Lesbian Couples: An Inalienable Right


Irène Demczuk, Michèle Caron, Ruth Rose, Lyne Bouchard

TRAFFICKING IN WOMEN:  THE CANADIAN DIMENSION
· Canada:  the New Frontier for Filipino Mail-Order Brides


Philippine Women Centre of British Columbia

· Migrant Sex Workers from Eastern Europe and the Former Soviet Union:  The Canadian Case

Lynn McDonald, Brooke Moore and Natalya Timoshkina

· Trafficking in Women in Canada: A Critical Analysis of the Legal Framework Governing Immigrant Live-in Caregivers and Mail-Order Brides

Louise Langevin and Marie-Claire Belleau

WOMEN AND THE CANADIAN HUMAN RIGHTS ACT (URGENT ISSUE)
· Women and the Canadian Human Rights Act:  A Collection of Policy Research Reports

Shelagh Day and Gwen Brodsky


Donna Greschner and Mark Prescott


Martha Jackman and Bruce Porter



Sandy Welsh, Myrna Dawson and Elizabeth Griffiths

YOUNG WOMEN AT RISK

· On Her Own: Young Women and Homelessness in Canada

Canadian Housing and Renewal Association

with researchers Sylvia Novac, Margaret Eberle, Luba Serge and Joyce Brown

· Mental Health Promotion Among Newcomer Female Youth: Post-Migration Experiences and Self-Esteem
Nazilla Khanlou, Morton Beiser, Ester Cole, Marlinda Freire, Ilene Hyman and Kenise Murphy Kilbride

WHERE HAVE ALL THE WOMEN GONE?  CHANGING SHIFTS IN POLICY DISCOURSES
· The Framing of Poverty as “Child Poverty” and Its Implications for Women

Wanda Wiegers

· A Motherhood Issue: Discourses on Mothering Under Duress

Lorraine Greaves, Colleen Varcoe, Nancy Poole, Marina Morrow, Joy Johnson, Ann Pederson and Lori Irwin

FIRST NATIONS WOMEN, GOVERNANCE AND THE INDIAN ACT (URGENT ISSUE

· First Nations Women, Governance and the Indian Act: A Collection of Policy Research Reports


Judith F. Sayers and Kelly L. MacDonald


Jo-Anne Fiske, Melonie Newell and Evelyn George


Wendy Cornet

WOMEN’S ACCESS TO SUSTAINED EMPLOYMENT WITH ADEQUATE BENEFITS: PUBLIC POLICY SOLUTIONS

· The 1997 Canada Pension Plan Changes: Implications for Women and Men.
Adil Sayeed

· Re/Working Benefits: Continuation of Non-Cash Benefits Support for Single Mothers and Disabled Women

Tanis Doe and Doris Rajan, with Claire Abbott

· Occupational Health of Women in Non-Standard Employment

Isik Urla Zeytinoglu, Josefina Moruz, M. Bianca Seaton and Waheeda Lillevik

OTHER PUBLICATIONS

· Gendering Immigration/Integration:  Policy Research Workshop Proceedings and A Selective Review of Policy Research Literature, 1987-1996

Sharon Abu-Laban, Lori Wilkinson, Danielle Juteau, and Patricia Bittar

· Finding Data on Women:  A Guide to Major Sources at Statistics Canada


Marcia Almey, Statistics Canada

· Aboriginal Women in Canada:  Strategic Research Directions for Policy Development


Madeleine Dion Stout and Gregory Kipling

· Gender Equality Indicators: Public Concerns and Public Policies


Leroy Stone, Zeynep Karman and Pamela Yaremko (editors)

· The 1996 Census Unpaid Work Data Evaluation Study

Leroy O. Stone and Sandra Swain, Statistics Canada

ONGOING POLICY RESEARCH PROJECTS (NOT YET PUBLISHED):

WHERE HAVE ALL THE WOMEN GONE?  CHANGING SHIFTS IN POLICY DISCOURSES

· School Success by Gender: A Catalyst for the Masculinist Discourse

Pierrette Bouchard, Isabelle Boily and Marie-Claude Proulx

· The Experience of Women’s Organizations Involved with the Regional Planning of Quebec’s Social and Health Services

Jocelyne Bernier, Bilkis Vissandjée and Marlène Dallaire

*
Some of these papers are still in progress and not all titles are finalized.

WOMEN’S ACCESS TO SUSTAINED EMPLOYMENT WITH ADEQUATE BENEFITS: PUBLIC POLICY SOLUTIONS

· Women in Non-Standard Jobs – The Public Policy Challenge

Monica Townson

· Living Beyond the Edge: The Impact on Single Mothers of Trends in Non-Standard Work

Marylee Stephenson

· Women & Employment: Removing Fiscal Barriers to Women’s Labour Force Participation 

Kathleen Lahey 

· Improving Working Conditions for Home Day Care Providers

Josée Belleau, Rachel Cox

· Women in Own-Account Self-Employment: A Policy Perspective

Judy Bates

· Self-Employment for Women: Policy Options That Promote Equality and Economic Opportunities

Donna Lero, Karen Korabik

*
Some of these papers are still in progress and not all titles are finalized.

TRADE AGREEMENTS AND WOMEN *

· Protecting Canada's Proactive Employment Equity Measures in the Context of the Trade Agreements
Lucie Lamarche

· Trade Agreements and Women's Health

Olena Hankivsky, Marina Morrow

· Engendering Canadian Trade Policy: A Case-Study of Labour Mobility in Trade Agreements

North-South Institute

· Trade Agreements, the Health Care Sector, and Women’s Health

Teresa Cyrus, Lori Curtis 

· Women with Disabilities Accessing Trade

Deborah Stienstra

· Building Canadian Models of Integrating Gender Perspectives into Trade Agreements: APEC and the WTO

Kartini International

· From the Fur Trade to Free Trade:  Trade Agreements and Aboriginal Women in Canada

Connie Deiter, Darlene Rude

*  Some of these papers are still in progress and not all titles are finalized.

ANNEX II

Comments by Costa Rica’s Delegate

National Institute of Women

Area: Gender Equity Policy Management

Sector: Gender and Work

As in previous years, INAMU is submitting a report on activities for the promotion and protection of the labor rights of Costa Rican women.

A.
Direct support and advisory services to the Gender Equity Unit of the Ministry of Labor and Social Security (MTSS)

In the context of the INAMU-MTSS Convention, approved in December 2002, INAMU has been providing the Gender Equity Unit of MTSS with ad hoc and weekly support and advisory services in implementing the Gender Equality and Equity Action Plan 2000-2002, and in preparing the plan for 2003-2006.

In that plan, INAMU was involved in the following lines of work:

1.  Institutionalizing the Gender Equity Unit

In the course of an internal restructuring that was undertaken the previous year, legal advice was sought from the MTSS Audit Office, and technical assistance from the Planning Unit of MTSS, to help position the Gender Unit within the organization.  A decisive role was played in this regard by the Minister for the Status of Women: she intervened directly with the Minister of Labor in order to establish clearly the status and functions of the Gender Unit.  The outcome was very positive, and the unit has maintained and consolidated its status and its responsibilities within the ministry.

2.  Promoting the gender perspective across MTSS activities

Advisory services are provided on at least a weekly basis to members of the Gender Unit in planning and carrying out their work.

The various offices are working to ensure that information records are broken down by sex: a number of instruments have been designed, and negotiations are underway with senior management to put them into effect and improve them.

Twelve gender awareness and analysis workshops were conducted in the following sections of the ministry: Labor Relations Division, Employment Division, Alternative Dispute Settlement Area, Inspection Division of San Jose, Inspection Division of Cartago, Inspection Division of Heredia, Inspection Division of Limon and DEFAF.  Each of these workshops lasted a full day, and in some cases they were divided into two parts.  In total, 120 persons (63 men and 57 women) were sensitized.  Nine of the 12 workshops were conducted by the INAMU expert on gender and work, who is an adviser to the Gender Unit.

3.  Support for the 800-Trabajo line

As a result of the MTSS Project for Promotion of Women's Labor Rights in 2001 and 2002, an 800-Trabajo ["800-Work"] telephone line was installed to deal with queries by women seeking to enforce their labor rights. This line has been maintained thanks to the efforts of Gender Unit employees, but there is a need now to hire and train a person to attend to that line, and also to secure further funding for new campaigns to publicize rights and promote use of the 800 line. The INAMU is working together with the Gender Unit in this search. 

 The information compiled on this service has been recorded in a registry, showing that most of the inquiries have to do with problems of disregard for pregnancy and maternity leave; secondly, sexual harassment, and third, employment discrimination for reasons of gender. 

B. Preparation of guidance manuals for the National Employment Information, Orientation and Intermediation System", established by Decree 29219 - MTSS

In August 2001, work began on preparation of four guidance manuals for incorporating gender considerations in the workplace, with an initial chapter entitled "Considerations and Recommendations for Using These Guidelines with a View to Gender Equity.  Looking at Things from a Different Viewpoint".

The manuals have the following titles:

· Occupational Information for Employment and the Labor Market.  

· Information on the Availability of Training Services in Costa Rica.  

· Vocational and Occupational Guidance.  

· Job-Hunting Techniques.

C.  Implementation of the first stage of the project for "Recognition for Public and Private Organizations in Costa Rica Developing a Gender Equity Management System (SIGEG)”

On February 15, 2002, the “Gender Equity Seal of Approval” (Sello de Equidad de Géero)  project was signed between INAMU and the Costa Rican Initiative for International Competitiveness (ICCI-2), which, with funding from the Government of Canada, financed the initiative until December.  The process has been extended for ten months.

In June, in light of resistance from the Costa Rican Chamber of Industry, we decided to slow down the process, to change the name of the project, to drop references to rules, certification, audits and labeling, and to speak instead of a mechanism for awarding recognition to public and private organizations that develop a Gender Equity Management System (SIGEG).  Of course, this meant making changes to the proposed timetable and in the strategy for publicizing and promoting the outcome of the project, with the result that the process had to be extended until December.

In any case, the essential thrust of the proposal has not been changed, only the implementation strategy, and we continue to believe that we can develop an international standard similar to the ISO standards – after all, the existing globalized patriarchy must be replaced with equally global mechanisms: "this means thinking big but being realistic and moving slowly so as to wear down resistance".  Yet we know that there will be times when negotiations will not produce the positive effects that we have achieved to date, since objections may be impossible to reconcile with our purposes and principles.  When this happens, we will have to move forward despite resistance, together with the support that we have strategically lined up for such an eventuality.

Context and Rationale for the Initiative

Summary:

It is clear that both the national and the world economic situations are leading to transformations in the economy, giving rise to new productive sectors that are more dynamic, where the principal attraction, in theory, is that they generate greater employment opportunities for women.  Nevertheless, reality shows us that in many cases these jobs are precarious, and that their productivity and quality are low, that they do not respect existing labor legislation and that they restrict access to social security.  Therefore, the growing incorporation of women into the labor force does not necessarily imply an improvement in their working conditions.  (Various documents, ILO; Platform of Action, Beijing Declaration 1995).

In this context, generating labor opportunities and empowering women economically, moves that are essential to eliminating the gender gap in the labor force, will involve efforts to protect and promote labor rights and to encourage "more and better jobs for women", the dimensions of which have been amply developed by the International Labor Organization (ILO) under the heading of decent work and quality employment.

General Description of the Initiative


The object of the initiative is to create an instrument that will be recognized nationally and internationally to help bring about a change of attitude and of management in private and public businesses and organizations in Costa Rica, in order to strengthen investment in the country's human and social capital under conditions of gender equality and equity.

In summary, the overall proposal consists of three stages. The first stage, as noted above, has been completed, and ran from February until December 2002. It involved:

1.  An ongoing research process into similar experiments nationally and internationally. 

That research resulted in:

· A document compiling the results of the research.  

· A proposed system of incentives for companies to adhere voluntarily to the recognition process.  

· A proposal for basic evaluation mechanisms for obtaining recognition.  

· A proposed strategy for dissemination and promotion for the subsequent stages of the initiative.  

· An instrument for awarding recognition to public and private organizations that meet the requirements established for developing the Gender Equity Management System (SIGEG) (brochure published).

2.  A preliminary evaluation, in the Province of Quebec, Canada, of the general attitudes of potential consumers (importers and direct consumers) for products that could be distinguished with a label recognizing that they were produced under fair working conditions for women.

3.  A visit to Canada to learn about experience there in promoting gender equality and equity, to gather information, and to establish ties. 

The planned second stage will consist of a preparatory phase of at least six months, in which other instruments will be designed as necessary for implementing the recognition process, such as for example manuals for evaluators and data recording forms.

The third stage would include the experimental or pilot phase, which would consist of a validation period of at least six months, after which the instruments would be adjusted in accordance with the results obtained.

Main Activities and Methodological Strategy:

In 2001, INAMU undertook a survey of Best Labor Practices, the results of which were published on March 8, 2002, International Women's Day.

That study reviewed initiatives by 37 businesses in the country, which can be considered as practices that are sensitive to gender equity.  These are not part of any articulated policy within their organizations; rather, they are isolated but innovative efforts that depend more than anything else on the sensitivity of the person or persons taking the decisions.

The survey found that it was possible to work with the business sector, that there was a positive attitude towards women's work and their abilities, and that such measures would not be implemented unless they could produce positive results for the organizations.

The foregoing experience and the consultations that were held with various experts led to development of the following strategy:

Components:

a.
Identifying gender gaps

According to the Seventh Report of the "State of the Nation" Project (2001), the identification of gender gaps as a methodological resource makes it possible to show the distance between the genders, and the implications of that distance in terms of generating opportunities and developing the full potential of people who find themselves at a disadvantage.

b.
Encouraging a shift in thinking

The shift in thinking that is being promoted seeks to add a new social and economic value to women's work, and turn it into a competitive advantage, on one hand, by enhancing the productivity of women and, on the other hand, by distinguishing the products or services of organizations that have achieved recognition, so as to assure the socially aware consumer that the product was produced under conditions of gender equity, with absolute respect for the working rights of women. The idea is to strike a balance between economic and social values.

c.
Moving beyond isolated examples of sensitivity to gender equity

We must start from a systemic focus that is compatible with an overall, integral approach from the gender perspective, and for that reason we are promoting development of the Gender Equity Management System (SIGEG) in organizations. 

This system must contemplate a policy that will strategically articulate labor practices, and that will lead gradually to the elimination of the gender gap identified in organizations willing to participate voluntarily in the recognition process.

There must be a clear and explicit commitment from the senior management of organizations if the SIGEG is to be implemented successfully.

d.
Looking for similar experiments

From the outset, we have constantly been searching for similar experiences, nationally and internationally, that can be used as points of reference.

e.
Visit to Canada (May 1929)

Ten public and private organizations were visited, and 25 individuals, who in all cases offered us their support and provided us with important recommendations based on their own experience.

f.
Seeking consensus and technical and social legitimacy

Given the sensitivity of the issue of respect for women's labor rights, we felt that the best option was to try to establish some mechanisms for winning consensus and legitimacy through various types of consultations:

· With experts in the issue of certification and standardization, gender experts, including colleagues from INAMU.  These consultations were held in both individual and group formats.  

· With key organizations, by involving them in workshops and meetings.  In total, five workshops were held (three general consultations, one technical consultation with officials of INAMU, and one wrap-up session where the results represented) and nearly 30 meetings for consultations and presentation of the project.  

· With technical bodies, as had been planned from the outset: the National Accreditation Entity (ENA), the Costa Rican Institute of Technical Standards, and the CSA-International, which we visited in Canada.

g.
Networking

In total, 153 people were involved, belonging to 29 agencies, both public and, more often, private:

In Costa Rica:

The “Estado de la Nación” project

Master’s program in Women’s Studies (UCR-UNA)

ILO

IIHR

Centro Internacional de Estudios del Trabajo (Mexico)

Foro de Empresarias y Profesionales de Costa Rica

UCCAEP

CIRC

Chamber of Commerce 

CACIA

CADEXCO

INTECO

ENA

MAG ( “Sustainable” and “Organic” seals program)

MEIC

MTSS

COMEX

PROCOMER

ASEPROLA

Fundación PANIAMOR

ANEP

Mesa Nacional Campesina

Federación Costarricense para la Conservación del Ambiente

COECOCEIBA-AT

Fondo Microproyectos Costarricenses

Fundación Diwak

Servicio de Noticias de la Mujer

CENFOTEC

Confederación Centroamericana de Cooperativas (CCC-CA)

In Canada:

Human and Youth Rights Commission (Quebec).  

Committee responsible for advising on enforcement of the Pay Equity Act in the

Ministry of Labor and Social Security.*  

Pay Equity Commission.  

Treasury Board (responsible for the national budget, and executing agency for implementing the Employment Equity Act in the public service) 

Parliamentary Women's Network of the Americas.  

Quebec Federation of Trade Unions.  

Federation of Consumers Associations of Quebec.  

Business Employment Equity Adviser**. 

CSA/SMI Division

*TRANSLATOR’S NOTE: I was unable to identify this committee, or the ministry named. For Quebec, there is the “Ministère du travail”, or “Ministry of Labor”, and at the federal level there is “Human Resources Development Canada”

** Unable to identify this title in a Canadian context

Lessons Learned:

· Since this is such a sensitive issue and arouses so many expectations, it is important to restrict its dissemination and to conduct consultations and present the project bilaterally.  This will help to overcome resistance and gain support, as well as preventing those who do not share the project’s goals from confusing the others.

· The notion of developing a Gender Equity Management System is difficult to understand, because it requires a mastery of two technical areas: gender and industrial engineering.  

· When we held meetings we realized that we were negotiating on the basis of people's sensitivities, and that they did not have any clear idea of what the project meant from the gender perspective.  

· We learned, then, that sensitization campaigns must be less technical and more gradual than we had planned initially - although the target population in many cases is well-educated - and moreover that we need to allow more room to clear up individual doubts, as we have been doing in our meetings since August.

Some final considerations:

1.  It is important to launch the pilot plan with organizations that are ready to develop a Gender Equity Management System, regardless of whether they are public or private, how many workers they have, or what business they are engaged in.  What is important in this phase is a readiness to cooperate and to join the project, since it is essential to make this demonstration phase as much of a success as possible.  It is also important to consider organizations representing different sectors, in order to validate the instruments under different circumstances.

2.  It is important not to allow the project to lose momentum: there should be no interruptions in terms of information, action or sensitization efforts, since the gradual process of changes in values and attitudes requires a permanent effort.  A vacuum of this kind could lead to loss of interest on the part of people who have been involved and sensitized, or they could become discouraged because the expectations generated during this first phase of the project might be disappointed.

3.  The links established with different public and private organizations in Canada should be strengthened and put to use, since it is essential for the project to move beyond the frontiers of Costa Rica and to take advantage of, among other things, the Free Trade Treaty between Costa Rica and Canada, under which we could select some Costa Rican companies that are exporting to Canada, and establish joint experiments between the two countries that would provide feedback and help improve the project.  

4.  We should take advantage of the opportunity presented by the Labor Cooperation Agreement between the Government of Costa Rica and the Government of Canada, which was approved in our country by Law No. 8295, published in the official Gazette No. 170 of September 8, 2002, article 12 and Annex 3, "Cooperation Activities", which provide the following:

“The parties have established the following indicative list of areas for cooperative activities that they may develop pursuant to article 12:

…

c)  Strengthen the departments and bodies with jurisdiction over social security matters, particularly those responsible for the administration of policies and programs for working women, persons with disabilities and the protection of young persons at work.”

5.  In March of this year (2003) we prepared two project profile proposals that are now in the process of review and approval by INAMU, in order to seek financing for them.

The two proposals are aimed at improving the productive employment of women.  Following is a brief description of them

It has been demonstrated that better working environments can increase the productivity of female workers and therefore the level of performance and competitiveness of their organizations.  As well, gender equity can become a competitive advantage, since it adds social value to the productive process, contributing in this way to social peace and democracy in our country and in the region.

It is clear that the world economic situation is producing transformations in the national and regional economy, giving rise to new, more dynamic productive sectors where the principal attraction is that, in theory, they generate greater employment opportunities for women.  Yet reality shows that, among other things, those jobs are precarious, their productivity and quality are low, they do not respect established labor legislation, and they restrict access to social security.  Therefore, women's participation in the labor market has increased, but this has not been accompanied by any substantial improvement in their working conditions or in the quality of employment.

In this context, generating work opportunities and economic empowerment for women, which are needed to eliminate the gender gap in the labor market, involves actions to promote and protect labor rights and to encourage "more and better jobs for women", the dimensions of which have been amply developed by the ILO under the heading of the decent work and quality employment.

One strategic move in this direction is the employment equity recognition system that INAMU is promoting for public and private organizations that institute the Gender Equity Management System (SIGEG).  This institution, together with the Ministry of Labor and Social Security (MTSS) and the ILO, has conducted research showing that in Costa Rica there are organizations concerned with offering jobs to women, and that they benefit from this in ways that help to achieve higher output and profits.  In this way, the INAMU is hoping that more organizations will adopt similar measures by means of an internal policy of employment equity between men and women.  Moreover, it hopes that this experiment will serve as a model and a mechanism for promoting and strengthening the economic rights of women in the region.  

The other proposal has to do with the need to promote the “National System of Employment Information, Orientation and Intermediation", and to seek ways of improving women's employability, so as to increase their participation in the workforce, and help them remain there and improve their skills levels.

Both proposals have been designed with the recognition that there is a direct linkage between them: "employment equity recognition" seeks to encourage innovative activities that go beyond simply complying with labor legislation and that will also offer other benefits for improving working conditions for women and enhancing the productivity of organizations.

As a complementary proposal to the foregoing, and in order to guarantee access for women to higher-skilled jobs, there is a second proposal to prepare "labor orientation guidelines for women", which will help the government fulfill its duty to intervene proactively with economic agents by means of strategic activities, such as employment intermediation, understood as the process of timely, advantageous and equitable placement of persons in paid employment, through linking labor demand and supply, with due sensitivity to changes in the labor market.

ANNEX III

Comments by Brazil Delegate

“Program Brazil, Gender and Race” and Discrimination against Women

I.  Introduction

The struggle for equality of rights, which has undoubtedly intensified since promulgation of the Universal Declaration of Human Rights, has not taken place in an egalitarian way for men and women, despite that Declaration's recognition that all human beings are born equal in dignity and in rights (Article 1), and that they should be subjected to no distinction of any kind, such as race, color, sex, language, religion, political or other opinion, national or social origin, property, birth or other status (Article 2).

On the other hand, in the world of work, although women represent nearly 51 percent of the population and although they already occupy nearly half the jobs, they still face daily discrimination, and even if they have proper qualifications they continue to be excluded from the decision-making process.  This happens despite a body of legal provisions proclaiming equality of opportunity for all: ILO Convention No. 100
, dealing with equal pay for female workers when they perform the same work as a man; ILO Convention No. 111
, which makes it a violation of human rights to discriminate in any way based on distinction, exclusion or preference for reasons of race, color, sex, religion, political opinion, national or social origin, in an attempt to destroy or alter equality of opportunities or treatment in terms of employment or occupation, together with constitutional rules for protecting women in the labor market, by means of specific incentives (Article 7, XX), and the prohibition of discrimination in salaries, in the exercise of functions, and in criteria of admission, by reason of sex, age, color or civil status (Article 7, XXX).

These rules are not intended to homogenize men and women, but on the contrary to give them equal opportunities so that both sexes can develop their full potential and make their contributions to society.

II.  The objective of the " Program Brazil: Gender and Race"

In 1997 the Ministry of Labor and Employment, as the federal administrative body responsible for regulating and supervising employment and occupational relations, with the intent of combating this and other types of discrimination, launched the “Program Brazil: Gender and Race -- Implementation of ILO Conventions Nos. 100 and 111", coordinated by the International Advisory Office, the goal of which is to implement the guidelines and principles from that convention.

In this respect, any practice is unacceptable if it would discriminate in terms of access or of employment or occupational relationship, meaning that any exclusion or preference based on race, color, sex, religion, political opinion, national or social origin, is unacceptable, as proclaimed in ILO conventions Nos. 100 and 111, as is any discrimination based on age, sexual orientation, state of health, disabilities
, citizenship, obesity, and other factors, since the fundamental objectives of the Federal Republic of Brazil include promoting the welfare of all, without regard to race, origin, sex, color, age or any other form of discrimination (Article 3, IV, of the 1988 Federal Constitution).

III.  The Units for Promoting Equality of Opportunity and Combating Discrimination

The program is active in all 27 entities of the Brazilian Federation, through regional labor commissions [delegacies] and sub-commissions [subdelegacias], by means of Units for Promoting Equality of Opportunity and Combating Discrimination, which today number. 74 Units and are distributed as follows:

· In the state capitals and in the Federal District there are 27 Units: Porto Alegre/RS, Florianópolis/SC, Curitiba/PR, São Paulo/SP, Rio de Janeiro/RJ, Vitória/ES, Belo Horizonte/MG, Brasília/DF, Goiânia/GO, Cuiabá/MT, Campo Grande/MS, Palmas/TO, São Luís/MA, Teresina/PI, Fortaleza/CE, João Pessoa/PB, Maceió/AL, Recife/PE, Salvador/BA, Natal/RN, Aracaju/SE, Boa Vista/RR, Porto Velho/RO, Manaus/AM, Macapá/AP, Belém/PA and Rio Branco/AC;

· There are two Units in the sub-commissions of the State of Santa Catarina: Blumenau and Joinville;

· There are two Units in the sub-commissions of the State of Pernambuco: Caruaru and Petrolina;

· There are 10 Units in the sub-commissions of the State of Rio de Janeiro: Nova Friburgo, Cabo Frio, Nova Iguaçu, Itaguaí, Campos, Duque de Caxias, Niterói, Petrópolis, Volta Redonda and Itaperuna;

· There are 19 Units in the sub-commissions of the State of São Paulo: Araraquara, Araçatuba, Barretos, Bauru, Campinas, Franca, Guarulhos, Jundiaí, Marília, Osasco, Piracicaba, Presidente Prudente, Ribeirão Preto, Sorocaba, São Carlos, São José dos Campos, São José do Rio Preto, Santo André and Santos;


· There are 5 Units in the sub-commissions of the State of Paraná: Maringá, Ponta Grossa, Londrina, Foz do Iguaçu and Cascavel;

· There are 5 Units in the sub-commissions of the State of Minas Gerais: Divinópolis, Juiz de Fora, Poços de Caldas, Pouso Alegre and Varginha, and 

· There are 4 Units in the sub-commissions of various states: Dourados/MS, Caxias do Sul/RS, Mossoró/RN and Imperatriz/MA.

IV.  Statistics

The activities conducted by the Units, which involve receiving complaints and providing guidance with respect to the discriminatory practices, have grown, in terms of the number of cases handle, by 217 percent between 2010 and 2001, by 292 percent between 2010 and 2002, and by 18.2 percent to November of this year over 2001.

V.  Actions taken by the Units

The Units for Promoting Equality of Opportunity and Combating Discrimination in Employment and Occupation are active in the following ways:

· Educational and preventive action: discussion groups, seminars and workshops, focusing on the principles and guidelines of ILO Conventions 100 and 111, and other related conventions, in universities, schools, businesses, governmental and nongovernmental organizations, labor unions, etc.

· Mediating in individual and collective disputes: receiving complaints on any discriminatory practices regarding job access and labor relations.  These complaints are for the most part dealt with by the Units for Combating Discrimination and Promoting Equality of the Regional Labor Commissions, through conciliation hearings with the parties involved.

· Affirmative action: encouraging the hiring of persons with disabilities, according to the provisions of Article 93 of Law No. 8213/91 and Article 36 of the Decree No. 3298/99, by conducting inspections in businesses that are subject to this legal requirement.  The objective is to protect persons with disabilities and ensure that they receive equal treatment in labor relationships.

· Partnerships: the Units for Promoting Equality of Opportunity and Combating Discrimination in Employment and Occupation cooperate with many other entities and associations representing segments of the population that suffer from exclusion, such as women, blacks, people with HIV, the elderly, Indians, people with disabilities, homosexuals, etc., and also with governmental organizations – the Attorney General's Office, the Public Defender, State and Municipal Councils, State and Municipal Secretariats, public employment systems, the Social Security Institute (INSS), etc.

· Support for efforts by third parties: the Units always seek to support and encourage other initiatives for promoting equality of opportunity and treatment.

Is important to note that the pursuit of these activities demonstrates the feasibility of expanding the debate and taking concrete actions to combat discrimination, with a view to changing societal attitudes and fostering the effective application of the constitutional principle of equality, as the guarantee of full citizenship rights.

The kinds of discrimination most frequently encountered by female workers occur in relation to pregnancy, race, especially for black women, sexual harassment, and discrimination against HIV carriers and people with disabilities or who have been rehabilitated.  These kinds of discrimination, and others, result in arbitrary and illegal dismissal or the creation of a hostile environment in the workplace, as a way of forcing requests for dismissal.

VI.  The most common discriminatory practices

Following is a description of such occurrences, and an indication of the action taken in each case by the Units for Promoting Equality of Opportunity and Combating Discrimination in Employment and Occupation:

· Pregnant women

Many women, once their pregnancy is confirmed, are immediately dismissed or are subjected to inhumane and discriminatory treatment by employers that poses a risk to their health.  In these cases, the Units, through negotiation between the worker and her employer, have succeeded in reversing dismissals or eliminating discrimination.

· Female workers with HIV

The lack of information on the part of business managers and their own colleagues at work is one of the main factors that leads to discrimination against women who are carriers of infectious diseases, especially HIV/AIDS.

The complaints that reach the Units nearly always have to do with cases of summary dismissal where an employer has discovered that a female worker is seropositive, either spontaneously or through illegal examination, which constitutes a criminal act, by exposing her to the prejudice of her colleagues.

· Black female workers

The generalized discrimination against women and blacks, combined in most cases with difficulties of access to education, keeps black women in the lower paid ranks, earning less than men and white women, and even less than black men, and relegating them to the least skilled jobs.

The Units throughout the country are conducting activities in cooperation with agencies for defending women's rights, to reverse this trend by hiring women, especially black women.

· Sexual harassment

The threat of summary dismissal, with or without payment of termination allowances, is a weapon that many employers use as a way of forcing female workers to tolerate sexual harassment.  The complaints that reach the Units prove that women are the victims of sexual harassment in the workplace, especially those engaged in domestic work.  This practice however occurs in all branches of employment, and does not spare even those women in the most highly qualified jobs.

The Units are pursuing efforts in partnership with the Unions of Female Domestic Employees to combat this practice.

· Women with disabilities

The greatest discrimination facing women with disabilities or who have been rehabilitated is access to work, since businesses, and society as a whole, see such people as incapable of performing a job, to which we must obviously add the factor of general discrimination against women.

Through mediation services and in partnership with the SINES and the rehabilitation section of the INSS, the Units are enforcing the provisions of Article 93 of Law 8213/91, which requires that companies with more than 100 employees must hire between two and five percent of people with disabilities or rehabilitated.  Women with disabilities or rehabilitated represent nearly 50 percent of this contingent.

· Moral harassment

In order to keep a job or to be able to work overtime many workers, most of whom are women, are forced to put up with threats, insults and acts of sabotage by their superiors.

In most cases, such acts lead to a deterioration of their health and may even lead some workers to request dismissal.

Given the difficulty of proving such situations, however, which prevents complaints from being lodged, the Units act in a preventive way by promoting awareness and sensitization campaigns among business managers to take action to reduce cases of moral harassment.

· Sexual orientation

Sexual orientation prevents many female and male workers from getting a job and they may be dismissed for unjustified reasons, which obviously can affect their self-esteem and lead to their marginalization.

The Units are acting to combat this form of discrimination, especially when it comes to selection criteria that bar female and male workers from jobs solely because of their sexual orientation.

· Exclusion lists (or "black lists")

Many complaints reaching the Units relate to situations known commonly as "blacklisting", exclusion lists that include workers who have lodged work-related complaints, those who are included in the SERASA debtors registry, and workers from companies and certain sectors of the economy, such as urban transport, who after being dismissed can never again be hired by another firm in the same industry.

Women are most likely to be victims of this kind of discrimination, since, quite apart from their small share of employment in these activities, women are always the first to be let go and the last to be hired.

Companies that refuse to higher workers who are included on these lists must prove to the Units that those people do not meet the qualification requirements for the job.

· Age

Age can be used to exclude people from jobs.  This practice is very common in all parts of the country, even in vacancy notices placed in the classified ads sections of newspapers.  This kind of discrimination affects women in particular, because of the insistence on "good looks".

National legislation prohibits this discriminatory practice, and punishes it with a fine equal to 10 times the value of the maximum wage paid by the company.

The Units are working to prevent this practice, in collaboration with the mass media, especially the newspapers, which have signed Terms of Commitment not to permit publication of job vacancy notices that set an age limit.

· Other discriminatory practices

Other kinds of complaints about discriminatory practices that are received and handled by the Units refer to obesity and religion, among other things.  Many male and female workers have been the victims of discrimination because of obesity, on the basis of criteria that have no rational motivation.  The most likely victims of this kind of discrimination are women seeking jobs that involve dealing with the public.  Discrimination on the basis of religion deprives workers of one of the fundamental rights guaranteed by the Brazilian Constitution, namely freedom of conscience and belief.

VII.  Conclusion

Although it was only recently launched, there is no doubt that the Program Brazil, Gender and Race is fulfilling the guidelines and the principles of ILO Convention No. 111, i.e. respect for diversity in labor and employment relations, so as to achieve harmonious and democratic human relations in the workplace.
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